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Abstract

older job seekers often experience prejud'ice in job

selection (Doering, Rhodes, & Schuster, 1983). Festinger's

(1957) Theory of Cognitive Dissonance claims that negative

bias is resistant to add'itiona'l information. Studies by

Lee and Clemons (1985) and Locke-Connor and Walsh (1980)

have found otherwise. Based on these studìes, jt was

hypothesized that younger applicants would be assessed more

favourably than older ones if standard résumés were used,

and that given résumés contain'ing add'itional'i nformation

contrad i ctì ng common negat'ive stereotypês, mature

appl icants, and especial ly males, would be assessed more

favorably than mature candidates with standard résumés. A

role play scenario and questionnaire with one of eight

versions of a résumé enclosed was given Lo 434

undergraduate students. Résumés manipulated gender (male

or female), age (ZS or 55), and type of résumé (standard or

add'jtional informat'ion). At the alpha .0166 'leve1,

orthogona'l contrasts found some s'igni f i cant age di f ferences

gì ven standard résumés, and many si gni f i cant d'ifferences

between mature cand'idates based on the type of résumé used.

Onìy one significant gender djfference was found. It may

be that additional information jn a résumé contradicting

common negative stereotypes allows respondents to consider

the applicant as an 'indiv'idua1 separate and different from

the target group.
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I NTRODUCT Ï ON

Much of the research on older age groups supports the

f i ndi ng that ol delindi vi dual s are of ten the subject of

negative attitudes and d'iscrimination (Banziger &

Drevenstedt, 1982; Botwinick, 1984; Doerjng, Rhodes, &

Schuster, 1983; F1e'isher & Kaplan, 1980; Palmore, 1982;

Rosen & Jerdee, 1985). The Lerm "ageism" has been coined

to express this bias. The Canadian Governmental Report on

Aging describes "ageism" as "attitudes that refiect a

systematìc stereotyp'ing of and discrimination against older

citizens simply because they are ojd" (Government of

Canada, 1982, p. 12). This bias inc'ludes prejud jce and

unequal treatment in the labour market because of age

( Mowses'ian , 1 9BO ; Rosen & Jerdee, 'l 985 ) . The present study

focusses on one aspect of labour market bias--employer

p re j ud'i ce i n the reemp 1 oyment of matu re wo rke rs .

Festi nger's ( 1 957 ) Theory of Cogni ti ve Di ssonance expl ai ns

why negatì ve atti tudes-- i ncl ud'ing those hel d agai nst ol der

workens--are resistant to change. According to this
theory, when individuals perceive some of thejr cognitions
(thoughts, attitudes, bel iefs, or behaviours) to be

ì ncompati b j e w'ith other cogni tions that they hol d, they

wjll interpret and remember subsequent'informat'ion in ways

that f i t and support the orì gi na'ì bì as, thereby protect'ing

-.--f, ^^--ti.^-i.^- Ll^ i-i--a 
-- -^-Ài^.^^ r--^li -¡af tu u(-)f I r rr fil rng r-f re uÍ r g rila r pf euuf tLjepL luf t:r. Inu tuenu!' (JT

discrimjnat,ion against older persons detai led jn the



I iterature seem consistent with this theory ( F'leisher &

Kapl an, 1980; Rosen & Jerdee, 1985 ) . Notw'ithstandì ng,

there are some studies that do not uphold findings of b'ias

gìven certa'in circumstances (Lee & Clemons, 1985;

Locke-Connor & Wal sh, 1 980 ) .

Based on these 'latter stud'ies, the present thesis

investigates résumés containing add'itional pos'itive
'information contradicting common negative stereotypes as a

means whereby older job applicants cou'ld avoid bias. It
was hypothesized that older job applicants would be

assessed as more suitable for a position and more'l 'ikely to
be invited for a job interv'iew when they'incorporated

additional pos'itive information into thei r résumés than

when they did not.

Defin'inq Older Workers

Throughout the I iterature, definitional
inconsistencies occur in the use of the terms

"m'jddle-aged, "o1der", and "mature" (Atch'ley, 1980; Davis,

1981; Fiske, 1980; Perun & Bìelby, 1979; Shaw & Shaw, 1988;

Thomas & Robbì ns, 1979 ) . Membersh'ip i n the above age

groupings is not restricted to ind'ividuals of specifjc
ages. For example, the United States Department of Labour

defines a "mature worker" as any employee aged 45 or over

(Atch'ìey, 1980); the Canada Empjoyment and Immigration

Advisory Council (1985) defines an older worker as one

haturaan t1 E, anrl R/1 \/ôâFê nf âñô. anr{ ñat¡io / looi \ ôã\/ô .{-haf
/vqr e qJv, qrtv vqv to \ tr9 I /, Èq/9 urrqu

most researchers consider mid-life years as occurrìng
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between the ages of 40 and 65. Studìes on older workers

use subjects of varyìng ages (e9., Gray, 1983; Quinn,

1979 ) . Furthermore, 'it j s w'ideì y recogni zed that there

exists a large diversity among older individuals, even

among those of the same age (Mowses'ian, 1986). Wjth these

vari ous age groupi ngs and marked d'if f erences among ol der

persons, cauti on must be exerci sed i n comparì ng stud'ies on

older workers or generalìzing results to avoid

inappropriate conclusions (Botwinick, 1984).

Unemol ovment Stat'isti cs on Ol der Workers

There are many reasons why mature workers become

unemp'l oyed . These 'i nc I ude among othe rs , techno I og ì ca 1

change, p1ant, closings, company reorganizaLions, mass lay-

offs, mandatory ret'i rement from the armed forces at an

early age, and mid-l ife career changes (Atchley, 1980;

Fjeisher & Kap'lan, 1980; Gordus, Jar'ley & Ferman, 1981;

Gray, 1983; Kun'in, 1983; McPherson, 1980; Rosen & Jerdee,

1985; Sheppard, 1976). Once out of a job, maLure job

seekers experience difficulty rega'in'ing suitable

employment. This may not be immediately apparent if the

unemployment situation is assessed soieìy by the

unemp'loyment rate. Other f actors i ncl udì ng duration of
joblessness must also be considered.

Older workers enjoy a relatively low unemployment rate

(Casey & Bruche, 1983; Kunìn, 1983; Soumeraì & Avorn,

1Oa2 ì Fnr avamn'la âe n€ tl.ra anr{ nf Fahnr¡anr¡ 'l oorì f lrat¿vv) r v/\qrrtlJ tv, r vvr eqt J t tvvv, vl¡s

average unemployment rate in Manitoba for the previous
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twelve month period, for the total population aged 15 years

and older was 7.4% actual (i,e., unadjusted for seasonal

variations). For the same period, the average unemployment

rate for workers aged 45 to 64 years of age was 5.3% actual

(Empjoyment & Immìgratìon Canada IEIC], 1990; Statìstics

Canada, 1990). There is a tendency for unemployment rates

to f al'l as ages i ncrease ( Kuni n, 1983; MacDougal I , 1983 ) .

ln fact, 'labour force members aged 45 to 64 enjoy the

lowest ¡oblessness rates of ali age groups (EIC, 1990).

These f j gu res , however , do not ref 'l ect the actual

unemp'ìoyment rates of older adu'lts (Canada Employment &

Immìgration, 1985). To be counted as unemployed in

Stat'ist,'ics Canada's Labour Force Survey, a person must be

both out of work and actively seekìng employment.

Therefore, these figures do not'include those people

workìng part-tìme because they could not find full-time

empl oyment and ol der workers f ì 'l I a d'isproporti onate number

of part-tìme positions (Government of Canada, 1983;

Sheppard, 1976; Social Pìanning Counci l, 1982). Nor do

they include discouraged workers (Shaw & Shaw, 1988;

Stat'ist'ics Canada, 1988 ) . Sheppard ( 1976 ) refers to these

as the "hidden unempioyed..,primarì 1y made up of persons

disproportìonateìy older who have not actively sought

empìoyment in a given t'ime period, although they had been

looking prìor to that period and would accept employment jf
n€€arar{" (n tOO\Vr ¡ vr vv \P, L¿9 ).

Mature job seekers usualìy face a duration of



joblessness that exceeds that of other age groups (Canada

Employment and Immigration, 1985; Government of Canada,

1983). For examp'ìe, 'in Canada, âs of the end of February,

1990 ol der workers aged 45 years and ol der rema'ined

unempioyed an average of 22.6 weeks compared to the 17.3

week average for workers of al'l ages. The s'ituation was

especial ly bleak for male workers 'in this age group. Thei r

average durat'ion of job'lessness was 23.8 weeks ( Stat'isti cs

Canada, 1990). As is the case with unempìoyment rates,

f i gures on durati on of job'ìessness understate the actual

situation for mature workers. Duratìon is caiculated for
those unemp'loyed and active'ly seekìng work. A number of

older workers discouraged by thei r lengthy unemp'loyment

discontinue their job searches aìthough they would accept

employment 'if it were offered to them. Including these

wonkers in the calculation would greatly'increase the

average durat'ion of unemp'loyment for older workers.

Emoloyer Pre.iudice

An important contrìbuting factor to the unemployment

difficu'lties experjenced by mjddìe-aged and older job

app'l icants is employer prejudice. There is considerable

evjdence of bias against mature workers in employment

selection (Connor, Wa1sh, Litzìeman, & Alvarez, 1g7B;

Doering et â1 ., 1983; F'le'isher a Kaplan, 1980; Locke-Connor

& Wa1sh, 1980; Rosen & Jerdee, 1985; Social Plannìng

Council, 1982). This may entail bypassìng mature workers

for positions for wh jch they are qua'l if ied; hi rìng older
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workers for only certain lower-leve1 positions (Atchley,

1980; F'jske, 1 980; Gray, 1983 ) ; or payi ng mature workers

lower wages than thei r qual ifications and experience merìt,

solely because of their age (Canada Employment and

Immigration, 1985; Davis, 1981 ; Qu'inn, 1979; Soumeraj &

Avorn , 1 983; Wanner & McDonal d, 1 983 ) . Of course, 'lower

wages for some mature individuals may be explained by

reasons other than discrimination. Mature workers'in the

work force today generalìy do not have as much educatlon or

formal vocational training as younger counterparts

(Botwinick, 1984). And w-ith a new employer, âñ employee

may have to start at the bottom of the wage structure and

once more work h'is or her way up (Gordus et â1 ., 198'l ; Shaw

& Shaw, 1988). The present thesis focusses solely on the

bypassìng of older job appljcants for reasons of preiudice.

Defininq Pre,iudice and Discrimination

The terms prejudice and discrim'jnat'ion are not defined

or used consìstently jn the literature. Some studies and

rev'iews are based on legal definitions or applications.

These often cons'ider the purpose or effect of

differentìating measures in determining whether or not

there is d'iscrimination (Abella, 1984; Department of

Justice Canada, 1986; Ledv'inka, 1982; Taub, 1985; Van Dyke,

1985). Other stud'ies refer to dictionary or common usage

formu.lations (Erlich, 1973; Myers, 1983). Among the

latter, t,he main difference ìs between those who include

thought and action in their definjtion of d'iscriminatjon
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(Tarnopolsky, 1980) and those who separate thought from

action, aLf.ributing thought to prejudice and reservìng the

term discriminatjon for behaviour on'ly (e.9., Myers, 1983;

Robertson , 1977 ) . The researcher's di scì p'l ì ne or the

perspectì ve f rom wh'i ch the bi as 'is be i ng i nvestì gated may

qual ify and modify the def initions (Erl ich, 1973). What 'is

understood to const'itute prejudice and d'iscrimìnation may

also change as a factor of time, ìnformation, experience,

and ìnsight (Abe1la, 1984; Department of Just'ice Canada,

1s86).

This present thesis uses the definjtjons for prejudice

and discriminalion provided by Myers ( 1983). He descrìbes

prejud'ìce as "ân unjustifiable negative attitude toward a

group and its individual members" (p. 431 ). Discrimination

is defined as an "unjustifiab'le negative behaviour toward a

group and i ts members " ( p. 421 ). These def i n'iti ons are

similar to Lhose suggested by Deaux and Wrightsman (1984).

P re.i ud i ce as an Att i tude

Prejudice is an unjustifiable negat'ive attitude.
According to Erlich (1973), "an attitude is an jnterrelated

set of proposit'ions aboul an object or a class of objects

wh'ich are organized around cogn'itive, behavioural , and

affective djmensjons" (p. 4). Attitudes can be regarded as

systems. Once established, they are stable and enduring

( Lawless, 1 979 ) .

The cogn jtive component of an att'itude consists of the

bel iefs or opinions a person holds about an idea, an



object, otr a class of objects (Deaux & Wrightsman, 1984)

In terms of prejudice, these are generaily negatjve

stereotypìc bel iefs (Robertson, 1977). A stereotype

generaj ization a rigid, widely held attribut'ion to
'identifiable category of people of fixed traits,
characteristics, and behavjours (Myers, 1983). Stereotypes

may be posìt'ive or negative, and may or may not support

prejudice (Deaux & Wrightsman, 1984). Generalizat-ion of

itself may be benef ic'iai in helping to s'impl jfy a complex

wor'ld. Categorizìng and organìzìng objects into groups can

reduce the amount of information that has to be considered

at any given time (Lawless, 1979). However, negatìve

categorizations or stereotypes that are inaccurate,

overgeneral jzed, and resistant to disconfi rmation may

foster prejudi ci a'l feel i ngs (Myers, 1983 ) .

Feel i ngs compri se the af fect'ive component of an

atti tude, that i s, the emoti onal state connected w'ith the

cognit'ions or att'itude object (Myers, 1983). Prejud'icial

feelings tend to be negative, ajthough the intensity of

affect experienced varies. For examp'le, the importance of

the belief to the indìvidual holding it; Èhe extent or

degree to which the belief is thought to characterize an

object or class of objects; and the evaluat'ion a person

makes of how unfavourable or bad that belief is, may all
'inf luence a person's feel'ings 'in relation to the bel jefs

^-! ¿^..^^J !L^ ^L.:^^+ ^f ^-^.:,.1;^^ /r-1.,:^L {^tô\d'ilu t-LJwcrf u l-f tc uuJcut ur pf cJuu tuc \ Et I r utt, tJ / ó, .

1S a

an

The behavioural tendency of an att'itude refers to the



predisposìt'ion or inc'ì 'inat'ion to act or respond 'in a

spec'if ic way toward the attitude object (Deaux &

Wrì ghtsman, 1 984; Erl i ch, 1 973; Myers, 1 983 ) . The

behavioural tendency of prejudice is the pred'isposition to

act or respond in an unjustifiably negatìve manner toward a

person or a group of persons, that is, as the tendency to

d'iscriminate.

Emp'lover Be'l iefs Reqardinq Mature Job Seekers

Negative attitudes toward older workers often involve

common negative stereotypes (Wigdor & Foot, 1988). For

exampìe, there seems to be a faj rly w'idespread bel ief among

empl oyers that ol der workers suf fer progressi ve dec'ì i nes i n

physì cal abi I i ti es and we'l I -bei ng as they â9€, thus

reducing their competence to perform required work duties

(Banziger & Drevenstedt,, 1982; Doering et ã1 ., 1983; Rosen

& Jerdee, 1 985 ) . Another common stereotype concerns

decreasi ng mental abi'l ity. Intel 1 i gence, memory, learnì ng

abi I ìty, and problem-solvìng capabi 1 ity are al 1 thought to

decl ine with age (Doering et â1., 1983; Fleisher a Kaplan,

1 980; Hartf ord, 1981 ) . When managers have a cho'ice of

hi ring ei ther young peopì e or ol der workers, ai I equal 'ly

competent, the preference 'is often for h'i ring the young

(Casey & Bruche, 1983; Government of Canada, 1982). This

is especially the case for positions requiring the worker

to learn a new and complex ski I I or to acqui re deta'i led

lunnr^rlar{na t'trloichor c l(anlan 'lQQlì. Mnr^rcae'ian lOaAì }rlnt,vqvv \r q r\slJrsrrt rvvvr rrvrvevvrsr,t t¿vv/

on'ly are older workers perceived as beìng unable to iearn
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the new skills or new technology as eas'i ly as younger

workers, they are also considered to have less potential

for development (Gordus et â1., 1981; Mowsesian, 1986).

Older employees are thought to be less interested in

learning than their younger counterparts (Fleìsher a

Kap'lan, 1980; Mowsesìan, 1986). Furthermore, they are

considered more ligid than younger workers and less

creative or astute in facìng new cha'l 'lenges and in problem-

solvìng (Government of Canada, 1982; Rosen & Jerdee, 1985).

They are genera'l 'ly considered to be less product'ive

(Government of Canada, 1982; Hartford, 1981 ).

Accuracy of These Stereotvoes

The accuracy of some of the negative stereotypes

applied to older workers is still a matter of controversy

in the l'iterature. Whi'le some researchers contend that

there is a basis for some or a] I of these generalizations,

many others do not agree, otr agnee onì y parti a'l 'ly.

One of the difficult'ies is the problem of

distinguishing â9ê, period, and cohort effects (gotwinick,

1984; Shaw & Shaw, 1988). For examÞ'le, it has been argued

that some age differences may reflect educatjonal or other

cul tura'l di f ferences between generations rather than

physiological or psychological effects of aging (Botwinick,

1984; Mowsesìan, 1986; Wigdor & Foot, 1988). This problem

is largeiy a methodologìca'l one. Most studies on agìng are

cross-sectjonal, as this iype of study is easjer anci

cheape r to Çarry out than are 1 ong i tud i na I stud'i es .
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Botwinick ( 1 984) contends, however, that longitudinal

investigation is the on'1y methodology sufficient for
charting age changes as opposed to age differences.

Most researchers also po'int to the w1de diversity that
exists among ojder people (Mowsesian, 1986; Rosen & Jerdee,

1 985 ; Wi gdor & Foot, 19BB ) . Hered'itary f actors hel p

determine how a person ages, and so do activities pursued

over the course of a lifetime. The latter greatly
'influence whether specif ic abilit'ies increase, decrease, or

remain stable. In this respect, what a person has been

doìng during his or her life may matter more than the

chrono'logi cal age of that person ( Mowsesi an, 1986 ; Wi gdor &

Foot, 1988). Attitudes and emotional states may also

contri bute to i ndiv'idua'l d'if f erences. For examp'le, some

gerontoìogìsts claim that there exist marked differences'in
agì ng between persons who percei ve control over the'i r i i ves

and those who do not (Gelman, 1982). Stereotypes ìgnore

these individua'l differences. And emp'loyers may have a

tendency to deal with stereotypes (Mowsesian, 1986;

Sheppard, 1976). For example, older peop'le as a group are

generally perceived to be suffering from declìnes in
capacities and health. Employers may not distinguish one

older job seeker from the stereotyped age group he/she

belongs to, and therefore have generalized expectations of

capacìty declines in anyone belonging to th'is group.

There a-re also resea-rchers who accepl some decl ines as

factual but irrelevanL to actual job requirements. This
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argument wi I I be consi dered 'in more detai I i n a moment when

t,he ve rac i ty of spec'i f ì c ste reotypes i s assessed .

In general, however, although the controversy remains,

there seems to be ampìe support for the position that many

of the negat'ive stereotypes are unfounded (Gelman, 1982;

Rosen & Jerdee, 1985),

Let us now cons'ider speci f i c stereotypes, begi nnì ng

with those concerning the physicaì wel l-beìng of mature

workers. Although some older people may suffer from

physì ca'ì deci i nes, many others today sti I I enjoy vi ta] i ty

and stamina due to advances and improvements in lifestyle,

the treatment of djsease and injuries, d'iet, and

opportun'iti es f or physi ca1 exerc'ise (Mowsesi an, 1986;

Wigdor & Foot, 1988). Accord'ing to an artic]e by Gelman

( 1982) in Newsweek magazìne, "not onìy are Americans 1iv'ing
'longer, they are staying active longer--and the'i r worst

enemy is not naLure, but the myths and preiudices about

growìng old" (p. 56). The vast majority of workers,

including older workers, do not have rigorous physica'l

demands p'l aced on them by the i r j obs . Mechan i zat'i on and

automation have greatly changed the nature of work

result'ing in many jobs be'ing less demand'ing than in past

decades (Chen, 1987). In fact, a recent U.S. Department of

Labou r study 'ind i cates that on 1 y 14% of iobs i n 'i ndustry

today requi re much physi cal strength (Mowsesi an, 1 986 ) .

^ 
aa^nn¡{ nnn¡¡'l an ef anantrrno r^t^ìrìôêrt.lc monf al ula'ì l-è9VVl lV ìJvPu I sr e ev¡ vv vJ v-

being. There is some evidence that intel lectual actìvìty
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'is not negatìvely correlated with age (Mowsesian, 1986;

Wi gdor & Foot, 1 9BB ) . When i ntel I ectual tests stress

accuracy rather than speed, o'lder peop'le do not score lower

than younger ones in many of the areas of jntellectual

function'ing, 'including numerical abi I it'ies and verbal

comprehension (Rosen & Jerdee, 1985). Some experts jn

aging even c'laim that cognitive powers may increase with

age and experjence. As explained by James Birren, "whjIe

the younger brai n handl es l arge quanti ti es of ' b'its' of

information more rapidly, the mature brain more readily

processes 'chunks'--that is, it forms concepts based on its

greater store of bits" (Gelman, 1982, p. 58). Nonethe'less,

as poi nted out by researchers and psych'iatri sts,

forgetfulness and other cognit'ive ìapses are often

interpreted as a sìgn of mental decl'ine in mature

individuals but not in younger persons (Mowsesian, 1986).

Wh'i le it is conceded that for some, cogn'itive

abi l'itìes incìuding problem-so1vìng, learnìng, and thought

processes may decline to a point, that would interfere with

certain work dutìes, this is not true of a'll, or even most,

older ìnd jv'idua'1s. By sensational izìng Alzheimer's Disease

and other forms of dement'ia, the med'ia may be at least

partly responsible for perpetuating the impression of

mental ì mpai rment i n general i n ol der persons. The real i ty
'is that,, àL any given time, only 5% to 1O% of the eiderly

1^+-:^^ -..:^.^^^^ *^^+^l .:-^^-:--^-& lLt^..-^-l^.^ {^ôâ-PUPL¿rctr.,r(Jrt g^pcr tgttuEÞ ilts¡rr,,d.r tiltPd.rrr¡tcftL \lvlL)w$e}!'tail, lJou,

Rosen & Jerdee, 1985).
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Adult education may prove to be the veh'icle for

fjnally putting to rest negative generalizai.-ions concernìng

the abj l ity of mature adults to 'learn. Adult educat'ion is

becoming increas'ingly popular and many of the students

successfui ly compieting courses are older ind'ividuals

(Wigdor & Foot, 1988).

In so far as product'ivity'is concerned, Mowsesian

(1986) maintains that over the past few decades, research

from such varied disciplines as economics, history,

medicine, psycho'logy, and sociology, among others have

serious'ly chal ìenged the myth of the nonproductive

potentìal of older workers. Rosen and Jerdee (1985)

concur. Although 'it 'is general 1y accepted that response

time and speed and accuracy of movement tend to decrease

with age (Gelman, 1982), the degree of decline over time

varies. And a slowing in react'ion tjme does not

necessarily mean that an older worker's rate of
productivity wi l1 be s'lower than that of a younger person.

Fami I iarity w'ith the task, exper jence in how to perform it

effectively and eff icient'ìy, as we'l 'l as good judgement may

all compensate for slower reaction time (Wigdor & Foot,

19BB). For example, older workers in paraprofessional and

clerical jobs have been shown to outperform younger workers

(Rosen & Jerdee, 1985). Moreover, automatjon has caused

many past forms of productivity to become obsolete or less

imnortant lMowsesian. 1986) " A further consideration 'is
¡ r¡.Fv, \ ¡ rvltvYv i s. !,

the fact that mature emp]oyees tend to have less
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absenteeism and turnover than younger ones (Wigdor & Foot,

19BB). The motivatjon to learn and to work hard may be

'inf 'luenced by personal re'latìonshi ps and corporate cu'lture

more than by chronol ogi ca1 age (W'igdor & Foot, 1986 ) .

Risidity in thought and job performance is another

common stereotype disputed by Rosen and Jerdee (1985) who

cla'im that rigidity is unrelated to age. They point to the

f act that many we I I - respected scho'l ars , arti sts, and

writers receive thei r h'ighest awards and recognit'ion for
creative work done at an advanced age (Rosen & Jerdee

1985).

Other Factors Contributinq to Neqative Bias

Empl oyers may be negati vel y i nf I uenced toward o'lder

workers by considerations other than stereotypes. Mature

workers may be perceived as "poor jnvestments". These

individuals do not have the same number of potential years

to work for an employer as do younger persons. Al I t,he

whì le, they may be cost'ly in terms of pensìon contributions

and accident coverage rates (Botwinick, 1984; Canada

Employment and Imm'igration, 1985; Nìsh'io & Lank, 1987).

Ironical'ly, union-negotiated benef ìts may hurt older job

seekers as much as do negat'ive att'itudes. The cost of
pension and medica'l benef its may make the o'lder worker 'less

attractive to a potentìal employer.

Some employers may view older workers as vying for
jobs t,hat should more rightìy be given io younger adults

with greater fami'ly responsibi I ities (Harris & Associates,
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1 978 ) , St'i I I ot,her compani es may f eel under pressure to

hi re youth, women, disab'led persons, or- members of a

mi nori ty group. Thus jobs appl i ed f or by o'lder mal e

workers may go to these other target groups instead (Rosen

& Jerdee, 1985). For example, the federal government's

Empioyment Equity program mandates the hiring of women,

aboriginal peop'les, djsabled persons, and visible
minorjt'ies by specified private sector employers in certain
cj rcumstances ( EIC, 1 986 ) . Empl oyers have al so been

encouraged to hire these same target groups to be eligible
for government subs'idies under the federal-prov'incial

Canadian Jobs Strategy (CJS) -- a multi-mi I I ion do1 lar
job-creat jon and trai n'ing program ( EIC & Department of

Economi c Secunj ty, 1 989 ) . Such programs may have

unwi tti ng 1y he'lped to excl ude mature workers, and

especjally male mature workers, from positions which they

mìght have obta'ined had other target groups not been

subsi di zed and promoted.

Government attitudes toward older workers may have

inf luenced both privat.e and pub'l ìc sector employers. Unti'l

very recentl y, our federal and prov j nc'ial governments

pursued almost exclusìve1y the passive approach of
providing older persons with opportunities for retjrement

rather than work (Casey & Bruche, 1983). This 'is s'low1y

changing. The Manitoba government has now passed

legislation prohibiting compulsory reti rement at age 65

(Man'it,oba Human Rights Commission, 1984). And both levels
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of government are becomìng increasingly aware of the need

to ass'ist ol der job seekers. rn the canadi an Jobs strategy
program di scussed earl ì er, one program opt'ion has j ust been

deve'loped specif ical ly for this purpose. It is not yet in

use i n Mani toba, however. Al so encourag'ing 'is the research

beìng conducted at this t'ime by the Task Force on programs

for Oìder Workers. Their mandate 'is to examine problems

experienced by older job seekers in fjnding reemployment

and to recommend ways of assìstìng these indjviduals
(Colosimo, DeLaurent'i ìs, Laf 'leur, McCarthy, Norton, Pep'in,

& R'iche, 1990).

Discrimination and Periods of Hiqh Unemoloyment

There seems to be a posìtive correlatìon between age

discrimination in the selection of emp'loyees and periods of

high unempìoyment. Accord'ing to McPherson (1980), negative

myths about i ncompetence and dec I 'i n'i ng p roduct i v'i ty i n

older workers "appear more frequently during periods of

high unemployment when there is intense competition for

fewer jobs" (p. 376). There is support for this position

from Casey and Bruche (1983) and from the Ontario Human

Rights Commission. Thjs organization claims that in times

of hish unemployment and a tìght economy, ênìÞloyers tend to

select job app j icants on the basis of phys'ical attributes

rather than meri t ( Socì al P1 anni ng Counci 1 , 1 982 ) .

Aqe at Which Discrimination Occurs

ô!^-^^+.,^.:-^ ^^) i-:-^-.:-.:-^À.:^ .^^! *-.-JùtJcl YUtryl-, ttrg clrtLJ L¡ tÞt f tfft tf tctlJ t(Jf I cf I c f tuL I eSef vtju

soìely for those aged 65 and over. Workers between the
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ages of 35 and 45 may begin to experience discrimination

that i ncreases progress'iveì y as they age ( Botwi ni ck, 1984;

Casey & Bruche, 1983; Fiske, 1980). By the time employees

are aged 55 years old and older, this dìscrimìnat'ion wi l1

have considerab'ly worsened (Axe'lbank, 1972). In the Un'ited

States, the Age Djscrimination 'in Employment Act (ADEA)

recognizes the precarious situation facing mjddìe-aged, âs

wel'l as older workers. Its clauses protect workers from

the ages of 40 to 70 years old from any emp'loyment-related

discrimination on the basis of age (Casey & Bruche, 1983;

Rosen & Jerdee, 1985).

Bi as Aqai nst Ol der Femal e Job Aop'l i cants

Thus far in our discussion of bias against mature

workers, we have not differentiated between the sexes.

Most of the avai'lable studies focus on majes; research data

on ojder female workers 'is sti I I scarce (Fuì ler & Martìn,

1980; Shaw & Shaw, 19BB). This is desp'ite the fact that

labour force participation rates of females aged 45 and

over have j ncreased si gn'if i cantl y duri ng the I ast decade

whereas labour force partìcipation rates of older male

workers have decl 'ined ( Canada Empl oyment and Immì grati on,

1 985 ; Government of Canada, 1 983 ; Queresh'i & Kay , 1 986 ;

Shaw & Shaw, 1988).

Discrimination in the

applicants of all ages has

pre-emp1 oyment (Wri ghtsman

se I ect'ion and occupati onal

labour market against female job

been documented mainly in

& Deaux , 1 981 ) and i n emp -'l oyment

distlibution (Jonung, 1986;



19

Schm'id, 1986). The few studies that do exist on mature

female workers support these fjndings (Wrightsman & Deaux,

1981 ). In each of these areas, older women experience more

bias than younger women or mature men. In fact, women have

been dep'icted as beìng subject to a double devaluation

sexism compounded by ageism (Fu] 'ler & Martin, 1980;

Mowsesì an, 1 986; Ni shio & Lank, 1 987; Payne and

Wh i tt'ington, 1 980 ) . As one soci al scìenti st has sLated ,

" i n a ti Sht job market, oni y the except'ional woman wi I l

break through the combined barrier of age and sex" (Fuller

& Marti n, 1 980, p. 32) .

In many ìnstances, bias against mature female job

appl icants begìns with pre-emp'loyment discrimination.

These are biases that affect female choices or

opportuni ties prior to thei r enteri ng the 'labour f orce

(Wrightsman & Deaux, 1981 ). For example, society's
assumpti on that a woman's mai n responsi bi 1 i ty i s to take

care of the home and family has reduced schooling

opportunit'ies for many women. This has been the case

especial ly for oìder females (Nishio & Lank, 1987; Shaw &

Shaw, 1988). Durìng the years that they were obtajnjng

their education, school systems were generally structured

to prepare boys for trades and careers, and gìris for
domestic responsibi I it'ies and lower-level short-term jobs.

Boys brere encouraged to f urther thei r education. Gi rls
¡.; ^^,,^ l^-J ¡-^- l^.,: ^ + L-^., -! ^ rwEi et u lssui'ueru Tr()¡il UUli-ig SU, iis Lr¡ey Were {}XpeClgO l,O

marry and stay at home wi th the j r ch'i l dren. Consequentl y,
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many mature fema'les in the work force today have less

education than both males thejr age and younger females,

and educat'ion i s cl osel y I i nked to I abour market

opportunities (Shaw & Shaw, 1988; Sheppard, 1976).

Mature women are also subjected to bias in employment

se'lection and occupationa'l distribution. Duration of

unemployment for female job seekers aged 45 years of age

and over general'ly exceeds that of fema'ìes aged'15 Lo 44

years old (Canada Employment and Immigration, 1985;

Statistics Canada, 1990). In addition, jn most areas,

oìder females are 'less likely to be hired for a position

than similar'ly qualified male applicants (Almquist, 1979),

or the qualifications demanded of them may be higher than

for males (Jonung, 1986). And when mature women are hired

for a posìtion, they tend to be paid less than their male

counterparts. Thi s 'is true even when qual i f i cati ons and

tjme in the work force are kept constant (Almqu'ist, 1979).

Women 'in general experi ence 'l i m'ited access to numerous

occupations. Si nce mechani zat'ion and automat'ion have

great'ly decreased the requi rements for physì ca1 strength i n

many jobs, the continued exclusion of women f rom these 'is

1ikely attributable, at Ieast in part, to d'iscrimjnation

(Chen, 1987). Older females, especialjy, are subject to

occupati onal restri ct'ions. They tend to be hi red f or
'low-payìng "women's jobs" such as clerica'ì , domestic, and

food service employment, oi for pcsjtions in health care,

social work, and education (Jonung, 1986; Schmid, 1986).
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In the mai n, they are concentrated i n servi ce iobs whi'le

older men occupy manageria'1 positions (Chen, 1987;

Government of Canada, 1983). Their representation is

minimal in near'ly al I professional and prest'igious

occupat'ions ( Shaw & Shaw, 1988; Wri ghtsman & Deaux, 1981 ) .

Not surprisìng1y, salary differences between men and women

are greatest among mature workers (Doering et al., 1983).

Nishio and Lank (1987) place older women among those who

popu'late the "secondary" Iabour market--Iabour intensìve,

nonun'i on i zed , and I ow ì n wages .

Leq'islation as a Means of Curbing Discrimination

Over the last few years, several important pieces of

legislation have been introduced in Canada and in the

Un'ìted States prohibit'ing dìscrim'inat'ion agaìnst older

persons in employment sjtuations. The first of these to

enacted, the Age Discriminatjon in Employment Act (ADEA)

referred to earlier, was passed in t,he United States jn

1967 and amended ìn 1978. It protects workers aged 40

years to 70 years from all emp'loyment-related

d'iscrimination based on age (Casey & Bruche, 1983; Rosen

Jerdee, 1985). In Canada, Section 15 of the Canadian

be

Charter of Rjghts and Freedoms guarantees every'indjvidual

the right to equaljty without discrimination (Abella,

1984). In the Charter, age is ìdentif ied as a proh'ibited

ground for discriminat'jon but spec'ific areas such as

^-^1^ + Ã-^ ^^+ -^^+;^^^J 
T^^+^^-J ¡t^.i^Eiltu lt yiltct¡u o.r c ttut, iltvrtt t|.rttcL/ }Jcf Þc, tttÞuËau, uf I tì>

'leg'is'lation is open-ended. It appl ies to al'l laws and al l
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spheres of government activjty. Empìoyment is covered

i nsof ar as f ederal 'laws and federal acti vi ty are concerned.

The Charter does not apply to the prìvate sector, however.

That is the domajn of the Canadian Human Rights Act. Th'is

piece of leg'islation overlaps the Charter in re]at'ion to
federal government activitìes, but focusses primarily on

prìvat,e persons at the federaj leve'l . The Act app'l ies to

only a limited number of specific areas, of which

employment is one. It prohibits employment-related

discrimination on the basis of age but still allows for

mandatory retirement of employees who have reached the

"norma'l age of reti rement" for thei r occupat'ion. This

prov'ision 'is current'ly under examination and jts abol'ition
js expected shortly (Department of Justice Canada, 1986).

Provìncial 1y, the Manitoba Human Rights Act outlaws

discrimination in employment on the basis of age.

Mandatory retirement has been recently added to this

enactment's list of proscribed actions (Manitoba Human

R i ghts Commi ss'ion , 1 984 ) .

The long-term effect of these changes in law are sti'l I

unknown. Prior to legislation, o'ìder workers were the

target of frequent and obvious negative bias. Legislation

may have curbed much of this. On the other hand, there

seems to be ample evidence that discrimination stìll exists

today; ìt may just be that it is more subtle and more

covert than bef ore ( Botwi ni ck, 1984; Myei^s, 1983; Hai'tman,

1980). Leg'islation may have merely arbitrari 1y def ined who
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was and was not old (Mowsesian, 1986).

Cons'ider the experience of the Un'jted States with

ADEA. Interest'ing1y, 'it appears that discrim'inat'ion cla'ims

and cases brought under ADEA have actua'lìy increased rather

significantly in the last few years instead of decreasjng

(Brandon & Snyder, 1985; Casey & Bruche, 1983). The most

frequent issue for which employers have been prosecuted

under ADEA has been f or di scrimi natory term'inati on. Thi s

acL has not been as successf u'ì i n add ress ì ng bi as i n
hi ring. In f act, â9ê discrimination 'legìslation may have

made matters worse for the unemployed worker (Casey &

Bruche, '1983; Rosen & Jerdee, 1985 ) . By ì ncreasì ng job

security for those a'l ready employed, d'ismissa'l of mature

workers has become more difficult than in the past.

Therefore, employers may not be as wi l'1 jng to risk hi ring

them in the first place (Casey & Bruche, 1983).

Canadian 1egìs'lation does not appear to have been more

successful. One reason may be that enactments such as the

Canad'ian and Manitoba Human R'ights Acts and the Charter of

Rìghts and Freedoms have by and large addressed only

individual al legations of bias and cases of intentiona'l

discrimination. They are not sufficient, therefore, for
dea'l ì ng w i th the subt'l ety and pe rvas i veness of the p rob 1 em

( Abe 1 I a, 1 984; Tarnopol sky, 1 980 ) .

And there st j I I exist s'imple means by wh'ich employers

and Dersonnel manaoers can circumvent leaislatìon- shoil'lclr-'- '*V*' '5v'vr"

they wish to do so. For exampie, mandatory educational
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levels in hì rìng help to screen out older individuals as

these workers are generaìly less wejl educated than their
younger counterparts (Nishio & Lank, 1987). In many

ìnstances, the level of education required is superfluous

for the job (Gordus et â1 ., 1981); and re'lying so'le1y on

education-based credentja'ls wh'i le ignorìng experience and

job performance discriminates agaìnst ojder peop'le

(Mowsesian, 1986). Empìoyers may also make geograph'ic

mob'i I jty a requ'i rement of the job, forcing employees to
relocate periodical ly. older workers are more establ ished

with more responsibilities in a community than younger

workers. Thus, they are less likely to apply for these

pos'ìtions (Nishio & Lank, 1987). Another means of
ci rcumventìng ìegìslation is found prìmarì ly in the pubr ìc

sector. Government boards tasked with selecting the most

suitable cand'idate for a positìon do so by means of a

standard evaluation process. All applicants are asked the

same questions and marks are awarded for the answers. The

cand'idate w'ith the highest score is hired. However, these

boards have been a1'locating an ìncreasing percentage of the

total interview marks to a factor cal led "persona'l

suitab'i I ìty". This indef jnable factor invo'lves almost

completely subjective judgement, and so has the potential

for harbouring undisclosed personal prejudice. yet in many

cases, it is the fjnal decidìng factor in selectìng or

rejecting a cancjicjate (Carson, igBO).

Similar problems prevent mature female workers from
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greatly benefjtting from'legislat.ion prohibit,.ing

gender-related ìnequal ities in emp'loyment. General ly, this
'legislation does not appear to have been notably successful

in helping women of any age. To be effective, these laws

wou'ld requ i re v ì gourous enforcement, someth.i ng that
governments usuaiiy do not provide in a weakened economy

(Braun, 1986). As wel l, there are serjous I imjtations to
exìsting laws against gender-related discrimìnation and

especì a1 'ly to legi sl ation prescri bi ng equal pay for work of
equal value (Jonung, 1986; Schmid, 1986). Ironìcai iy, as

is the case wìth age d'iscrimination 1egìsrat'ion, it seems

that laws introduced to 'improve matters for women in one

area of emp'loyment, such as wages or arbiErary dismissal,
can reduce the opportunities for women 'in a different area

such as employment selection by making empìoyers ìeary of
h'i ring women jn the first pjace (Jonung, 1996).

Other Proposed Soiutions.

In add'ition to leg'islation, other proposed solutions
for reducìng bias agaìnst mature workers in emp'ìoyment

include education (c'lark, 1980), "awareness sessions"
(Tucker, 1980), aff i rmative action and emp'loyment equity
programs (Erc, 1986), and the col lective bargaining process

(Clark, 1980). Advocates of education have suggested

combattìng unfounded myths by means of spec'ia1 programs .in

schools and ìnstitutions and educatìng the pubìic through

the med'ia. But education has been criticjzed as beìng an

unreliable agent of change, "giacialiy slow in movement and
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ìmpact, and often completely ineffective in the face of

intractable views" (Abel'la, 1984, p. 8). "Awareness

sess'ions" are workshops, genera'l ly based on the assumption

that access to facts and the opportunity to meet members of

a minorìty group can make a difference. For exampìe, the

Royal Bank of Canada offers "awareness sessions" in an

attempt to sensitize management to the issues of equa'l

emp'loyment opportunities for women. Tucker ( 1980),

representat'ive for the Royal Bank at a conference on race

and sex equality in the workpiace, makes it c'lear that such

sessions do not aim at changing attitudes. Rather they

merely encourage learning and attempt to broaden the

perspectìve from which participants make thei r decisions.

Employment equìty and affirmatjve action refer to programs

that attempt to ensure equal opportunities jn the workplace

for specified groups deemed to have been unfairly treated

in the past. They are used to varying degrees by both

government and pr-ivate ì ndustry. In the case of

affirmat'ive act'ion, this is often accompl'ished by

i nsti tuti ng d'if ferent'ial and pref erenti al measures for
advancing the representatìon of target groups in areas of

the work force and workplace where they are currently
underrepresented. Employment equity pol ìcies function

mainly to raise the target group's quai if icat'ions for entry
'jnto the I abour market ( Jackson, 1986 ) . These programs

address primari ly systemic d'iscriminat jon (Abeì ia, 1984).

Most affjrmative action and emp'loyment equity programs in
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Manìtoba do not inc]ude o'lder workers as a target group for
ass i stance ( EIC, 1 986 ) " A'lthough women are usual 1y

targeted, researchers are still divided on how successful

Èhese initjatives have been in improvìng labour market

opportuni t'ies f or them ( Schmi d, 1986 ) . Fi na1 'ly, the

collective bargainìng process may be a promjsing tool for
the f uture. In today's econom j c c'l i mate, however, wi th

h'igh unemployment and low job security, unions are not

likely to have the kìnd of ieeway requjred for successfully

using the bargaining process to address ìnequal jties 'in

employment (C'lark, 1980).

Despi te these i nterventi ons, agei sm j n the workp'lace

remains today, âs ev'idenced by the American experience with

ADEA, the fact that older workers remain unempìoyed 'longer

than their younger counterparts, and the findings of some

recent investigations on older workers (Casey & Bruche,

1983; Doeling et âl., 1983; Rosen & Jerdee, 1985; Wigdor &

Foot, 1988). Thjs bias is very difficult to prove today in

I i ght of i ts unl awful ness. Empl oyers are not I j kel y to
admit openly to unequal treatment of app'l icants, They may

be wary of even expressing negative feeiings on the subject

of older workers despite the'i r havìng such feel ings.

Why does ageism cont'inue to operate in emp'loyment

selection today, despìte mounting evidence that negative

stereotypes about older workers are unfounded (Rosen &

larr{oa 'tAaÃì and r{acnifa'intarrrantinnc cr¡¡þr âê
t rvvvl srrv uvuPrev euvt¡ qÈ

'legìslat'ion, educat'ion, affirmat'ive actìon, and others?
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Festì nger's ( 1 957 ) Cogni ti ve Di ssonance Theory offers one

pì ausi bl e exp'l anation.

How Preconceotions Are Maintained Accordinq to coonitive
Dissonance Theorv

Festi nger's ( 1 957 ) Theory of Cogn'iti ve Di ssonance

expl ai ns how b'iases are ma'intai ned, once establ ì shed. In

th'is theory , cogn i ti ons ref er to thoughts, atti tudes ,

bel iefs, or behaviours of wh'ich the person is cognitiveiy
aware. Festìnger desclibes the relationship among

cognitions as one of consonance, dissonance, or

i rrelevance. Cogn'it jve dissonance occurs when the

i ndividual discerns ìncongrujty among cogn'it'ions. Vühen

cognitions are perceived to be compatib]e with each other,
consonance is the result. Irrelevance occurs when

cogni ti ons are deemed to have no associ at'ion wi th, oF

bearìng oh, each other. According to this attitude theory,

lhe individual strives toward cons'istency within h'imsejf or

hersel f a'ìthough some i nternal di ssonance i s usual due to
the existence of a large number of cognitions relevant to
any given element. Cognitive dissonance produces a state

of psychologica'l tension that activates ìn the'individual a

desire or pressure to reduce or eliminate the

ìncompatibi'l 'ity and avo jd further dissonance. The

strength of this pressure is a function of the magnitude of

the tension which in turn, depends on the ratio of

dissonant to consonant elements and on ihe jmportance of

the bel'ief s or behaviour in question. Two cognit'ions may
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exist in a state of dissonance if neither are very

importanl to the 'individual " However, ìmportant

incongruous cognitions generate a large amount of

djscomfort that pressures the 'individual Èo t-ry to reduce

the d'issonance. Th'is may be accompl'ished by: a) decreasìng

the number or importance of d'issonant elements, b)

increasjng the number or ìmportance of consonant

cognitions, or 3) changing one of the dissonant elements so

that it becomes compatìble w'ith the other cogn'itions. The

latter change may involve altering either one's thoughts,

feel ings, or behavrour.

In terms of this theory, preconceptions are often

protected and confirmed by a process of interpretìng and

remembering subsequent information in ways that fit and

support the original bias. This selective percept'ion and

recall of information are attempts to preserve consonance

among cognitions. When the behavjour of an object of

prejudice is perceived to be inconsistent with the

preconcept'ions he'ld about him or her, the behaviour js

often misinterpreted to be in line with the b'iases held or

attributed to special cìrcumstances.

Accord'ing to Festìnger, misinterpretation of the

ìncompatibie behaviour or information received might occur

in one of two ways. The individual may be so biased that

an action by, or information about, the object of prejudice

is sìmpìy mìsperce'ived right from the onset. It is seen to

be'in l'ine w'ith the ex'isting bias despìte al'l evidence of a
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different possible interpretation. Alternatively, the
'ind jviduai may initial ly correctly perceìve the behaviour

or understand the information received, then proceed to

distort the facts by a circuitous line of reasonìng wh'ich

resu I ts i n mi sunderstand i ng. If i n'iti a'l , correct

understandìng of the dissonant cognitjon has been too

c'ìear'ly perceived by the subject to al'low for subsequent

distortion and misunderstanding, the'individual may reject
the new informat'ion as not being factuai, or he or she may

accept the message but make it invalid for h'imself or

herself by claim'ing that jt represents an unusual

circumstance invoiving the object of prejudice.

Fìna11y, an indiv'idual may se'lectìve1y forget
dissonance-producing information. This is difficu'lt to do

because such i nformati on i s I j ke'ly to be sal 'ient 'in the

ind'ividual's mind. However, gìven a brief exposure to the

ìncompat'ible cogn'ition, ño other reminders in the person's

daily life, and a suff icient 'lapse 'in time, there is a

sign'if icant tendency for the person to forget the dissonant

i nformati on.

These processes all allow an individual to encounter

cognjtions ìncompatib'le with his or her preexisting b'iases

without experiencing too much discomfort. In this wây,

prejudi c'ia'l thì nki n9 'is f a'i rì y resi stant, to change through
'logical arguments or additional information. Thus,

^^^^;+.i,.^ 
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ageì sm ì n empl oyment sel ecti on may rema'in today, despi te a
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broad range of attempts to change this situation.

Predictins Discrimination on the Basis of Pre.'iud'ice

Based on Festinger's (1957) Cognitjve Dissonance

Theory, one might expect that preiudicial thoughts and

feel'ings wou'ld be good predictors of d jscrìminatory

behaviour, given that this theory postulates that
'individuals strive to maintain Çongruence among thei r

cognitions. This may be true 'if one first of al j

el i mi nates al I those si tuati ons where specì a'l ci rcumstances

provi de i ndi vì dual s w'ith compel f ing reasons for not act'ing

jn accordance with their attitudes. For exampie, people

may have prejudicial thoughts and fee'l ìngs that they do not

act upon because of 'legis'lation or social pressures and

anxiet'ies about pubìic acceptance of their actions (Abe1la,

1984; Connor et â1., 1977). Situational factors may

influence behaviour. Deaux and Wrightsman ( 1984) contend

that if a young Vietnamese child is about to be hit by a

car a'lmost everyone, regardl ess of personal att'itudes

toward Vietnamese people, would react to save the ch'i ld.

Similarly, they describe the situation of a man who is

negatively biased towards blacks. If he boards a bus and

finds that the only seat available'is next to a black

person, h€ may sit down in this empty seat regardless of

his bias if his feet hurt or if he is tired. People may

also discrjminate against others without personal ly holdìng

prejuci'ìcìal views (Myers, 1983). Illustrating this aie

empl oyers who avo'id hi ri ng members of certa j n categorì es
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simply to avoid offending their customers (Robertson,

1977 ) . Sti I I other situations may arise from systemic

disclimination independent of al I prejudic'ial 'intent, that

is, discrimination arisìng out of the systems, practìces,

and institutional factors in piace (Deaux & Wrightsman,

1984). These considerations all make 'it difficult to

predict discrimination on the basis of prejudice (Er'l ich,

1 973; Robertson , 1977 ) .

Notwithstandì ng special ci rcumstances or situatìons,
Cognitìve Dissonance Theory leads us to expect that ìn

general, prejudicial attitudes should predict

d"iscriminaLory behaviour. The 'l iterature offers some

empirical evidence of when thìs in fact, occurs. The

f ol I owì ng f i ndì ngs are consi stent w'ith what we wou'ld expect

based on Festì nger's theory:

1 . When an 'individual 's self-interest is best served

by acti ng 'in accordance wi th hi s or her atti tudes, att'itude

is likely to be a good predictor of behaviour (Deaux &

Wrightsman, 1984). In thjs instance, not only is the

individual free to pursue consonance between attitude and

behaviour, but the e'lement of self-interest lends

ìmportance to the behaviour, a contributing factor in

pushing the person to strive for consonance.

2. When the at,titude is well-formed or the

wel l-considered, behaviour corresponds more to

than when it is an automatic action. Att,entive

consideration al lows an individual to perceìve

behav i ou r

an atti tude

possible
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percept'ion and recall of information to avoid dissonance.

3. Correspondence is increased when attitudes are

dìrectìy rooted jn experience and not just hearsay (Myers,

1983). This may be because a personaì experience has more

ìmportance to an individual than one that does not directly
i nvo'l ve the pe rson .

4. When both the attitude and the behaviour being

measured are very specific and s'imilar in situation, the

l ikel ihood of the attitude pred'icting behaviour is good;

otherwise, inaccuracies can arise from measuring different
levels of target specìficity (Deaux & Wrightsman, 1984).

For example, determinìng peop'1e's attitudes toward old
people in generaì may contribute very little to the

knowledge of how these peopìe would react to a spec.if ic
70-year-old (Connor et à1 ., 1978). And a negat'ive attjtude
toward ethn'ic minorit'ies in general need not mean that the

prejudiced person would not assist a particular black

person in a particular situat'ion (Myers, 1gg3). In terms

of Festinger's theor y, it may be that a specific
i ndi vi dua'l 's behav'ìour may be attributed to speci a1

circumstances even though he or she is a member of a group

generally negativeìy v'iewed. Differences in specific.ity
may also al'low biased individuals to perceive certain
cognitions as unrelated or not necessarì ly fol jow.ing one

from the oiher, and therefore, irreievant. under these

ci rcumstances, differences among cogn'it.ions can be
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experienced without result'ing'in dissonance. when both the

atti tude and the behavi our bei ng measured are very spec'if i c

and s'imilar jn situat'ion, biased individuals are more

'ì ì kel y to act 'in accordance w j th thei r atti tudes, âS they

wou I d pe rce'i ve the cogn'i t i ons as be i ng re I ated .

5. A close corre'lation in time between the attitude
measurement and the predict,ed behav'iour also increases the

rel iab'i I ity of the pred'ict'ion (Erl ich, 1973). Festìnger's
theory postulates the poss'ibi I ity of a number of cognitions
relevant to any one element. A close correlation in tìme

between the attitude measurement and the predicted

behaviour reduces the chance of additiona'ì cognitjons

occurring that could change the ratio of dìssonant to
consonant elements and lead the person toward a different
di recti on.

Stud'ies That Do Not Support the Existence of Aseism

The f act that bi as agai nst ol der workers rema'ins today

despìte iegìslation and other interventions aìmed at
eliminating unequal treatment agaìnst this group is
consistent with what we would expect on the basis of our

ear'l ier I iterature review on prejudice and discr jmjnation

in general , and on the pred'ictions of Festinger's cognitive
Dissonance Theory. Yet interestingly, some research does

not support the f i ndi ng of stereotypi ng or di scrim'inati on

agaìnst mature 'jndiv'iduals (Lee & C'ìemons, 1995).

Botwin'ick (1984) points to the fact that while early

studies may have found evidence of stereotyping against the
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aged, a number of more recent studies do not necessarily do

so.

In some cases, Þoor methodology may have produced

spurjous results. Many of the early studies were based on

surveys and questionna'ires containìng negative statements

about mature persons. Respondents had to 'ind'icate whether

or not they agreed with these statements. This format did

not allow for the expressìon of positìve feelings or

percept'ions. Current studies are more sophisticated and

consequentìy, nìây be more rel iable. Some of these invo'lve

the ass'ignment of attri buti ons. Subjects are asked to
provìde reasons why an aged person succeeded or fai led 'in a

certain task olin a specif ic sjtuat'ion (e.9., Banziger &

Drevenstedt, 1 982; Locke-Connor & Wal sh, 1 980 ) . Many newer

stud'jes present typewri tten manuscri pts that purport to
represent transcrì ptions of actua'l i nterviews or true

b'iograph'icaì accounts. These newer stud'ies do not always

support stereotypi ng , especi al I y gi ven certai n

circumstances. When they do, evidence of the stereotyping

is much more subt'le than in earl ier stud'ies.

There has also been criticism of the scaling models or

measurement procedures used. Some researchers have found

them to be inadequate for measurìng attitudes, because they

do not measure all the attitude components (Connor et âj.,
1978; Erl ich, 1973; Labovìtz, 1979). For example, some

atti tude questi onna'i res measure onl y the af fecti ve

component of prejudice, that is, how much an'indiv'idual
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likes or dislikes members of a target group (Deaux &

Wri ghtsman, 1 984 ) . Stereotype checkl j sts often measure

onl y whether an i ndi vi dual has a certaì n categorica'l

belief. They may not assess how strongìy that belief is

held, how generaì ìy ( i.e. across sjtuat'ions) that bel jef is
applied to members of a specific category, whether it is

applied to al I members or on'ly some, otr how important that
bel ief is to the person be'ing questioned. Socia1 distance

questi onnai res attempt to gauge the degree of rel at'ionshr p

with members of a given group acceptab'ìe to a person. They

do so by determì n i ng how the i nd i v i dual wou'ld act 'in

various socia'l situations such as school , dating, eating,

and so forth. However, they measure on'ly a report of

behavi oural 'intenti ons as abstracted f rom vague si tuat'ional

references (Erììch, 1973).

Locke-Connor and Wal sh ( 1 980 ) and Botwi nj ck ( 1 984 )

point to an important distinction between attìtudes toward

age groups i rr general and those toward specìf ic

ind'ividuals. Age groups t,end to be more negativeìy

assessed than indiv jdua'ls. Earl ier studies may have

explored attjtudes toward the former; current stud'ies may

be jnvestigating the latter. Other researchers have

supported this distjnction by showing that negatìve

stereolypes of aged peop1e in genera1 are not necessariIy

reflected in people's judgements of specific older persons

(Connor et â1., 1978; Crockett, Press, & Osterkamp, 1g79;

Wingard, Heath, & Hjmeìsteìn, 1982).



Context seems to jnfluence attitudes. When elderly
persons are judged relative to younger persons, the ensuing

judgements may be more negative than had the o1der persons

been judged alone (Wingard et â1 ., 1982). Some studies

have found a correlation between stereotypes and age of the

evaluator. Young evaluators may rate older workers more

negatì vei y than do ol der raters ( tttcpherson, 1 980; Rosen &

Jerdee, 1985).

The amount and type of information the assessor

possesses concerning an older ind'ividual may be especial ly

important in infìuencing att'itudes. This is the contention

and focus of the present research. Four studies in

particular strongìy support thjs conclusion. They are

descrìbed next. This present study emanates directly from

two of them--the 'invest'igations conducted by Lee and

Clemons (1985) and by Crockett et al. (1979).

Connor et al . (1978) stud'ied the effect of knowìng

whether or not f ictional job appl icants were h'i red for a

job. Students were asked to assess old and young

candidates on a number of factors in determìning whether or

not they would be incljned to hire the appljcant. The

assessment 'itself was based on a f ictional transcript of a

job int,erview. Candidate variab'les that were manipuiated

included age (Zq or 63), occupation applied for
(switchboard operator or teacher's aide), and interview

outcome ( hi red, not hi red, or unknown ) . Surpri s'ingl y,

perhaps, there was no evidence of age discrimination.
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Rather, the determi n i ng vari ab'le i n thi s i nvesti gat'ion was

the i nte rv i ew outcome . App I i cants known to be hì red we re

v'iewed more f avorab'ly t,han those a'l legedl y not hì red,

regard'l ess of age .

These result,s were upheld in a study by Locke-Connor

and Walsh (1980) based on another hypothetical job

interview. Thjs time, the manipulations were competence of

the appl icant (competent and noncompetent), the interv'iew

outcome (hired and not hired), age of the subject (ZS years

old or 65 years old), and sex of the subject (male or

fema'le). There was an additional manipu'lation of the

raLers' ages (college students and a group aged 25 to 64

w i th an ave rage age of 3e ) . Regard'l ess of the cand i date ' s

age or sex, perceived competence and the knowledge that the

person was hi red for the job y'ielded positive evaluations.

Interesting'ly, attributions of age and other demographic

var'ìables were advanced to explain why an older cand'idate

j n the I ess competent cond i tì on was not h i red .

Attrjbutions of lack of effort or abìlity were made for a

younger appl icant in this same condit'ion.

Of partjcular relevance to this present research js

study by Lee and Cl emons ( 1 985 ) ì nvest'igati ng the ef f ect

information on decisions about o'lder workers. This

experiment used a 2x2 factorial design. Sub¡ects were

asked to assume the role of a manager. In Study 1, they

were given memos from an aìleged 65-year-old empioyee

requestìng sponsorship to a work-related conference. In

a

of
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one experimental condition, subjects were provided with

only biographical information about the appl icant; in

another condition, they were given both b jographìca'l

information and a moderateìy positive performance report on

which to base thejr decision. In Study 2, subjects were

presented wjth a choice between two employees, aged 32 and

61 years o1d, respectìve1y, for attendance at the

conference. One conditjon aga'in involved the provision of

on'ly biographical information about the two appl icants. In

the other condit'ion, subjects received both b'iographìca'l

information and a moderately posjtive performance report

for each candidate.

Lee and Clemons found that more favorable decisions

were made about older workers when they were not compared

to younger workers, but assessed i ndependent'ly, and

performance reports were provided. Secondiy, ratings for
the older workers were signìfìcantly less favorable than

for the younger workers when on'ly bìographìca1 information

was presented for both groups, but si gn j f i cant'ly more

favorable than for younger counterparts when moderately

positive performance reports were provided. This latter
findìng js of particular interest to this present research.

However, the results of the Lee and Cjemons experiment

pertaìned to factors affecting dec'isions made about

employed o'lder workers. The present thesis purports to
investìgate whether providìng additional positjve

i nf ormat'ion to empl oyers wi I 1 af f ect deci si ons made about
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unemÞjoyed mature job seekers.

A study by Crockett et a'l . ( 1979) suggested the kind

of information that might influence an employer in favour

of an older unemp'loyed job applicant. These researchers
jnvestigated the impressions formed of older adu'lts when

they are perce jved as dev'iating f rom stereotyp'ic

expectations. Subjects were given transcripts of alleged

interviews invo'lv'ing either a 36-year-oìd or a 76-year-old

widow talkìng about her life and how she had spent the

previous day. Respondents were asked to rate their
ìmpressions on a number of scales. The authors found that
the oider woman was eva'luated more posìtively than the

younger one. They concluded that an older person who 'is

perceived as devjating from stereotypìc expectations may be

assessed more positively than a younger person with the

same characteristics.

The results of these two studies (i.e., Lee and

Clemons, '1 985 and Crockett et â1 ., 1979) suggest that if
mature job seekers coul d present to prospect'ive empìoyens

positive information that shows that they deviate from

common negative stereotyp€s, they wou'ld fare better in

emp'loyment selection than if they did not transmit thjs
information. The present research investigates this
hypothes'is. Thìs expectation is contradictory to what

Festìnger's ( 1957) Cognit'ive Dissonance Theory would lead

us to expect. Thjs theory predicts that under normal

ci rcumstances, additional information would 1 ikeìy be
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misperceived, dismìssed as nonfactual , or m'isinterpreted to
be jn I ine wjth origìnal biases.

Summarv of the Literature Review

In summary of the preced'ing pages, wê saw that
unemp'1oyed mature workers often face a duration of
joblessness that exceeds that of other workers (Canada

Employment and Immìgration, 1985; Statistjcs Canada, 1990).

Employer prejudice is an important factor contributing to

the probl ems ol der workers experience 'in attemptì ng to

regai n empl oymenL ( Doeri ng et â] . , 1 983; F'lei sher & Kapl an,

1980; Rosen & Jerdee, 1985; Soci aì P'lannì ng Councì I ,

1s8o).

Prejudice was defined in this thesis as "an

unjustifiable negative attìtude toward a group and its

individua'l members" (Myers, 1983, p. 431). It comprises of

a cognitive component (usual jy negatìve stereotypes), an

affective dimension (fee'l 'ings--often negat'ive), and a

behavioural tendency (the predisposition to act or respond

negatìve1y to the target of bias).

Some common stereotypes 'involving o'lder workers are

expectations of declines with âgê, in physica'l and mental

abilìt'jes, tra'inabì1ity, motìvatìon, flexìbiìity, and

cneat'ivity in problem-so'lving (Doerìng et âl ., 1983;

F'lei sher & Kap'lan, 1980; Mowsesi an, 1986; Wi gdor & Foot,

1 9BB ) . For examp'le, mature emp'ìoyees are general 'ly

perceived to be in poor or declining health and weak

physical cond'jtion. Intel'ì ìgence, memory, learn'ing
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abì 1 i ty, and probl em-sol vi ng abi I i ti es are a'l I consi dered

to have decreased (Banz'iger & Drevenstedt, lgg7; Doering et
ã1., 1983; Fleisher & Kaplan, 1gg0; Rosen & Jerdee, 1gg5) "

Empì oye rs be I i eve that these j ob app I i cants are 'l ess

mot'ivated and I ess i nterested 'in I earni ng new job ski 'l 'ls

than their younger counterparts, and that they are less

creati ve or astute i n f acì ng new cha'l ì enges ( Fl ei sher &

Kap'lan, 1 980; Mowsesì an, 1 986 ) . Mature workers are a j so

cons i dered I ess trai nabl e wi th 'less potentì aì f or

development than younger employees (Gordus et â1, 1981;

Rosen & Jerdee, 1985).

The accuraÇy of these generalizat'ions is sti I I a

matter of controversy i n the I i terature. In genera'l ,

however, there seems to be ampie support for the position
that many of the negative stereotypes are unfounded

(Gelman, 1982; Rosen & Jerdee, 1gB5; W'igdor & Foot, 19BB).

Age'ism may aì ready begin to be experienced by workers

as young as 35 to 45 years oìd, and it increases

progressìvely as employees age (Botwinick, lggO; Casey &

Bruche, 1983).

A]though most of the available studies focus on mares

some researchers contend that mature women may be subject
to a doub I e deval uat'i on--sex'i sm compounded by age i sm

(Ful ler & Martin, 1980; Mowsesìan, 1986; N.ishio & Lank,

1987). Bias agaìnst older female job appj icants began

ear'ly in thei r I ives, wìth pre-employment discrìmìnat'ion,
that is, with biases that affected their cho-ices or
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opportunities prior to their entering the labour force

(Nishio & Lank, 1987; Shaw & Shaw, 19BB; Wrìghtsman &

Deaux, 1981 ) . Al I the'i r worki n9 years, they were subjected

to b'ias i n empl oyment sel ect'ion and occupati ona'ì

distributìon and this continues in their mature years

( Jonung , 1 9BO ; Schmi d, 1 986 ) . In the mai n, mature women

are concentrated in service jobs while ojder men occupy

managerial positions (Chen, 1987). In most areas, they are

less I ikely to be h'i red for a positìon than a simi'larly
qua'l if ied male appl icant (Almquist, 1979).

Several pìeces of legislation exist in Canada and in

the United States prohibiting discrim'inat'ion agaìnst older
persons in employment situations. There ìs no evidence

that th'is'legìslation has been successful in curbing ageism

(Casey & Bruche, 1983). In fact, it may have made matters

more di f f j cu'lt for o1der persons seeki ng work. Fi rst of

al l, 'legìslation may have arbitrari'ly def ined who was or

was not old (Mowsesian, 19BO). Secondjy, by 'increasing job

security for those already empìoyed, it may have made some

employers more leary of hiring older workers in the first
p'lace (Casey & Bruche, 1983 ) . Other proposed so'ìutions to
this problem, e.9., educatìon, "awareness sessions",

affirmative action and employment equity, and the

collective bargainìng process have not met with greater

success (Abel ìa, 'l 984; Ciark, 1980; Tucker, 19BO; Schmid,

1 986 ) . Festi nger's ( 1957 ) Cogn'ìt j ve Di ssonance Theory

offers one plausible exp'ìanation for why this is so.
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Accordi ng to thi s theory, 'ind j v j dual s stri ve for
cons'istency or consonance among thei r cognitions. When

cognit'ive dìssonance (i.e., incompatibif ity among

cogni t j ons ) occurs, a state of psycho'log'ical tensi on i s

experienced that pressures the person to attempt to reduce

or el iminate the ìncompatibi'l ity and avoid further
di ssonance. Thus, a prejudi ced i ndi vi dual wi I'l re'ìnterpret
and remember subsequent information that is not compatible

w'ith the orig'inal bias, in a way that is consistenl with

the origìna1 belief so as to reduce dissonance within
himself or herself. Because of this, prejudjcial thinkjng
may be fai rly res jstant to change through 'logica'l arguments

or additional information. Thìs may be one reason why

weakly enforced legislation and other attempted solut'ions

have not been more successful than they have been, 'in

changing the situation for older employees.

Based on Festinger's (1957) Cognitive Djssonance

Theory, one mjght expect prejudicial thoughts and feel'ings

to be good predictors of discrim'inatory behaviour, gìven

that thjs theory postulates that individuals strive to

mai ntai n congruence among the'i r cogni ti ons. There i s some

support for this posìt'ion in the I iterature, but only 'in

the absence of speci a'l c'i rcumstances that provi de

j nd'iv i dual s wi th compe'l 'l i ng reasons f or not actì ng i n

accordance wi th thei r atti tudes.

On the other hand, there are also other studies that
do not support findings of ageìsm, or that descrjbe
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situations in which b'ias'is lessened or not at a] 'l evident.

For examp'le, negative judgements may be made against older
peopl e i n general but not necessarì 1y aga'inst speci f i c

individuals (Botw'in'ick, 1984). When information about

older workers is known, they may be assessed more favorably

than when no dat,a is available (Connor et ã1 ., 1978; Lee &

C'lemons, 1985; Locke-Connor & Waish, 1980). Older

ind'iv'iduals who contradict stereotypìc expectations may

a'lso be assessed more favorably than those who do not

(Crockett et â1 ., 1979; Palmore, 1982).

Discussion of the Literature Rev'iew and Deduction of the

H vpotheses

Festinger's Cognitive Dissonance Theory predicts that
prejud'ice wi I1 be resistant to change through additional
j nf ormat'ion or I og i cal argument. Ev i dence of conti nued

bi as agai nst ol der workers j s cons'istent w'ith what we woul d

expect based on this theory, âs is the lack of success of

some of the i nterventi ons attempted. For exampl e, publ i c

educat'ion and awareness sessions have endeavored to provide

add'i ti onal i nf ormati on about targets of prej ud i ce and

thereby, to refute stereotypes and myths. They have aimed

mainly at changìng bjas agaìnst o1der peopie in qeneral .

In cons'iderì ng i nvesti gati ons that have found no

evidence of prejudice or discrìmìnation, we find that in

some of these studìes, addit'ional information was provided

on specific members of the target group. This js -r.he

format of investigalions that use alleged transcrìpts of
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actual'interviews or true biographical accounts. For

examp'le, the stud'ies by Lee and Clemons (1985) and Crockett

et al. (1979) described earlier in this paper, used a case

study format and a transcript of an a'l leged job interview,
repect'ive'ly. Accord'ingì y, respondents were asked to assess

specific older persons. In neither case was evidence of
ageism found.

It may be that Cognitive D'issonance Theory does not

accurately predìct the effect of additiona'l positive

information on attitudes when older persons are perceived

as jndividuals and not merely as target group members.

Consistent w'ith th'is position js the contention that age

groups tend to be more negatìvely assessed than individuals
(Botwinick, 1984; Locke-Connor & Walsh, 19BO) and research

that shows that judgements of specific older persons do not

al ways ref 'lect negat,i ve stereotypes ( Connor et âl . , 1 978;

Crockett el âj., 1979; Wingard et â1., 1992).

Given this hypothesìs, and based on the find'ìngs of
Lee and Clemons (1985) and Crockett et al. (1979), ìt could

be reasoned that ol der job seekers mi ght avo'id b'ias 'if they

could succeed in getting employers to regard them as

'individuals separaLe from the target group to whjch they

be'long and ìacking the undesi rable traits and behaviours

common'ly attri buted to that group. One way to accompl i sh

this goal might be through résumés containing posìtìve

ì nformation contrad'icting common stereotypes.

ln today's labour market w1th its h'jgh level of
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unemployment, êffiÞ'loyers general ly rece'ive numerous résumés

and appl icat'ions in response to advert'ised job vacancies.

These are culled and on'ly a select few are ìnvited to an

interview. In turn, on'ly those interviewed have any chance

of be'j ng h'i red . Thus , résumés have become common emp I oyee

se'lection techniques (Ash & Levine, 1985; Rasmussen, 1984),

f requentì y used to determ j ne whom the emp'l oyer wi 1l or wi l1

not interview (Bolles, 1971; Bostwìck, 1980; EIC, 1981;

Mathews & Fawcett, 1 984). This determìnatìon, as wel I as

the whole selection process, is often based on subject'ive

impress'ions and judgements by 'interv'iewers and is therefore

I iable to stereotyping and f ixed 'impress'ions (Cohen & Gump,

1984). It has been the author's experience as an

employment counsellor for seven years that in many cases,

qua I i f i ed maLu re 'i nd'i v'i dua I s are sc reened out at the

appl'icat'ion stage and never granted interviews. This may

be the result of bias. The author has also noted that most

older job seekers present only brief, impersonal résumés.

This 'is, in fact, hofv many popular job search books dep'ict

the résumé (Bolles, 1971; Bostw'ick, 1980; EIC, 1981).

However, 'it wou'ld appear that this may be insuffic'ient for
overcom'i ng f 'j xed , negatì ve eval uati ons. It may be that
brief, impersonal résumés are not sufficjent for getting

employers to cons'ider the older appl icant as an individual
separate from the target group to whom he or she belongs.

Based on the preceding considerations and on the

I it,erature review, it seemed reasonable to hypothes'ize thal
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matu re app I 'i cants whose résumés conta'i ned add i t i ona l

pos i t'i ve 'i nf o rmat i on that was i ncons'i stent w i th common

negatìve stereotypes would fare better in obtaining

interviews than those without such résumés. It was also

expected that the advantage gained f rom this addit'ional

information would be greater for older males than for older

females sìnce women must overcome not only age-based but

also gender-related prejud'ice.

H ypotheses

1. Given sjmi lar qual'if jcat'ions and sjmi lar standard

résumés, older job seekers are expected to be evaluated as

being less suitable for a posìtìon and less likely to be

invited for a job jnterview than are younger job seekers,

2. Mature job appljcants whose résumés contajn

addi ti onal 'inf ormati on contrad i cti ng common negati ve

stereotypes are expected to be assessed as more suìtable

for a posit'ìon and more f ikely to be ìnvìted for a job

intervìew than mature job applicants whose résumés do not

provide this information.

3. Mature male appìicants who provìde employers with

additional information contradicting common negative

stereotypes are expected to be more favorably evaluated as

suitable for a posìtion and more'l ike'ly to be invited for a

job interview than mature females with identical
qual ifications and identical résumés.
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METHODOLOGY

Su b.i ects

Four hundred and thirty*four undergraduate psychology

students, ma'les and females, part'icipated'in this study,

randomly assìgned to one of eight experimentai conditions.

Students were a] I volunteers who received course credit for
parti ci patì on.

Procedu re

The experimenter randomly distributed to each student

one of eight versjons of a role play scenario. Subjects

were asked to turn over the package received, face down,

until verbal instructions had been completed. The

researcher reminded students of thejr right to leave the

experiment at any time and still receive a course credit
for participating in this experiment. They were asked to

treat the study serious'ly and to read over the package they

had rece'ived with care. Subjects who agreed to participate

were furlher asked to remain seated for a m'inimum of ZO

minutes from the tìme the experiment started. This was to

reduce possib'le distraction during the study and to

encourage students to consider the material carefully.
F i na I ve rba'l i nst ruct i ons ref e r red the students to two

debriefing sìgn-up sheets at the head of the classroom.

The first sheet was to obtain a summary of the study once

all the subjects had been run. The second sheet was to

obtajn a summary of results once these had been analyzed
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and presented

The role play scenario received by each student

contai ned an expl anat'ion of subjects' ri ghts ( see Appendi x

A ) and an i nf ormat'ion package compri sed of i nstructi ons

(see Appendix B), a newspaper advertisement for the

position of Inventory Control Officer (see Appendix C), a

job descr'ìption (see Appendix D), more instructions (see

Appendìx E), a résumé (see Appendices F to M), and a

questionnai re (see Appendix N) in that order. The

i nstruct'ions, newspaper advertì sement, job descrì pti on, and

questionnaire were the same for all experimental

conditions. The résumé varied accordìng to experiment,al

condition and in turn, determ'ined the condit'ion to which

the subject belonged.

Résumés were jdentical in Conditions 1, 2, 3, and 4

except for the name, âgê, and gender of the aìleged job

appl'icant, and the fact that addit'ional informat'ion

unrel at,ed to the posì ti on of Inventory Controì Of f icer was

outl'ined in the résumés in Condìtions 3 and 4 pursuant with

the older age and longer labour force attachment of these

appl icants. In Cond'ition 1 they were attributed to a

21-year-old male named Darrell Cousins (see Appendix F); in

Condit'jon 2, to a 25-year-o1d femaìe, Lana Ingl is (see

Appendìx c); to a 55-year-o1d male, Joseph Tjppett 'in

Cond'ition 3 (see Appendix H); and to a 55-year-old femaie,

Mary Watson, in Condìtìon 4 (see Appendix I). For these

first four experimental conditions, résumés (format and
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content) were model led on guide'l ines and sampìes provided

in How to Find a Job in Today's Market - A Guide for Job

Seekers published by Employment and Immigration Canada

(1987) and on criteria for effective résumés as

investigated by Pibal (1985) and Matthews and Fawcett

(1e84).

Résumés i n the four rema'ini ng experimental condi t'ions,

i.e., Conditions 5, 6, 7, and B were also ident'ical to each

other, once more differing only in name, gender, and age of

the a'l leged job seeker, and by additional employment

unrelated to the Inventory Control Offìcer position jn

Conditions 7 and B jn accordance with the greater age and

'ìonger labour force attachment of these job seekers. In

Condition 5, the résumé purported to be from a 25-year-o1d

male, Craig Campbel I (see Appendix J); 'in Condition 6, f rom

a Z1-year-old female, Lisa Parker (see Appendix G); from a

55-year-old male, Thomas Johnson in Condition 7 (see

Appendìx H); and fìnai'ly, in Condition 8, from a S5-year-

old female, Janice Mowatt (see Append'ix I). Tn these
'latter four conditions, the résumés were based on

qualifications similar to those possessed by the candidates
'in the f i rst f our experi mental cond j ti ons. However , 'in

these conditions, more informatìon was provided. This

addi tì onal 'inf ormati on del 'iberatel y contradi cted some of

the negative stereotypes of older workers held by

emp'loyers, that is, beliefs concernìng the workers'

tra'inability, f"lexibility, physical condition, intelligence
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and mental alertness, creativity jn problem-solving, and

mot i vat'i on .

Table I depicts the eight experimental conditjons and

characteristjcs of each job appl jcant.

Subjects were instructed to read through all of the

material carefully before answering the questionnaire

included at the end of the package. This materiar asked

them to assume the role of the owner of a smal I company

that sel ls truck parts and f i lters. They were adv'ised that
a vacancy exjsted in their company for an rnventory control
Officer and that they were iookìng for a suitable
individual to train for this posìt'ion. The package then

provided a descrìption of the a'l leged job (see Appendix D).

subjects were advised that a'ìthough 42 appl ications for the

posìtion had been received, their aim was to interview no

more than 6 candidates and to h'i re 1 of these. rt was then

stated that a résumé from one of these forty-two applicants
was attached. students were requested to read through this
document thoroughly to determine the su'itab'j 'l ity of this
ind'iv'idual as the fnventory Control Officer trainee.
Final'ly, they were to complete the questionnaire at the end

of the package.

One of eight versions of the résumé followed, âS

described earl'ier in th'is section and reproduced ìn

Append'ices F , G, H, I, J, K, L, and M. The package ended

with a questionnai re (see Append'ix N) asking subjects to
assess the I 'i ke I i hood that they wou I d 'inv'i te the cand i date



Cond i ti on

1

2

Òo

Table I

Characteri st'ìcs of the Job App'l i cants

in Each of the Eight Experimental Conditions

Name of Applicant

Darrel I Cousi ns

Lana Ingì i s

Joseph Tippett

Mary Watson

Crai g Campbel i

Li sa Parker
Thomas Johnson

Janice Mowatt

4

6

7

Gende r

Mal e

Femal e

Mal e

Femal e

Mal e

Femal e

Mal e

Femal e

Aqe

25

25

trtr

55

25

25
Êtr

ÃÃ

Résumé Tvpe Used

Regu I ar

Regu'ìar

Regu ì ar

Ã2

Regu 1 ar

Add i t'i onal

Add i ti onal
Add'itional

Additional Information

I nformat i on

Informati on

I nformat i on
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whose appl icat'ìon t,hey had rev'iewed, for an interview. It
also asked respondents to discuss how they had arrived at

this decision and to evaluate the appl'icant's suitabi I ity
for the job on each of a number of criteria.

Upon completion of the task, students returned their
packages to t,he experimenter and had their course credit
cards signed. Interested students also signed one or both

of the debrìefìng sheets.
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R ESU LTS

Th'is study was undertaken to i nvesti gat,e three ma.jn

hypotheses. The first was derived from a rev'iew of studies

such as those by Doerìng et al. (1983) and Gordus et al.
(1991 ); from valious governmental reports on aging (Canada

Employment and Immigration 1985; Government of Canada,

1982, 1983); and from statistics on average duration of

unemployment (Statistics Canada, 1990). This hypothesis

stated that given simi lar qual ifications and simi lar

standard résumés, oì der job seekers wou'ld be eval uated as

being less sujtable for a posìtion and less likely to be

i nvìted for a job i ntervi ew than younger job seekers.

The second hypothesìs was based primariìy on studies

by Lee and Clemons (1985) and Crockett et al . (1979). It
predicted that mature job applicants whose résumés

contained additiona'l information contradicting common

negative stereotypes would be assessed as more suitable for
a position and more likely to be invited for a job

interview than mature job seekers whose résumés did not

provìde th'is information.

The f i nal hypothesi s f ol I owed f rom stud'ies by Chen,

1987; Fuller & Martin, 1980; Jonung, 1986; Mowsesìan, 1986;

Nishio & Lank, 1987; Schmìd, 1986; and Wrightsman and

Deaux, 1981. Mature male applicants who provided employers

with add'itional informat'ion contrad'ictìng common negatìve

stereoLypes were expected to be more favorably eva'luated as
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suitable for a pos'itìon and more likely to be jnvited for a

job'interv'iew than mature females w'ith ìdentical
qual ificatjons and ident'ical résumés.

The data was f i rst reviewed for f rivolous or obvious'ly

contradìctory answers; for evidence that the respondent had

not understood the task or the questions, otr had mistaken

the gender of the alleged job appiicant; and for instances

where s'ix or more dependent vari abl es had been I ef t
unanswered. These c'i rcumstances were establ i shed as

cri teri a for rejecti ng the enti re questi onnai re. They were

taken as an i nd 'i cat'j on that e i the r the respondent had not

treated the task seriously enough or that the respondent's

command of the Eng'l ìsh language was too limited to assure

beyond reasonable doubt that all quest'ions and aspects of

the role-play had been understood. Cul l'ing was considered

ìmportant to ensure, as much as possible, data'integrity
and to bette r app rox i mate the earnestness w i th wh i ch th'i s

task is general1y performed by actual employers. As a

result of thìs rev'iew, 7 questionna'i res were d'iscarded for
missing responses, 9 for contradictory answers, 4 for
mistakes in the gender of the job appljcant, and 3 for
frivolous answers. This left 411 questionnaires for
analysis, oF 94.4% of the orìginal responses. It was felt
that the number of discarded responses was small enough

that 'jt would not impact signìfìcantly on the results of

the ana'l ys'i s .

Descrìptive information was extracted from this
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remaining data--frequencìes, means, standard deviations,

skewness, and kurtosis. A Pearson Product Moment

Corre'lat'ion Coeff ic'ient test was also run. Next, 'in

preparatìon for inferential testing, Hartley's F Max test
was performed. The three main hypotheses were tested by

means of orthogonaì contrasts. In addition to these

prep'lanned comparisons, êXÞloratory testing was done using

Analysis of Variance tests.
Desc ri pt'i ve Stat i st i cs

Descrìptive information was extracted from the data.

Tab'ìes 2 to 9 display frequencies, means, standard

deviations, skewness, and kurtosis for the dependent

variables in each of the experimental conditions.

Cons'iderab'le variation was found among means within
treatment groups. Positive assessments were sometimes

rendered on some measures but not on others within a group.

In general , education was assessed less posìtìve'ly than

most other dependent variables, whereas previous experience

was rated more positively than other factors. The

relationship of other dependent variables within a group

differed accordjng to experimental condjtion. Skewness for
the present data seems to be fairly symmetrjcal; the

kurtosis (i.e., ejther more or less peaked than a normal

distribution) may be a l jttle flat. However, for a fixed
effects model such as the present, experiment, a moderate

departure from normality is not ìmportant (Neter,

Wasserman, & Kutner, 1985).



Frequencr es,

Cond'i t i on

Dependent Vari able

Likely to Interview

Overall Suìtability
Trainab'i I ity
Educat i on

Skills
Flexibi'l ìty
Previous Experience

Means,

1 --Mal e

N

53

Ea

Ã2

53

53

53

Ãâ

Table 2

Standard Dev i at,i ons ,

Appl 'icant, 25 Years

Age

Physical Condition

Inte'l 1ìgence

Mot'i vat i on

Creatì vi ty

Note: For I i kel i hood of

Mean

3_98

91

830
000

040
21 0

74 0

Skewness, and Kurtosis

Old, Regu'lar Résumé

S. D.

0.91

53 1

53 1

53 2

53 2

53 2

0.71

L

1

For other dependent varìab1es, a lower mean = a more positive assessment.

67

78

65

84

79

t.)

51

67

81

90

Skewness

66

32

25

36

-o .44

ìntervìewìng, a higher mean

B0 1

61 0

500
400
60 1

000

940

230

09 -0

66 1

13 -0

58

Ku rtos i s

-0.73

0

1

co

97

0'l

82

09

86

65

49

26

49

OB

1

-0

0

-0

= a more positìve assessment.



F requenc ì es ,

Cond i t'i on

Dependent Variable

Likely to Interview

Overall Suitabiljty
Trajnab'i lit,y
Educat i on

Skills
Flex'ibjl'ity
Previous Experience

Age

Physical Condition

I nte'l 'l ì gence

Moti vati on

Creativity

Note: For I i kel i hood of

Table 3

Means, Standard Deviations, Skewness, and Kurtosis
2--Female Appl icant, 25 years

N Mean

54 3.74

54 2.11

54 1.61

54 2.85

54 2.00

53 2.O2

54 1.81

53 1 .85

54 1.81

53 2.06

53 1.94

54 2.31

i ntervì ewì ng,

S. D.

0. 94

Old, Regular Résumé

Skewness

For other dependent variables,

E1

66

74

61

7?

62

91

95

69

79

95

-0 . 3'l

n

0

1

0

-0

o

c'7 .)
1t J

61 -0

05 1

-0

29 -0

13 -0

11 1

79 -0
385

34 -0

830

59

Ku rtos i s

o

0

-0.70

0

0

a hìgher mean

a lower mean =

80

59

22

21

09

41

5'l

0

0

= a more

0

1

a more positive assessment.

posìtìve assessment.

57

47

67

96



F requenc i es ,

Condìtion

Dependent VariabIe

Lìke'ly to Interview

Overall Suitability
Trainability
Educati on

Sk'i lls

Flexibility
Prev'i ous Expe r i ence

Age

Physical Condition

Intel I ì gence

Motivation

Creatìvit,y

Note: For likelihood

Means,

3--Mal e

Table 4

Standard Deviations,

Appl jcant, 55 Years

N

tro

52

52

52

52

RC

52

È,o

52

52

52

52

Mean

3.46

2

2

D

2

¿

'l

46

13

OB

31

87

46

40

30

06

46

Skewness , and Ku rt,os i s

OId, Regu'lar Résumé

S. D.

0.98

For other dependent variables,

76

94

95

79

76

19

09

B9

76

B5

B5

Skewness

J

2

-0.41

of interview

0

0

-0

0

0

0

-o
0

-0

0

0

0

1

0

4B

86

14

61

27

74

55

30

30

29

12

60

Ku rtos i s

-0.73

fl9'

0

o

-0

0

a h'i ghe r mean

a lower mean =

13

69

34

ooJO

06

34

11

2B

69

72

50

-0

0

0

0

a more positive assessment.

more posìtìve assessment.

-0

-0

0



F requenc ì es ,

Condìtìon

Dependent Vari able

Like'ly to Interview

Overall Suìtabilìty
Trainability
Educat'i on

Skills

Flexìbì I ity
Previous Experience

Age

Physical Condìtion

fnte'l ligence
Moti vati on

Table 5

Means, Standard Deviations

4--Female Appf icant, 55 years

N

52

52

52

52

52

51

52

52

52

52

52

Mean

3 .29

Creati vi ty 52 2

Note: For I ikel ihood of interview

40

9B

B5

9B

29

79

81

62

25

12

29

ñ9t

S. D.

Skewness, and Kurtosis

Ol d , Regu'l ar Résumé

2

1

1.02

For other dependent varrables,

B5

B3

BO

75

B3

70

89

01

71

7B

67

2

2

2

-0.04

0.31

o .47

-0.19

0. 60

0.04

0. 68

-0. 31

0. 26

o .28
0. 05

0.01

Ku rtos i s

61

1

0

0

-0.78

-0.40

a higher mean

a 'l ower mean =

-0

-o

0

-0

0

-0

-0
0

-0

-0

JÕ

49

50

5B

75

5B

23

13

79

15

a more pos i t'ive assessment.

more pos'iti ve assessment.



62

Table 6

Frequencì es, Means, Standard Dev'iati ons, Skewness, and Kurtosi s

Condition S--Male Appl icant, 25 Years Old, Résumé wjt,h Additjonal Informatìon
Dependent Var'ì ab I e N

Li kel y to Interv'iew 50

Overal I Suitabi I ity 51

Trai nabi I ì ty 5i

Educati on 5 1

Sk'i lls 51

Flexìbi I ity 51

Previous Experience 51

Age 51

Physica'l Condition

Intel I i gence

Mot'i vat i on

Creativjty
Note: For I 'i ke I i hood of

Mean

4. 08

92

?o

47

00

8B

76

65

25

-7.>

61

55

ñ9'

S. D.

0.97

For other dependent variables,

1

1

1

72

57

76

66

59

6B

72

44

67

67

70

51 1.

51 1.

51 't .

5't 1.

interviewi

Skewness

0

0

0

0

-1.16

o

1

-0

0

o

460
12 0

18 -0

-0

02 -0

33 -0
65 -0

16 -0

37 -0

65 -0

90 -o

Ku rtos'i s

1 .26

a higher mean

a lower mean =

19

34

28

63

05

79

7B

6B

72

5B

41

1

o

0

0

= a more

0

0

a more positive assessment.

positive assessment.



Condition 6--Female

Dependent Variable

Likely to Interview
Ove ra I I Su i tab'j I .i ty
Trainability

Educat i on

Skills
Flexib'i lity
Previous Experience

Age

Physìcal Condjtion

Intel I i gence

Mot'ivat i on

Creativjty

Note: For I i kel i hood of

Table 7

Frequencìes, Means, Standard Dev'jations, Skewness, and Kurtosis
Appl ìcant, 25 years Old, Résumé with Additional

N

51

51

Mean

51

4. 08

51

51

5'l

51

5'1

51

49

51

51

BO

41

57

7B

7B

69

86
tr.>

71

ctr

47

S. D.

0. 89

For other dependent varìabìes, a lower mean =

63

64

B3

B8

7B

81

B3

67

65

59

67

1

1

1

Skewness

-0.69

i ntervi ew

Informati on

Ku rtos i s

18

63

0

o

79

10

00

41

?Ê

15

'7C

35

50

13

-o .26

ñg, a hjgher mean

-0

4

-0

0

-1

1

trc

17

51

36

24

86

66

26

64

29

09

a more pos'i t i ve assessment .

more pos ì t,ì ve assessment.

2

2

-0

1

0



Table B

Frequenc'ies, Means, Standard Deviations, Skewness, and Kurtos,is
condit'ion 7--Male Appl icant, 55 Years old, Résumé with Addit.jonal rnformation

Dependent Variable N

Likeìy to Interview 52

Overal I Suìtabi i ity 51

Tra'inabi I'ity
Educat i on

Skills
Flexibilìty
Previous Experience

Age

Physical Condition

Inte'l 1igence

Motivation

Creativity

Note : For I 'i ke I i hood of

Mean

52

52

52

51

52

52

52

3.77

00

00

69

87

9B

71

12

S. D.

1.O2

For other dependent varìab'les, a lower mean =

69

93

9O

71

91

64

03

7B

52 1

52 1

51 1

J

2

Skewness

-0.43

0. 75

o. 76

0.49

0. 54

O. BB

0. 33

-0.13

0

0

0

1

0

interviewing, a hìgher mean

85

5B

84

64

Ku rtos i s
_0. BB

1.51

-0.10

0. 34

0.31

1 .09

-o.62

-0.30

67

7B

05

0. 30

59 1

17 o

31 1

a more positive assessment.

more posìtive assessment.

-0.25

03

64

50



Condition B--Female Appl i canL, 25 Yeans O'ld, Résumé with Add'it'ional

Dependent Vari able

Li kel y to Interview

Overall Suitability

Tabl e I

Frequencìes. Means, standard Devjalions, skewness, and Kurtosis

Traìnability 46

Educati on 46

Skills
Flexibility
Previous Experience
Age
Physical Condition
Intel I i gence

Mot'i vat i on

Creativìty

Note: For I ikel ihood of

N

l+o

46

Mean

I -70

2.15

1 .67

2 .57

1 .93

1.98

1 .54
3. 50
2.59
1 .83

1 .39

46

46

46

46
46

46

46

0.73

0. 84

0.89

0.65

0.80

o .62

0. 86
1.02

0.57

0.61

0.66

a hìgher mean

a lower mean =

S. D. Skewness

0.94 -0.71

For other dependent variabìes,

45 1 .53

interviewing,

0. 83

1.16

0.40

O. 58

0.31

0. 70

0.11
0. 53

-o.02

1 .34

0. 86

Informati on

Ku rtos i s

65

0.56

1 .20

o.74

o .21

1 .48

-0.67

-0 .43

-0.5€
0. 35

-0 .03

0.81

-0. 30

-0.67

a more positive assessment.

more posìtìve assessment.

-0.56
o. 35
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There is also considerabje variance among experimental

conditions. This'is summarized in Table 10 which shows the
range of means among treatment groups for each dependent
variable. As expected, the majority of the least positìve

assessments ( lowest mean for 'l 'ike11¡ood of interview'ing;

highest mean for the other dependent variabjes) were made

for job app'l jcants i n Conditions 3 and 4--the 55-year-o'ld

male and 55-year-old female applicants wjth reguiar

résumés. Two 'interesting except'ions are inte1l ìgence and

mot,'ivati on, where the I east posì ti ve assessment was

obtai ned by the appl i cant i n Cond'iti on 1 , the 25-year-ol d

male with a reguiar résumé. Conversely, the majority of

the most positive assessments were made for job applicants

in Conditions 5 and 6--the 25-year-old male and 25-year-old

f emal e appl 'icants wi th résumés conta'in'ing addi ti onal

positjve information. Here, the notable exceptìon is t,hat

the 55-year-o1d female applicant in Condition B obtained

the most posìtive assessment of al'l groups in terms of
previous experience.

The amount of variab'i l'ity among means from one

condition to anothelis a'lso interesting. As could be

expected given our hypotheses, suitability of the

appl icant's âgê, physical condit,ìon, and trainabi l.ity a'l I

show a great range among means (differences of 2.16, 1.37,

and 1.07 respect'ively). More surprìsing ìs the fact that
I i kel i hood of int,ervì ewì ng and overal I sui tabi i i ùy show

much more moderaLe ranges (differences of .79 and .6



Dependent Variable

Lìke1y to lnterv'iew

Overall Suitabjlity
Trainability

Educat i on

Skills
Flexìbility

Variabi I ity
Low

Mean

Prev'ious Experience 1

Age 1

Physìcal Condition 1

I nte'l I i gence i

Moti vati on 1

Creati vi ty 1

Table 10

Among Experimental Conditions

GrouÞ Hi qh Grouo

Mean

3.29

806

39 5

475

78 6

78 6

548

Note: For I ikel ihood of intervìewing,

For other dependent varìables,

4. 08

65

25

71

âÃ

47

40

46

13

OB

29

87

81

62

ó¿

25

46

5

5

6

6

5&6

Ranqe

67

?

2

2

2

79

60

o7

66

30

51

JO

16

37

61

90

99

a hjgher mean =

a lower mean = a

4

4

1

1

a more posìtive assessment.

more posìtive assessment.

2

1

0

0
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respectively). Sk'i lls and previous experience show the

I east vari ance ( . g and. 33 respecti vel y ) . Note that these

two latter measures are not among common stereotypes.

Pearson Product Moment Correlation Goefficient Test

A Pearson Product Moment correlation coefficient rest
was performed to determine the extent to which the

dependent variables were correlated. This test was

conducted on 66 combinations of dependent variables. The

alpha leve'l was estab'l ished at .05 overal l. To reduce the

possi bi'ì ì ty of Type f error, the Bonf eron j approach to

multiple testing was app'l ied. Thus, each individua'1 pair

of vari abl es was tested at the . OOOT al pha 'ìevel ( i . e. ,

.05/66). Of specìaf interest to this present research were

how '1 jkelihood of intervìewing, overall su'itabi'l 'ity, and

su i tabi 'l 'ity of the appl i cant's age correl ated wi th the

other dependent variables. As expected, 1 ikel ihood of

i ntervewi ng and overal I sui tabi I 'ity each correl ated

sìgnìfìcantly with every other varjable at the establ ished

.0007 level. Suitabi I ity of the appl icant's â9ê, however,

did not correlate sìgnìf ìcantìy with ski 1ls, prev'ious

expelience, motivation, or creativity. This is surprising,
since motivation and creativity are among common

stereotypes applìed to older job seekers, and so, could

have been expected to correlate hìghly with age. All other
dependent variabl es correl ated si gni f i cant'ly except f or
previous experience which did not correlate sìgn'if icantly
wi th educati on or i nteì'l ì gence; and physi cal condi ti on
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which did not signìfìcantly correlate with education,

ski l'ls, or prev'ious experience. Thus, of the 66 pai rs

tested, on'ly 9 pai rs, ot- 13.6%, were not sì gn'if ì cant'ìy

correlated with each other"

Four pa'i rs had strong corre'lations of r = .5 or more.

These were I i kel i hood of i nterviewi ng and overal l

suitabi I ity, r(4O7) = -0.65; age and physical condition,

r(408) = 0.57); intel'l 'igence and motivation, r(4OS) = O.54:.

and motivation and creativity, r(4O7) = 0.56. Note that

the eva'luat'ion sca'le for likelihood of interv'iewing was

designed to be inverse'ly related to aj'l the other dependent

variables, whìch accounts for its negatìve correlation w'ith

overal I suitabì I ìty. Moderate correlat'ions of r -- .3 to
less than r - .5 were found in 26 paìrs. Small

correlalions of less than r =.3 were found in the

remaining 36 pa'i rs.

These resu I ts conf i rm the expected re I at i onsh 'j ps

between 'l 'ìkel ihood of interv'iewing and each of the other

variabl es , and between overal I su i tabi 'l ì ty and each of the

other measures; and partially confirm the expected

relationship between suitab'i I ity of the appl icant's age and

the other variables. They also'indjcate that none of the

variables are redundant, but that all are related and

measure the candidates' assessed sujtabì1ity for the

al leged job open'ing in sl ightly different ways.

Hartley's F Max Test

For accurate results jn testing preplanned
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comparisons, there must be ìndependence among the planned

comparisons. This assumption was met in the present study.

The second assumpti on i s that of a normal di stri but'ion.

Large samples approxjmate normal distribution, so this was

also not a problem with the current data. of more concern
js the assumption of homogeneity of variance, although

there 'is a dìfference of opinion among statisticians as to
the ìmportance of this assumption as we1 l, gìven fairìy
'large sample s'izes (Hays, 1g8O; Neter, Wasserman, & Kutner,

1985). Nonetheless, to be on the conservat'ive sìde,

Hartley's F Max test was conducted to test for homogeneìty

of error variance wjthin groups.

The formula for Hartìey's F Max test is

H = max (s2)

min (st)

The alpha level for this test was controlled at.o5 and

there were B treatment groups. The degrees of freedom

ranged from 52 to 53. The closest number of degrees of
freedom listed in available F Max Ratlo tables was 60

whìch gave us a cri t j cal val ue of Z.ZZ.

When Hartley's test was first performed, S dependent

variables exceeded the clitical value of Z.ZZ.

Transf ormati ons were appl ì ed to stab'i I i ze the vari ances and

reduce the range between minimum and maximum variances.

The first transformation used was a Log transformation.

Hartìey's F Max test was reappl'ied to the transformed data.

only physical condit'ion and creat'iv'ity stirr exceeded the
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critical value. Applying a Recìprical transformation to
physica'l condit,ion brought it below the critjcal value on

Hartley's F Max test. Creativity remained above this value

but a Square Root transformation lowered 'its F Max ratio to

2.42. Consìdering the controversy we discussed earlier as

to whether or not Hartley's test is actua'l ly required when

'large sample sizes are used, and consìdering that only one

variable still exceeded the critical value, wê decjded to
proceed w'ith the anal ysi s. The reader may wi sh to bear i n

mind that there was a slight problem with homogeneity of

variance for creativity.
Orthoqonal Contrasts

Since there were specific questjons to be asked of the

data, ìt was decided at the outset to use the technique of
planned comparisons. For any g'iven comparison, planned

test i ng i s more powe rf u I than post hoc test'i ng ( Hays ,

1980). There were three preplanned comparisons to be

jnvestìgated, each corresponding to one of the hypotheses

described earlier in the Results section. The first
'involved comparing the means of Cond'it'ion 1 pius Condit'ion

2 with those of Condit'ions 3 and 4 combined. The second

comparison 'looked at the means of Condition 7 plus

condition I relatjve to those of condition 3 pius condition

4. And the third compared the means of Cond'ition B with

the means of Condit'ion 7 .

These prepl anned compari sons wei^e tes'r-ed by appì yì ng

Ort,hogonal Contrasts to the means of the transformed data.
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The results of these tests are shown in Tables 11 to 13.

The Bonferoni approach to multiple contrasts was used. The

alpha level was set at .05 overall for a one-tajled test.
Therefore, each comparison had an alpha level of .O5/3 or

.0166.

Hypothesìs t had predicted that g'iven simi lar
qual if icalions and sim'i lar standard résumés, older job

seekers would be evaluated as less sujtable for a position

and less l'ikely to be inv'ited for a job interview than

younger job seekers. Thi s hypothesi s i s parti a1 1y

supported by the resu'lts. At the .0166 a'lpha 'levei , the

differences between older and younger applicants w'ith

regu 1 ar standard résumés we re f ound to be s'i gn i f i cant i n

terms of ljkelihood of intervìewing (t = 3.70, p = .0001)

and overa'l I suitability (t =-3.14, B = .0009).

Tra'inabì ì ity (t = -4.32, p = .0001); age (t =-14.48, p =

.0001); and physical condition (t =-8.71, p = .0001) aiso

al I show sign'if icant d'ifferences. Although the other

dependent variables were not sign'ifìcantly d'ifferent'in
this contrast, their t-test scores were ìn t,he expected

di rection.

The second hypothesis predicted that mature job

appl'icants whose résumés conta'ined additionai information

contradicting common negative stereotypes would be assessed

as more su'itab'le for a posìt'ion and more likely to be

invit,ed for a job interview than mature Job applicant,s

whose résumés di d not prov'ide thi s i nformat'ion.



Dependent Variable

L'ikel y to Interview

Overall Suitabil'itv
Trainability

Educat i on

Skills
Flexibility
Previous Experience

Age

Physi cal Cond'iti on

Intel 1 ì gence

Moti vati on

C reat i v'ì ty

Note. A higher mean

dependent variables

contrast. x denoLes

Table 1 1

Results of Orthogonal Contrast Testìng Applìed

Contrast 1: (u, + uz) (u,

df E. v.1

1 0.15

1

1

-o

-0

-0

o

-0

-0
-0
-0

-o

16

24

01

o2

09

03

78

34

o3

01

o2

ì nte rv'i ew i ng

1

1

1

+ u, )

I

to Hypothesis 1

J

-4

-0

0

-1

-0
-14

-B

-0

0

-0

and 1

10

1-O
f or I i kel'ihood of

= a more pos i t'i ve

resul ts si gni fi ca

to

14

32

16

30

62

45

4B

71

67

15

57

/5

p

000 1

ooo9

000 1

437 9

3835

0526

327 0

0oo 1

000 1

2528

441 6

2860

assessment. 1. E

nt at the alpha .01

ower mean for

. V. is estima

66 1eve1, one-

othe r

ted val ue of

tai I ed.



Dependent Varì able

Lìkeiy to Interv'ìew

Overall Su'itability
Tra'inabì 1ì ty

Educat i on

Sk'i lls
Flexibility
Previous Experience
Age

Phys'ica'l Condition

Intel i i gence

Motivatìon

C reat i v'i ty
Note. A higher mean

dependent variables

contrast. x denotes

Table 12

Results of orthogonal contrast resting Applied to Hypothesìs z

Contrast 2: (u7 + us) - (r.
df

1

1

1

'1

1

E. V.1

o

-0

-0

-0

-0

-0

-0

-0

-0

12

1

1

1

1

13 -2

21 -3

14 -2

06 -1

18 -3

11 -1
05 -o
05 -1

22 -4

35 -5

25 -6

+ uq)

t

1-0

1-0

1-0
for fikelihood of

B9

52

69

94

06

OB

8B

92

30

22

99

34

= a more positìve

results sìgnifican

74

B

oo21

0060

o002

001 B

1 441

001 1

0303

'l 789

o97 7

ìnterviewing and lower

assessment. 1. E. V.

t at the alpha .016ô 1eve1, one-tai led.

mean for other

i s est'i mated va I ue of

0001 x

0001 *

0001 x



Dependent Variable
Ljkely to Interview
Overal I Su.itabj l.ity
Trainability
Educat'ion

Sk'i l ls
Flexibility
Previous Experìence

Age

Phys'ica1 Condition

Intel I ì gence

Motivatìon

Creativity

Note. A higher mean

dependent variables
contrast. x denotes

Resul ts of
Table 13

Orthogonal Contrast Test.i ng

Contrast 1: (u, -
df E. V.1

1 _0. oo

'l -0. 04

1 0.09

1 O.O3

1 _0. 03

1 -0.01
1 0.05

1 _0. 03

1 -0. 07

1 -0. o0

1 0.05

1 o.o5

Applied to Hypothes'is 3

,r)

-0

-1

2

o

-0

-o

1

-0
-2

-0.

r. 10

.06

t.18

.79

.69

.16

.30

.80
,61

03

for likelihood of intervìewìng and rower mean for other
= a more positìve assessment. 1. E. v. is estimated value of
results sìgnif icant at the a'rpha .0166 leveì, one-ta.i red.

75

p

.4591

.1458

. 0148

.2138

.2466

.437 5

.0967

.2110
.0048 *

.4889

.1131

.o470

21

68
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sign'ificant d'ifferences between the two groups of mature

job seekers were found i n rel ati on to I-ikel i hood of
interviewing (t = 2.89, g = "OO21) and overal I su.jtabi I ity
(t = -2.52, B = .0060). As weì 1, sìgnif icant differences
were found in relation to all the other dependent variabjes
except for physical condition, su'itabi I jty of the

appl icant's âgê, skì I ls, and prev'ious experience. These

variables, although nonsignif icant, a'l I had t-test scores

in the expected direction.
The th'i rd hypothes'is had assumed that mature male

appl'icants who prov'ided employers with add jtional

information contradicting common negative stereotypes wouid

be more favorabìy evaluated as suitable for a position and

'l ikely to be invited for a job jnterview than mature

femal es wi th i denti cal qua'l i f i cati ons and i denti cal

résumés. W'ith the exception of sìgnificant differences in

phys'ical condìtion (t = -2.61 , B = .0048), this hypothesis

was not borne out. Interestingly, the t-test scores were

not even alì ìn the expected direction. In the case of six
variables--l ikel ihood of intervìewing, tra'inabì l.ity,
educatìon, prevjous experience, motjvation, and creativ.ity,
the results showed more favorable assesments of the older
woman than of the older man, given résumés with additional
pos'itive information. Tra'inabi i ity would actually have

been significant at the.0166 alpha level'in the direction
opposìte from that predicted.
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Post Hoc Analysis of Variance (ANOVAI

A post hoc three factor ANOVA completed the

statist'ical analysis. This was carried out for exploratory
purposes to see if any other interesting results would

surface that were not part of the three p'ìanned

comparjsons. Results of this test are disp'layed in Tables

14 to 25. Information gleaned from the ANOVA was

supplemented by the data on means disp'layed in Tables Z to

9, to help determìne the directjon of significant results.
The ANOVA was carried out at the .05 alpha'level for a two-

tai I ed test,.

The independent variable, résumé, was found to be a

signjfìcant factor in g out of 12 dependent varjables.
Only prev'ious experience, âgê, and physicaì condition did

not have sìgnificant F values when résumé was tested. A

review of the means in Tables 2 Lo 9 confìrm the d'i rection

of the si gni f i cant resu'lts. For a'l 'l dependent valiables,
ì ncl udì ng those that were not s'igni f i cant, job appl i cants
jn conditions usìng résumés contaìning additionaì pos'it'ive

informat'ion were assessed more favorably than those in
conditions using regular résumés. There were no

'i nte ract'i on ef f ects .

Age, as an independent variable, yiêlded sìgnificant
results in regards to five dependent variables. These were

likelihood of intervìewìng (f = 16.06. p = .0001 ); overall

su'ìtabì 1ìty (F = 14.87 , p = .0001); ti ajnabi l'ity (f =

34.60, Þ = .0001); suitab'i lity of the applicant's age



Sou rce

Age

Sex

Age x Sex

Résumé

Age x Résumé

Sex x Résumé

Age x Sex x

Résumé

Error

Table 14

Results of Post Hoc Analysis of Variance

on

df

1

'l

Li kel i hood of

SS(ITI)

Total

Note:

1 .45

0

0

0

0

0

0

36

409

* denotes results

07

OO

BO

12

13

00

Interviewi ng

FMS

1. 45 1 6.06

07 0.82

00 0.00

B0 8. 84

12 1.31

13 1.42

00 0.02

o9402

0

o

0

signif icant at the alpha .05 ievel , two-ta'i led.

290

p.

.0001

.3653

.9528

.0031

.2527

.2345

.8944

78



Sou rce

Age

Sex

Age x Sex

Résumé

Age x Résumé

Sex x Résumé

Age x Sex x

Résumé

Results of Post Hoc

on Overa'l I

df

1

Table 1 5

Error

Total

Note:

SS(ITI)

1 .94

Anal ysì s of Varì ance

Suitabi I ity

21

00

24

03

12

40

MSE

x denotes

1.94 14.87

402

409

21 1 .59

00

24

03

12

40

^2 3B

0

0

0.01

9.54

o .27

0. 94

3. O9

B

.0001

.2080

.9038

. oo22

.6055

ÒÒÒ1

.0793

79

13

al pha .05 '1eve1 , two-tai I ed.



Sou rce

Age

Sex

Age x Sex

Résumé

Age x Résumé

Sex x Résumé

Age x Sex x

Résumé

Error

Total

Note; x denotes

Table 16

Results of Post Hoc AnalYsìs of

on Tra j nabi I'ilY

df SS(TII)

5. 87

1

0

4

95

trÕ

46

00

25

o5

MS

5

403 68

410

results signifi

Var i ance

B7

95

ç.c

46

00

25

o5

1

0

4

F

34. 60

11.52

3.11

26. 30

o.02

1 .50

0.30

.) ¿-

cant at

p

.0001

.0008

.0785

.0001

. 887'l

.221 1

.5866

BO

17

the al pha . O5 I eve I , two-tai 'l ed .



Sou rce

Age

Sex

Age x Sex

Résumé

Age x Résumé

Sex x Résumé

Age x Sex x

Résumé

Table 17

Results of Post Hoc Analysis

on Education

df

1

SS(II])

Error

Total

Note:

o. 05

17

10

46

o2

10

o2

MS

0.

* denotes

of Vari ance

05

17

10

46

o2

10

o2

403

410

resu I ts s'i gn i f icant at

0

0

F

o .47

1 .49

0. 85

21 .67

o .22

0. 90

0.19

45 71

p

.4952

cce-7

.3565

.0001

.6426

.3436

.6642

B'l

11

the a'lpha .05 1eve1, two-taì led.



Sou rce

Age

Sex

Age x Sex

Résumé

Age x Résumé

Sex x Résumé

Age x Sex x

Résumé

Table 1B

Results of Post Hoc Analysjs

on Ski 1 ls

df
'l

Error

Total

Note:

SS( ITT )

0. o0

0

0

19

22

63

o4

01

39

MS

.00

0. 19

o .22

0.63

0.04

0.01

0. 39

x denotes results

of Vari ance

403

F

0.01

1 .28

1 .47

4.19

o .28

0.08

2.58

60

significant

56

p

.9085

4tr1-,

.2262

.o414

.597 4

,7792

.1087

B2

0. 15

at the a1 pha . 05 1 evel , two-tai I ed.



Sou rce

Age

Sex

Age x Sex

Résumé

Age x Résumé

Sex x Résumé

Age x Sex x

Résumé

Resu I ts

df

1

of Post Hoc

on P rev'i ous

Tabl e 'l I

SS(III)

Error

Total

Note:

0.01

1

1

Anal ysì s of

Exper i ence

403

410

denotes resul ts

10

14

55

13

31

03

0

0

0

0

MS

0.

Vari ance

01

10

14

55

13

Ò1
JI

03

0

0

F

0 .06

0 .06

o.82

3 .28

o.77

1 .89

1.16

ô7

sìgnificant

10

B

. BO26

.4298

.3667

.0709

.3818

.1 698

.6900

Èi.1

at the alpha

17

.05 I evel , two-tai I ed .



Sou rce

Age

Sex 1

Age x Sex 1

Résumé 1

Age x Résumé 1

Sex x Résumé 1

AgexSexx 1

Résumé

Ërror 403

Total 41O

Note; * denotes resu'l ts

Resu I ts

df

1

of Post Hoc

on Physical

Table 20

SS(III)

9 .40

Ana I ys'i s of Var'ì ance

Condition

900

11 0

15 0

000

000

060

MSE
I .40 1 50.90

90

11

15

00

OO

06

25

si gnì fi cant at the

11

14 .46

1 .78

2.39

0.05

0.06

o. 89

B

.0001

.0002

.1832

.1232

.817 4

.8025

.3450

B4

06

alpha .05 1eve1, two-tai led'



Sou rce

Age

Sex

Age x Sex

Résumé

Age x Résumé

Sex x Résumé

Age x Sex x

Résumé

Resu I ts

df

1

of Post

on

Table 21

Hoc Analysìs of

Flexibility

SS ( T I T )

Error

Total

Note:

0.57

400

407

denotes results

22

1B

66

03

00

o2

MS

0.

Var i ance

tr1

22

18

66

03

00

o2

F

3 .41

1 .34

1 .07

15.86

0.18

o.02

o. 10

67

sign'ificant

10

B

.0653

.247 7

.3021

.0001

.67 52

.8930

.7 546

B5

at the alpha

17

.05 ieveì, two-tailed.



Sou rce

Age

Sex

Age x Sex

Résumé

Age x Résumé

Sex x Résumé

Age x Sex x

Résumé

Error

Total

Note: x denotes

Resu I ls

df

1

of Post Hoc

on Age of

SS(IT])

Table 22

57 .47

Anal ysì s of

Appl icant

MS

57 .47

1 .05

0.01

0.05

0. 09

0.01

0.07

05

01

05

o9

0'1

o7

402 61

409

resu.lts signifi

Var i ance

F

378.43

6.92

0.01

0.30

0.59

0. 06

0.46

O5

cant at the al pha . 05 l eve'l , two-tai I ed '

p

.0001

. OOBB

.9435

.5851

.4440

,81 29

.4987

Bô

0. 15



Sou rce

Age

Sex

Age x Sex

Résumé

Age x Résumé

Sex x Résumé

Age x Sex x

Résumé

Table 23

Results of Post Hoc Analysis of Variance

on Motivation

df

1

Error

Total

Note:

SS(]]I)

0.01

0.97

0

12

0

0

0

1

1

MS

0.0'l

0.97

o .47

12 .37

0. 0o

0.13

0.'t 3

47

J/

00

13

13

x denotes

402

409

results si gn'ificant at

F

0 .04

5.74

2.BO

73.12

0. 00

o.77

0. 78

67 98

p

.8456

.01 70

.0948

.0001

. 99'1 7

.3799

.3786

ót

0.17

the alpha .05 I eve I , two-ta'i l ed .



Sou rce

Age

Sex

Age x Sex

Résumé

Age x Résumé

Sex x Résumé

Age x Sex x

Résumé

Table 24

Resu'l ts of Post Hoc Ana I ys i s of

on Intel'1 igence

df
'1

Error

Total

Note:

SS(III)
ô .)a

400

401

x denotes results

13 0

090
BB5
05 0

13 0

070

MS

o

Var i ance

JL

IJ

09

B8

05

13

o7

F

2 .42

0.97

0.66

43 .87

o. 39

0.93

0. 54

ÊD

sìgnificant

59

B

.1 208

.3263

.4183

.0001

.5309

.3345

.4618

8B

at the al pha

13

.05 1eve1, two-tailed.



Sou rce

Age

Sex

Age x Sex

Résumé

Age x Résumé

Sex x Résumé

Results of Post

on

df

1

Age x Sex x

Résumé

Error

Total

Note: *

Table 25

Hoc Anal ysì s

Creativity

SS( III )

0. 18

0

0

7

0

0

o7

o2

o4

03

01

MS

o_

of Vari ance

denotes resu I ts si gni fi cant at the al pha . 05 I evel , two-tai I ed '

1B

o7

a?

o4

o3

01

401

408

0

7

0

0

F

2.14

2.BO

0.81

95.01

0.46

0. 36

0 .09

o7

B

.1440

.095 1

.3678

.0001

.4987

.5496

.7685

B9

08
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(f = 378.43, Þ = .OOOl); and physical condjtion (f:
150.90, B = .0001). Once more, means ìn Tables Z to g

indicate the direction of the significant resurts. For

each of these variables, plus for ali other measures except

for previous experience, means in Tab'les 2 Lo 9 show more

favorable scores for younger than for o'lder candidates.

Equal means were obta'ined for motivat'ion. There were no

i nteraction effects
The th'i rd independent varìable, sex, yielded

significant F scores jn four dependent variables--
trainability (f = 11.52, p = .0008); age (f = 6.92, p

=.0088); phys'ical condition (p = 14.46, B = .0002); and

motivat'ion (f = 5.74, Þ. = .0170). A look at the means in

Tables 2 Lo g revea'ls an interestìng fact, Seven means,

'inc'ludi ng those for trai nabi I i ty, ì ndi cate assessments that
were more favorable for women than for men. These

varjables are trainabi I ity, educatìon, ski I ls, flexibi 1 ity,
previous experience, intellìgence, and creat'ivity. Once

mo re , the re we re no ì nte ract'i on ef f ects ,
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DI SCUSS ÏON

The first hypothesìs predicted a bias against older
job seekers as compared to younger appl'icants, gi ven

si m'i I ar standard résumés. The resul ts of thi s hypothes'is

were expected to provide a kind of baseline to ind'icate the

situation facing mature job candidates today. rt was meant

as a steppìng-stone toward the second hypothesìs, the ma.in

one for this study. This ma'in hypothesis pred'icted that
mature appl icants whose résumés conta'ined addit'iona'l

posìtìve information contradìcting common negative

stereotypes would be assessed more favorabìy than mature

job seekers whose résumés di d not provi de thi s i nformat'ion.

The final hypothesis, predicting that this enhanced résumé

would benefit older men more than older women, was intended

to provìde more deta'i I on the second, ma'in hypothesis.

Introductory psychology students served as subjects.
There are many precedents for using laboratory settings and

students as subjects (Connor et â1., 1g7B; Crockett et â1.,
1979; Lee & Clemons, 1985i Querish'i & Kay, 1986; Trjandis,
1978; Walsh & Connor, 1979). At least one study by

Bernstei n, Hakel , and Har'lan ( 1975 ) compared the decr s'ion-

making processes of emp'loyment interviewers and col'lege

students to dete rm i ne the gene ra I 'i zab'i 1 i ty of expe r i menta I

results obtajned usìng students as the subject pool. The

oniy notab'le dìfference they found was that students t,ended

to be more lenient than the interviewers. They concruded
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Èhat the use of studenLs did not, jeopardize the
generalizability of results in th'is research area. b.Jith

these consi derati ons ì n mi nd, and si nce th.is study

represented a pilot study in an area large'ly ignored to
date, students were deemed to be acceptable for the present

research.

As recommended by Kogan (1979), Labovitz (1979), and

Stier and Kl i ne ( 1980 ) , a between-subjects des'ign was

selected for this presenL research'instead of a within-
subjects study. This was done to reduce the possjbility of
subj ects guess i ng that age was the d j mens'i on be ì ng

assessed, thus hel p'ing to avoi d age stereotype demand

characteli sti cs.

Hvpothesi s 1

The first hypothes'is was established on the basis of

considerable ev'idence of ageism in the labour market. This

evi dence i ncl uded studi es and I j terature rev'iews (e. g. ,

Atchl ey, 1 980; Axel bank , 1972; Brandon and Snyder, 1 9Bb;

Casey and Bruche, 1983; Doerìng et â1., 1983; Fleisher and

Kapl an, 1 980; Gordus et âl . , 1981 ; Mowses'ian, 1986; Rosen

and Jerdee, 1985; Wanner and McDonald, 1983; Wìgdor and

Foot, 1988); governmental reports on aging (Canada

Empl oyment and Immì grat'ion, 1g8b; Government of Canada,

1982, 1 983 ) ; and stati stìcs on average durati on of
unemp 1 oyment ( Stati sti cs Canada, 1 ggO ) . Based on al I of
this evidence, it is surprìsing to find that the first
hypothesìs was not wholìy supported.
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One-ta'i I ed orthogona'l contrast testi ng di d f i nd

significant differences in the two key dependent varjabies,
'l ikel ihood of interviewìng and overal j suitabì l ity.
Trainabi I ity, suìtabi I ity of app'ì icant's â9€, and physical

cond'ition also showed s'ignificant differences. These are

all factors in strongìy held stereotypes and so these

findings were expected. Education, Skj 1 1s, and previous

experi ence aîe not among common general iza1'i ons. A'lthough

it was orìgìnaì1y thought that bias in generaì might colour
perception of t,hese as well, this does not seem to be the

case.

Flexibi ì ity, intel l igence, mot'ivatìon, and creativity
are factors involved in common stereotypes. The 'lack of
significant results for these variables may be, at least in
part, a funct'jon of the respondents'situation.
ïntroduct,ory psychology students served as subjects in th'js
study. Many of them are'l ìkely to have professors of an

age near that of the hypothetical mature candidate.

Un jversìty professors are general ìy 'int,e'l 'l igent, and

research pressures hone creative ski I ls. close interaction
wit,h these older teachers may have influenced the raters'
assessments on these two variables. Results for the

variable motivation may also be partìy explained by the use

of un'iversìty students as raters. They may fee'l that a

younger person who stops his or her formal educal.ion after
Grade 12 is not a very motivated individuaì, par.t,icularly

if this person seems to be faìrly inteljisent.
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As d'iscussed earl ier in the Discussion sectìon, in
plannìng this thes'is--a p'ì lot study in an area largely
ìgnored to date--it seemed reasonable to use students as

subjects" The results however, suggest that using students

may have affected assessments somewhat. rt is ìmpossible

to know th'is for sure without comparing the assessments

obtained in this thesis w'ith assessments f rom actual

empìoyers. Some researchers contend that rater
characteljstics may infiuence evaluations of older persons.

For example, Locke-Connor and Walsh (1990) found that
coì l ege-age ma'les were more posi tì ve 'in theì r eval uati ons

of older appl icants than were col lege-age females, m'id-'l ife
males, or mid-l'ife females. Mid-life males were the least
posìtìve; females of both ages were'in the middle. Another

study by Connor et al. (1978) showed that female students

rated mature job candidates more positìve'ly than did male

students. Although the results of these two studies are

r ncons'istent, they do show that rater characteri sti cs may

impact on evaluations of older persons. This contention js

supported by Querishi and Kay (1986) who investigated
respondent react'i ons to résumés . They conc I ude that age

and sex biases are subtly moderated by the socìal and

personal attributes of both raters and those being rated.

As concerns respondents, they state that " rater
characteri st'ics such as âg€, sex, years of experi ence, and

sensitiv'ily to discrimination issues seem to affect the

degree of b'ias displayed in h'i rìng parctices" (p. 103).
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Th'is presenL thesis did not manipulate and analyze

respondent characteristics. G'iven the results, this is
recommended for fut,ure research. Nonetheiess, the use of

students does not appear to have jeopardized the results
f or the key dependent vari abl es-- I i kel 'ihood of i ntervì ew'ing

and overal I su'itab'i I 'ity.

On the whole, the main contention of the first
hypothesis was support,ed 'in that, gìven sim'i lar standard

résumés, oider job applicants were assessed as less

su'itabie overal I than younger candidates, and less r'ìkely
to be'invited for an ìnterview.

Hvoothesi s 2

The resulls of the second hypothes'is--the ma.in one--

were general I y as expected. Means f or Condi t.jons 3, 4, 7 ,

and I showed consistent improvement on every variable by

both the older woman and the older man when a résumé with

addilional information contradìct,ing common negative

stereotypes was used rather than a regular résumé.

one-tai I ed orthogona'l contrast testì ng found B out of 1z

dependent variables to be s'ign'ificantly different. These

included the two key dependent variables, ìikel'ihood of
interviewing and overaj I suitabi 1 ity, as weì i as

trai nab'i l'ity, educatìon, f iexi bi'l ìty, i nteì I i gence,

motivatìon, and creat'ivity. As was the case with t,he first
hypothesì s, t-test resul ts for ski I I s and prevj ous

experience--neither of which are involved in common

slereot.ypes--were not found to be sìgnificant. Although
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education 'is not, a stereotype, thìs time, in contrast to
results for hypothesis 1 , a si gnif icant d.ifference was

found. Perhaps this is a result of a general izat.ion of the
large number of differences perceived overa'l I between the

two groups of older appljcants.

It is difficult to explain why there are no

sign'ificant differences in relatìon to physical cond'ition.

This variable was found to have significant t-test scores

ì n Orthogona'ì Contrast 1 , comparì ng younger and ol der

applicants. A post hoc analysìs confirms age and sex main

ef f ects on physi caì condi tìon, but shows no résumé or

résumé interaction effects. rt may be that this particular
negative be'l ief js so strongìy held, that even posìtìve

information to lhe contrary is not sufficient to change a

b'i ased op i n i on on th ì s measu re .

There were no significant differences in t-test scores

on suitabi I ity of appl icant's age. Th'is 'is jnterpreted as

support for the prìncipaì assumption of the present thesis
that mature applicants presenting résumés containìng

additronal pos'itive'information contradìctìng common

negatìve stereotypes are perceived by employers as separate

and different from the age group to which they belong.

Thei r age per se is st'i I I regarded negative'ly, but t,hey as

individuals are assessed favorably. "perceivers

consìstently view specif ic o'lder persons as exceptìonaì,

even while they retain negative stereotypes of older people

jn general" (Crockett et âl., 1978, p. 368).
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Hyoothesi s 3

There 'js almost no support 'in the results for the

thìrd hypothesìs predicting gender djfferences among maLure

appl icants presenting résumés containìng additional
positive information. Although research data on older
female workers ìs sti I I relatively scarce, th'is hypothesis

was derived f rom a number of wel'l-researched studies and

I 'iteratu re rev i ews conf i rmì ng the ex i stence of bi as aga'i nst

oider women in the labour force (e.g., Chen, 1987; Fuller
and Martìrr, 1980; Jonung, 1986; Mowsesian, 1986; Nishìo and

Lank, 1987 ; Payne and Wh'itti ngton, 1980; Shaw and Shaw,

1 988; Wri ghtsman and Deaux, 1 981 ). It was therefore
surprisìng to find no significant differences in th'is
present investigation other than in regards to the varrable
physìcaì cond'ition.

The post hoc ANOVA had 'i nd'j cated a s'i gn i f i cant gende r

bias against both older and younger women in respect to
trai nabi ì i ty, sui tabi I i ty of â9ê, physì caì condi tj on, and

creatìvity. There were no interaction effects.
Once more, it is possible that the results were

influerrced by t,he use of un'iversity students as subjects.

They represent a segment of the population that by and

large has been made aware of bias against females.

According to Querishi and Kay (1986), this group may even

make a conscious effort to accommodate female applicants

for jobs which are not perceived as too gender-typed.

This latter t,hought bears further examination. The
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I ack of sì gn'if 'ìcant gender di f f erences coul d be partl y a

function of the type of job being filred. The posilìon of
ïnventory control officer may be perceived as one that is
gender-neutral, or easy enough for "even an older woman to
do" . In th j s case, sui tabi 'l 'ity ratì ngs for the mature

woman might be no different than those for the mature man,

even ìf generally, the respondent is more biased agaìnst

older women that oider men-

Fìnal ìy, it 'is possible that the mature woman in this
thesis was considered somewhat atypìca1 for a person of her

âgê, perhaps by reason of her having worked all of her

adu'lt, life and having achieved posìtions that some may vjew

as faì r1 y responsi bl e. Crockett et al . ( 1 979 ) found that
an older woman who was considered alert, interestìng, and

'involved, was perceived as deviating f rom stereotypìc
expectat i ons .

D i rect'ions f or Futu re Research

There is a pressìng need for more field investìgatìon
in the area of emp'loyment selection of older workers.

Aìthough university students are often used in such

research, there are not suffrcient comparative studies to
confirm without a doubt that results obtained by using

students can be generalized to actual empioyers. such

comparat-ive stud'ies const'jtute a second, rel ated need for
future research.

It is recognized that suffjcient access .uo real

organizations and to subjecLs outside the student pool .is a
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def i n i te probl em 'in the area of app'l i ed psychol ogy.

Rel'iabì 1ìty of results requires a iarge sample size, and

this may be diff icult to obta'in away from a universìty
setting. This problem may be even worse for a research

area such as the present one" Despite assurances of

anonymì ty, company of f j ci a'ls mi ght be 'leary of an

investigation that could show their staff to be prejudiced

or company hirìng polìcies to be unfair. Not onìy would

they be apprehensive of employee attitudes that might

reflect, poorly on the company, but offic'ials might also be

concerned about anyone discovering that they had broken

antidiscrimination laws. Compounding matters, it could be

djfficult to convince off ic'ials to ask a 'large number of
busy supervisors and managers to devote time to partìc'ipate

in a st,udy that, they d'id not perceive as being of di rect
benefit to their company. Even if sufficient sampling

numbers can be obtajned, research costs and time are ljkely
f;o 'increase substanti al I y when research i s conducted i n the

field jnstead of 'jn the laboratory.

Nonetheless, applied research is long overdue to

expand our knowìedge and our progress in this area. There

are too many unknowns i n usi ng uni vers'ity students

exc'lusi vei y as subjects, Undergraduate st,udents general I y

have not had much experience in the world of work. Their

att'jtudes may change when faced w'ith the real'ities of the

labour market. For exampie, would actual empìoyers we'igh

pensior-r costs attached to hi ring an older worker, or the
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cost of tra'in i ng someone wi th a I i mi ted number of potentì aì

work years , more heav'i I y than students? Wou I d actual

employers be more wary of hi ring o'lder workers because of

legislation that makes it difficult to fi re them later?
Are systemìc biases in place jn large organizaLions that
screen out many older workers ìndependent of any attitudes
toward them that the employer may personally hold? Would

an employer's past direct experience with older empìoyees

influence his or her hiring dec'isions? These, and many

other questions can only be answered by field invest'igation
with actual employers.

The present thesis represents a preliminary, pilot
study in an area largeìy ignored to date. Whether in the

field or in the laboratory, more work should be done with

résumés, as these documents are general 1 y used to screen

oul applicants. If an older worker cannot advance beyond

the applìcat,ion stage, knowìng more about any other step in
tl're se jection process wi l1 do I ittle to heìp him or her.

This future research should man'ipulate types of jobs

appl ied for. Clerical and service, t,echnica'l ,

semi-ski l'led, ski l led, managerial and professional jobs

should all be investigated and compared. There may be

industry-related djfferences as wel l, and various

i ndustr i es such as hea'lth care , manuf actur i ng , or educati on

could also be manìpulated. Age of the appl'icant, previous

work history, résumé type and content, rater
characterìstìcs, and gender of the appl'icants are all
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factors that may contribute to employer decisions and so

these shouid be studied" The more that is known about the

variables that influence empioyers to invite mature

candidates for an interview, the more that effective
i nterventi ons can be des'igned.

Should an experimenta'ì design simi'lar to the one in
the present, research be used, certain improvements are

suggested. Preliminary work should be carried out with
employers to determine all the criteria that they consìder

ìmportant in assessing a résumé. These criteria should be

added to the questionnaire. perhaps a way cou'ld be found

to weight selection 'items according to thei r importance.

The experimental procedure shou'ld include an oral
debriefing of all respondents to determine exactiy why they

evaluated a subject the way they did. Although the present

research included open-ended questions to attempt to
determine this, many subjects did not articulate the.i r

reasons suffìcientìy well to be of benefit. student

responses could be compared with those of employers to see

how closely students approximate empìoyer thought
processes. Di f ferent types of vari abl es shoul d a'lso be

manjpulated as previousìy described.

Practi cal and rheoret'ical Rel evance of These Fi ndi nqs

Festì nger's ( 1 957 ) Theory of Cogni ti ve Di ssonance

predicts that prejudice, ìncluding bias agaìnst older
pe rsons , w ì I I be res i stant to change even when add .j t.i ona I

information is introduced. This theory contends that
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additional positive information w.i I I be misperceìved,

dismissed as nonfactua'l , or misinterpreted to be in line
w j th orì gi nal b'iases. The resul ts of the present research

show that additional information contradictìng common

negatìve stereotypes presented jn an older appl icant's
résumé, regardless of applìcant gender, 'is sufficient for
the cand'idate to be assessed signifìcantly more favorably
than had the addit'ional'information not been presented.

The results of this study ind'icate that Cognitive

D'issonarrce Theory may not accurate'ly predìct the effect of

addìtìonal pos'jtive'information on attitudes when older
persons are perceived as individuals and not merely as

target group members. It 'is al so concl uded that résumés

contaìnìng addit'ional posit'ive'information contradìcting
common stereotypes may be suf f 'ic'ient for gettì ng emp'loyers

to regard the candidates as individuals separate from the

target group to whjch they belong and ìackìng the

undesirable traits and behaviours often attributed to that
group. Confirmation of these conclusions would requ.ì re

that this study, or one simiìar, be repeated with actual

emp I oye rs .

The practical impl ications of the f indìngs in th.js
present research are exc'iting. To date, there has only

been a 'l i mi ted amount of research i nto means of ass i st ì ng

middle-aged and older workers to regaìn work once they

become unemployed. L'jtt,le assistance has been ava'i lable in

Manitoba for helping these jnd'ividuals. Varjous programs
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ex'ìst in this province aimed at reducing youth unemployment

but there are f ew programs and servi ces desi gned to he'lp

older persons (Canada Employment and Immigration, 1gg5; EIC

& Department of Economic Securìty, 1987). Our federal and

prov'inci aì governments have pursued i nstead the passi ve

approach of providing these workers with opportunities for
early retjrement (Casey & Bruche, 1993). Governments and

indivìduals are now becomìng increas'ìngly aware of the loss

to the economy of pension'ing off wì l'ì ìng and qual.if ied

workers. As wel l, the psychological , physica'l , social , and

f inancia'l cost to mature job seekers, and consequentìy, to
thei r f ami l'ies and to society, cannot be ìgnored (Warr a

Jackson, 1 984) . Effective i nterventions are requi red lhat
are reasonably prìced in a tìght fiscai climate and easy to
apply.

The p resent research of f e rs some hope .i n th i s regard .

Teaching older appl'icants how to complete a résumé that
could help reduce bias would be a relatively inexpensìve
'interventìon. This could be incorporated'into existìng job

finding clubs or job search classes taught at Empìoyment

and rmmigratiorr centres. writing such a résumé is a s'imp1e

technique that most older job seekers could readi'ìy 'learn

and app'ly. Its use need not be I im1ted to older

applicants. other groups of people who are the subject of
discrimination may also find it useful.
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Append'ix A

Sub j ects ' R'i ghts

Thank you f or part'ici pati ng i n thi s study. I

remind you, however, that you are free to refuse to
particìpate in this experiment, and may do so without
penalty. You are also f ree to leave at any po'int without
penal ty.

Your participation in th'is experiment'is completely

anonymous. You w1 I I not be asked to indicate your name or

student number on any answers that you g'ive, and no attempt

wi l1 be made to I ink your name w'ith any answers given.

If you woujd like to receive detailed feedback on the

purpose of t,his experiment, and the results once these have

been analyzed, please sìgn your name and full address on

the sheet placed at the f ront of the classroom for lh'js
pu rpose .

P j ease tu rn the page and - begui n .
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Appendìx B

Instructi ons

PLEASE READ THROUGH THTS ENTIRE PACKAGE CAREFULLY

BEFORE ANSWERING THE QUESTTONNATRE AT THE END.

For the duratì on of thl s sessi on, p'lease assume that
you are the owner of Ïdeal Parts and F'i lters Ltd. , a smal I

company that sel ls truck parts and f i'lters. your company

has n i neteen emp'l oyees . Bus i ness has been i nc reas ì ng

steadily over the last few years, Effect'ive June 1, 1989,

you will become t,he exclusive distributor of all Conway

Manufacturìng trucl< parts in Manitoba and Saskatchewan.

This contract wì ll result in a significant increase to your

ì nventory, amounL of busi ness conducted, and prof i t. In

preparation for this change, yoU have decided to convert

your manua'l parts and f i I ters ì nventory control system to a

comprehensive computerized system. To do this, you

purchased a $40,000 micro computer and printer and a $1OOO

computer softwear package and operating manual.

Al present, two employees sell parts and perform

manual 'inventory control duti es. wi th Lhe expansì on, thei r

activitìes w'i ll be restrict,ed to se1'ì ing, so you have
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created a new position, that of rnventory control officer.
rn'itìal ly, this person wi I I be respons'ìble for iearnìng to
operate the computer and for transferring the current
ìnventory data onto the new system. Thereafter,

responsibi I ities w'i I I 'inciude orderìng suppl ies and parts,

di strì buti ng these wi thì n the company, and control'ì 'ing al I

ì nventory. Some 'l i f t'ing wi I I be requi red .in the recei pt

and distribution of goods.

Origìna'ì ìy, you attempted to f ind a person experienced

i n e'ither computeri zed ì nventory control or truck parts and

f i I ters. You were unsuccessf ul 'in l ocatì ng a su'itabr e

i ndi vi dual . You are now prepared to tra'in a promì s.ing

cand i date .

You are lookìng for someone bright and alert who can

not onìy master the operatìon of the computer, but also

learn the numerous truck parts and fì1ters, in as short a

ti me as possi bl e. si nce computeri zed 'inventory control 'is

new to the company, you want someone who is f lex.ìble and

who can handle any problems that might arise, creaLiveiy
and i ndependentl y.

A copy of the job advertrsement that you placed in the

wanL ads of the iocaì newspaper is attached as well as a
copy of t,he Job descrrption for rnventory control officer.
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Please review the candidate requirements and the duties of
the position careful ìy before continuing on with this
package.
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APPENDIX C

NEWSPAPER ADVERTTSEMENT

WANTED

ÏNVENTORY CONTROL OFFICER

Required by small progressive company.

Wi 1 I effect the transfer from a manual

to a computerized system of ìnventory

control and w'i I I be responsi bl e f or

orderì ng, di strì butì ng, and

control 'l 'ing truck parts and f i I ters.
Some heavy lifting 'involved. No

experience necessary as company will
train bright, alert individual wi I I in9

to learn job requiring detailed

knowledge of product.

Successful cand'idate should be 'in good

phys'i ca'ì cond i t i on , ab I e to work on

own, flexible, and capabìe of so'lving

problems as they arise.

To apply, please send résumé in

confidence to BOX 951 FREE PRESS.
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Appendix D

JOB DESCRIPTTON

ÏNVENTORY CONTROL OFFICER

Under the direction of the Sales Manager, the Inventory

Control Officer is responsible for effecting the

transfer from a manual to a computer'ìzed system of

inventory control and malntaining this system. This

person is also respons'i ble for the provision,

distlibutìon, and control of all equ'ipment, parts, and

supplìes required for and by the company. The

i ncumbent i dent'if ies and orders truck parts and

f i I ters: other supp'l i es such as wordprocessors,

cal cul ators, computer sof twear, wri t'ing material s,

office manuals; and all other equipment and supplies

requi red by the company. This posìtion entai ls deal'ing

with suppl iers; receivìng mateljal from suppl iers;
maìntain'ing accurate records; and distributìng goods

wjthin the company. The Inventory Control Officer
conducts annual and periodic inventories of stock on

hand; prepares documents for computer input; and

mai ntai ns a computer j zed i nventory of supp'l 'iers, costs,

stock on hand, and distribution of parts, suppljes, and

equi pment .



122

Appendix E

Further Instructions

You have rece'ived 42 appl i cati ons f or Inventory

Control Officer trainee. You wish to interview no more

than 6 candidates and to select one of these for the

job.

Attached 'is a résumé received from one of these 42

appl'icants. Please read this document thoroughly to

determine how suitable this individual would be as the

tra'inee. You may ref er back to the Job descri ption and

newspaper advertisement, if you so desire.

When you have f i n i shed caref u'1 1 y eval uatì ng the

suitabi I ity of this indiv'jdual for this positìon,

please proceed to the questionnaire at the end of this
package.
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Appendix F

Résumé for Condition 1

Darrel I John Cous'ins
101 St. Michael's Road
l{innjpeg, Manìtoba
R2M 3N4
Phone: 256- 3658
Age: 25 years old
Gender: Male
Heal th: Excel I ent

WORK EXPERIENCE:
1 9 B2- BB : P roduct'i on Of f i ce r

General Manufacturi ng
660 Malion Slreet
Wi nni peg, Man.

Work dut,r es:
-supervised 3 staff members
-set up a system f or coì ì ecti ng stat'jsti cs

requ'j red for production and cost measurement
-compi'led weekly, monthly, and quarter'ly
reports on production and costs for the
management team

-mai nta'i ned and ordered al I supp I i es f or the
admi n i strat'ive and support sectl ons of the
company

Reason for 'leaving: Plant closed

1981-82: Assemb'ly L j ne Supervi sor
Tassa Pl ast'ìcs
800 Dawson Road
Wi nni peg, Man.

Work duties:
- i n charge of schedu I es and ass'i gn'i ng of
dut i es

-responsible for trainìng assembly l'ine
workers on new projects

-responsi b'le f or ensuri ng that quotas and
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standards of qualìty were met
-prepared month'ly report on performance and

ach i evements
Reason f or ì eav'ìng: Found better job at General

Manufactu r i ng

EDUCATION:
Grade XII
George Bernard High School
Winnipeg, Man.

LEISURE ACTIVTT]ES AND INTERESTS:
Gol fi ng
Swi mmi ng
Read i ng

REFERENCES:
Available on request
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Appendix c

Résumé for Condition 2

Lana Ingì ì s
1 01 St. Mi chael 's Road
W'i nn i peg , Man i toba
RzM 3N4
Phone: 256-3658
Age: 25 years old
Gender: Femal e
Heal th: Excel I ent

WORK EXPERIENCE:
1 982-88: Production Offi cer

General Manufacturi ng
660 Marion Street
Wi nni peg, Man.

Work duties:
-supervised 3 staff members
-set up a system for collecting statistics

requl red for productìon and cost measurement
-compi led weekly, monthly, and quarterìy
reports on productìon and costs for the
management team

-ma'j ntai ned and ordered al I suppl j es f or the
adm i n 'i st rat i ve and suppo rt sect i ons of the
company

Reason for leavìng: Plant closed

1981-82: Assembiy Line Supervisor
Tassa Plastics
B0O Dawson Road
Wi nni peg, Man.

Work duties:
-in charge of schedules and assìgnìng of
dut.ies

-responsjble for training assembly I jne
workers on new projects

- respons'j b I e f or ensu r-i ng that quotas and
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standards of quality were met
-prepared monthly report on performance and

ach i evements
Reason for leavìng: Found better job at General

Manufactu r ì ng

EDUCATION:
Grade XII
George Bernard High Schooj
Wi nni peg, Man.

LEISURE ACTTVITIES AND INTERESTS:
Golfing
Sw'immì ng
Read i ng

REFERENCES:
Available on request
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Appendix H

Résumé for Condition 3

Joseph James Tippett
1 01 St. Mi chael 's Road
Wi nni peg, Mani toba
R2M 3N4
Phone: 256-3658
Age: 55 years old
Gender: Male
Heal th: Excel I ent

WORK EXPERIENCE:
1 979-88: Production Officer

General Manufacturi ng
660 Marion Street
W i nn'i peg , Man .

Work duties:
-supervised 3 staff members
-set up a system f or col I ecti ng statì st'ics

requi red for production and cost measuremenl
-compiled weekly, mont,h1y, and quarterly
reports on production and costs for the
management team

-maintained and ordered all supplies for the
admìnistrative and support sectjons of the
company

Reason for leaving: Plant, closed

1970-79: Assembly Line Supervisor
Tassa Plastics
800 Dawson Road
Wi nni peg, Man.

Work duties:
- 'i n charge of schedu I es and ass i gn-i ng of
dut i es

-responsjble for tra'inìng assembly l.ine
workers on new projects

-responsible for ensurjng that quotas and
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standards of quality were met
-prepared monthly report on performance and

ach i evements
Reason for leavìng: Found better job at General

Manufact,urìng

1 95 1 -70 : Eaton's
32O Portage
W'i nn i peg , Man .

Work duties:
Various posìtions in warehouse, offices, and
reta'ì I store

EDUCATION:
Grade XIT
George Bernard High School
Wi nni peg, Man.

LEISURE ACTIVITIES AND TNTERESTS:
Golfìng
Swìmming
Read ì ng

REFERENCES:
Avai lable on request
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Appendix I

Résumé for Condition 4

Mary Jane Wat,son
101 St. Michael's Road
Wi nni peg, Mani toba
R2M 3N4
Phone: 256- 3658
Age: 55 years old
Gender: Female
Health: Exce'l lent

WORK EXPERTENCE:
1 979-88: Product'ion Of f 'ìcer

General Manufacturi ng
660 Marion Street
W'j nn i peg , Man .

Work dut'ies:
-supervlsed 3 staff members
-set up a system for collecting {i'ri,istics
required for production and cost measurement

-comp'i I eC . | ', 1 , r,,,,rrthl !, and quarterl y
reports on production and costs for the

; :,je-ffiêñt team
i'i,., inta'ined and ordered al I supp j ies for the
adminislrative and support sections of the
company

Reason for'leav'ing: Plant closed

1 970-79 : Assembl y Lj ne Supervi sor
Tassa Plastics
800 Dawson Road
Wì nni peg, Man.

Work duties:
-'i n charge of schedu I es and ass i gn'i ng of
dut i es

-responsible for trainjng assembly I ine
workers on new projects

-responsjble for ensuring that quotas and
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standards of quaf ity were met*prepared monthly report on performance and
ach i evements

Reason f or l eav'ing: Found better job at General
Manufactur i ng

1 95 1 -70: Eaton's
32O Portage
Wi nni peg, Man.

Work duti es:
Various positions in warehouse, offìces, and
retai I store

EDUCATÏON:
Grade XIT
George Bernard H'igh School
W i nn'i peg , Man .

LEÏSURE ACTIVTTIES AND TNTERESTS:
Golfing
Swìmmìng
Read ì ng

REFERENCES:
Avai lable on request
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Appendix J

Résumé for Condition s

Craig Robert Campbeìl
1 01 St. Mi chael 's Road
W i nn i peg , Man'i toba
R2M 3N4
Phone: 256-3658
Age: 25 years old
Gender: Male
Health: Excel lent

I have only mìssed two days of work because of
illness in the past. three years.
I exe nc i se regu 1 ar ì y and am 'j n ve ry good
phys'ìca'l condi ti on.

WORK EXPERIENCE:
1982-88: Production Officer

General Manufactuli ng
660 Marion Street,
Wi nni peg, Man.

Work duties:
-supervised 3 staff members
-set up a system f or coì I ect,ì ng stat j sti cs
required for production and cost measurement

-compiled week'ìy, month'ly, and quarter'ly
reports on product,'ion and costs for the
management team

-mai ntai ned and ordered al I suppl .jes for the
adm'ini strati ve and support sections of the
company

-performed various other duties as required,
such as special projects or assistìng when
other staff were away

Reason for'leaving: Plant closed
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1 981 -82 : Assembl y Li ne Supervj sor
Tassa Plastics
800 Dawson Road
Wjnnjpeg, Man

Work duties:
-in charge of schedules and assigning of
dut'ies

-responsible for tra'ining assemb'ly I jne
workers on new projects

-responsjble for ensuring that quotas and
standards of quality were met

-prepared month'ly report on performance and
ach'ievements

Reason for leaving: Found better job at General
Manufactu r ì ng

EDUCATION AND TNSTRUCTION:
Grade XI T - George Bernard H'ì gh School
Wi nnj peg, Man.

Wo rk- re I ated 'i nst ruct i on :
I have always str'ìved to keep abreast of
recent deveiopments 'in whatever field of
work I am in.
Th'is has entai I ed seek i ng out and read ì ng
on my own time numerous books and artjcles
re'lated to my work.
I have a'lso attended workshops, semi nars,
and trainìng sessions whenever these have
been avai lable.

Other i nstruction:
I enjoy acqui rì ng new know'ledge and the
chal 'l enge of 'l earn ì ng new sk i I I s .

I try to expand my knowledge in a number of
areas through reading a variety of
nonfictjon books and magazines and watchìng
selected documentaries on T.V.
I have taught myself various skjlls such as
typ'ing, pai nti ng, and ref i n j sh j ng f urni ture.
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LEÏSURE ACTTVITIES AND INTERESTS:
Golfing
Swimming 1/Z a miie, twice a week
Reading both for enjoyment and for
acqui ring new knowìedge
Scrabbje and crossword puzzles

SPECIAL SKILLS AND ACHIEVEMENTS
I was greatìy commended by my last employer
f or a system I desì gned f or col I ect'ing
stati sti cs requi red for moni tori ng
productivjty and cost. I received a large
bonus for this.
In the last two years, two of my suggestions
for improving productjvity'in the piant were
adopted.

REFERENCES:
Avai lable on request
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Appendix K

Résumé for Condition 6

Lisa Michel le Parker
1 O1 St. Mi chael 's Road
W i nn i peg , Man'i toba
R2M 3N4
Phone: 256-3658
Age: 25 years old
Gender: Female
Health: Excel lent

I have only m'issed two days of work because of
rllness in the past three years.
I exercise regularly and am in very good
physicaì condltion.

WORK EXPERIENCE:
1982-BB: Production Officer

General Manufacturì ng
660 Marion Street
Wj nni peg, Man.

Work duties:
-supervised 3 staff members
-set up a system f or col I ect'ing slati sti cs

requì red for production and cost measurement
-comp'i led weekly, monthìy, and quarter'ìy
reports on product'ìon and costs for the
management team

-mai nta'ined and ordered al I supp'l i es f or the
administrative and support sections of the
company

-performed various other duties as requìred,
such as specìal projects or assisting when
other staff were away

Reason f or 'leav ì ng : Pl ant cl osed
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1 981 -82 : Assembì y Li ne Supervi sor
Tassa Plast'ics
800 Dawson Road
Wi nni peg, Man.

\{ork duti es:
-in charge of schedules and assigning of
dut'i es

-responsi bl e for trai n'ing assembì y I i ne
workers on new projects

-respons'ible for ensuring that quotas and
standards of quality were met

-prepared monthly report on performance and
ach i evements

Reason for leaving: Found better job at General
Manufactu r i ng

EDUCAT]ON AND INSTRUCT]ON:
Grade XII - George Bernard High School
Wi nni peg, Man.

Work-related instruction :

I have always slrived to keep abreast of
recent developments in whatever field of
work I am in.
Thi s has entai I ed seek i ng out and read i ng
on my own tì me numerous books and art'icl es
rejated to my work.
I have also attended workshops, semìnars,
and traìnìng sessions whenever these have
been avai lable.

Other instruction:
I enjoy acquiling new knowledge and the
chal lenge of 'learning new ski I ls.
I try to expand my knowledge in a number of
areas through reading a variety of
nonf j ct'i on books and magaz i nes and watch ì ng
selected documentaries on T.V.
T have taught myse'lf valjous sk j l ls such as
typing, pâìnting, and refinishing furniture.
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LEÏSURE ACTIVITIES AND TNTERESTS:
Goì fì ng
Swimming 1/2 a mi]e, twice a week
Read'ing both for enjoyment and for
acquìring new knowledge
Scrabble and crossword puzzles

SPECTAL SKTLLS AND ACHIEVEMENTS
I was greatly commended by my last employer
f or a system I desì gned f or col'lecti ng
statistics requi red for monitorìng
product'ivity and cost. I received a large
bonus for this.
ïn the 'last two years, two of my suggestions
for ìmproving productivity in the plant \^/ere
adopted.

REFERENCËS:
Avai jable on request
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Append i x L
Résumé for Condition 7

Thomas George Johnson
101 St. Michael's Road
Wi nni peg, Manj toba
R2M 3N4
Phone: 256-3658
Age: 55 years old
Gender: Mal e
Healt,h: Excellent

ï have only missed two days of work because of
illness in the past three years.
I exerc'ise regul arì y and am I n very good
physical condition.

WORK EXPERTENCE:
1 979-BB: Producti on Offi cer

General Manufacturì ng
660 Marion Street
Wi nni peg, Man.

Work duti es:
-supervised 3 staff members
-set up a system for collecting statistìcs
required for production and cost measurement

-compì led weekly, monthiy, and quarterìy
reports on production and costs for the
management team

-mai ntai ned and ordered al I suppl .ies f or the
adm'in i strati ve and support sectì ons of the
compan y

-performed various other dut,ies as required,
such as special projects or assisting when
other staff r^Jere away

Reason for leaving: Plant closed

1970-79: Assemb'1y I i ne supervi sor
Tassa Plastics
800 Dawson Road
W'i nn i peg , Man .

Work duties:
-'i n charge of schedu'l es and ass'i gn'i ng of
dut ì es

-responsi bl e f or traì nì ng assembì y I .ine
workers on new projects

-responsible for ensuring that quotas and
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standards of quality were met
-prepared monthly report on performance and

ach i evements
Reason for leaving: Found better job at General

Manufactu r i ng

1 95 1 -70 : Eaton's
32O Portage
Wi nni peg, Man.

Work duti es:
Various pos'itions in warehouse, offices, and
retai I store

EDUCATION AND TNSTRUCTION:
Grade XII George Bernard High School
Wi nni peg, Man.

Work- rel ated i nstruct'ion:
T have a'ìways strìved to keep abreast of
recent developments jn whatever field of
work I am in.
This has entaijed seeking out and reading
on my own tjme numerous books and articles
related to my work.
I have also altended workshops, seminars,
and training sessions whenever these have
been avai'lable.

Othe r i nsLruct'i on :

I enjoy acqui rìng new know'ledge and the
challenge of learn'ing new skills.
I try to expand my knowledge 'jn a number of
areas through reading a variety of
nonfiction books and magazines and watching
selected documentaries on T.V.
T have taught myseìf various ski I js such as
typing, pâìnting, and refinìshing furniture.

LEISURE ACTTVTTTES AND INTERESTS:
Goìfìng
Swimming 1/2 a mì'le, twice a week
Reading both for enjoyment and for
acqui ring new knowledge
Scrabble and crossword puzzles
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SPECIAL SKILLS AND ACHTEVEMENTS
f was greatly commended by my last employer
for a system I designed for collectìng
statistjcs required for monitorìng
productjvity and cost.
I received a large bonus for this.
In the last two years, two of my suggestions
folimprov'ing product'ìvity in the plant were
adopted.

REFERENCES:
Avai lable on request
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Append'ix M

Résumé f or Cond i t,i on B

Jan'i ce Mowatt
1 01 St. Mi chael 's Road
Wi nn i peg , Man'itoba
R2M 3N4
Phone: 256-3658
Age: 55 years old
Gender: Female
Heal th: Excel lent

I have onìy missed two days of work because of
i I lness 'in the past, three years.
I exerc'ise regulariy and am in very good
physical condìtion.

WORK EXPERIENCE:
1 979-BB: Producti on Offi cer

General Manufacturj ng
660 Marion Street
W i nn'i peg , Man .

Work duti es:
-supervised 3 staff members
-set up a system f or col I ecti ng st,ati sti cs

requi red for productìon and cost measurement
-comp ì I ed week I y, month 1y, and quart,erl y
reports on production and costs for the
management team

-ma'jntai ned and ordered al I suppl ies for the
administrative and support sections of the
company

-performed various other duties as required,
such as specìa1 projects or assisting when
other staff were away

Reason for leaving: Plant closed

1970-79: Assembl y I'ine supervi sor
Tassa P'lasti cs
800 Dawson Road
W'i nn'i peg , Man .

Work duties:
'- I n charge of schedu I es and ass.ign i ng of

dut'ìes
-responsj ble for trai ni ng assembl y I i ne
workers on new projects

-respons'jbl e for ensurì ng that quotas and
standards of qualjty were met
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-prepared monthly report on performance and
ach i evements

Reason for ìeavìng: Found better job at General
Manufacturi ng

1 95 1 -70: Eaton's
32O Portage
Wi nni peg, Man.

Wo rk dut'i es :

Various posit'ions 'jn warehouse, offìces, and
reta'i I store

EDUCATTON AND INSTRUCTION:
Grade XII George Bernard High School
Wi nni peg, Man.

Work- re I ated i nstruct'ion :

I have always strived to keep abreast of
recent deveìopments 'in whatever field of
work I am in.
Th i s has enta'i I ed seek i ng out and read ì ng
on my own time numerous books and art.icles
re I atecj to my wo rk .

I have al so attended workshops, sem'inars,
and trainìng sessions whenever these have
been ava'i lable.

Othelinstructi on:
I enjoy acquìring new knowìedge and the
challenge of learnìng new skills.
I try to expand my knowledge in a number of
areas through reading a variety of
nonf i ct'i on books and magaz i nes and watch ì ng
selected documentaries on T.V.
I have taught myself various skìlls such as
t,ypi ng, pâì nti ng, and ref i nì shì ng f urni ture.

LEISURE ACTIVITIES AND INTERESTS:
Golfing
Swìmming 1/2 a mj le, twice a week
Read'ing both for enjoyment and for
acqui ring new knowìedge
Scrabble and crossword puzzles

SPECIAL SKILLS AND ACHIEVEMENTS
I was greatly commended by my last employer
f or a system I desì gned f or col I ect,ì ng
stati sti cs requi red for moni torì ng
producti v'ity and cost.
I received a large bonus for this.
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In the last two years, two of my suggestions
for improvìng productivity in the plant, were
adopted.

REFERENCES:
Avajlable on request
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Appendìx N

Candi date Eval uat'ion euesti onnai re

RATER ÏNFORMATTON:

1 . Have you ever had any experience h'i ring workers?

If yês, approxìmately how many workers have you

h i red?

2. What ìs your age?

3. What rs your sex?

JOB APPLICANT INFORMATTON:

4. What ìs the name of the job appl icant you are

evaluat'ing in this study?

5. ïn a few sentences, p'lease desclibe your impressìon

of lh'is j ob app i i cant.
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6. You will interview no more than 6 cand'idates out of

a total of 42 who appl ied for this posìt,'ion. What

is the l'ike'l ihood that you would select this
appl icant for an interview? (Check one)

Very unl ì kel y

Unl i kel y

Neì ther unl i kel y nor f i keì y

Likely

Very 'l i kel y

7 . Why di d you arri ve at th'is decl s j on?
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B. The fo'l lowing factors may be important .in determinìng

sui tab'i I'ity f or the posì tion of rnventory control
officer trainee. please indicate how suit,able you feel
this candidate is in each of t,hese areas usìng the

fol lowing scale:

1 - very su'itabìe; e = su'itable;

3 - neither suitable nor unsuìtable;

4 = unsuitable; 5 - very unsuitable.

overa'l I suì tabi I'ity
tra'inabi I i ty
educat i on

skills

flexìbility
previous experience

age

physi ca'l condi ti on

i ntel 1 i gence and mental al ertness

mot i vati on

creativity in problem-solving

other (please spec"ify)

Note: Please ensure that each of the preceding factors
is rated on a scale of 1 to S as indicated above.
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9. How wouj d you descrj be thi s candi date's résumé?

(Check one )

Very un ì mpress'ive

Un i mp ress i ve

Neither unimpressìve nolimpressì ve

Imp ress i ve

Very ìmpressìve


