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201-4 Personality Traits and Change Agent

Effectiveness

Most of the literature on organizational change focuses on

the macro level of analysis. This research examines individ-

ual-level, or microlevel, variables related to organizational

change. Specifically, personality characteristics of effective

individual organizational change agents are assessed.
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202-1 Examining the Effects of Interpersonal

Discrimination on Job Seeking

This study was conducted to better understand the

extent to which subtle forms of discrimination influence

job seeking among stigmatized ethnic groups. Findings

suggest that interpersonal discrimination does affect

individuals’ job searching behaviors and also the

amount of effort exerted to finding a job.
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Jennifer Wessel, Michigan State University
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202-2 Gender Microaggressions in the

Workplace: Perceptions and Expected Outcomes

This study provides the first empirical investigation of
microaggressions against women at work. Findings sug-
gest that women perceive more microaggressions than
men, particularly at lower levels of severity, though
both genders can detect nuances in microaggression
severity and both predict worse outcomes for victims of
more egregious discriminatory actions.
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202-3 Aversive Racism and African-American

Stereotype Reactivity

This study examined how aversive racism and stereotypes

are related to bias in selection decisions. Results found that

stereotypes played a role in ratings of African-American

applicants, particularly for those who were relatively high-

er in prejudice. Although limited by power, results extend

the role of implicit processes in selection decisions.
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202-4 Are Temporary Work Agencies More

Vulnerable to Ethnic Hiring Discrimination?

A correspondence study investigated hiring discrimination

of Arabs and whether recruiter type moderated discrimina-

tory effects. Applicants with Moroccan names suffered

considerable discrimination, but affiliation with Arab-cul-

tural groups had no discriminatory effect. Hiring discrimi-

nation occurred specifically at temporary work agencies

not at personnel departments. Implications are discussed.
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202-5 Screening-Out Arab Applicants: Do Client

Contact and Diversity Statements Matter?

Hiring discrimination toward Arab/Moroccans in the

Belgian labor market was examined using a correspon-

dence test. Arab/Moroccan applicants suffered consider-

able hiring discrimination and this did not depend on the

applicants’ gender or client contact. Diversity cues/state-

ments on job ads did not reduce hiring discrimination

either. Practical and research implications are discussed.
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202-6 Evaluations of Applicants With

Disabilities: Which Factors Impact judgments? 

This study examined the influence of several factors on

evaluations of candidates with disabilities. Results

reveal that raters based decisions on relevance of infor-

mation provided about candidates and level of ambigui-

ty regarding impact of the disability on performance.

Relationships between behavioral, implicit, and explicit

measures of bias used are discussed.

Susan D’Mello, University of Minnesota

Paul R. Sackett, University of Minnesota
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202-7 LGBT-Supportive Organizational Policies

and Organizational Attractiveness

This study examined the relationship between attitudes
toward LGBT community and organizational attractive-
ness through the nature of LGBT-supportive policies
and practices. Data from 374 undergraduate students
showed that the relationship between attitudes toward
LGBT community and organizational attractiveness was
the strongest under the active LGBT-supportive policies
and practices condition.
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