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DANKWOORD 

 

Vier jaar geleden heb ik lang getwijfeld of ik wel ja zou zeggen op dit doctoraat. Als 

experimenteel psycholoog vroeg ik me af of ik wel thuishoorde in de bedrijfspsychologie. 

Ik ging zelfs naar mijn tweede gesprek met Eva met het idee dat, mocht ze me de job 

aanbieden, ik de functie niet zou aannemen. En toch zit ik hier nu, vier jaar later, met een 

afgewerkt doctoraat in de bedrijfspsychologie. Ik kan me niet meer voorstellen dat ik een 

andere keuze gemaakt zou hebben. Als ik toen had geweten hoeveel ik hier zou leren, 

hoeveel bijzondere dingen ik zou meemaken en vooral hoeveel fantastische mensen ik 

zou leren kennen, had ik niet getwijfeld. 

De afgelopen vier jaar hebben me zoveel meer geleerd dan hoe je onderzoek doet 

of een artikel schrijft. Ze hebben me geleerd om met onzekerheid om te gaan (oke , dat is 

nog steeds een work in progress, maar we zijn al een heel eind verder), om vertrouwen te 

hebben in mezelf en om soms gewoon te springen zonder exact te weten waar je 

terechtkomt. Mijn tijd op PP09 heeft me op zoveel manieren doen openbloeien en groeien, 

als onderzoeker maar vooral als persoon. 

Als ik terugkijk op de voorbije jaren, besef ik hoe hard niet alleen ikzelf, maar ook 

mijn leven veranderd is. Ik heb kansen gekregen waarvan ik nooit had durven dromen, 

mensen leren kennen die ondertussen een belangrijke plaats in mijn leven innemen en 

herinneringen gemaakt die ik voor altijd zal koesteren. Ik ben ontzettend dankbaar voor 

alles wat deze jaren me hebben gebracht. Daarom wil ik graag een aantal mensen 

bedanken die deel hebben uitgemaakt van dit avontuur en zonder wie dit doctoraat, en 

misschien ook wel de persoon die ik vandaag ben, er heel anders hadden uitgezien. 



 

 

Beginnen doe ik natuurlijk met mijn promotor, Prof. dr. Eva Derous. Eva, bedankt 

voor de afgelopen vier jaar. Bedankt dat je vier jaar geleden het vertrouwen in mij had om 

me deze kans te geven. Achteraf gezien ben ik ontzettend blij dat jij wel geloofde dat ik 

thuishoorde binnen de arbeids- en organisatiepsychologie, ook al twijfelde ik daar zelf 

nog aan. Ik leerde zoveel van je op academisch vlak. Ik stond telkens opnieuw versteld 

van jouw kennis van het vakgebied. Jouw kritische blik en feedback, hebben me de 

afgelopen vier jaar enorm geholpen om een betere onderzoeker te worden. Je legde de lat 

altijd hoog en bleef me motiveren om het ne t dat beetje beter te doen. Je wist me ook 

telkens opnieuw warm te maken voor allerlei side-projects, ook al wist ik ondertussen 

dat een ‘klein side-project’ bij ons nooit klein blijft. Achteraf ben ik blij dat ik zo vaak “ja” 

heb gezegd, want ook uit die projecten heb ik ontzettend veel geleerd. Je moedigde me 

ook altijd aan om kansen te grijpen en naar internationale conferenties te gaan. Mede 

dankzij jou heeft mijn doctoraat me naar plekken gebracht waar ik anders misschien 

nooit was gekomen en heb ik de afgelopen vier jaar ontzettend veel van de wereld mogen 

zien. Ik heb ook altijd enorm veel bewondering gehad voor hoe sterk je in de academische 

wereld staat. Je weet waarover je spreekt, komt op voor jezelf en laat niet zomaar over je 

heen lopen. Je hebt me vaak gezegd dat ik kort en to-the-point moet schrijven. Gedaan 

met die ellenlange Europese zinnen, maak plaats voor de staccato Amerikaanse manier 

van schrijven! Ik ga eerlijk zijn, dat is me, wellicht tot jouw grote frustratie, niet altijd 

gelukt. Hoe graag je mijn teksten ook kort en to-the-point had, gold dat niet voor onze 

meetings. Hoewel die meestal voor een uur gepland stonden, duurden ze vaak een stuk 

langer. Zodra de deur dichtging, wist ik hoe laat het was. Uiteraard bespraken we ons 

onderzoek, maar minstens even vaak dwaalden we af naar de universiteit, carrie re, 

familie, de actualiteit of hoeveel ik je aan je zoon deed denken. En hoewel ik de afgelopen 

vier jaar ontzettend veel van jou heb geleerd, ben ik blij dat ik jou, zoals je zelf zegt, ook 



 

 

wat heb kunnen bijbrengen: dat je soms gewoon moet loslaten en erop vertrouwen dat 

het wel goed komt. Eva, bedankt voor alles wat je me geleerd hebt, voor onze vele 

gesprekken en vooral voor het vertrouwen dat je vier jaar geleden in mij had. 

Mijn copromotor, Prof. dr. Wouter Duyck, wil ik uiteraard ook bedanken. Wouter, 

bedankt om de afgelopen vier jaar mee te denken, kritische vragen te stellen en mijn werk 

telkens met een frisse blik te bekijken. Ik waardeerde het enorm dat ik op je feedback kon 

rekenen en dat je de tijd nam om mijn werk grondig na te lezen. Bedankt om dit doctoraat 

mee in goede banen te leiden. 

Daarnaast wil ik ook graag mijn doctoraatsbegeleidingscommissie bedanken: Prof. 

dr. Janneke Oostrom, Prof. dr. Filip De Fruyt en Dr. Nicolas Dirix. Bedankt voor jullie tijd, 

betrokkenheid en de waardevolle en constructieve feedback die jullie tijdens mijn 

doctoraat hebben gegeven. Nicolas, jou wil ik graag nog even extra bedanken. Bedankt om 

mee het eye-trackingexperiment en de dual task op te zetten en om altijd zo bereikbaar 

en behulpzaam te zijn. Ik kon steeds bij je terecht met mijn vragen, en je maakte altijd tijd 

om mee na te denken over een oplossing. 

Ook mijn oprechte dank aan alle leden van de jury: Dr. Lien Wille, Prof. dr. Bert 

Weijters, Prof. dr. Arne Roets, Prof. dr. Claudia Toma en Prof. dr. Matteo Gilletta. Bedankt 

om de tijd te nemen mijn proefschrift grondig door te lezen en kritisch te beoordelen. Ik 

waardeer het enorm dat jullie vanuit jullie eigen expertise hebben meegedacht over mijn 

onderzoek. Jullie vragen en feedback hebben me niet alleen uitgedaagd, maar me ook 

geholpen om met een nieuwe blik naar mijn eigen werk te kijken, en daar heb ik veel uit 

geleerd. 

Dan wil ik ook nog Prof. dr. Jasper Van Assche bedanken. Jasper, merci om me vier 

jaar geleden aan te moedigen om voor deze positie te solliciteren. Ik weet niet of je besefte 



 

 

hoe belangrijk dat duwtje in de rug was, maar zonder jou was ik waarschijnlijk nooit op 

PP09 beland. 

Ik wil graag ook Bart Verloo, Prof. dr. Johnny Fontaine, Prof. dr. Bert Weijters en 

Prof. dr. Peter Vlerick bedanken. Bart, de engelbewaarder van PP09, bedankt voor al het 

werk dat je achter de schermen voor PP09 doet en voor alle leuke activiteiten die je 

organiseert. Zonder jou zou PP09 een pak minder goed draaien e n een pak minder 

gezellig zijn. Het was dan ook extra leuk om tijdens het PP09-afscheid onder jouw leiding 

een dansoptreden op te voeren. Johnny, bedankt voor je betrokkenheid als 

vakgroepvoorzitter en voor de interessante discussies doorheen de afgelopen jaren. 

Merci ook om mee mogelijk te maken dat Berre en ik North-West University konden 

bezoeken. Het werd een ervaring die ik nooit zal vergeten. Bert, bedankt voor je kritische 

methodologische blik en om menig onderzoeksvraag verder te bediscussie ren in Kantien. 

En natuurlijk ook voor je enthousiasme tijdens Vlaanderen Zingt en de vele traktaties 

tijdens de Gentse Feesten. We hebben ze met veel plezier aangenomen! Peter, bedankt 

voor je oprechte interesse in mij, mijn onderzoek en mijn sportieve uitdagingen. Bedankt 

om steeds enthousiaster op mijn (middelmatige) sportprestaties te reageren dan ikzelf 

ooit deed. Het was dan ook heel fijn om samen met Berre en jou deel te nemen aan de 

relaytriatlon. 

En dan… Lieve PP09-collega’s (eindelijk zijn jullie aan de beurt), ik heb het geluk 

gehad om de afgelopen jaren omringd te zijn door mensen die in mij geloofden, me deden 

lachen, en ervoor zorgden dat ik elke dag met plezier naar PP09 kwam. Ik heb ontzettend 

genoten van alle momenten samen, van de koffiepauzes en lunches tot de after-works in 

Kantien, Happy Hour, nieuwjaarsrecepties, personeelskampioenschappen zoals 

orie ntatielopen, minigolf, petanque, bowlen,… Ik kijk met ontzettend veel warmte terug 



 

 

op de afgelopen vier jaar en besef hoeveel geluk ik heb gehad om op zo'n warme vakgroep 

terecht te komen.  

Femke en Philippe, bedankt voor de fijne tijd in Denver. De stad zelf was misschien 

niet de meest memorabele congresbestemming, maar dankzij jullie werd het een week 

vol leuke herinneringen. Philippe, bedankt ook voor het cv-advies en je kritische blik, 

maar ook om me ervan te overtuigen dat ik mijn kwaliteiten best wat meer in de verf 

mocht zetten. Alexander, bedankt om altijd voor sfeer te zorgen. Met jou erbij viel er altijd 

wel iets te lachen, tijdens lunches en koffiepauzes, maar ook daarbuiten. Kato, merci voor 

al het werk dat je in de branding gestoken hebt en om de bedrijfspsychologie aan de UGent 

meer op de kaart te zetten. Bedankt voor de warme ontvangst op weekend in Antwerpen 

inclusief ontmoeting met de enige echte Suzy.  

 Anneleen, Lien, Stijn, Ellen, Ruben, Ole, Jolien, Joey, en Céline, hoewel we niet 

allemaal even lang hebben samengewerkt, bedankt om bij te dragen aan de warme sfeer 

binnen PP09 en er een plek van te maken waar ik me altijd thuis voelde. En natuurlijk ook 

bedankt aan alle andere collega’s die de afgelopen vier jaar deel uitmaakten van PP09. 

Veerle, bedankt voor de vele gezellige momenten en de vele glazen cava. Maar 

vooral om me, samen met Wolf, stilaan van mijn schrik voor honden af te helpen. Ik had 

met niemand liever ‘Wannabe’ meegeschreeuwd op Vlaanderen Zingt! Marieze, bedankt 

voor de ontelbare lachbuien. Justine, bedankt om me vanaf dag e e n mee met open armen 

te ontvangen en me meteen thuis te laten voelen op PP09. Merci voor alle lachbuien op 

het werk, de gezellige momenten in Kantien en natuurlijk de Halloweenfeestjes. Ik heb 

ontzettend veel plezier met jou gehad! Claudia, bedankt om me mee te nemen in de 

wondere wereld van het orie ntatielopen. Ik had nooit gedacht dat e e n sport zoveel 

invloed zou hebben op mijn leven. Dankzij jou ben ik niet alleen beginnen orie ntatielopen, 



 

 

maar heb ik ook ontdekt hoeveel plezier sporten kan brengen. Dat had ik een paar jaar 

geleden zelf nooit geloofd. 

Frederik (Erik/Erikboy/Freddie-Erik), bedankt voor je gastvrijheid in je bureau de 

afgelopen 2,5 jaar. Ik vrees nochtans dat ik veel rommel meegebracht heb naar jouw 

voordien zeer ordelijke bureau. Je hebt dat verrassend goed verdragen (of er in ieder 

geval niet te vaak over geklaagd). Bedankt om altijd mee te denken wanneer ik vastzat 

met mijn analyses of onderzoeksdesigns. Er werd gelukkig niet alleen gewerkt, maar ook 

veel gelachen. Mijn excuses trouwens voor alle collega's die 'heel even' kwamen 

binnenwaaien en vervolgens uitgebreid met mij bleven tetteren terwijl jij probeerde te 

werken. Merci om zo’n fijne bureaugenoot te zijn en voor de onvergetelijke tijd in Sicilie ! 

Nog zo’n onvergetelijke ervaring in het buitenland was Zuid-Afrika! Berre, merci 

om me de afgelopen jaren mee te sleuren in de ene impulsieve ingeving na de andere. Van 

orie ntatieloopweekends tot onze reis naar Zuid-Afrika: ik weet nog altijd niet hoe je me 

telkens overtuigd kreeg, maar achteraf ben ik altijd blij dat je het deed. Ik ben heel blij dat 

ik de afgelopen jaren zoveel avonturen met jou heb mogen beleven. Eva Sekwena, thank 

you for bringing a little piece of South Africa to PP09. I will always remember all the 

laughter we shared in Kantien and our many chats in the white room. Thank you, and Kim 

as well, for welcoming me so warmly in South Africa and for making me feel at home so 

far away from home. Some of my favorite memories are our trip to Parys, the spectacular 

thunderstorm that caught us by surprise, our hike in the Vredefort Dome, and swimming 

with Ana. I couldn't have wished for a warmer welcome to beautiful South Africa. 

En dan zijn er nog de mensen die begonnen als collega's, maar ondertussen zoveel 

meer geworden zijn. Ik had nooit verwacht dat ik tijdens mijn doctoraat zulke hechte 

vriendschappen zou opbouwen. Bedankt om er altijd te zijn, tijdens de mooie momenten, 



 

 

maar ook wanneer het even wat moeilijker ging. Aylin, Amber, Maaike en Jonathan, 

bedankt om me vanaf dag e e n met open armen te ontvangen op PP09. Jullie hebben me 

vanaf het begin overal bij betrokken en ervoor gezorgd dat ik me meteen thuis voelde. 

Loes en Marie, jullie kwamen er wat later bij, maar het duurde niet lang voor het voelde 

alsof jullie er altijd al bij hadden gehoord. 

Aylin, merci om mijn meter te zijn en zoveel meer dan dat. Vanaf mijn eerste dagen 

op PP09 stond je altijd klaar met advies, een luisterend oor en de nodige geruststelling. 

Bedankt om me door de woelige academische wateren te gidsen, maar vooral ook om 

daarna gewoon een hele goede vriendin te worden. Bedankt om mijn soms 

overenthousiaste en ingewikkelde gedachtengangen te volgen en vaak al te begrijpen 

waar ik naartoe wil voor ik het heb uitgelegd. Merci ook om eindelijk iemand te zijn die 

op een snelheid praat die voor mij aangenaam is. Al moet ik eerlijk toegeven dat ik je voice 

messages nog steeds op x2 beluister. Van Chicago, (why) Katowice, Rotterdam tot Ma laga, 

koffietjes, wijn, lekker eten en ontelbaar veel leuke momenten op Gentse Feesten: ik ben 

ontzettend blij met alle herinneringen die we de afgelopen jaren samen hebben gemaakt. 

En als er e e n ding is dat ik dankzij onze reizen geleerd heb, dan is het wel: fortune favours 

the brave, en dat we elkaar gelukkig altijd kunnen overtuigen dat ne t iets meer geld 

uitgeven voor wat extra comfort eigenlijk gewoon een verstandige investering is. Ik kijk 

ernaar uit nog zoveel meer herinneringen te maken samen! 

Amber, ik kan geen vosje meer tegenkomen zonder aan jou te denken. Merci om 

altijd je fantastische, heerlijke zelf te zijn en overal waar je komt meteen sfeer en je 

Kempische accent mee te brengen. Bedankt voor de ontelbare babbels en lachbuien in de 

witte zaal. We hebben er uiteraard af en toe gewerkt en menig mail uitgebreid 

geanalyseerd, maar de beste momenten begonnen toch meestal ergens rond 18 uur, 



 

 

wanneer er van werken niet veel meer in huis kwam en we samen met Aylin nog een 

halfuurtje de belangrijkste gebeurtenissen van de dag moesten bespreken. Merci ook voor 

alle geweldige momenten tijdens de Gentse Feesten. Ik vrees dat ik nooit meer over de 

Vlasmarkt zal kunnen lopen zonder te denken aan dat ene sigaretje dat je daar ooit op de 

grond hebt gerold. En hoewel PP09 sinds je naar Turnhout verhuisd bent toch een beetje 

minder PP09 is, worden de collega’s en ik daar gelukkig altijd met open armen ontvangen. 

Bedankt voor de gezellige bezoekjes en natuurlijk ook voor de heerlijke maaltijden van 

Toon, je persoonlijke chef-kok. Ik ben ontzettend blij dat onze vriendschap zich 

ondertussen al lang niet meer tot PP09 beperkt. 

Maaike, de enige ‘echte Gentse van PP09’, ik had met niemand liever samen mijn 

doctoraat afgewerkt dan met jou. Afgelopen jaar werkten we telkens samen naar de 

zoveelste deadline toe, en zeker tijdens die laatste maanden was het fijn om altijd bij 

iemand terecht te kunnen die precies begreep hoeveel deadlines, administratie en andere 

rompslomp er blijkbaar bij het afronden van een doctoraat komen kijken. Merci om 

samen te klagen wanneer dat nodig was, maar vooral ook om elkaar telkens weer te 

motiveren om door te gaan. En uiteraard om het indienen daarna samen te vieren in K10. 

Gelukkig bestonden de afgelopen jaren uit veel meer dan deadlines. Van Rotterdam en 

Tilburg tot Chicago, Denver, Katowice en Praag, en natuurlijk de vele Gentse Feesten, 

rommelmarkten, koffietjes, afterworks in K10 en andere activiteiten tussendoor: ik ben 

heel blij dat we samen zoveel plekken hebben mogen ontdekken. Merci om altijd je 

warme, uitgesproken, enthousiaste en heerlijk rode zelf te zijn. Ik weet dat je het niet 

graag hoort, maar volgens mij zouden we allemaal een beetje ‘roder’ mogen zijn. Ik 

bewonder hoe je opkomt voor de dingen en mensen die je belangrijk vindt.  



 

 

Jonathan, bedankt voor de eindeloze ochtendlijke koffiepauzes waarin we 

onderzoek, en nog belangrijker, de actualiteiten van de dag bespraken. Van het 

wereldnieuws tot de laatste UGent-actualiteiten, er was altijd wel iets te bespreken bij een 

lekkere koffie (Jojo, bij deze trouwens nog eens bedankt voor die schenking aan PP09!). 

Ik ben dan ook blij dat we die dagelijkse koffiepauzes na je vertrek toch hebben kunnen 

omzetten in een tweewekelijkse bespreking van de actualiteiten via sms. Merci ook om 

samen met mij de beste dingen des levens te apprecie ren, lees: Tarte lice citron, pizzette, 

goeie koffie, de bitterballen van K10 en natuurlijk Delhaize. Onze gedeelde liefde voor die 

laatste is groot, al is Delhaize jammer genoeg nooit meer hetzelfde geweest sinds de 

overname. vIk vond het altijd leuk als je even kwam binnenwaaien in de witte zaal voor 

een babbel of natuurlijk om samen naar ons idool MW366 te kijken. Ik heb mijn koffie– 

en eetmaatje gemist de afgelopen jaren! De koffiepauzes zijn dan wel verdwenen, onze 

veel te uitgebreide analyses van ‘de actualiteiten’ gelukkig niet. 

Loes, ook al heb je maar kort op PP09 gewerkt, ik ben heel blij dat je daarna 

gewoon deel bent blijven uitmaken van onze vriendengroep. Merci om altijd zo lief en 

enthousiast te zijn en overal sfeer mee te brengen. Een van mijn favoriete PP09-

herinneringen blijft toch het vogeltje dat, dankzij het openstaande raam, in het weekend 

je bureau binnengedrongen was. De maandag erop deed je nog heel geheimzinnig over 

wat er precies gebeurd was, maar uiteindelijk kwam de aap toch uit de mouw. Naar 

verluidt vindt Maaike tot op vandaag nog altijd vogelkak terug. Merci natuurlijk ook voor 

alle RainPharma® die je me de afgelopen jaren geschonken hebt. Zonder jou had ik er de 

afgelopen jaren waarschijnlijk een stuk minder goed uitgezien en minder goed geroken.  

Marie, ook jij bedankt om mee te denken op een snelheid die aangenaam is voor 

mij. Bij jou hoef ik niet altijd uit te leggen waarom ik iets denk of voel en kan ik een paar 



 

 

denkstappen overslaan zonder je onderweg kwijt te raken. Volgens Erik is ons kinderlijk 

enthousiasme onze mooiste eigenschap, en ik denk dat hij daar misschien wel gelijk in 

heeft. Merci om dat enthousiasme en plezier met mij te delen. Mijn productiviteit ging in 

september 2024, na het vertrek van heel wat collega's, eindelijk weer de goede richting 

uit. Dat jij een maand later op PP09 begon, heeft daar helaas snel weer een einde aan 

gemaakt want we kunnen over zowat alles uren praten. Merci ook om altijd te luisteren, 

advies te geven en er te zijn wanneer ik je nodig heb en vooral om zo’n fijne vriendin te 

zijn. Van veel te veel eten in Ma laga en Sicilie  tot onze kittenjacht (love you Billie Diva) en 

het nodige opkuiswerk nadat ik Boris (love you Boris) naar huis had gebracht: ik ben 

ontzettend blij dat jij erbij was. Zonder jou was dat laatste waarschijnlijk een klein drama 

geweest. Ik kijk uit naar nog meer avonturen vol kinderlijk enthousiasme! Oh ja, en ik 

denk dat het eindelijk tijd is voor die K10-tattoo. 

Merci, lieve collega’s. Voor alles. Ik kan moeilijk in woorden vatten hoeveel jullie 

en de afgelopen jaren op PP09 voor mij betekend hebben. 

Ook buiten PP09 heb ik het geluk omringd te zijn door fantastische vrienden. 

Marjolein, de meisjes van Padova, Kato, Lies, Hanna, Elisabeth en Myrthe, en de Kotmussen, 

Amber, Lore, Paulien, Lounia en Camilla, bedankt om me er de afgelopen vier jaar 

regelmatig aan te herinneren dat er ook nog een leven bestaat buiten de academische 

wereld. Bedankt voor alle momenten waarop papers, deadlines en doctoraatsstress even 

helemaal niet belangrijk waren. Lore, jou wil ik nog eens extra bedanken voor de 

prachtige cover die je voor me maakte. Nicolas, jij bent pas helemaal op het einde van dit 

doctoraat komen binnenwaaien, maar daarom verdien je niet minder een plekje in dit 

dankwoord. Bedankt om er de afgelopen maanden te zijn, om te luisteren naar mijn 



 

 

verhalen en frustraties en om de laatste loodjes net dat beetje leuker te maken. Je hebt 

dat goed getimed: van die paar maanden was ik er al minstens e e n met verlof. 

Ten slotte wil ik ook graag nog mijn familie bedanken. Mama, papa en Julie, merci 

om altijd in mij te blijven geloven, ook al moet dat tijdens mijn jaren in het middelbaar 

niet altijd even gemakkelijk geweest zijn. Bedankt om me te laten opgroeien in zo'n warm 

gezin, waar ik altijd veel liefde heb gekregen. Bedankt om altijd te supporteren, om steeds 

opnieuw (al dan niet geï nteresseerd) te luisteren naar mijn, soms misschien iets te 

enthousiaste, verhalen, om me in mezelf te doen geloven en om me er duizendmaal aan 

te herinneren dat niemand mij kan verstaan als ik begin te ratelen. Zonder jullie had ik 

hier vandaag nooit gestaan! Oma en opa, bedankt voor alle mooie herinneringen, van de 

vele zomers die ik vroeger bij jullie doorbracht tot alle momenten waarop ik me vandaag 

nog steeds zo gesteund voel. Jullie interesse en trots betekenen ontzettend veel voor mij. 

En oma, zonder alle vakantieblaadjes die ik tijdens die zomers bij jou moest maken, was 

ik hier vandaag ongetwijfeld nooit geraakt. Tante Katrien en Fred, merci voor alle steun 

en leuke herinneringen! Opa Willy, ik had deze bijzondere dag zo graag met je kunnen 

delen. Tante Jeanne, ik vind het ongelooflijk jammer dat je er vandaag niet meer bij kan 

zijn. Ik denk vandaag extra aan jullie en weet hoe trots jullie zouden zijn. 

Aan iedereen die deel uitmaakte van deze vier bijzondere jaren: bedankt. 

 

Delphine Van Muylem 

Gent, 03/08/2026 
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CHAPTER 1 

General Introduction 

Delphine Van Muylem, Eva Derous 

 

Ethnic diversity and inclusion have become increasingly important challenges for organizations 

and labor markets. In the present dissertation, we contribute to the existing literature on diversity, 

equity, and inclusion (DEI) by examining ethnic minority individuals’ experiences across different 

employment stages, ranging from recruitment processes to workplace inclusion. We start with a 

scoping review on work experiences across employment stages of individuals with an Arab 

background living in Western societies. Afterwards, we investigate how personality traits that 

activate negative metastereotypes in job ads influence ethnic minority job seekers’ attitudes. 

Additionally, we examine the psychological and cognitive mechanisms underlying applicants’ 

responses to job ads containing personality traits that activate negative metastereotypes. Finally, 

we develop a measure assessing employees’ ethnic diversity endorsement in the workplace. The 

current chapter provides a general introduction to the literature on ethnic diversity, recruitment, 

metastereotypes, and workplace inclusion, and presents the research objectives of the present 

dissertation.
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Diversity, equity, and inclusion (DEI) have received growing attention from 

organizations, policymakers, and researchers over the past decades (e.g., Park et al., 2025; 

Roberson, 2019). Increasingly diverse labor markets have intensified the need for 

organizations not only to ensure equitable access to opportunities, but also to foster 

inclusive workplaces in which individuals from diverse backgrounds feel valued and able 

to fully participate. In this context, DEI refers to organizational policies, practices, and 

values aimed at promoting the fair treatment and inclusion of individuals from diverse 

and historically underrepresented backgrounds (Shore et al., 2018). In particular, 

inclusion concerns individuals’ sense of belonging and full participation within 

organizational contexts (Ferdman, 2017). 

As a result of the growing inflow of immigrants with diverse cultural backgrounds, 

ethnic diversity has become a key form of diversity in Western countries (Madera et al., 

2018). However, despite increasing attention to DEI, this diversity is not always reflected 

in the labor market. Unemployment rates of people from ethnic minority groups are 

almost twice as high as those of the ethnic majority group (OECD, 2024). Ethnic minority 

individuals continue to face substantial inequalities in the labor market and 

organizational contexts.  

These inequalities emerge across different employment stages, ranging from the 

pre-employment stage to the employment stage (De Vos et al., 2009). The pre-

employment stage involves navigating the labor market prior to hiring, including 

searching, applying, and negotiating for employment opportunities, whereas the 

employment stage concerns post-hiring experiences and outcomes such as job 

satisfaction, career advancement, and well-being. Understanding how ethnic minority 

individuals experience inequalities across these employment stages, as well as the 
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processes that may hinder or support inclusion, has therefore become an important 

societal, organizational, and scientific challenge (Derous et al., 2026). 

Ethnic inequalities in the labor market may emerge through different, but 

complementary, processes. One perspective focuses on hiring discrimination, referring to 

differential or disadvantageous treatment based on individuals’ social group membership 

(e.g., Lippens et al., 2023; Quillian et al., 2017; Quillian & Lee, 2023). From this 

perspective, stereotypes about ethnic minority groups may influence how individuals are 

evaluated and treated. A complementary perspective focuses on ethnic minority 

individuals’ own experiences, perceptions, expectations, and responses. Experiences with 

discrimination and awareness of negative stereotypes about one’s ethnic group may 

shape how individuals anticipate treatment based on their ethnic background (Pinel, 

1999) and, in turn, how they respond to social and organizational environments (Pager & 

Pedulla, 2015; Kang et al., 2016). 

These complementary perspectives can be understood through social identity 

theory (Tajfel & Turner, 1979), as ethnic group membership may shape both how 

individuals perceive and evaluate others and how they interpret their own experiences in 

social and organizational contexts. In recruitment, signaling theory (Highhouse et al., 

2007) further suggests that cues in job ads may provide applicants with information 

about the job and organization. Such cues may be interpreted in light of applicants’ social 

identity and how they believe their ethnic group is perceived by others, thereby 

influencing their attraction to and willingness to apply for a job. Ethnic inequalities in 

recruitment may thus arise both through employers’ treatment of applicants and through 

applicants’ self-selection. 

Building on these complementary perspectives, the present dissertation examines 

the processes that may hinder or support ethnic minority individuals throughout the 
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labor market, focusing on inequalities that arise both before and after organizational 

entry. In doing so, the dissertation adopts multiple perspectives, including the 

perceptions of job ads by ethnic minority job seekers, as well as employee (both ethnic 

majority and minority) attitudes that may hinder or support inclusion. At the pre-

employment stage, the dissertation focuses on ethnic minority job seekers’ experiences 

during recruitment, examining how subtle signals in job ads, such as personality traits 

that activate negative metastereotypes and their wording, influence ethnic minority 

applicants’ job attraction, application decisions, motivations, and cognitive processing. At 

the employment stage, the dissertation shifts toward organizational contexts by 

examining employees’ endorsement of ethnic diversity within organizations through the 

development and validation of a measure assessing employees’ diversity-supportive 

attitudes and behavioral intentions in the workplace. 

The dissertation makes three main contributions. First, it synthesizes existing 

knowledge on work experiences of individuals of Arab descent1 across the labor market 

and identifies key barriers, protective factors, and research gaps (Chapter 2). Second, it 

advances understanding of self-selection processes among ethnic minority job seekers by 

examining the effects of personality traits that activate negative metastereotypes in job 

ads (Chapters 3 and 4). Third, it contributes to workplace diversity research by 

conceptualizing a measure of employee ethnic diversity endorsement (Chapter 5).  

 
1 Throughout the chapters, terms such as individuals with an Arab background, Arab individuals, 

Arab job seekers, and Arab employees refer to individuals of Arab ethnic or cultural origin, 

including those of Arab ancestry, living in Western societies. We acknowledge the considerable 

heterogeneity within this population and the inconsistencies in how Arab, Middle Eastern, North 

African, and related populations have historically been classified in the literature. 
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Pre-employment Stage 

Hiring discrimination 

Disparities in employment rates can, in part, be attributed to hiring 

discrimination. A substantial body of research demonstrates that hiring discrimination 

remains a persistent challenge for job seekers from ethnic minority backgrounds (e.g., 

Lippens et al., 2023; Quillian et al., 2017; Quillian & Lee, 2023). Empirical evidence shows 

that ethnic minority applicants receive significantly fewer callbacks than ethnic majority 

applicants. For instance, Lippens and colleagues (2023) found that, on average, ethnic 

minority applicants receive one-third fewer positive responses than ethnic majority 

applicants. Specifically, compared to ethnic majority applicants, applicants of Arab, 

Maghrebi, or Middle Eastern descent experience a 41% reduction in call-back likelihood, 

while Eastern and South-Eastern Asian applicants face a 37% reduction. Ethnic minority 

applicants must submit approximately 50% more applications to obtain a job interview 

(Zschirnt & Ruedin, 2016). Importantly, these studies found no evidence of a structural 

decrease in hiring discrimination over time. Similarly, Quillian and Lee (2023) observed 

that discrimination levels have remained largely unchanged over the past four decades. 

Although labor market inequalities have partly been explained by differences in factors 

related to labor market access, such as educational opportunities and language 

proficiency, research consistently shows that ethnic minority applicants continue to face 

disadvantages even when qualifications are comparable to those of ethnic majority 

applicants (Derous & Ryan, 2018). These findings suggest that, despite increasing public 

awareness and policy initiatives, job seekers from ethnic minority backgrounds continue 

to face substantial barriers during recruitment. 
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Self-selection: Metastereotypes in Job Ads 

Importantly, discrimination and exclusion may not only affect hiring outcomes 

directly but may also shape ethnic minority applicants’ expectations and perceptions of 

the labor market. Repeated experiences with discrimination and awareness of negative 

stereotypes about one’s ethnic group may lead ethnic minority job seekers to anticipate 

bias or perceive certain organizations as unwelcoming, thereby increasing the likelihood 

of self-selection out of employment opportunities even before formal hiring decisions are 

made (e.g., Avery & McKay, 2006; Heath et al., 2023). Whereas hiring discrimination 

research has traditionally focused primarily on recruiters’ evaluations and decision-

making processes (e.g., Baert, 2018; Lippens et al., 2023), research on self-selection shifts 

attention toward ethnic minority job seekers’ own perceptions, expectations, and 

application decisions. Considering both perspectives is important to obtain a more 

comprehensive understanding of how labor market inequalities emerge and are 

maintained throughout recruitment processes (Derous et al., 2026; Derous & Ryan, 

2019). 

Unequal labor market outcomes may thus not only arise from discriminatory 

hiring decisions, but also from self-selection processes. In particular, ethnic minority job 

seekers refrain from applying due to anticipated bias or a perceived lack of fit (Avery & 

McKay, 2006; Heath et al., 2023). Signaling Theory (e.g., Connelly et al., 2025; Highhouse 

et al., 2007) provides a useful framework for understanding these processes. The theory 

posits that, under conditions of incomplete information, individuals rely on observable 

cues or “signals” to infer otherwise unobservable characteristics about organizations. In 

the context of recruitment, job ads convey signals about organizational expectations, 

values, and norms. These signals shape applicants’ perceptions of fit and belonging and, 

in turn, their motivation to apply. 
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Self-selection out of the application procedure can, for example, happen when 

traits that may activate negative metastereotypes are present in job ads (Koçak et al., 

2022, 2023; Wille & Derous, 2017, 2018). Metastereotypes are individuals’ beliefs about 

how they are perceived by others (Vorauer et al., 1998). Although related, 

metastereotypes are conceptually distinct from stereotypes and self-stereotypes. 

Stereotypes refer to beliefs about the characteristics of members of a particular social 

group (Fiske, 1998), whereas self-stereotypes involve individuals applying characteristics 

associated with their social group to themselves (Hogg & Turner, 1987). For example, a 

majority-group member believing that members of a particular ethnic minority group are 

less trustworthy represents a stereotype; an ethnic minority individual perceiving 

themselves as less trustworthy based on their group membership reflects self-

stereotyping; and believing that majority-group members perceive their ethnic group as 

less trustworthy represents a metastereotype. These different beliefs may also affect 

different processes during recruitment: stereotypes held by recruiters may influence 

applicant evaluations and contribute to hiring discrimination (e.g., Lippens et al., 2023), 

self-stereotypes may shape applicants’ perceptions of belongingness (e.g., Hentschel et 

al., 2021), whereas metastereotypes may influence how applicants anticipate being 

perceived by others and respond to recruitment information (e.g., Koçak et al., 2022, 

2023; Wille & Derous, 2017, 2018). 

Female job seekers may believe they are perceived as being more emotional (Wille 

& Derous, 2018). Younger job seekers may believe they are perceived as being less 

conscientious, while older job seekers may consider themselves as being less flexible 

(Koçak et al., 2022, 2023). When traits that may activate negative metastereotypes are 

present in job ads, they may signal to applicants that they do not align with organizational 

expectations. For instance, emphasizing a need for “reliable workers” may evoke concerns 



GENERAL INTRODUCTION  33 

 

among ethnic minority job seekers, who hold negative metastereotypes related to 

integrity2 (Wille & Derous, 2017). Evidence indeed suggests that negative 

metastereotypes in job ads3 reduce job attraction and are associated with fewer positive 

application decisions (Koçak et al., 2022, 2023; Wille & Derous, 2017, 2018). 

Furthermore, the wording of personality requirements in job ads plays 

a role in shaping job attraction and application intentions. For example, Born 

and Taris (2010) showed that women were less likely than men to apply for 

positions perceived as masculine when personality requirements were framed as traits 

(e.g., “decisiveness”). However, when these same requirements were framed in behavioral 

terms (e.g., “taking decisions on how important issues can best be tackled”), women were 

equally likely as men to apply. No such differences were observed among men, suggesting 

that wording particularly affects groups for whom negative expectations may be salient.  

These findings can be understood through the Linguistic Category Model (LCM; 

Semin & Fiedler, 1991), which posits that adjectives and verbs are ordered along a 

continuum from abstract to more concrete. Adjectives imply stable characteristics while 

verbs imply more concrete behaviors, leaving more space for people to show they do not 

 
2 Negative does not imply that e.g., Honesty-Humility itself is a negative characteristic. Rather, it 

refers to the unfavorable metastereotype that one’s ethnic group is perceived as relatively low 

on a positively valued characteristic. 

3 Metastereotypes are individuals’ beliefs about how their social group is perceived by others 

and, as such, are not literally present in job advertisements. Rather, specific cues or personality 

requirements in job advertisements may activate negative metastereotypes among applicants. 

Throughout this dissertation, “negative metastereotypes in job ads” is used as shorthand for job-

ad cues or personality requirements that may activate negative metastereotypes. 
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fit the expected image. Indeed, in the context of negative metastereotypes, behavioral 

wording (e.g., ‘You remain calm in stressful situations’) has been shown to mitigate the 

negative effects of metastereotypes in job ads on job attraction and application intention 

among various minority groups, including younger and older workers (Koçak et al., 2022, 

2023), women (Wille & Derous, 2018), and ethnic minority job seekers (Wille & Derous, 

2017). Understanding these linguistic mechanisms is therefore essential for designing 

inclusive job ads that do not inadvertently discourage ethnic minority applicants from 

engaging in the application process.  

Therefore, the present dissertation aims to investigate the effects of negative 

metastereotypes and their wording in job ads on ethnic minority job seekers’ job 

attraction and application intention. Additionally, we study the underlying cognitive and 

motivational processes. 

While findings show that ethnic minority applicants may be excluded or exclude 

themselves from employment opportunities well before entering organizations, 

challenges do not end at the point of recruitment and selection. 

Employment stage 

Inequalities for ethnic minorities extend beyond the hiring process and continue 

throughout the employment stage. Even after entering organizations, ethnic minority 

employees may face biases that shape their workplace experiences and outcomes. Such 

biases have been linked to lower levels of well-being and poorer mental health (Blustein, 

2011; Trenerry et al., 2024), reduced quality of work (Flores, 2013; Fouad, 2007; Zhang, 

2023) and fewer competitive advantages (Okatta & Olawale, 2024). Furthermore, 

workplaces that actively promoted DEI practices appeared to foster more positive and 

inclusive work experiences (Alkhatib et al., 2024). 
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The importance of fostering inclusive workplaces has increasingly been 

recognized at the policy level. For example, the European Union’s (EU) Anti-Racism Action 

Plan (2020–2025) encouraged member states to implement DEI initiatives. The 

subsequent EU Anti-Racism Strategy (2026–2030) similarly emphasizes the need to 

tackle barriers and foster inclusion in employment through anti-discrimination and 

diversity-related initiatives. Reflecting this trend, organizations have invested heavily in 

DEI efforts, with the global market for such initiatives estimated at USD 7.5 billion in 2020 

and expected to grow substantially (America’s Best Employers For Diversity, 2023). 

Despite their popularity, evidence for the effectiveness of these initiatives remains mixed 

(Roberson, 2019). In particular, commonly used practices such as diversity training often 

yield null effects or may even have unintended negative consequences (Bezrukova et al., 

2016; Leslie, 2019), which negatively affect employees’ support for diversity (Burnett & 

Aguinis, 2023) and can hinder the organization’s diversity and inclusion goals.  

These mixed findings highlight the importance of considering employees’ 

attitudes toward ethnic diversity as a potential boundary condition for DEI effectiveness. 

Specifically, the extent to which employees endorse ethnic diversity may play a crucial 

role in shaping the success of such initiatives (Dawson et al., 2024). Employee ethnic 

diversity endorsement can be defined as the extent to which individuals embrace 

diversity ideologies (e.g., Gale et al., 2021) and support DEI (e.g., Avery, 2011). More 

specifically, employee ethnic diversity endorsement reflects the extent to which 

employees are committed to supporting and engaging in behaviors that foster ethnic and 

racial DEI within organizational settings. It captures employees’ commitment to 

promoting an inclusive workplace culture by interacting with colleagues from diverse 

ethnic backgrounds in a respectful and supportive manner, for example by avoiding 

insensitive language or speaking up when offensive remarks are made. However, despite 
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the construct’s apparent relevance, it has received limited direct attention in the 

literature, and no validated measure currently exists that captures employee ethnic 

diversity endorsement in organizational contexts. Addressing this gap is essential for 

advancing our understanding of how ethnic diversity is supported within organizations.  

Therefore, the present dissertation aims to develop and validate a measure of 

employee ethnic diversity endorsement. 

The Present Dissertation 

The present dissertation investigates ethnic diversity across different employment 

stages, focussing on both ethnic minorities’ and majorities’ perspectives. It examines how 

negative metastereotypes influence ethnic minority job seekers during recruitment and 

develops a validated measure of employee ethnic diversity endorsement to better 

understand how ethnic diversity is supported within organizations. After this general 

introduction (Chapter 1), the dissertation first adopts the perspective of ethnic minority 

individuals by examining Arab individuals’ work experiences across both the pre-

employment and employment stages through a scoping review (Chapter 2). Next, two 

studies regarding the pre-employment stage (Chapters 3-4) examine how negative 

metastereotypes in job ads influence ethnic minority job seekers’ perceptions and 

application decisions. In these chapters, the dissertation further investigates the 

psychological, motivational, and cognitive processes underlying these effects, including 

challenge and threat perceptions, attentional processes, and cognitive load. Subsequently, 

the focus shifts toward employees at the employment stage (Chapter 5). Specifically, we 

develop and validate a measure of employees’ ethnic diversity endorsement, thereby 

providing a tool to study how ethnic diversity is supported within organizations. Finally, 

we conclude with a general discussion (Chapter 6) of overarching themes, main findings, 

and suggestions for further research and practice. 
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Across these chapters, the dissertation adopts a multi-method approach. 

Specifically, the dissertation combines a scoping review with quantitative survey research 

and experimental methodologies, including vignette-based experiments, dual-task 

paradigms, and eye-tracking. By integrating multiple methodological approaches across 

different samples and contexts, the dissertation aims to provide a more comprehensive 

understanding of the psychological, cognitive, and organizational processes associated 

with ethnic diversity in recruitment processes and workplace experiences. This 

methodological diversity strengthens the robustness of the findings while allowing the 

examined processes to be studied from multiple perspectives. 

Chapter 2 examines Arab individuals’ work experiences in Western societies 

through a scoping review, covering both the pre-employment and employment stages (De 

Vos et al., 2009) as well as objective and subjective dimensions (Laaser & Karlsson, 2023). 

Individuals of Arab descent are studied as a specific group because they face distinct 

challenges compared to other ethnic minority groups, driven by specific stressors. More 

specifically, Arab individuals are confronted with four key stressors: heightened anti-Arab 

prejudice linked to geopolitical events and media portrayals (Jaber, 2025; Nagra & 

Maurutto, 2016; Oswald, 2005), structural and institutional discrimination across 

societal domains (D’hondt et al., 2024), the complexity and frequent misrepresentation 

of Arab identity (e.g., Abboud et al., 2019), and the historical lack of formal recognition of 

Arab populations as a distinct ethnic group (Awad et al., 2019, 2022). Together, these 

factors shape Arabs individuals’ labor market experiences and contribute to unique 

challenges across employment stages. 

Based on the scoping review findings, Chapter 2 proposes an integrated 

framework of Arab individuals’ work experiences in Western societies, identifying key 

barriers, outcomes, and underlying mechanisms across the labor market. In addition, the 
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review highlights several important gaps in the existing literature and formulates 

directions for future research. In particular, the findings underscore the limited attention 

devoted to ethnic minority job seekers’ own perspectives and psychological experiences 

during recruitment processes resulting in self-selection out of the application procedure. 

Furthermore, the review showed that supportive supervisors, colleagues, and diversity-

supportive organizational environments appear to play an important role in shaping 

ethnic minority employees’ workplace experiences. However, the literature currently 

lacks an appropriate measure to assess employees’ endorsement of ethnic diversity and 

diversity-supportive workplace behaviors. These identified gaps provide the foundation 

for the subsequent empirical chapters of the dissertation. Specifically, Chapters 3 and 4 

build on the need to better understand ethnic minority job seekers’ perspectives and self-

selection by examining the role of negative metastereotypes in job ads and their 

underlying psychological and cognitive processes. Subsequently, Chapter 5 addresses 

ethnic diversity support within organizations by developing and validating a measure of 

employee ethnic diversity endorsement. 

Building on the gaps identified in Chapter 2, the focus of the dissertation 

subsequently shifts to the pre-employment stage. Specifically, Chapters 3 and 4 examine 

the role of negative metastereotypes in job ads and their impact on ethnic minority job 

seekers’ job attraction and application intention. Existing research has primarily 

investigated these effects among women (Wille & Derous, 2018) and older and younger 

job seekers (Koçak et al., 2022, 2023), leaving their impact on ethnic minority job seekers 

relatively understudied, despite the growing importance of ethnic diversity in Western 

European labor markets (European Commission, 2025).  

Addressing this gap and focusing on ethnic minority job seekers’ perspectives 

during the pre-employment stage, Chapter 3 provides an initial examination of how 
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negative metastereotypes in job ads influence ethnic minority job seekers’ job attraction 

and application intentions using two empirical studies. Drawing on Signaling Theory 

(Highhouse et al., 2007), Study 1 (N = 212) examines the effects of those negative 

metastereotypes in job ads on ethnic minority job seekers’ job attraction and application 

intention. In addition, building on the Linguistic Category Model (Semin & Fiedler, 1991), 

the study explores whether the wording of negative metastereotypes, specifically, 

dispositional versus behavioral, moderates these effects. Furthermore, underlying 

motivational mechanisms, namely perceived challenge and threat (Blascovich & Mendes, 

2010), are examined. In line with previous research among ethnic minority and other 

underrepresented groups (Koçak et al., 2022; Wille & Derous, 2017, 2018), findings 

showed that negative metastereotypes in job ads significantly reduced ethnic minority 

job seekers’ job attraction. Contrary to previous findings in other minority groups, 

however, behavioral wording did not attenuate these negative effects. We even found a 

reversed effect with job attraction being lower for behaviorally worded as compared to 

dispositionally worded job ads containing negative metastereotypes, thereby raising 

questions about the underlying processes associated with the processing of negative 

metastereotypes in job ads. 

Study 2 (N = 115) builds on the findings of Study 1 by further investigating the role 

of wording in job ads and aims to clarify the conditions under which such effects may 

emerge. More specifically, the study explored whether language proficiency shaped 

applicants’ responses to negative metastereotypes in job ads. Findings suggested that 

language proficiency played a role in these effects and further pointed toward the 

importance of cognitive processing mechanisms in explaining ethnic minority applicants’ 

responses. Together, these analyses provide a first test of the proposed relationships and 

identify patterns that serve as the basis for further investigation in Chapter 4. 
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Building on Chapter 3, Chapter 4 further investigates how negative 

metastereotypes in job ads shape ethnic minority applicants’ responses during the pre-

employment stage, with particular attention to the underlying cognitive processes. 

Specifically, the chapter examines whether negative metastereotypes capture ethnic 

minority job seekers’ visual attention and impose cognitive demands during the 

processing of job ads. Furthermore, Chapter 4 extends and strengthens the previous 

findings of Chapter 3 by employing different methodological approaches. This chapter 

comprises two empirical studies conducted in Belgium and the United Kingdom, thereby 

enhancing the generalizability of the results across contexts. First, both studies aim to 

replicate the findings of Chapter 3 and Wille and Derous’ (2017) study using alternative 

methodologies. In doing so, Chapter 4 addresses the robustness of the observed effects 

and responds to the need for replication using diverse research designs. Second, building 

on the patterns identified in Chapter 3, the studies investigate the underlying cognitive 

processes associated with negative metastereotypes. Prior research suggests that 

negative information tends to be particularly salient and may attract greater visual 

attention than neutral information (O hman et al., 2001; Pratto & John, 1991). Indeed, for 

older and younger job seekers it has been shown that negative metastereotypes attract 

greater visual attention compared to neutral information (Koçak et al., 2024). 

Accordingly, Chapter 4 examines visual attention during the processing of job ads. In 

addition, drawing on Cognitive Load Theory (Sweller, 1988; Sweller et al., 1998), Chapter 

4 examines whether such cues impose cognitive demands during job ad processing. To 

this end, Study 1 (N = 32) uses eye-tracking methodology to examine attentional 

processes, whereas Study 2 (N = 189) employs a dual-task paradigm to assess cognitive 

load. Findings across both studies replicated the negative effects of negative 

metastereotypes on ethnic minority job seekers’ job attraction and, in Study 2, also on 
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intention to apply, thereby strengthening the robustness of earlier findings (Koçak et al., 

2022; Wille & Derous, 2017, 2018) across methodological approaches. Furthermore, 

Study 2 replicated the reversed wording pattern observed in Chapter 3. Regarding the 

underlying cognitive processes, findings provided partial support for the proposed 

mechanisms: Eye-tracking results suggested that negative metastereotypes captured 

greater visual attention, whereas no evidence for increased cognitive load was found. 

Together, these findings suggest that negative metastereotypes may primarily influence 

early attentional processes during job ad processing. Together, these approaches provide 

deeper insight into the cognitive mechanisms through which negative metastereotypes in 

job ads may influence job seekers’ responses. 

Finally, Chapter 5 shifts focus to the employment stage by examining how ethnic 

diversity is supported by both ethnic majority and minority employees within 

organizational contexts. Whereas Chapters 3 and 4 primarily focused on ethnic minority 

job seekers’ perspectives during recruitment, Chapter 5 moves toward employee-related 

perspectives within the workplace. Furthermore, while Chapters 3 and 4 address barriers 

at the pre-employment stage, increasing ethnic diversity does not end with hiring; it also 

depends on employees’ willingness to endorse and engage in diversity-supportive 

behaviors in the workplace. Employee support for diversity has been identified as a 

crucial factor for the effectiveness of DEI initiatives (Avery, 2011; Burnett & Aguinis, 2023; 

Dawson et al., 2024). To address this dimension, Chapter 5 develops and validates the 

Employee Ethnic Diversity Endorsement Scale (EEDES), which captures both employees’ 

personal attitudes toward ethnic diversity and their behavioral intentions to support it. 

In contrast to existing measures that primarily assess general diversity beliefs (e.g., Kauff 

et al., 2019; van Dick et al., 2008) or primarily focus on explicit forms of allyship and anti-

racist activism (Pieterse et al., 2016; Williams & Sharif, 2021), EEDES focuses on 
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workplace-relevant behaviors. Specifically, it captures both active (e.g., confronting 

exclusionary practices) and passive (e.g., avoiding insensitive language) forms of diversity 

endorsement, thereby providing a more comprehensive and context-sensitive 

assessment of diversity-related conduct in organizational settings. Across multiple 

studies (N = 1,559), the scale is developed and validated through a multi-phase process, 

including item generation, assessment of internal structure, and tests of external and 

incremental validity. Findings showed that the EEDES demonstrated good internal and 

external validity, with a one-factor structure fitting the data across studies. Furthermore, 

employee ethnic diversity endorsement was consistently related to individual beliefs and 

attitudes toward diversity, behavioral intentions toward ethnic minority colleagues, and 

the recognition of interculturally insensitive workplace behaviors. The findings further 

demonstrated incremental validity, suggesting that employee ethnic diversity 

endorsement contributes uniquely to understanding diversity-related workplace 

outcomes. Together, these findings extend the dissertation’s focus from recruitment 

processes to the workplace context, highlighting how ethnic diversity is not only shaped 

during entry into the labor market but also supported and sustained within 

organizations.  

Finally, Chapter 6 concludes the dissertation by integrating the findings across all 

chapters, discussing their theoretical and practical implications, and outlining directions 

for future research. In doing so, the dissertation contributes to a more integrated 

understanding of ethnic diversity across multiple stages of employment, from labor 

market entry to workplace inclusion. An overview of all studies of this dissertation can be 

found in Table 1. 
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Table 1 

Study overview. 

Chapter Study Stage Perspective Main Focus Methodology Sample Key Findings 

Chapter 2 — Pre-employment 
& Employment 

Arab job seekers, 
applicants, and 
employees 

Work experiences of 
Arab individuals in 
Western societies 

Scoping review 40 peer-
reviewed 
articles 

Identified key barriers, 
mechanisms, and research gaps 
regarding Arab individuals 
across employment stages. 
 

Chapter 3  
 

Study 1 Pre-employment Ethnic minority job 
seekers 

Effects of negative 
metastereotypes 
and wording in job 
ads 

Survey 
experiment 

N = 212 
(Belgium) 

Negative metastereotypes 
reduced job attraction; 
behavioral wording did not 
attenuate these effects; job 
attraction lower for behaviorally 
worded ads. 
 

Study 2 Pre-employment Ethnic minority job 
seekers 

Role of wording and 
language 
proficiency 

Survey 
experiment 

N = 115 
(Belgium) 

Language proficiency shaped 
applicants’ responses to 
negatively metastereotyped job 
ads. 
 

Chapter 4  
 

Study 1 Pre-employment Ethnic minority job 
seekers 

Visual attention 
toward negative 
metastereotypes 

Eye-tracking 
experiment 

N = 32 
(Belgium) 

Negative metastereotypes 
captured greater visual 
attention. 
 

Study 2 Pre-employment Ethnic minority job 
seekers 

Cognitive load 
during job ad 
processing 

Dual-task 
experiment 

N = 189 
(United 
Kingdom) 

Replicated negative effects of 
metastereotypes; limited 
evidence for cognitive load. 
 

Chapter 5 — Employment Employees Development and 
validation of the 
EEDES 

Scale 
development & 
validation 

N = 1,559 
(Belgium & 
the 
Netherlands) 

EEDES demonstrated good 
reliability and validity and 
related to diversity-supportive 
attitudes and behaviors. 
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CHAPTER 2 

Arabs' work experiences in Western societies: A scoping review4,5 

Eva Derous, Delphine Van Muylem, Hannah-Hanh D. Nguyen 

 

Individuals with an Arab background constitute one of the fastest-growing minority groups in 

Western societies and face challenges that are unique to their ethnic group. Yet, Arab indiduals' 

work experiences remain critically underexamined and no integrative review has been conducted 

till today. Drawing on 46 studies reported in 40 peer-reviewed articles published between 2002 

and 2025, this scoping review addresses this gap by exploring and synthesizing evidence on Arab 

individuals' work experiences across both the pre-employment stage (i.e., when looking and 

applying for jobs) and employment stage (i.e., when working in an organization). Findings reveal 

work-related disadvantages linked to societal factors (such as geo-political events), 

organizational factors (such as lack of career-related support), and individual factors (such as 

ethnic background), that affect Arab individuals' objective work experiences (such as job status) 

and subjective work experiences (such as job satisfaction). Building on these literature findings, 

an integrative framework of Arab individuals' work experiences is presented. The scoping review 

also identifies gaps, including limited research on intersectionality, cumulative effects of 

discrimination experiences, and well-being outcomes, which set an agenda for further research, 

and, hence, may help to advance scholarly understanding of the career development of workers 

with an Arab background in Western societies.

 
4 An exact copy of this chapter was published: Derous, E., Van Muylem, D., & Nguyen, H.-H. D. 
(2026). Arabs' work experiences in Western societies: A scoping review. Applied Psychology, 
75(2), e70094. https://doi.org/10.1111/apps.70094 
5 This chapter was presented: Derous, E., Van Muylem, D., & Nguyen, H.-H. D. (2025). Arabs' work 
experiences in Western societies: A scoping review. 22nd European Congress of Work and 
Organisational Psychology (EAWOP 2025), Book of Abstracts. Presented at the 22nd European 
Congress of Work and Organizational Psychology, Prague, Czechia. 





ARABS’ WORK EXPERIENCES: A SCOPING REVIEW 57 

 

Arab individuals represent one of the fastest-growing ethnic groups globally, and 

particularly in Western societies. In the United States, the Arab American population has 

nearly quadrupled since 1980 (World Population Review, 2025), reaching an estimated 

3.7 million today, primarily concentrated in Michigan, New York, New Jersey, and 

California (Arab American Institute, n.d.). In Europe, Arab-Maghreb represented the 

largest share of citizenship acquisitions in the European Union (EU) between 2020 and 

2022 (11%, Eurostat, 2024). These demographic patterns illustrate national differences: 

Arab Americans form a relatively small but politically visible ethnic minority in the United 

States, whereas in Western Europe (particularly Belgium, France, the Netherlands, Spain), 

individuals of Arab descent, such as Moroccans, represent a large proportion of the 

minority population. However, Arabs’ labor market position in Western societies remains 

precarious and their work experiences are under-researched compared to those of both 

ethnic majority and other minority groups (Thijssen et al., 2021). This lack of attention is 

noteworthy given their substantial presence in Western societies and the fact that 

individuals of Arab descent face several unique challenges.  

Unique Challenges 

Compared to other ethnic minority groups in the Western world, Arabs experience 

distinctive challenges, including the impact of geopolitical events (such as terrorist 

incidents), institutional and interpersonal discrimination, identity-related issues, and 

lack of formal recognition, all of which exacerbate barriers to labor market entry and 

workplace integration.  

First, geopolitical events such as the September 11 attacks in New York, the 2015 

Paris attack at the Bataclan, the 2016 attack at Brussels’ airport, the October 7, 2023 

assault in Israel, and the subsequent Gaza crisis, have created stressors that 

disproportionately affect individuals of Arab descent. These events have contributed to 
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enduring sociopolitical climates marked by hostility, fear, securitization, and moral panic 

toward Arabs and Muslims (Jaber, 2025; Oswald, 2005). Western media has been argued 

to play a significant role in disseminating anti-Arab narratives, thereby amplifying fear of 

Arab communities (Jaber, 2025). Research consistently shows that such events, combined 

with their media framing, intensify anti-Arab prejudice and deepen socio-political divides 

that position minorities as suspect in contrast to the normative category of citizens 

(Nagra & Maurutto, 2016).   

Secondly, across Western societies, Arabs appear highly vulnerable to structural 

and institutional discrimination. Arab individuals experience persistent exclusion in 

education, housing, and healthcare, with pronounced effects in labor markets (D’hondt et 

al., 2024). While lower labor market chances may partly reflect human capital factors 

(e.g., professional training, language proficiency), discrimination remains critical. In 

Europe, individuals of Arab descent, particularly those from North African countries in 

the MENA6 region (e.g., Morocco, Tunisia, Algeria), face persistent labor market 

disadvantages compared to native-born citizens and other migrant groups. In Belgium, 

employment rates for individuals of North African Arab descent, such as Moroccans, are 

markedly lower (51.3%) than for native Belgians (75.8%) and even other ethnic 

minorities, such as migrants from candidate EU-countries (58.2%) and Sub-Saharan 

Africa (54.3%) (Statbel, 2022). These disparities reflect broader European patterns, 

where non-EU migrants consistently have lower employment rates than EU citizens 

(Eurostat, 2022), highlighting structural barriers to labor market integration for non-EU 

migrants, including Arab communities, across Western Europe. Similarly, Arab Americans 

 
6 Sometimes also referred to as AMENA, meaning Arab/Middle Eastern and North-Africa (e.g., 

Bennett et al., 2025). 
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and other MENA-origin applicants in the U.S. and Canada were significantly less likely to 

receive callbacks than equally qualified native applicants (Quillian et al., 2017). Notably, 

in six European and North American countries, callback gaps remained relatively stable 

over time for most ethnic groups, but widened for MENA applicants, with larger gaps in 

the 2000s than in the 1990s (Quillian & Lee, 2023).  

Identity confusion and ethnic/racial ambiguity act as a third unique stressor for 

Arabs and Arab workers. Arab identity is complex, shaped by both national/geographic 

and cultural/linguistic factors, which might affect how Arabs are perceived by others. 

Historically linked to the Arabian Peninsula, the term ‘Arab’ now encompasses a broader 

geographic region, as reflected by the League of Arab States (LAS), which includes 22 

countries across the Middle East, North Africa/Maghreb, and West Africa (MENA region). 

European governments typically adopt a national/geographic perspective (Leysen et al., 

2025). For instance, in Western European countries, like Belgium, a person is considered 

of Arab origin if they, or at least one parent of theirs, hold or have held the nationality of 

an Arab-majority country (e.g., Morocco, Tunisia, Algeria, Syria; Derous et al., 2025). Arab 

identity is also culturally tied to the Arabic language and customs, spanning multiple 

religious traditions including Islam, Christianity, Judaism, Yazidism, agnosticism, and 

atheism. Moreover, in Western societies, many Arabs blend traditional practices, such as 

halal food or headscarves, with Western norms, leading to varied identity expressions. 

Notably, Arab identity is often conflated with Muslim religion, reflected in the pervasive 

stereotype that “all Arabs are Muslim” (Abboud et al., 2019). This conflation erases the 

ethnic, linguistic, and religious diversity of Arab communities, fostering homogenized 

perceptions that reinforce external stereotyping and internal identity strain. 

A fourth challenge concerns inadequate recognition. Today, Arabs are formally 

acknowledged as one of the world’s five major ethnic and cultural groups, alongside 



60  CHAPTER 2 

 

White-Caucasian, Black-African, Asian, and Hispanic-Latino populations (Awad et al., 

2019). This recognition, however, is relatively recent. Historically, Arabs were classified 

as ‘White’ within U.S. racial taxonomies, rendering them statistically invisible and 

institutionally unrecognized as a marginalized group (Awad et al., 2019). This lack of 

recognition creates a paradox: Arabs may experience stigmatization and discrimination 

while lacking formal minority status, resulting in underreporting and inadequate policy 

protection (Awad et al., 2022). This lack of recognition as a distinct racial/ethnic group 

can lead to acculturative stress (i.e., pressure to assimilate) and cultural identity strain 

(Roysircar-Sodowsky & Maestas, 2000; Ward & Szabo , 2023), thus representing another 

unique challenge for Arabs. 

Present Study 

The general purpose of this study is to review Arab individuals’ work experiences 

in Western societies. We adopt the definitions of Arab identity outlined above: Some 

scholars define Arabs by national origin (e.g., Alkhatib et al., 2024; Blommaert et al., 

2014), others emphasize religious and cultural markers (e.g., Telo  et al., 2024), and some 

combine both approaches (e.g., Elkouz et al., 2022). We examine Arabs’ work experiences 

at two different career stages: the pre-employment stage and the employment stage (De 

Vos et al., 2009). The pre-employment stage involves navigating the labor market prior to 

hiring (e.g., searching, applying, and negotiating for employment opportunities), whereas 

the employment stage refers to post-hire experiences and outcomes (e.g., job satisfaction, 

career advancement, and well-being).  

We take a broad view of work experiences, covering both objective and subjective 

dimensions (Laaser & Karlsson, 2023). The objective dimension refers to structural 

conditions of work, such as job characteristics (e.g., job demands, job status, client 

contact), employment status (e.g., underemployment, precarious employment), actual 
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levels of employment discrimination, and career advancement. For instance, actual 

discrimination may result in occupational segregation with ethnic minority workers 

being less often employed in high-status jobs dominated by native majorities (Bursell & 

Bygren, 2025). Subjective work experience, on the other hand, captures perceptions, 

emotions, and cognitive responses to structural conditions (e.g., perceived hiring 

discrimination, job satisfaction). Ethnic minority applicants, for instance, may perceive 

higher levels of employment discrimination7 than majority applicants (Yang, 2021), 

regardless of the actual discrimination levels (Ruebeck, 2023). 

Given the limited understanding of Arabs’ work experiences in Western societies, 

we conducted a scoping review. Scoping reviews are a method of evidence synthesis that 

systematically map key concepts, types of evidence, and research gaps on a broad topic in 

an exploratory way (Bartkoski et al., 2018; Colquhoun et al., 2014; Munn et al., 2018). 

Such reviews aim to consolidate available research, particularly in underexplored fields, 

like Arabs’ work experiences, and may guide the development of a conceptual frame 

based on literature findings (Godfrey et al., 2010; Jennings et al., 2024).  

In sum, this study has three specific contributions: First, given the paucity of 

research, we conducted a scoping review on Arabs’ (objective/subjective) work 

experiences across the pre-employment and employment stages. Second, we present an 

integrated framework of Arabs’ work experiences, summarizing findings from the review. 

 
7 A distinction is made between actual employment discrimination, an objective work experience 

typically investigated through correspondence audit studies and/or vignette experiment, and 

perceived employment discrimination, a subjective work experience, which refers to experiences 

of bias, prejudice, microaggressions, or exclusion (Anderson, 2011). 
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Finally, we outline directions for future research based on gaps identified in the existing 

literature.  

Method 

Our scoping review followed the five-stage framework outlined by Arksey and 

O’Malley (2005), refined by Levac et al. (2010) and the Joanna Briggs Institute (Peters et 

al., 2020), and was conducted in accordance with the PRISMA-ScR reporting guidelines 

(Tricco et al., 2018). 

Stage 1: Research Questions 

As outlined above, our central question concerns all kinds of work experiences of 

Arab individuals across the pre-employment and employment stages:  

Research Question: What is the evidence on Arab (potential/incumbent) workers’ 

objective and subjective work experiences throughout the pre-employment and the 

employment stage in organizations in Western societies?  

Stage 2: Search Strategy 

Participants and Context 

Arab individuals, regardless of their religious affiliation (i.e., including both 

Muslim and non-Muslim individuals), were considered. Participants were Arab students, 

job seekers, applicants, and employees in Western countries (engaging in manual, 

administrative, or knowledge work). Arab workers were those employed full-time or 

part-time and between the ages of 18 and 65. To be included, studies must explicitly have 

examined one or more of these populations. Furthermore, studies were only included if 

published between January 1, 2002 (i.e., after the 9/11 terrorist attack in New York City), 

and December 9, 2025, focusing on organizations within specific geographic locations 

classified as Western societies (i.e., Australia, Canada, Europe, and the United States). 
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Studies focusing on other regions, including Africa, Asia, Latin America, the Middle East, 

and Eurasia, were excluded from this review. 

Type of Sources 

To assure quality of findings, we only searched published peer-reviewed articles 

(not grey literature) in English. Since the review focuses on published, peer-reviewed 

articles, Web of Science, Scopus, and Business Source Complete sufficiently covered the 

relevant journals in psychology, social sciences, and business8. Peer-reviewed published 

studies could include quantitative, qualitative, and mixed-methods research, as well as 

systematic reviews, scoping reviews, and meta-analyses. Findings were extracted directly 

from reviews without reanalyzing the individual studies within them.  

Screening 

To identify relevant literature, we employed a three-step search strategy following 

the recommendations of Pollock et al. (2023). An initial pilot search of Web of Science 

informed the development of comprehensive search queries for each career stage (see 

Appendix - Supplementary Tables 1-29). This was followed by complementary searches 

in Scopus, and Business Source Complete, and by screening the reference lists of all 

included studies to capture additional relevant literature. 

Stage 3: Study Selection 

Following Stage 2, all citations were exported into DistillerSR (DistillerSR 

[Systematic Review Software], 2023) via an EndNote library (EndNote (Version 21) 

[Reference Management Software], 2024), and duplicates were automatically removed. 

The study selection process consisted of two levels. First, title and abstract screening was 

 
8 Communication with LIS professional (Library and Information Science) 

9 Supplementary materials will be made available on OSF.   
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conducted independently by two reviewers using a structured screening form, with 

conflicts reviewed and resolved by a third reviewer (Level 1 screening). This stage of 

screening was performed with author names blinded to minimize bias. Secondly, full texts 

were retrieved and assessed against inclusion criteria, again by three independent 

reviewers using structured screening forms based on a decision-tree approach (Level 2 

screening). Conflicts were resolved through discussion. The overall search and selection 

process was reported following PRISMA 2020 guidelines (see Figure 1; Page et al., 2021; 

Pollock et al., 2023). 

Figure 1 

 

PRISMA Flowcharts of the Screening Process and Included Studies for the Pre-Employment 

and the Employment Stage. 
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Stage 4: Charting the Data 

We developed a standardized charting template consisting of the extraction of key 

study characteristics, including authorship, year, journal, country, participant 

information, study design and context, and several work-related experience questions to 

find relevant research findings. Indeed, prior to data analysis, we conducted an initial 

literature review to compile a list of potential work experiences. Data was extracted 

independently by reviewers and recorded into Excel spreadsheets. The charting form was 

piloted and iteratively revised during the process. 

Stage 5: Synthesizing of the Data 

For the pre-employment stage, 318 academic papers were screened. In total, 28 

academic papers (referring to 35 studies in total10) met the inclusion criteria, spanning 

the period of 2009 to 2025. For the employment stage, 1.197 academic papers were 

screened (period: 2001-2025). Thirteen academic papers (referring to 14 studies, 

spanning the period of 2005 to 2025) were identified that met the inclusion criteria 

regarding Arabs’ experiences in the employment stage. The Results section below first 

discusses findings related to the pre-employment stage, followed by those of the 

employment stage. We focus on the main findings. More details are provided in Appendix 

- Supplementary Table 3a (pre-employment stage) and Table 3b (employment stage), 

which summarize study characteristics, key themes, and main findings. In the Discussion 

 
10 Multiple-study papers are: Arai et al. (2016), Derous et al. (2012, 2015, 2017), Rooth (2010), 

Wille and Derous (2017) and the meta-analysis on correspondence audits of Lippens et al. 

(2023). The total number of unique papers across stages is 40 (with 46 unique studies), given 

that one paper was relevant for both the pre-employment and employment stage.  
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section, findings from the scoping review are presented in an integrated framework of 

Arabs’ work experiences, followed by a discussion of further research topics. 

Results 

Pre-employment stage  

Research consistently shows that Arab job seekers face lower employability 

chances compared to equally qualified job seekers from both ethnic majority and 

minority groups, a disparity partly linked to geopolitical events. Shin (2021) reported that 

after 9/11, Arab refugees’ employability declined by 15-19%, while European refugees 

saw no change, and employability of Asian refugees even improved by 11-13%. Notably, 

Arab Muslims were less negatively affected than Arab non-Muslims. In her narrative 

review, Jaber (2025) highlights media-driven conflation of Arabs and Muslims with 

terrorism as an important factor intensifying hiring discrimination. De Felice et al. (2019) 

found that Arab immigrants in the U.S. perceived their career options as limited post-

immigration. Despite holding degrees and tutoring experience in Arabic language 

instruction, they experienced barriers to teaching positions due to devaluation of Arabic 

language skills and an overemphasis on English proficiency, which reduced their hiring 

prospects. 

Several studies examined Arabs’ job search activities (Re my & Valat, 2026; Tjaden 

et al., 2024; Wille & Derous, 2017). Tjaden et al. (2024) found that Arabic-speaking job 

seekers showed greater initial interest and engagement (such as clicks, comments, and 

shares) when job ads were posted in Arabic than in German. Recruitment in Arabic was 

5.6 times more effective in triggering application starts, suggesting that targeted foreign-

language recruitment could be a low-cost strategy to address labor shortages. Yet, few 

applicants completed the full application process, indicating persistent barriers beyond 

the initial recruitment stage (Tjaden et al., 2024). Similarly, Wille and Derous (2017) 
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found that job advertisements were less attractive when they included personality 

requirements that ethnic minorities (including Arab-Maghreb job seekers) hold negative 

meta-stereotypes about. Moreover, qualified job seekers were less likely to apply when 

such personality requirements were expressed in a dispositional way (e.g., “We look for 

an employee who is reliable”) rather than behaviorally (e.g., “We look for an employee 

who can work reliably”). Re my and Valat (2026) reported that Arab-Muslim job seekers’ 

experiences varied by recruitment channel: Informal hiring through personal networks 

reduced job chances for Arab-Muslim women but not for Arab-Muslim men, whereas 

public employment services and unsolicited applications only improved Arab-Muslim 

women’s prospects without significantly affecting men’s outcomes. 

Most of the studies consider applicant screening via resumes or job interviews, 

either via correspondence audit studies or vignette studies (e.g., Lippens et al., 2023; 

Rooth, 2010; Widner & Chicoine, 2011). Correspondence audit studies showed persistent 

discrimination against Arab applicants based on ethnic-sounding names and group 

affiliations, across contexts (e.g., job type; economic situation) and regions (e.g., Europe, 

U.S.). For instance, Ramos et al. (2021) found that Moroccan-origin applicants received 

fewer callbacks than equally qualified majority candidates, with discrimination stronger 

in the Netherlands than in Spain. This pattern, despite better economic conditions in the 

Netherlands, points to cultural rather than economic threat as the main driver. Lippens et 

al. (2023)11 show that, compared to their ethnic majority counterparts, Arab, Maghrebi, 

 
11 Lippens et al. (2023) synthesized correspondence experiments published between 2005 and 

2020 with all relevant studies from this meta-analysis being covered by this review. This scoping 

review further identified four additional correspondence audit studies (Ahmad, 2022; Derous & 

Ryan, 2012; Ramos et al., 2021; Rooth, 2010) that were not included in the meta-analysis by 
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and Middle Eastern applicants were less likely to be invited for a job interview with a 

pooled discrimination ratio of 59%, reflecting a 40% reduction in the chance of a positive 

response. An ethnic hierarchy with Arabs experiencing the highest discrimination rates 

compared to other ethnic minorities was consistently reported (e.g., Ahmad, 2020, 2022; 

Blommaert & Coenders, 2024; Vernby & Dancygier, 2019). 

Correspondence audits typically consider one Arab marker at a time (e.g., names), 

whereas vignette studies often examine degrees of ethnic identification through multiple 

ethnic markers (e.g., names, language proficiency, hobby and group affiliations, skin 

color). Overall, the combination of Arab markers affects the strength of discrimination 

experiences, with multiple Arab identifiers (e.g., Arab name combined with Arab group 

affiliations) typically leading to stronger discrimination effects (Derous et al., 2012; 

Fossati et al., 2020). For instance, a Swiss vignette study (Fossati et al., 2020) showed that 

applicants who signal assimilation to the host country in their CV (e.g., Swiss hobby; 

mastery of the host language) eliminated the disadvantage in employment chances of 

Arab Turkish candidates compared to the Swiss candidates. Signaling attachment to the 

home country (e.g., Turkish origin-linked associations and/or Turkish language) 

worsened application evaluations. Lower language proficiency in cover letters reinforced 

perceptions of Arab applicants as foreign (Widner & Chicoine, 2011). In addition, certain 

ethnic markers, such as skin color on picture IDs, had an even greater influence on job 

suitability evaluations than Arab-sounding names, pointing to a phenotypic primacy 

effect (Derous et al., 2017). 

 
Lippens et al. (2023). We excluded other meta-analyses (like Quillian et al., 2019, 2020; Quillian 

& Lee, 2023) to avoid overlap in individual studies. 



ARABS’ WORK EXPERIENCES: A SCOPING REVIEW 69 

 

The intersectionality of Arab ethnicity with other social markers was also studied. 

Blommaert et al. (2014) analyzed Dutch databases in which fictitious resumes (with 

Arab/native cues) were posted and native employers’ search and clicking behavior was 

tracked. Their field study provided evidence for ethnic prominence, as no significant 

differences emerged across applicants’ gender, educational level, and age. Similarly, 

Derous et al. (2012) found no moderating effect of applicants’ gender on hiring 

discrimination. However, some vignette studies showed that Arab women received higher 

job suitability ratings than Arab men, particularly in job roles involving high levels of 

external client contact (Derous et al., 2015). Gendered ethnic stereotypes, where Arab 

men embody the dominant negative stereotype, appeared to guide discrimination 

patterns, with Arab men facing more rigid bias than Arab women (Ahmad, 2020; Arai et 

al., 2016; Bursell, 2014). Regarding age, most studies focused on entry- to mid-level 

positions, leaving older Arab applicants’ experiences largely unexplored.  

Studies also examined the combined effects of job characteristics (e.g., gendered 

jobs, job status, client contact) and person characteristics such as human capital 

(education, language proficiency). For example, Bursell (2014) found intersectional 

effects of Arab ethnicity and gender varied by occupational norms: Swedish-named 

women were favored in male-dominated fields, while Arab-named men had an advantage 

in female-dominated fields. In Western Europe, Arabs are often stereotyped as lower-

educated. High-status jobs counteracted negative stereotypes by signaling strong human 

capital (i.e., attributional enhancing; Derous et al., 2009). Agerstro m et al. (2012) indeed 

showed that Arab applicants had lower interview chances than equally qualified Swedes 

unless they conveyed both competence and warmth. Applying for low-level jobs, however, 

might reinforce negative stereotypes (e.g., of the lower-educated), limiting hiring and 

career opportunities (like underemployment). Indeed, in low-demand jobs, there was a 
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compound effect of ethnicity and gender, such that Arab men experienced the lowest job 

suitability ratings compared to equally qualified Arab women and ethnic majority 

applicants (Derous et al., 2015). Similarly, dark-skinned Arab men received lower job 

suitability ratings than light-skinned applicants for low-status jobs with high client 

contact. In contrast, for high-status jobs with low client contact, dark-skinned Arab 

applicants also received lower job suitability ratings than light-skinned applicants and 

ethnic majority men, showing mixed findings for job status (Derous et al., 2017). Further, 

several Finnish correspondence audits (Ahmad, 2020; 2022) found discrimination 

against Arab Iraqis persisted in jobs requiring higher education. Vernby and Dancygier 

(2019), who examined whether (Arab) immigrants can affect their employment chances 

by human capital factors, showed that Swedish citizenship, work experience, and 

religious activity had negligible positive effects on Arabs’ hiring chances. A similar 

observation was made by De Felice et al. (2019): Arabs felt anxious about their 

employment prospects despite their competencies. Thus, even when Arab immigrant 

applicants signal higher human capital, they still fear and experience hiring 

discrimination. 

 Rater and recruiter characteristics, such as ethnic background, gender, educational 

level, (positive) interethnic contact, ethnic prejudices, and social dominance orientation, 

also affect Arab applicants’ experiences. For instance, Blommaert et al. (2014) found that 

Moroccan- and Turkish Dutch applicants experienced less hiring discrimination (i.e., in 

terms of job suitability ratings and invitations for the job interview) compared to equally 

qualified native Dutch applicants when native Dutch raters had experienced positive 

interethnic contacts and were highly educated (themselves or their parents). In contrast, 

recruiters’ male gender increased the likelihood of ethnic discrimination. Telo  et al. 

(2024) found evidence of empathy bias: Raters were more forgiving of Arabic speakers' 
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weak interview performances, attributing them to language barriers rather than 

incompetence. Rooth (2010) pioneered measuring recruiters’ implicit and explicit 

prejudices alongside correspondence audit tests. Recruiters with higher implicit anti-

Arab/Muslim prejudice were significantly less likely to call Arab-named applicants for 

interviews, even when qualifications were identical. Yet, mixed findings emerged, 

whereas some studies found negative effects for implicit prejudice (e.g., Rooth, 2010), 

others reported no or weak effects (e.g., Derous et al., 2009, 2015). Similarly, explicit 

prejudice (e.g., modern racism) showed inconsistent results, which also varied by context. 

For instance, Sachs et al. (2026) showed a negative association between Dutch raters’ 

prejudice towards Moroccans and the likelihood of inviting a Moroccan applicant for an 

interview in one study, but the effect did not replicate in a second study. Pooled analyses, 

however, indicated a small negative association of prejudice in diversity-unfriendly 

organizational climates or when resumes were rated under time pressure.  

Although hiring discrimination is consistent across Western societies, some 

cultural differences emerged as well. Dutch raters showed stronger discrimination based 

on Arab-sounding names, whereas American raters were more influenced by Arab 

affiliations (Derous et al., 2009). Differences also appeared in impression management 

preferences: Arab Moroccan minority applicants favored entitlement claims (self-

promotion), while ethnic majorities preferred opinion conformity tactics. Using minority-

preferred tactics, however, did not harm Arab Moroccan applicants’ interview ratings, 

except when ethnic majority raters scored high on social dominance orientation (Derous, 

2017).  

Unlike audit studies and vignette studies that focus on resume screening, Re my 

and Valat (2026) examined the full recruitment cycle using the OFER 2016 survey. 

Candidates with Arab-Muslim names were recruited differently than French ethnic 
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majority candidates, with disparities in search channels (ads, intermediaries, networks), 

selection tools (e.g., interviews, psychological tests), criteria (hard vs. soft skills), and 

recruiter characteristics (gender, origin, recruiting experience). Some channels (like 

intermediaries) disadvantaged Arab women, while others (like public employment 

service) improved their chances. Discrimination extended beyond resume screening to 

job interviews and psychological tests. However, standardized recruitment (work 

samples, structured interview) and homogeneity effects (i.e., whether the recruiter 

shared the same Arab origin) helped reducing bias against Arab-Muslim applicants. 

Equally, Blommaert and Coenders (2024) found that anonymous application procedures, 

in which identifying characteristics of applicants (such as name, gender, age, ethnic or 

migration origin) were masked or removed, reduced disparities in interview invitations 

between Dutch majority and minority applicants, particularly for Turkish and Moroccan 

candidates. The effects were strongest when standardized online anonymous application 

forms were used, rather than manual re sume  anonymization. 

Overall, findings indicate that Arabs face substantial bias at the pre-employment 

stage, shaped by the interplay of candidate, decision-maker, and contextual factors.  

Employment Stage 

Bias may not stop at the pre-employment stage but may continue throughout 

employment. For instance, Arab workers reported lower job control, greater job 

insecurity, and employment discrimination than non-Arab workers, with language 

proficiency emerging as a key factor (Daly et al., 2018). Migrant nurses from MENA 

countries reported stress and uncertainty linked to legal hurdles, certification 

requirements, unfamiliar professional contexts, and employment discrimination (Atta et 

al., 2025). Career advancement also seems affected: The proportion of Arab physicians 

passed over for promotion rose from 35% in 2013 to 53% in 2021. 
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Geo-political events amplify disparities (Jaber, 2025). After 9/11, Arab American 

men experienced wage penalties of 9-11%, which were unrelated to their qualifications 

(education, work experience) and hours worked (Da vila & Mora, 2005; Kaushal et al., 

2007). Kaushal et al. (2007) observed that wage declines of Arabs were more pronounced 

in regions with higher rates of hate crime motivated by religion, ethnicity, or national 

origin. Da vila and Mora (2005) further showed that wage losses were most severe in 

states with larger Arab American populations and that other ethnic minority groups (e.g., 

Pakistani) were less affected, suggesting that specific Arab markers influenced the 

intensity of post-9/11 backlash (Da vila & Mora, 2005). Furthermore, Arab immigrant 

workers from conflict-affected countries faced additional challenges due to the 

psychological and social impact of trauma from their home countries (Atta et al., 2025): 

Conflict in the country of origin was strongly and negatively linked to Arab nurses’ 

cultural adaptation and professional self-concept. The dual challenge of cultural 

adjustment while coping with unresolved trauma erodes Arab immigrants’ confidence 

and professional identity, making workforce integration particularly challenging.  

Arab’ work experiences further depend on worker characteristics (e.g., religion, 

gender), social interactions with coworkers and clients (e.g., stereotypes), and 

organizational policies and practices (e.g., presence of DEI policies). First, Arabs’ work 

experiences are shaped by the intersection of their Arab ethnicity with other person 

characteristics, such as religion (e.g., Murrar et al., 2024), gender (e.g., Alkhatib et al., 

2024; Khattab et al., 2019; Strinic  et al., 2021), age, and sexual preference (Strinic  et al., 

2021). Arab-Muslim physicians, for instance, reported religious discrimination, with 

negative effects on their well-being, including stress and feelings of isolation (Murrar et 

al., 2024). In Canada, Arab-Muslim women encountered ethnic-religious penalties 

compared to Christian White women (Khattab et al., 2019). Arab immigrant physicians 
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faced microaggressions and stereotyping, especially when they were wearing hijab or had 

strong Arab accents (Alkhatib et al., 2024). According to Strinic  et al. (2021), Arab 

workers tended to be perceived as low in competence and warmth, though these 

stereotypes varied by gender, age, and sexual orientation. Older Arab women were rated 

lowest on competence, while Swedish men scored highest; conversely, older Arab men 

received the lowest warmth ratings, whereas Swedish homosexual men scored highest. 

Interestingly, these patterns were not additive but reflected complex intersections. 

Signaling homosexuality, for instance, raised warmth for Arab men and women, indicating 

that one stigmatized category may mitigate another. 

Second, interactions with coworkers and clients matter too. Baqai et al. (2023) 

found that patients refusing care because of physicians’ Muslim identity increased from 

10% in 2013 to 19% in 2021, signaling a worsening climate that negatively affected Arab-

Muslims in healthcare. Infantilization12 by supervisors negatively affected Arab women’s 

satisfaction with pay, supervision, and promotion opportunities (Bennett et al., 2025). 

Moreover, burnout was a major factor linked to their decreased job satisfaction (Bennett 

et al., 2025). Conversely, culturally competent and supportive supervisors and colleagues 

buffered the negative work experiences, while a lack of such support worsened 

dissatisfaction and turnover (Alkhatib et al., 2024; Bennett et al., 2025). Interestingly, one 

Swedish study (Granberg et al., 2020) discussed potential discriminatory experiences of 

employers with Arab-sounding names, investigating whether non-Arab job seekers 

selectively avoid applying to employers with Arab-sounding names. Student job seekers 

evaluating job postings showed no significant bias based on the employer's name or 

 
12 Infantilization is described as a form of gender harassment involving being treated as less 

competent or mature than one is. The study considered Arab women only. 
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gender. Arabic-sounding and Swedish-sounding employer names received similar levels 

of interest from potential job seekers.  

Finally, institutional discrimination also emerged. Arab women expatriates of 

Jordanian origin faced organizational barriers related to widespread stereotypes about 

their capabilities, mobility, and professional contributions (Elkouz et al., 2022). Lack of 

prayer accommodations in healthcare organizations is related to lower job satisfaction 

and higher turnover intentions among Arab-Muslim employees (Baqai et al., 2023; 

Murrar et al., 2024). Arab employees also experienced a lack of mentoring and 

networking opportunities (e.g., Alkhatib et al., 2024; Elkouz et al., 2022), which hindered 

Arab women’s career advancement in international assignments (Elkouz et al., 2022).  

Despite these barriers, proactive strategies supported integration and career 

development: Continuous education and Arab workers’ openness to learning seemed 

critical for navigating unfamiliar work environments and positive work experiences. For 

instance, participating in cultural competency training, following language courses (host 

country), seeking mentorship from colleagues, and building professional networks (e.g., 

through conferences and professional organizations) helped Arab migrant nurses to feel 

included and supported (Atta et al., 2025). While employment disparities persisted 

compared to native employees, Arab women migrants valued opportunities to broaden 

their skills (Atta et al., 2025), and some even exceeded expectations by attaining 

professional and managerial positions despite systematic disadvantages (Khattab et al., 

2019). Finally, Arab employees experienced less adversities in workplaces that actively 

promoted diversity, equity, and inclusion (DEI) practices and cultural humility (Alkhatib 

et al., 2024).  
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Discussion 

Our scoping review aimed to investigate Arabs’ work experiences in Western 

societies, which have been historically understudied. Only recently, Awad and colleagues 

(2019) introduced a model of cumulative racial-ethnic trauma among Americans of MENA 

descent to explain the broader experiences of Arabs in the U.S. Although not directly 

focused on workplace contexts, their model posits that macro-level factors (e.g., historical 

trauma, hostile national climate, institutional discrimination) and micro-level factors 

(e.g., interpersonal discrimination, microaggressions, identity-related challenges) jointly 

shape Arab minorities’ life experiences in the U.S. At the individual level, these adversities 

exert additive and cumulative effects, contributing to both short- and long-term health 

disparities. Moreover, they may foster pervasive feelings of insecurity, hopelessness, and 

alienation. By conceptualizing cumulative racial-ethnic trauma as a multi-level 

phenomenon, Awad et al.’s framework offers a comprehensive lens for examining the 

lived experiences of Arab populations. Similarly, to gain a deeper understanding of the 

complex nature of Arabs’ work experiences, a multilayered approach is needed.  

Integrative Framework of Arabs’ Work Experiences  

Building on our scoping review and Awad et al.’s (2019) model of cumulative 

racial-ethnic trauma, we propose an integrative framework of Arabs’ work experiences 

(Figure 2). This framework conceptualizes Arabs’ work experiences as a trajectory across 

interdependent macro-, meso-, and micro-level factors. Societal factors at the macro-level 

(such as geo-political events, political ideologies and legal regulations, economy and labor 

market conditions) shape organizational factors at the meso-level (such as (un)diversity-

friendly culture, accommodations), which in turn interact with individual-level processes 

(such as identity threat, (meta)stereotypes), affecting both objective and subjective work 

experiences. Below, we discuss factors at the societal (macro), organizational (meso), and 
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individual (micro) level that we identified in this scoping review and that may shape 

Arabs’ objective and subjective work experiences in either positive or negative ways. 

Although many of the reviewed studies were rather descriptive in nature, we also draw 

connections to relevant economic, social-psychological, and cognitive frameworks, where 

appropriate.  

Societal-level factors 

 Geopolitical events in both home and host countries, combined with media 

coverage, economic cycles, prevailing political ideologies and legal regulations, can foster 

integration or reinforce structural labor market segmentation of Arab workers (Alkhatib 

et al., 2024; Da vila & Mora, 2005; De Felice et al., 2019).  

According to Alsaidi et al. (2023) and Awad et al. (2021), Arab minorities’ 

experiences can shift based on evolving stereotypes from being seen as threatening (e.g., 

linked to geopolitical events) to weak and oppressed (e.g., linked to refugee status). 

Indeed, Arab immigrants may experience cumulative trauma, stemming from conflicts 

that prompted migration (like political conflicts in their home country) and from 

xenophobic or Arabophobic attitudes encountered in host societies, often intensified after 

geopolitical events, such as 9/11 or other terroristic attacks (Alkhatib et al., 2024). The 

heightened media coverage after such events (Jaber, 2025) might amplify Arabs’ identity 

threat and actual/perceived employment discrimination. For instance, following the 

September 11 attacks, Arab refugees experienced a significant decline in employability 

prospects (Shin, 2021), and Middle Eastern Arab men experienced wage penalties that 

were unrelated to human capital factors (e.g., education and work experiences; Da vila & 

Mora, 2005; Kaushal et al., 2007). Heightened visibility of Arabs may amplify prejudiced 

reactions (i.e., taste-based discrimination; Becker, 1957) as well as concerns about 
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productivity, security, and immigrants’ permanency (i.e., statistical discrimination; Phelps, 

1972).  

Moreover, when Arabs workers are perceived as economic competitors to 

majority-group workers, they risk relegation to low-wage jobs, low-status employment, 

underqualification, or exclusion from employment opportunities altogether. Evidence 

from the Netherlands shows stronger hiring discrimination against Arabs during a period 

of economic precarity (Blommaert et al., 2014). European studies likewise show that 

migrants face heightened risk of job loss in economic downturns, especially in precarious 

employment (Jaber, 2025). These findings support predictions from realistic group 

conflict theory (Sherif et al., 1961) and institutional economic theory (Piore, 1970): When 

social groups with shared identities compete over scarce resources (e.g., employment 

opportunities), there are heightened intergroup tensions, leading to majority groups’ 

prejudice and discrimination against minority groups.  

Political ideologies and legal-regulatory frameworks may further perpetuate 

structural barriers. For example, until recently, Arabs were classified as “White” within 

U.S. racial taxonomies, making them statistically invisible and preventing institutional 

recognition of their marginalized status (Awad et al., 2019). Language requirements are 

another example. The EU Directive 2005/36/EC (European Parliament & Council, 2005), 

for instance, requires language proficiency for recognition of regulated professions, and 

the Flemish Language Decree (1973) further mandates Dutch13 in all official workplace 

communications, including job advertisements (Flemish Policy Note on Work 2024-2029, 

 
13 Dutch and Flemish are two standard varieties of the same language, officially called Dutch. 

Dutch is spoken in the Netherlands, while Flemish refers to the Dutch used in Flanders (the 

northern region of Belgium). 
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2024). While intended to ensure quality and safety, such requirements can disadvantage 

non-native speakers and immigrants with limited language proficiency (De Felice et al., 

2019; Tjaden et al., 2024). Consequently, Arab minorities lacking proficiency in the 

majority language may self-select into more inclusive organizations or exit the labor 

market altogether, an outcome with serious implications for individuals’ well-being and 

for organizations facing labor shortages. 

Organizational-level factors 

Organizational culture, policies, and procedures, along with work tasks and the 

broader business environment, also shape whether Arab workers are integrated.  

Arab workers may struggle to integrate into Western organizational cultures when 

these cultures marginalize non-Western practices and identities (Alserhan et al., 2009). 

For example, Syed and Azmitia (2008) showed that skilled immigrants’ social/cultural 

identity hinders sustained employment when organizations fail to accommodate cultural 

practices or when subtle and overt discrimination occurs (Alkhatib et al., 2024; Baqai et 

al., 2023).  

Hostile or non-inclusive work environments, particularly those imposing language 

requirements (Daly et al., 2018) or lacking social support and mentorship, hinder 

adaptation and increase vulnerability to discrimination (Atta et al., 2025; Elkouz et al., 

2022). Language barriers negatively affect career outcomes and well-being for Arab-

speaking migrants (Daly et al., 2018). Although some employers accept a cost for not 

hiring qualified Arab minorities (taste-based discrimination; Agerstro m et al., 2012; 

Widner & Chicoine, 2011), stronger evidence supports statistical discrimination, with 

employers attributing low productivity to Arab workers (e.g., Arai et al., 2016; Bursell et 

al., 2014; Rooth, 2010). Meta-analytic findings on hiring discrimination confirm that 

taste-based discrimination generally outweighs statistical discrimination (Lippens et al., 
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2023). Yet, structured organizational practices (such as formal recruitment, standardized 

anonymous application forms, and structured job interviews) reduce the risk of biased 

decision-making and hiring discrimination (Blommaert & Coenders, 2024; Re my & Valat, 

2026). Diversity, equity, and inclusion (DEI) practices matter: An inclusive workplace can 

mitigate Arab individuals’ experiences of employment discrimination and reduce 

turnover intentions (Murrar et al., 2024). Yet, some DEI practices also fail to dismantle 

Arab stereotypes, and there seems to be ongoing discussions about whether Arabs should 

even be included in DEI statistics and DEI policies, despite formal commitments to 

equality (Awad et al., 2019; Jaber, 2025).  

Furthermore, microaggressions and overt discrimination from coworkers, 

supervisors, and clients (e.g., infantilization, presumptions of incompetence and 

underqualification, exclusion from informal networks, and mentoring opportunities) 

undermine Arab workers’ job satisfaction, career progression, and -ultimately- their 

overall well-being (Bennett et al., 2025; De Felice et al., 2019; Elkouz et al., 2022). Ethnic 

minority employees are two and a half times more likely to be overqualified compared to 

their majority counterparts (Dixon-Fyle et al., 2024), with Arab women being 

disproportionately employed in precarious, low-status jobs (Flemish Policy Note on 

Work, 2024-2029). For instance, an Arab woman reported that a public employment 

service discouraged her prospects by offering only cleaning jobs (El Bakkali, 2024). Arabs 

minorities’ competencies may be devalued and Arab candidates may be perceived as less 

suitable for high-status or client-facing jobs (Derous et al., 2015, 2017) because of 

perceived threats to the legitimacy of the status quo (i.e., group threat theory, Sherif et al., 

1961). Yet, the mixture of stereotypes associated with both the Arab group and the job 

type one is applying for may steer attribution processes and shifting standards (Jones et 
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al., 1987), like augmenting higher-educated Arab profiles and discounting lower-

educated Arab profiles (Derous et al., 2009).  

Individual-level factors 

Arabs’ objective/subjective work experiences also depend on the ethnic majority 

raters’ and Arab minority workers’ individual characteristics, which might interact with 

contextual factors (like a diversity-friendly organizational climate).  

Ethnic majority raters’ personal dispositions, such as prejudiced attitudes (e.g., 

modern racism; Brief et al., 2000; Dovidio et al., 2010; Dovidio & Gaertner, 2000; Hodson 

et al., 2002; Sachs et al., 2026), social dominance orientation (Sidanius & Pratto, 1999), 

and stereotypes (Fiske et al., 2002), shape Arab workers’ vulnerability to stigmatization 

and actual/perceived discrimination. According to the stereotype content model (SCM), 

Arabs are often perceived as low in competence and warmth, evoking emotions like 

contempt and disgust that predict discriminatory behaviors, including active harm (e.g., 

attack) and passive harm (e.g., exclusion) (Cuddy et al., 2007; Fiske et al., 2002). Arab 

applicants who failed to signal both warmth and competence on their resumes received 

lower job suitability ratings (Agerstro m et al., 2012), although intersecting social 

categories may also attenuate negative effects.  

Context matters too: In line with the suppressor-justification model of the 

expression and experience of prejudice (Crandall & Eshleman, 2003), raters’ prejudices 

can be justified by social norms and policies (e.g., when there is a business reason to 

discriminate) or suppressed (e.g., when one fears sanctions or in case one needs to 

respond in a social desirable way) (Sach et al., 2026). Indeed, some studies report higher 

job suitability ratings for Arab applicants than for equally qualified ethnic majority 

applicants, which can be explained by suppressor-justification mechanisms (Sach et al., 

2026) but has also been attributed to raters’ empathy bias, based on perceived 
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demographic similarities (Telo  et al., 2024). The latter aligns with the similarity-attraction 

paradigm (Byrne, 1961) and relational demography theory (Goldberg, 2005), positing 

that people feel more attracted to and prefer to collaborate with those who resemble them 

in some way (e.g., in demographic characteristics such as Arab background). Evidence of 

a cultural distance hierarchy in Western societies (Fossati et al., 2020; Thijssen et al., 

2021; Vernby & Dancygier, 2019), where Arabs are perceived as more culturally distant 

than other ethnic minority groups, provides additional support for relational 

demography and similarity-attraction effects. Arab minorities experience employment 

barriers linked to explicit ethnic signals (e.g., Arab-sounding names, dress codes, accents) 

and implicit signals (e.g., ethnic affiliations) (Awad et al., 2021; Lippens et al., 2023; 

Quillian & Lee, 2023) they send to employers. Perceived cultural mismatches exacerbated 

discrimination: The more Arab-ethnic cues job applicants signal (such as Arab-sounding 

names or affiliations), the lower their hiring chances. Some ethnic markers, such as 

darker skin tone, exert even stronger effects than ethnic-sounding names, indicating 

phenotypic primacy. These findings align with social categorization and identity theories 

(Tajfel & Turner, 1979), which suggest that the tendency to protect a positive self- or 

group identity can foster in-group favoritism at the expense of out-group members. Both 

theories posit that actual or symbolic threats to a social group’s identity, such as 

challenges to cultural values and norms of the ethnic majority group, may exert even 

greater influence than realistic conflicts of interest, such as competition for scarce jobs in 

the labor market. Notably, Granberg et al. (2020) examined discrimination by majority 

applicants against Arab employers and found no evidence of bias, possibly reflecting job 

seekers’ prioritization of employment over identity-based considerations. 

Beyond ethnicity, other individual characteristics, such as religious identity, 

gender, age, and immigration status, shape vulnerability to workplace discrimination. 
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Visible religious markers (e.g., hijab, beard) amplify bias against Arab workers (Baqai et 

al., 2023; Murrar et al., 2024). Hence, intersectionality emerged as a key theme: In some 

cases, it compounded disadvantage through a ‘double jeopardy’ (e.g., Alkhatib et al., 2024; 

Elkouz et al., 2022), while in others it mitigated negative effects of an Arab background 

(e.g., Strinic  et al., 2021), showing its complexity and context-dependency. Results are 

rather inconsistent regarding gendered ethnic discrimination, although different 

European studies seem to lean slightly toward the presence of a greater ethnic penalty for 

Arab men, which is in line with the subordinate male target hypothesis (Sidanius & Pratto, 

1999). Inconsistency in findings, however, might be explained by context characteristics 

(such as job status and client contact).   

Furthermore, Arab employees also experience internal barriers, including reduced 

self-efficacy and stereotype threat, stemming from perceived structural disadvantages. 

Arab applicants may self-select out of opportunities when facing excessive job 

requirements (Re my & Valat, 2026; Tjaden et al., 2024) or metastereotypes embedded in 

job advertisements (Wille & Derous, 2017). Mental health challenges, such as elevated 

psychological distress linked to migration/refugee status and acculturation (Ahmed et al., 

2011; Alkhatib et al., 2024), further hinder labor market readiness due to experienced 

trauma and insufficient institutional support (Awad et al., 2019). 

Taken together, findings underscore the complex and multi-layered nature of 

Arabs’ work experiences. Across pre-employment and employment stages, Arabs 

experience many barriers and negative stressors, shaped by a dynamic interplay of 

societal-level, organizational-level, and individual-level factors. Objectively, Arabs seem 

to experience high rates of underemployment, precarious employment (such as short-

term contracts and job uncertainty), wage penalties, lower career success (such as lower 

job status), and slower progressions (like promotions) than ethnic majorities and some 
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other ethnic minority groups (e.g., Alkhatib et al., 2024; Da vila & Mora, 2005; Kaushal et 

al., 2007; Khattab et al., 2019). Subjectively, Arab individuals seem to experience 

stigmatization and discrimination, lower job satisfaction, heightened job stress, increased 

burnout, and turnover risks compared to ethnic majorities and some other ethnic 

minority groups (Alkhatib et al., 2024; Baqai et al., 2023; Bennett et al., 2025; Murrar et 

al., 2024). These negative work-related experiences at the individual level are fueled by 

societal events (e.g., geopolitical events, political developments, political ideologies, and 

regulations) and organizational factors (e.g., recruitment policies) that may erode Arab 

workers’ overall well-being and potentially reinforce a cycle of cumulative adversity 

(Awad et al., 2019; Ahmed et al., 2011). Moreover, a growing body of evidence 

demonstrates that employee well-being is closely linked to productivity, performance, 

and broader organizational outcomes, suggesting that sustained exposure to adverse 

work experiences may not only harm individual workers but also undermine 

organizational effectiveness and economic performance (De Neve et al., 2023; Fang et al., 

2025). This cycle, in turn, may impact Arabs’ future work experiences as well as 

organizational outcomes (e.g., inclusiveness). At the same time, research highlights 

potential levers, such as inclusive organizational policies and practices, that can counter 

negative work experiences and help break a downward cycle of cumulative adversity. 
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Figure 2 
 

Integrated Framework of Arabs’ Work Experiences in Western Societies. 
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Strengths and Limitations  

This scoping review explored Arab individuals’ work experiences, an area that 

remains largely understudied (Bartkoski et al., 2018), especially compared to research on 

other ethnic minority groups and applicants' and workers’ religious experiences (e.g., Van 

Raemdonck, 2024; Wiemers et al., 2024). Based on the results section and building 

further on the model of Awad et al. (2019), we add to the literature by developing an 

integrated framework on Arabs’ work experiences in Western societies. Our framework 

extends Awad et al. (2019) in three important ways. First, our scoping review focused on 

work experiences instead of lived experiences in general. Second, we consider work 

experiences of Arabs in Western societies, not restricted to Arab Americans. Third, 

whereas Awad et al. (2019) only present a two-level structure, a three-level multilayered 

structure that integrates macro-level, meso-level, and micro-level factors was more 

appropriate to capture literature findings on work experience. 

To our knowledge, no scoping review has examined Arab individuals’ work experience in 

the Western part of the world. Scoping reviews are widely used in medical and 

epidemiological sciences, and their application is growing in social and management 

sciences (Grønstad, 2025; Kraus et al., 2022). However, a recent search in Web of Science 

(period: 1955-2025) identified only 166 papers in the field of Industrial and 

Organizational psychology14. Scoping reviews seem less common in the field of industrial 

 
14 Web of Science Search Query – all years (1955-2025): TS=("scoping review") AND 

TS=("industrial and organizational psychology" OR "I-O psychology" OR "work psychology" OR 

"personnel psychology" OR "business psychology" OR "organizational psychology" OR 

"industrial psychology" OR "management" OR "business") AND SU=("Psychology, Applied" OR 

"Business" OR "Management") AND DT=Review on November, 2025 
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and organizational (I-O) psychology, possibly due to the field’s emphasis on quantitative 

syntheses of mature topics. Indeed, and unlike meta-analyses, scoping reviews are 

particularly suited for exploratory research questions, especially when literature is 

heterogeneous, complex, or has not been comprehensively reviewed, as is the case here 

(Munn et al., 2018). 

Perhaps remarkably, the number of eligible papers on Arabs’ work experiences 

was relatively low. There is no fixed minimum number of studies required for a scoping 

review15 rather, the number of included studies depends on the topic, the maturity of the 

field, and the purpose of the review (Ferraz et al., 2025; Tricco et al., 2016). The smaller 

corpus reflects both the early stage and fragmented nature of research on Arab work 

experiences, which can be partly explained by the recent classification of Arabs as a legally 

recognized and separate ethnic category (Awad et al., 2019). Further, we focused on peer-

reviewed papers published in SSCI-ranked journals, thereby maintaining a general 

quality standard. For this first review, we deliberately prioritized quality by including only 

peer-reviewed articles published in WoS-SSCI-ranked journals. This approach ensures a 

baseline standard of rigor, although it may have excluded relevant insights from grey 

literature. Taken together, even reviews that include few studies are valuable: The value 

of our scoping review lies in its ability to map existing evidence, integrate findings into a 

comprehensive framework, and highlight gaps in the literature (see further). Future 

research, however, could broaden the scope by incorporating diverse sources to capture 

emerging evidence beyond traditional academic outlets. 

 
15 In a scoping review of scoping reviews in the medical field, Tricco et al. (2016) found the 

number of studies included ranged from 1 to 2600, with a mean of 118. 
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Finally, following scoping review methodology, lists of possible experiences at the 

pre-employment and employment stages were developed to guide the scoping review. 

This facilitated the identification, charting, and synthesis of the literature based on 

possible types of attitudes, cognitions, and behaviors. Indeed, providing an additional 

structure supports the process of integration (Godfrey et al., 2010). However, potential 

downsides of this approach include the risk of narrowing the scope too early, overlooking 

novel themes, creating a false sense of structure or maturity within the research field, and 

introducing bias into the interpretation of findings. To counterbalance these risks, we 

used our list of experiences (see Supplementary Tables 1-2) as an open guide rather than 

a rigid template. We maintained broad inclusion criteria to capture studies that included 

work experiences such as job satisfaction and well-being, alongside discrimination. We 

also allowed for inductive, open coding, and data-driven mapping by three independent 

reviewers. In doing so, our list of work experiences served as a scaffold rather than a 

straitjacket. 

Themes for Further Research 

The significance of our review lies in its integrative and multi-layered approach to 

understand Arab minority work experiences, an approach that, to the best of our 

knowledge, has not been undertaken before. When reviewing the literature, we identified 

several gaps and themes for further research, as discussed below. 

Arab Identity 

Arab ethnic background is often not or poorly defined and conflated with 

religiosity (typically Islam; Bartkoski et al., 2018) or geographic area (e.g., not all Middle 

Eastern persons are Arabs). Surprisingly, no identified correspondence or vignette 

studies explicitly crossed Arab- versus native-sounding names with religious symbols 

(e.g., headscarves), despite cultural definitions and the expectation that these 
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combinations could affect hiring decisions. Indeed, in many Western European countries, 

uploading a picture ID during applications is common, making both Arab-ethnic and 

religious markers highly visible during resume screening (Derous & Ryan, 2018), a 

phenomenon warranting further investigation. Future research, therefore, should clearly 

delineate the Arab populations under study (e.g., geographically, culturally, or mixed). 

Perceived Discrimination 

Whereas many studies examined actual levels of discrimination (via 

correspondence audits and/or vignette tests), perceptions of discrimination are 

important but less investigated. That is, perceived discrimination, even when not 

matching actual discrimination, can affect individuals’ career-related decisions (like 

application intentions, turnover) and work-related well-being. It might further affect 

organizations by driving complaints, affecting organizational reputations, and exposing 

companies to litigation risks (Anderson, 2011). More research, therefore, should consider 

Arab minority workers' perceived levels of discrimination at pre-employment and 

employment stages, including implications for both Arab workers’ careers and 

organizational outcomes (complaints, litigations, reputation) 

Intersectionality 

Work experiences are likely shaped by intersections of Arab identity with other 

social identities (e.g., rooted in one’s gender, age, educational background, migration 

status). Arabs’ experiences likely vary depending on the unique combination of their 

multiple identities and the way in which these identities are perceived by the dominant 

majority and themselves. While intersectionality has been explored somewhat at the 

employment stage (e.g., focusing on intersections between Arab ethnicity and gender), it 

has been largely neglected at the pre-employment stage (for an exception, see Ghumman 



90  CHAPTER 2 

 

& Ryan, 2013). Some intersections also remain understudied, such as Arab ethnicity with 

age.  

Longitudinal Perspective 

Work experiences may vary across career stages and accumulate over time, 

affecting individuals' career identities because of prior (exclusionary) experiences (Awad 

et al., 2019). For example, the lower rate of organizational internships among ethnic 

minority students (Hiemstra et al., 2013) may stem from early-stage discrimination, 

hampering their labor market transitions and affecting long-term employment outcomes. 

Young people with a migration background, including Arabs, typically take longer to 

secure employment after graduation compared with native peers with similar 

qualifications (European Union Agency for Fundamental Rights, 2022). Early career 

discrimination can result in cumulative disadvantages, limiting human capital 

development and wage growth (Tomaskovic-Devey et al., 2005) and contributing to 

persistent disparities (Pager et al., 2009). Adopting a dynamic, longitudinal perspective 

on Arabs' experiences across career stages is currently lacking and is another important 

direction for future research. 

Job Search Strategies and Hiring Methods 

 Despite the extensive literature on job search, only a few studies considered Arab 

individuals’ job search strategies, including both push and pull factors (e.g., language 

barriers; organizational values). Similarly, many studies consider initial applicant 

screening (e.g., via correspondence audit studies) but do not consider applicants’ 

experiences at later hiring stages (like the job interview) (Re my & Valat, 2026). Even less 

is known about the adverse impact of selection testing against Arab applicants, as adverse 

impact analyses typically consider Black-African, Hispanic-Latino, and Asian populations. 
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Career Aspirations and Mental Health Effects  

At the employment stage, underexplored topics include Arab workers’ career 

aspirations (e.g., promotion and leadership aspirations; Elkouz et al., 2022) and the 

effects of discrimination on mental and physical health outcomes (e.g., stress, depression, 

exhaustion; Bennett et al., 2025). Although some studies have linked discrimination to 

reduced well-being among Arabs (Alsaidi et al., 2023), few have specifically examined 

these effects in workplace contexts (e.g., Alkhatib et al., 2024). This lack of focus may 

reflect broader gaps in public health data, reflecting the historical exclusion of 

Arab/MENA individuals from race and ethnicity statistics (Awad et al., 2022).  

Self-Selection 

Studies generally discuss how Arab individuals are excluded from jobs and career 

opportunities by others (such as organizations). Yet, researchers should also consider 

Arab individuals’ self-selection mechanisms across different career stages, which remain 

understudied till today. For instance, negative metastereotypes might hinder Arab 

individuals’ career aspirations, including their attraction to jobs, organizations, and 

industries, as well as their intentions to apply for (higher level) jobs and upward mobility 

(like promotion) in organizations.  

Multi-Level Perspective 

Existing studies often adopt a unifocal lens, examining either worker 

characteristics (e.g., ethnic background), job/organization characteristics (e.g., client 

contact; type of tests), or decision-maker characteristics (e.g., cognitive biases), while 

neglecting the complex interaction among these three factors and the broader socio-

economic factors. Indeed, few studies consider the complexity of work experience, and 

no multi-level studies were found. Future research could benefit from an integrative 

approach, considering the interplay of factors at the micro-level (i.e., Arab 
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applicant/employee; decision-maker), meso-level (i.e., job type; organizational climate 

and policies), and macro-level (i.e., geo-political events, economic cycles). 

Conclusion 

This scoping review synthesized existing, peer-reviewed research on Arabs’ work 

experiences in Western societies, a topic that, to our knowledge, has not been 

systematically reviewed before. Building on these findings, an integrative framework of 

Arabs’ work experiences is presented. Evidence across the pre-employment and 

employment stages shows that Arab individuals face persistent, systemic barriers at 

societal, organizational, and individual levels, limiting their job opportunities and career 

progression. At the same time, literature points to potential levers, such as inclusive 

organizational practices, that can help mitigate these barriers. These findings underscore 

the need to broaden research beyond traditionally studied ethnic minority populations 

and to inform organizational policies and practices that foster more inclusive labor 

markets.
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Appendix 

Supplementary Table 1a 

Web of Science Query for the Pre-Employment Stage  

Search   Web of Science Query  Records 

retrieved  

#1  TS=((Discrimination OR bias OR micro-aggressions OR prejudice OR 

stereotype* OR xenophobia OR inclusion OR diversity OR stress OR mental 

health OR health OR well-being OR culture* OR ethnicit* OR identit* OR 

"cultural identity") AND (vacanc* OR "job opening" OR "job application" OR 

test* OR assessment* OR "psychological test" OR "psychological assessment" 

OR "job interview" OR "applicant reaction" OR "applicant perception" OR 

"adverse impact" OR "selection rate" OR "resume screening" OR "resume-

screening" OR resume* OR resume * OR SJT* OR "Situational Judgement Test" 

OR "assessment center" OR "intelligence test" OR GMA OR "work sample test" 

OR employable OR "job suitability" OR hiring OR "hiring outcome")) AND 

PY=(2002-2025) 

2,234,624 

#2  TS=((Arab OR Arabs OR Arabic) AND (“job search” OR recruitment OR 

selection OR “selection procedure” OR “personnel selection” OR applicant* OR 

“job seeker”)) AND PY=(2002-2025) 

1,732 

#3  #1 AND #2 197 

Note. No limits were placed. Search conducted on December 9, 2025. 

 

Supplementary Table 1b 

Scopus Query for the Pre-Employment Stage  

Search   Scopus Query  Records 

retrieved  

#1  TITLE-ABS-KEY((Discrimination OR bias OR micro-aggressions OR prejudice 

OR stereotype* OR xenophobia OR inclusion OR diversity OR stress OR mental 

health OR health OR well-being OR culture* OR ethnicit* OR identit* OR 

"cultural identity") AND (vacanc* OR "job opening" OR "job application" OR 

test* OR assessment* OR "psychological test" OR "psychological assessment" 

OR "job interview" OR "applicant reaction" OR "applicant perception" OR 

"adverse impact" OR "selection rate" OR "resume screening" OR "resume-

screening" OR resume* OR resume * OR SJT* OR "Situational Judgement Test" 

OR "assessment center" OR "intelligence test" OR GMA OR "work sample test" 

OR employable OR "job suitability" OR hiring OR "hiring outcome")) AND 

SRCTYPE (j) AND DOCTYPE(ar) AND LANGUAGE(english) AND PUBYEAR AFT 

2001 AND PUBYEAR  BEF 2026  

378,990 

#2  TITLE-ABS-KEY((Arab OR Arabs OR Arabic) AND (“job search” OR recruitment 

OR selection OR “selection procedure” OR “personnel selection” OR applicant* 

OR “job seeker”)) AND SRCTYPE(j) AND DOCTYPE(ar) AND 

LANGUAGE(english) AND PUBYEAR AFT 2001 AND PUBYEAR BEF 2026 

1,763 

#3  #1 AND #2 59 

Note. No limits were placed. Search conducted on December 9, 2025. 
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Supplementary Table 1c 

Business Source Complete Query for the Pre-employment Stage 

Search   Business Source Complete Query  Records 

retrieved  

#1  All Text - TX= (Discrimination OR bias OR micro-aggressions OR prejudice OR 

stereotype* OR xenophobia OR inclusion OR diversity OR stress OR "mental 

health" OR health OR "well-being" OR culture* OR ethnicit* OR identit* OR 

"cultural identity") AND (vacanc* OR "job opening" OR "job application" OR 

test* OR assessment* OR "psychological test" OR "psychological assessment" 

OR "job interview" OR "applicant reaction" OR "applicant perception" OR 

"adverse impact" OR "selection rate" OR "resume screening" OR "resume-

screening" OR resume* OR resume * OR SJT* OR "Situational Judgement Test" 

OR "assessment center" OR "intelligence test" OR GMA OR "work sample test" 

OR employable OR "job suitability" OR hiring OR "hiring outcome")  

642,435 

#2 Abstract or Author-Supplied Abstract – AB= (Arab OR Arabs OR Arabic) AND 

("job search" OR recruitment OR selection OR "selection procedure" OR 

"personnel selection" OR applicant* OR "job seeker") 

129 

#3 #1 AND #2 ~Abstract or Author-Supplied Abstract – AB= (Arab OR Arabs OR 

Arabic) AND ("job search" OR recruitment OR selection OR "selection 

procedure" OR "personnel selection" OR applicant* OR "job seeker") 

51 

Note. No limits were placed. Search conducted on November 16, 2025 

 

Supplementary Table 2a 

Web of Science Query for the Employment Stage 

Search   Web of Science Query  Records 

retrieved  

#1  TS=((Discrimination OR bias OR micro-aggressions OR prejudice OR 

stereotypes OR xenophobia OR inclusion OR diversity OR stress OR mental 

health OR health OR well-being OR culture* OR ethnicit* OR identit* OR 

"cultural identity”) AND (career* OR occupation*)) AND PY=(2002-2025) 

175,941 

#2  TS=((Arab OR Arabs OR Arabic) AND (work OR job* OR employment OR 

organization* OR career* OR employee* OR worker* OR personnel OR staff OR 

workforce)) AND PY=(2002-2025) 

14,432 

#3  #1 AND #2 459 

Note. No limits were placed. Search conducted on December 9, 2025. 
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Supplementary Table 2b 

Scopus Query for the Employment Stage 

Search   Scopus Query  Records 

retrieved  

#1  TITLE-ABS-KEY (Discrimination OR bias OR micro-aggressions OR prejudice 

OR stereotypes OR xenophobia OR inclusion OR diversity OR stress OR mental 

health OR health OR well-being OR culture* OR ethnicit* OR identit* OR 

"cultural identity”) AND (career* OR occupation*) AND SRCTYPE(j) AND 

DOCTYPE(ar) AND LANGUAGE(english) AND PUBYEAR AFT 2001 AND 

PUBYEAR BEF 2026  

156,635 

#2  TITLE-ABS-KEY(Arab OR Arabs OR Arabic) AND (work OR job* OR 

employment OR organization* OR career* OR employee* OR worker* OR 

personnel OR staff OR workforce) AND SRCTYPE(j) AND DOCTYPE(ar) AND 

LANGUAGE(english) AND PUBYEAR AFT 2001 AND PUBYEAR BEF 2026  

35,796 

#3  #1 AND #2 464 

Note. No limits were placed. Search conducted on December 9, 2025. 

 

Supplementary Table 2c 

Business Source Complete Query for the Employment Stage 

Search   Business Source Complete Query  Records 

retrieved  

#1  All Text - TX= (Discrimination OR bias OR micro-aggressions OR prejudice OR 

stereotypes OR xenophobia OR inclusion OR diversity OR stress OR "mental 

health" OR health OR "well-being" OR culture* OR ethnicit* OR identit* OR 

"cultural identity") AND (career* OR occupation*) 

196,463 

#2 Abstract or Author-Supplied Abstract – AB= (Arab OR Arabs OR Arabic) AND 

(work OR 2c* OR employment OR organization* OR career* OR employee* OR 

worker* OR personnel OR staff OR workforce) 

1.483 

#3 #1 AND #2 ~Abstract or Author-Supplied Abstract – AB= (Arab OR Arabs OR 

Arabic) AND (work OR job* OR employment OR organization* OR career* OR 

employee* OR worker* OR personnel OR staff OR workforce) 

269 

Note. No limits were placed. Search conducted on November 16, 2025. 
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Supplementary Table 3a 

Summary for the Pre-employment Stage 

Authors 

(Year) 

 

Country Type of study Participants Key Themes Main Findings 

 

Agerström 

et al. 

(2012) 

 

Sweden Correspondence 

audit (field) 

HR professionals (no 

demographics)  

5,636 resumes sent (applicant 

profiles were balanced based on 

Arab or Swedish-sounding names 

and warmth -competence) 

 

Ethnic discrimination; 

Hiring discrimination; 

Warmth-competence 

stereotypes; Resume 

screening 

Arab applicants had a significantly lower chance of being 

invited to job interviews compared to equally qualified 

Swedish applicants. While Swedish applicants benefited from 

signalling either competence or warmth, Arab applicants only 

saw improved outcomes when signalling both traits 

simultaneously.  

 

Ahmad 

(2020) 

Finland Correspondence 

audit (field) 

5,000 applications sent to 1,000 

vacancies using fictitious CVs of 

five applicant groups (Finnish, 

English, Russian, Iraqi, and 

Somali) with equal gender 

balance 

Ethnic discrimination; 

Ethnic hierarchy; 

Resume screening; 

Intersectionality with 

gender; Job 

characteristics 

Strong evidence for ethnic discrimination, with lowest 

callback rates for Somali (9.9%) and Iraqi applicants (13.4%), 

and highest callback rates for Finnish (39%), English 

(26.9%), and Russian (22.8%) applicants. Female applicants 

received more positive callbacks than males, although ethnic 

hierarchy did not change. Discrimination was unaffected by 

skill level or customer-contact requirement. 

 

Ahmad 

(2022) 

Finland Correspondence 

audit (field) 

Employers posting 1,200 

vacancies with 6,000 applications 

sent by five fictitious applicants 

(Finnish majority, English, 

Russian, Iraqi, and Somali) 

Ethnic discrimination; 

Ethnic hierarchy; 

Resume screening; 

Work experience; Job 

characteristics 

Ethnic discrimination was present, with Somali and Iraqi 

applicants experiencing the strongest penalties compared to 

English and Russian immigrants and Finnish majority 

applicants. Additional work experience did not reduce 

discrimination, and job characteristics (requiring higher 

levels of work experience and education) did not mitigate 

discrimination either. 

Arai et al. 

(2016)  

 

Study 1 

Sweden 

 

Correspondence 

audit (field) 

Study 1 

Employers (no demographics) 

566 resumes sent (balanced 

based on ethnicity; age, schooling, 

and experience levels based on 

job ad; equivalent CV set-up) 

 

Ethnic discrimination; 

Gender discrimination; 

Stereotypes; 

Intersectionality; 

Resume screening 

Across both studies, Arabic-named applicants received 

significantly fewer callbacks than Swedish-named applicants. 

Arabic-named women improved their chances through 

stronger CVs, whereas Arabic-named men did not, indicating 

that enhanced merit did not overcome bias for men. Arab 

men are more strongly stereotyped and face more rigid bias 

than Arab women. The study challenges traditional 
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Study 2 

Sweden 

Correspondence 

audit (field) 

Study 2 

Employers (no demographics) 

584 resumes sent (balanced 

based on ethnicity; age, and 

schooling level based on job ad; 

experience higher for Arab 

applicants, enhanced CV set-up) 

 

intersectional models by showing that discrimination is not 

always additive; stereotypes are context-sensitive and may 

operate differently by gender. 

 

Blommaert 

& Coenders 

(2014) 

The 

Netherlands 

Correspondence 

audit (field) using 

existing resume 

databases  

Employers (no demographics) 

636 resumes posted on resume 

databases (Arabic vs. Dutch 

names) with two recruitment 

phases examined (views vs. 

positive reactions) 

 

Hiring discrimination; 

Name bias; Labor 

market conditions; 

Resume screening 

Ethnic hiring discrimination against Arab-named applicants: 

resumes of Arab-named applicants received 50% less views 

compared to those from Dutch-named applicants and 60% 

less positive reactions (cumulative). Discrimination was 

strongest during a period of low labor demand, suggesting 

employers become more discriminatory when competition is 

higher. No significant variations were found by applicant 

gender, region, sector, education level, or age. 

 

Blommaert 

e tal. 

(2014) 

The 

Netherlands 

Vignette-based 

experiment 

272 Dutch students (69% female) Ethnic discrimination; 

Recruitment stages 

(resume screening, 

interview) 

Evidence of ethnic discrimination: Moroccan and Turkish 

applicants received lower job suitability ratings and were less 

likely to be invited for job interviews compared to equally 

qualified native Dutch applicants. Discrimination was lower 

among raters with positive interethnic contacts, higher 

education, and higher educated parents. Discrimination was 

higher among male raters and raters whose parents were 

church-members.. Assessments of applicants’ job suitability 

were affected by applicant features (gender, ethnicity, 

education, work experience) whereas interview invitations 

were affected by both applicants and decision-makers’ 

features (interethnic contacts, educational level of 

themselves/their parents,..) 

 

Blommaert 

& Coenders 

(2024) 

 

The 

Netherlands 

Correspondence 

audit (field) and 

surveys 

7,370 applications sent to 246 

vacancies (Dutch majority vs. 

Turkish/Moroccan/Antillean/Sur

inamese background 

Hiring discrimination; 

Anonymous 

applications; Resume 

screening 

Introducing an anonymous application procedure (AAP) 

increased the invitation rate for ethnic minority applicants, 

particularly those with a Moroccan and Turkish background. 

AAP narrowed the majority-minority gap in interview 

invitations, particularly when standardized application forms 
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were used than when applications were manually 

anonymized 

 

Bursell 

(2014) 

 

Sweden Correspondence 

audit (field) 

Employers (no demographics) 

6,636 resumes sent (balanced 

based on ethnicity and gender; 

age, schooling, and experience 

levels based on job ad) 

Ethnic bias; Gender bias; 

Occupation type; 

Intersectionality; 

Resume screening 

Applicants with Swedish-sounding names were significantly 

more likely to receive callbacks than those with foreign-

sounding names. The study found no significant differences in 

discrimination between Arabic and North African names. 

Gendered patterns were context-dependent: In male-

dominated fields, Swedish-named women were favoured, 

while in female-dominated fields, foreign-named men had an 

advantage. This study illustrates how ethnic and gender 

biases interact with occupational expectations. 

 

De Felice et 

al. (2019)  

 

USA Case Study  2 aspiring Arabic teachers (100% 

native Arabic speakers) 

Barriers to employment; 

Language issues 

Arab participants in the USA faced significant challenges in 

securing teaching positions. Despite degrees and experience, 

participants struggled with employment. Specifically, they 

reported fears that their English proficiency and accent 

would undermine their employability and described 

frustration with the “experience paradox” (i.e., jobs requiring 

classroom experience that they could not easily obtain). 

These concerns, combined with limited networking 

opportunities and high expectations for specialized skills, left 

candidates feeling disadvantaged and anxious about their 

prospects. 

 

Derous et 

al. (2009)  

 

USA/the 

Netherlands 

 

Vignette-based 

experiment 

294 students (N Dutch = 153 

(69.3% women; 69.9% White; 1 

Arab excluded); N American = 

141 (80.9% women; 90.8% 

White; no Arabs) 

 

Ethnic hiring bias; Job 

characteristics; Implicit 

prejudice; Resume 

screening 

Arab applicants experienced clear discrimination during 

resume screening. The effect varied by job type: Arab 

applicants faced most bias in low-skilled, back-office roles, 

but fared better in high-skilled, client-facing jobs. Implicit 

prejudice was a slightly stronger predictor of discriminatory 

behaviour than explicit attitudes, but only in the Dutch 

sample and only for Arab-sounding names. American 

recruiters showed fewer effects of name-based bias and more 

for affiliation-based discrimination. Cultural context possibly 

influences how bias manifests. 
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Derous & 

Ryan 

(2012) 

 

The 

Netherlands 

Correspondence 

audit (field) 

Employers (no demographics)  

600 resumes sent (applicant 

profiles were balanced based on 

gender and ethnicity and ranged 

between 23-25 years old) 

Ethnic discrimination; 

Hiring discrimination; 

Intersectionality; Ethnic 

identification; Resume 

screening 

Arab applicants faced hiring discrimination. Having an Arab-

sounding name and Arab group affiliation increased rejection 

odds. Arab men faced greater discrimination than Arab 

women, which varied depending on the applicant's level of 

ethnic identification. The study confirmed systematic 

resume-screening bias. The “four-fifths rule” showed adverse 

impact against Arab applicants. Recruiters reacted more 

negatively to applicants with both Arab names and Arab 

affiliations.  

 

Derous et 

al. (2012) 

Study 1 

The 

Netherlands 

Correspondence 

audits (field) 

Study 1 (two audits)  

Employers (no demographics) 

In total, 768 resumes sent 

(balanced based on ethnicity, job 

type with either sex or SES) 

 

Ethnic discrimination; 

Gender discrimination; 

Job characteristics; 

Resume screening  

Arab applicants were rejected more than Dutch applicants; 

there were no moderating effects for sex/SES/job type in 

audits. In vignette-based experiments, job characteristics and 

sex moderated discrimination — Arab women faced more 

rejection in high-status jobs. In contrast, Arab men were 

more discriminated against in general. Recruiters' external 

motivation to control prejudice influenced discrimination. 

Explicit prejudice was linked to higher rejection rates, 

especially for applicants with Arabic names and affiliations. 

 

Study 2 

The 

Netherlands 

Vignette-based 

experiment  

Study 2 

157 students (34% women; 

100% non-Arab native Dutch) 

 

Study 3 

The 

Netherlands 

Vignette-based 

experiment  

Study 3 

55 recruiters (49% women; 

100% non-Arab native Dutch) 

 

Derous et 

al. (2015) 

Study 1 

The 

Netherlands 

Vignette-based 

experiment 

Study 1 

60 recruiters (54.9% women; 

100% non-Arab native Dutch) 

Ethnic discrimination; 

Gender discrimination; 

Intersectionality; 

Explicit and implicit 

prejudice; Job 

characteristics; Resume 

screening 

Arab applicants received lower job suitability scores than 

Dutch applicants. Arab men received the lowest job 

suitability scores. Recruiters with high explicit anti-Arab 

prejudice were more likely to rate Arab applicants poorly. 

Implicit prejudice had a weak effect compared to explicit 

prejudice. Arab women were viewed more favourably in high 

client-contact jobs. 
Study 2 

The 

Netherlands 

Vignette-based 

experiment 

Study 2 

124 recruiters (42.2% women; 

100% native Dutch) 
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Derous 

(2017) 

 

Belgium Focus groups and 

vignette-based 

experiment 

163 recruiters (71.2% women; 

100% native Flemish/Belgian) 

 

Impression 

management; Job 

interview; Recruiter 

bias; SDO 

Arab/Moroccan applicants used self-promotional impression 

management tactics more often, whereas Flemish applicants 

used conforming tactics. Recruiters, high in Social Dominance 

Orientation (SDO), penalized Arab/Moroccan applicants for 

using culturally incongruent tactics. Ethnic identification of 

the recruiter did not significantly predict outcomes. 

 

Derous et 

al. (2017)  

 

Belgium Vignette-based 

experiment 

424 HR professionals (66% 

women; 100% Caucasian) 

Skin tone; Job 

characteristics; Resume 

screening 

 

Recruiters use ethnicity-related visual cues to make hiring 

decisions: Skin tone emerged as a critical factor in hiring 

discrimination, more so than Arab-sounding names. Dark-

skinned applicants were rated lower than light-skinned 

applicants, especially in low-prestige jobs with high client 

contact. Even in prestigious finance jobs with no client 

interaction, dark-skinned applicants were disadvantaged. 

These findings highlight how visible markers like skin tone 

activate exclusionary judgments.  

Fossati et 

al. (2020) 

Switzerland Vignette-based 

experiment 

712 HR professionals in 

Switzerland 

Hiring discrimination; 

Assimilation; perceived 

cultural distance and 

ethnic hierarchy 

Consistent with cultural-distance hierarchy, candidates with 

Polish and Turkish-sounding names received lower interview 

ratings than those with Spanish and Swiss-sounding names. 

Signalling assimilation (e.g., Swiss hobby and host language) 

eliminated the disadvantage in interview ratings of Turkish 

candidates compared to the Swiss candidates. Signalling 

attachment (e.g., Turkish origin-linked associations and/or 

Turkish language) worsened evaluations, particularly for 

individuals stemming from origins that are perceived as 

culturally distant. Origin-attachment signals (i.e., origin 

language and origin association) amplified penalties for 

culturally distant groups (especially for Turkish candidates), 

but for Spanish applicants it could improve ratings 
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Jaber 

(2025) 

USA Narrative review N/A (review article) Media confliction of 

Arabs/Muslims with 

terrorism; Workplace 

discrimination; 

Inclusion 

Media-driven conflation of Arabs and Muslims with terrorism 

has intensified workplace discrimination across Western 

contexts. Arabs and Muslims are less likely to receive hiring 

recommendations, are offered lower salaries, and are often 

rated as less suitable for positions, with discrimination 

strongest in real-world hiring decisions. Arabs experience 

more bias than Muslims in employment-suitability 

judgments, and both groups are overrepresented in 

unemployment and low-paying jobs in the United States and 

the European Union.  

Lippens et 

al. (2023) 

 

Diverse 

Western 

countries 

Correspondence 

audits: Meta-

analysis on 169 

correspondence 

audit studies, 

resulting in 306 

units of 

observation (field) 

 

5 correspondence audit studies a 

referring to Arab names/ethnicity 

(only) 

Hiring discrimination; 

Ethnic discrimination, 

Global; Resume 

screening 

Meta-analysis of correspondence audit studies revealed 

widespread discrimination against Arab, Maghrebi, and 

Middle Eastern applicants. The overall discrimination ratio 

for this group was 0.5937. There is persistent ethnic hiring 

bias across countries and contexts. 

 

Ramos et 

al. (2021) 

Spain and 

The 

Netherlands 

Correspondence 

audits (field) 

3,681 applications of Arab 

Moroccan origin vs. ethnic 

majority origin sent to vacancies 

in Spain and in the Netherlands 

Hiring discrimination; 

Country differences; 

Economic conditions; 

Resume screening 

Moroccan-origin applicants were less likely to receive 

positive callbacks than equally qualified majority applicants. 

Hiring discrimination was larger in the Netherlands than in 

Spain, despite better economic conditions, which suggests 

cultural rather than economic threat to affect discrimination. 

Headscarves amplified the ethnic gap for Arab Moroccan 

women.  

 

Rémy & 

Valat 

(2025) 

 

France National Survey 

data (OFER, 2016) 

on recruitment 

practices 

 

1,123.000 recruitments by 8,037 

organizations in France of ethnic 

minorities (13% job seekers of 

Arab-Muslim origin) 

Hiring discrimination; 

recruitment channels; 

selection methods; 

recruiter characteristics; 

selection criteria (hard 

vs. soft skills); 

organizational 

characteristics (like 

Recruitment and selection practices in France affect 

employment chances of job seekers/job applicants’ whose 

names suggest an Arab-Muslim background. OFER 2016 data 

show that job advertisements tend to favour ethnic majority 

women, whereas public employment services (PES) and 

unsolicited applications benefit Arab-Muslim women. 

Informal recruitment via personal networks does not affect 

Arab-Muslim men’s job chances but disadvantages Arab-

Muslim women. Requesting more information about the job 
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organizational size; 

labor market tightness) 

 

applicant and work sample tests increased hiring chances of 

Arab-Muslim men but job interviews reduced their hiring 

chances. Recruiters of Arab-Muslim origin and HR 

involvement mitigated ethnic bias. Requesting soft skills 

disadvantaged Arab-Muslim men, whereas hard skills 

favoured Arab-Muslim men. Overall, hiring discrimination 

persists beyond the initial application stage, but structured 

practices and objective assessments tend to reduce hiring 

discrimination. 

 

Rooth et al. 

(2010) 

 

Study 1 

Sweden 

Correspondence 

audit (field) 

Study 1  

193 HR professionals (no 

demographics except 100% 

Caucasian/native Swedish 

recruiters) 

 

Implicit bias; 

Stereotypes; Ethnic 

discrimination; Resume 

screening 

Recruiters with higher implicit anti-Arab/Muslim prejudice 

were significantly less likely to call Arab-named applicants 

for interviews, even when qualifications were identical. 

Explicit prejudice was a weaker correlate. The impact of 

implicit bias was strongest in initial resume screenings. Arab-

Muslim applicants were systematically rated lower in 

competence and productivity. 

 

Study 2 

Sweden 

Correspondence 

audit (field) 

Study 2  

158 HR professionals (no 

demographics on recruiters 

except 100% Caucasian/native 

Swedish recruiters) 

 

Sachs et al. 

(2026) 

Study 1 The 

Netherlands 

Vignette-based 

experiment 

Study 1 

482 Dutch employees (I&O 

research panel) (100% Dutch 

ethnicity, 225 women 

participants) 

Discrimination; 

Diversity climate; 

Prejudice; Resume 

screening; Time 

pressure; Dutch-

Moroccan applicants 

Invitation likelihood was lower for a Moroccan applicant 

when Dutch raters’ prejudice towards Moroccans was higher 

(with no effect for the Dutch applicant). This finding was 

moderated when raters experienced high time pressure 

(there was no effect under low time pressure) and when the 

organizational diversity climate was unfriendly/neutral 

(there was no effect when the diversity climate was friendly). 

Finally, the Moroccan minority applicant had a higher mean 

invite likelihood than the Dutch applicant, which was likely 

caused by raters’ social desirability. 
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Study 2 The 

Netherlands 

Vignette-based 

experiment 

Study 2  

255 Dutch workers (recruited via 

Prolific) (100% Dutch nationality 

and primary language; 98 women 

participants) 

Study 1 findings were not replicated. There was no main 

effect of prejudice and time pressure, nor did diversity 

climate moderate the effect of ethnicity on invitation 

likelihood.  The pooled analyses across both studies (Study 1 

and 2) showed a small overall negative association of 

prejudice on invitation likelihood. The simple-

slopesindicated that this association appeared particularly 

under high (not low) time pressure and in 

diversity-unfriendly/neutral (not friendly) climates.  

 

Shin 

(2025) 

 

USA Econometric 

analysis 

1,478 male refugees resettled in 

the U.S. between 2001 and 2004; 

data from International Rescue 

Committee; ethnic subgroups: 

African, Arab (Middle Eastern), 

Asian, European, South American. 

Impact of September 11 

attacks on refugees’ 

labor market outcomes 

(i.e., selection into 

employment and wage 

quality). Discrimination. 

Prejudice 

 

9/11 significantly reduced employment probabilities for 

African and Arab refugees. No significant effect for 

Europeans. Asian refugees’ employment probability 

increased. Religion did not moderate effects, but Arab 

Muslims were less negatively affected than Arab non-

Muslims. 

Telo et al. 

(2024) 

Canada Vignette-based 

experiment 

8 HR students (72.5% women; 

5% Arabic as first language) 

Accent bias; Language 

background effects; job 

interview 

Applicants with Arabic or Tagalog as a first language (L1) 

received more favourable evaluations than L1 English 

speakers when interview responses were low in quality. 

When responses were high in quality, ratings were similar 

across language groups. Comprehensibility was the only 

significant control variable. This finding may reflect empathy 

and shifting norms among young HR students.  

 

Tjaden et 

al. (2024) 

 

Germany Vignette-based 

experiment 

Refugees and recent migrants 

(reached through Facebook; 

demographics unclear; Arab-

speakers were targeted) 

Inclusive recruitment 

strategies; Language 

barriers; Inclusive 

recruitment; Social 

media; job 

advertisements 

Arabic-language recruitment ads on Facebook were over five 

times more effective at generating interest among Arabic-

speaking jobseekers than German-language ads. Campaigns 

targeting Arabic speakers were also over ten times cheaper 

per initiated application. High initial engagement (clicks, 

comments, shares) showed strong interest, though follow-

through to full applications was low, suggesting barriers after 

initial interest. 
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Vernby & 

Dancygier 

(2019) 

Sweden Correspondence 

audit (field) 

1,492 applications sent to 

restaurant/café jobs in Sweden’s 

seven largest metropolitan 

regions. Fictitious profiles from 

Sweden, Poland, Iraq, Somalia. 

Hiring discrimination; 

Ethnic hierarchy; 

Resume screening 

Strong ethnic hierarchy: Callback rates were 21% (Swedes) 

17% (Poles), 10% (Iraqis), and 5% (Somalis).  Somali men 

had the lowest rate (2.5%). Gender mattered: women 

received higher callbacks than men among immigrants. 

Malleable traits (citizenship, extra experience, religious 

activity) had negligible or non-significant effects. 

Widner & 

Chicoine 

(2011) 

 

USA Correspondence 

audit (field) 

Employers (no demographics 

except 100% non Arab white) 

265 resumes sent (2 job types: 

customer service manager and 

office manager; balanced based 

on ethnicity and same level of 

experience) 

Ethnic discrimination in 

resume screening; Post-

9/11 – Arab-American 

bias 

Arab-named applicants received drastically fewer callbacks 

than white-named applicants, especially for office 

management jobs (0.66% vs. 5.26% callback rate). The 

findings indicate a strong name-based hiring penalty in the 

U.S. labor market. Cover letter differences and potential 

language cues may have amplified perceptions of Arab 

applicants as foreign or less fluent. Name validation tests 

confirmed that respondents clearly identified Arab and white 

names as such, minimizing ambiguity in interpretation. 

 

Wille & 

Derous 

(2017) 

Study 1: 

Belgium 

Vignette-based 

experiment 

140 ethnic minority job seekers 

with 36.4% Arab-Maghrebs 

Qualification-based 

targeted recruitment; 

Negative meta-

stereotypes in job 

advertisements; job 

attraction 

Job attraction was lower when job advertisements required 

traits linked to negative metastereotypes (like integrity). 

Concerns about others’ perceptions amplified these negative 

effects. Wording (dispositional vs. behavioral) did not 

moderate findings. 

 Study 2: 

Belgium 

Vignette-based 

experiment 

130 job seekers with 45.4% 

ethnic majorities (Belgians) and 

33.8% Arab-Maghrebs. 

Qualification-based 

targeted recruitment; 

negative meta-

stereotypes in job 

advertisements; 

application intention 

Ethnic minority job seekers who were qualified for a 

negatively metastereotyped trait (like integrity) decided not 

to apply when that trait was worded in a dispositional way 

versus a behavioral way. This resulted into lower application 

intentions based on negatively metastereotyped trait-based 

beliefs. 

 

Note. The meta-analysis of Lippens et al. (2023) included 5 unique studies referring to Arab ethnicity; all 5 studies were covered by the scoping review and not 

mentioned in this table again We excluded other meta-analyses (like Quillian et al.,2019, 2020, 2023) to avoid overlap in individual studies. 
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Supplementary Table 3b 

Summary for the Employment Stage  

Authors (Year) 

 

Country Type of study Participants Key Themes Main Findings 

 

Alkhatib et al. 

(2024)  

 

USA Interview 20 international medical 

graduates (100% women; 

100% Arab) 

 

Stereotypes; Inclusion; 

Immigration stress 

Arab female international medical graduates in the U.S. 

reported persistent stereotyping and discrimination 

based on religion, ethnicity, and gender. Hijab-wearing 

participants and those with heavy accents faced 

increased bias. Many lacked mentorship and networking 

opportunities, critical for professional growth. 

Immigration-related stress, including visa issues and 

isolation, added to their burdens. Participants also 

expressed stress and isolation due to e.g., discrimination. 

 

Atta et al. (2025) 

 

USA, UK, 

Germany 

(receiving 

countries),  

Survey 105 migrant nurses from 

Egypt, Syria, Palestine, 

Yemen, Jordan, Iraq, Saudi-

Arabia (origin countries) 

(100% women; 100% Arab) 

Cultural adaptation 

challenges and 

strategies; Career 

barriers and levellers 

Professional integration challenges can be overcome by 

participation in professional events, networking, and 

seeking mentorship opportunities. Additional strategies 

for successful professional integration include Arab 

nurses’ involvement in continuous learning, learning 

from local colleagues and a proactive networking 

attitude.  Arab immigrants from conflict-affected 

countries faced additional difficulties in adjusting to their 

new professional life because of the psychological and 

social impact of trauma they had experienced in their 

home countries, and they needed to deal with in their 

host country (e.g., war, prosecution). 

Baqai et al. (2023) 

 

Study 1 

USA 

Survey 255 practicing physicians 

(30% women; 22% 

Arab/Middle Eastern) 

 

Intersectionality of 

Arab ethnicity with 

Muslim religion; Career 

barriers 

In the workplace, Arab/ Middle Eastern Muslim 

physicians reported rising levels of religious 

discrimination over time, with sharp increases in patient 

refusal of care, perceived barriers to promotion, and job 

turnover linked to their religious identity. Specifically, 

between 2013 and 2021, reports of patient refusal among 

Arab physicians grew significantly from 10% to 19%, and 

experiences of being passed over for advancement rose 

from 35% to 53%, signalling a worsening climate that 

 

Study 2 

USA 

 

Survey 

 

264 practicing physicians 

(35% women; 22% 

Arab/Arab Middle Eastern) 
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affected Arabs in healthcare. Hence, a higher proportion 

of Arabs, reported discrimination and job turnover in 

2021 when compared to 2013. The rise in discrimination 

was attributed to participants’ religious identity rather 

than their Arab-ethnic or immigrant background. 

 

Bennett et al. (2025) 

 

USA Survey 128 full-time employees 

(100% women; 100% 

AMENA) 

Intersectionality with 

religion; Job satisfaction 

Muslim Arab women reported lower satisfaction levels 

compared to Christian and nonreligious AMENA women. 

Burnout was a major factor linked to decreased job 

satisfaction. Furthermore, infantilization by supervisors 

negatively affected Arab women’s satisfaction with pay, 

supervision, and promotion opportunities. The 

combination of exhaustion and infantilization had a 

compounded effect.  

 

Daly et al. (2018) 

 

Australia Survey 585 migrant employees (41% 

of Arabic speakers were 

women; 33.33% Arab-

speaking) 

Workplace stress; 

Ethnic bias; Job 

insecurity 

Arabic-speaking migrant workers reported high levels of 

psychosocial workplace stressors, including ethnic 

discrimination, bullying, and low job control. Compared 

to other ethnic groups, they had the highest rates of 

feeling disempowered at work. English proficiency 

impacted experiences of job control. Structural and 

language-based barriers significantly affect well-being 

and career outcomes for Arab-speaking migrants. 

 

Davila & Mora 

(2005) 

 

USA Survey Data from American 

Community Survey (100% 

men; 100% Arab)  

Post-9/11 

discrimination; Wage 

discrimination; 

Geographic bias; 

Economic exclusion 

Following 9/11, Middle Eastern Arab men in the U.S. 

experienced wage declines of approximately 9-11% that 

were not attributable to education or experience. Wage 

losses were most pronounced in states with higher Arab-

American population concentrations, indicating 

discrimination. Other ethnic minority groups (Iranian, 

Afghan, Pakistani) were less affected, highlighting how 

specific ethnic markers influenced post-9/11 backlash.  

 

Elkouz et al. (2022)  

 

EU and UK Survey  50 expatriates  (60% women; 

100% Arab/Jordan) 

Expatriation; 

Intersectionality with 

religion; Mobility 

barriers; Safety 

Family commitments and organizational resistance are 

the most significant barriers identified by participants 

Participants felt that organizational support mechanisms 

(e.g., mentoring, training) were lacking, hindering career 
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concerns; Support 

networks 

progression. Misunderstandings of Islamic values and 

visible religious identifiers (e.g., hijab) were noted as 

sources of prejudice. Lastly, safety concerns related to 

Islamophobia and personal security are also noted by 

participants. 

 

Granberg et al. 

(2020) 

 

Sweden Vignette-based 

experiment 

889 students (64% women; 

23% non-Swedish) 

Employer ethnicity; 

Applicant bias 

In a Swedish experiment, students evaluating job 

postings showed no significant bias based on the 

employer's name or gender. Arabic-sounding and 

Swedish-sounding employer names received similar 

levels of interest from potential applicants. Slight 

preference toward female Arabic employers emerged, but 

the effect was weak and potentially spurious.  

 

Jaber (2025) USA Narrative review N/A (review article) Media confliction of 

Arabs/Muslims with 

terrorism; Workplace 

discrimination; 

Inclusion 

Media-driven conflation of Arabs and Muslims with 

terrorism has intensified workplace discrimination 

across Western contexts. Organizational cultures are 

marked by microaggressions and stereotypes portraying 

these groups as low in warmth and competence, which 

undermines their well-being and job satisfaction. 

Diversity and inclusion policies often fail to address these 

issues, reinforcing structural barriers and a “good versus 

bad diversity” dichotomy. 

Kaushal et al. (2007)  

 

USA Survey Data from the Current 

Population Survey (Men and 

women) 

Wage decline; 

Employment 

discrimination; Limited 

mobility 

Arabs and Muslims in the U.S. experienced wage declines 

of 9–11% post-9/11, though this was more pronounced 

in earlier years after 9/11 and diminished as time since 

9/11 progressed. Earnings decreases were larger in areas 

with more reported hate crimes related to religious, 

ethnic, or country of origin bias. Employment levels and 

hours worked remained relatively stable, suggesting that 

wage loss was due to bias rather than economic shifts. 

There was also some evidence of reduced intrastate 

migration post-September 11th . The fear of 

discrimination was suggested to contribute to reduced 

intrastate mobility.  
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Khattab et al. (2019) 

 

Canada Survey Data from the National 

Household Survey (100% 

women; % Arab not 

mentioned) 

Labor exclusion; 

Intersectionality with 

religion; Education 

inequality 

Arab and Black Muslim women in Canada had the highest 

unemployment rates. Some Arab-Muslim women achieve 

better-than-expected outcomes in managerial roles. 

Discrimination based on cultural visibility (hijab, skin 

color) and religion is prevalent. Educational attainment 

improved outcomes but did not fully eliminate disparities 

compared to Christian white women.  

 

Murrar et al. (2024) 

 

USA Survey 264 physicians (35% women; 

22% Arab-Americans) 

Intersectionality with 

religion; Job satisfaction 

Muslim physicians in the U.S., including Arab-Americans, 

reported persistent religious discrimination at varying 

levels: 17.83% never, 29.46% rarely, and 40.69% 

sometimes. Findings underscore ongoing anti-Muslim 

bias in healthcare settings. 

Strinić et al. (2021) 

 

Sweden Survey 133 professionals involved in 

recruitment (recruiters / 

employees) 

Stereotyping; 

Stereotype Content 

Model (SCM); Multi-

group membership ; 

Intersections of 

ethnicity (Arab vs. 

Swedish) with gender, 

age (30y vs. 55y), and 

sexual orientation 

(homosexual vs. other) 

Intersecting social categories (gender, ethnicity, age, and 

sexual orientation) shape workplace perceptions of 

warmth and competence. Ethnicity emerged as the 

strongest driver of competence ratings, while gender 

influenced warmth perceptions more. Yet stereotypes are 

not simply additive. Older Arab women were rated lowest 

on competence, whereas Swedish men scored highest. 

Older Arab men were rated lowest on warmth and 

Swedish homosexual men were rated highest on warmth. 

Signalling homosexuality increased warmth for Arab men 

and women. 

 



 

 

 

 

 

 

 





 

 

CHAPTER 3 

When job ads turn ethnic minorities down: The impact of negative 

metastereotypes on ethnic minority job seekers16,17 

Delphine Van Muylem, Wouter Duyck, Eva Derous 

 

Previous research shows that negative metastereotypes in personality profiles of job ads reduce 

job attraction and application intentions, especially when worded dispositionally. However, little 

is known about how such wording affects ethnic minority applicants. Across two experimental 

studies, we examined whether job ads referencing negative metastereotypes (HEXACO: Honesty-

Humility) lowered job attraction, and whether wording (dispositional vs. behavioral) moderated 

this effect. In Study 1 (N = 212), job attraction was lower when negative metastereotypes were 

present in job ads. However, no evidence for moderation by wording was found. Furthermore, 

independent of wording, ethnic minority participants felt less positively challenged, which in turn 

reduced job attraction. Study 2 (N = 115) explored whether language proficiency could potentially 

explain the absence of the expected effect of wording. Results showed that individuals with higher 

(vs. lower) proficiency rated dispositionally worded ads as less (more) attractive, suggesting that 

language proficiency plays a role. Together, these findings replicate the negative impact of 

negative metastereotypes and suggest that behaviorally wording these metastereotypes may not 

be a universal solution; its effectiveness may depend on applicants’ language proficiency.

 
16 An exact copy of this chapter was submitted to Psychologica Belgica in September 2025 
17 Previous versions of this chapter were presented: Van Muylem, D., & Derous, E. (2023). When job ads 
turn ethnic minorities down : The effects of negative metastereotypes and wording. 17th Dutch-Flemish 
Research Meeting on Personnel Recruitment and Selection, Abstracts. Presented at the 17th Dutch-Flemish 
Research Meeting on Personnel Recruitment and Selection, Rotterdam, the Netherlands. Van Muylem, D., 
& Derous, E. (2024). When job ads turn qualified ethnic minorities down : Metastereotypes matter. 39th 
Annual SIOP Conference, Abstracts. Presented at the 39th Annual SIOP Conference, Chicago, Illinois, United 
States. Van Muylem, D., & Derous, E. (2024). When job ads turn qualified ethnic minorities down : The 
impact of negative metastereotypes. ENESER 2024 : European Network of Selection Researchers Conference, 
Abstracts. Presented at the ENESER conference 2024, Brussels, Belgium. Van Muylem, D., & Derous, E. 
(2025). When job ads turn qualified ethnic minorities down : Negative metastereotypes matter. 22nd 
European Congress of Work and Organisational Psychology, Book of Abstracts. Presented at the 22nd 
European Congress of Work and Organizational Psychology, Prague, Czechia. 
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To combat labor market shortages, the European Parliament and Council recently 

set the target of increasing the employment rates by 2030 (European Pilar of Social Rights 

Action Plan, n.d.). Organizations are thus expected to enlarge their pool of talented 

workers. To reach the EU goals, the pool should also be enlarged with socio-demographic 

groups that are still underrepresented in the labor market, such as ethnic minorities. 

Ethnic diversity has become one of the most important types of diversity in Western 

Europe. However, this diversity is not always reflected in the labor market. 

Unemployment rates for ethnic minorities are twice as large compared to the ethnic 

majority group (OECD, 2024). One reason may be obstacles that ethnic minorities 

encounter during recruitment, such as hiring discrimination. 

Indeed, several meta-analyses show that hiring discrimination is a persistent 

hurdle job seekers must overcome (e.g., Lippens et al., 2023; Quillian et al., 2017; Quillian 

& Lee, 2023). Lippens and colleagues (2023) found that, on average, ethnic minority 

applicants receive one-third fewer positive responses than ethnic majority applicants. 

Specifically, applicants of Arab, Maghrebi, or Middle Eastern descent experience a 41% 

reduction in call-back likelihood, while Eastern and South-Eastern Asian applicants face 

a 37% reduction. Furthermore, no structural decrease in hiring discrimination was found 

over time. Similarly, Quillian and Lee (2023) observed no decline in discrimination over 

the last 40 years. Hence, despite increasing awareness of hiring discrimination, job 

seekers from ethnic minority backgrounds still face significant barriers in recruitment.  

However, while much attention is given to explicit hiring discrimination, less 

explored is ethnic minorities’ perception of recruitment information and the influence on 

job attraction (Koçak et al., 2022, 2023; Wille & Derous, 2017, 2018). Indeed, as examined 

in this study, job applicants may also withdraw from selection procedures, a phenomenon 

that is undesirable from both ethical and economic perspectives particularly in the 
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context of the ongoing war for talent.  According to Signalling Theory (Highhouse et al., 

2007), job ads serve as cues that shape job seekers’ perceptions of fit with an organization 

and influence their willingness to apply. Imagine, for instance, a job ad looking for reliable 

workers. Would ethnic minority job seekers feel attracted to this job? Job seekers may be 

aware of the ideas others hold about their social group, known as metastereotypes 

(Vorauer et al., 1998). Ethnic minority applicants, for example, might believe that 

recruiters perceive them as less reliable (Wille & Derous, 2017), just as women might 

anticipate being seen as more emotional (Wille & Derous, 2018). Such negative 

metastereotypes could lower self-esteem, reduce job attraction, and discourage qualified 

candidates from applying (Owuamalam & Zagefka, 2014). Furthermore, how these 

personality requirements are worded may also shape how job seekers interpret and 

respond to job ads, particularly when those requirements align with negative 

metastereotypes. Prior research, building on the Linguistic Category Model (LCM; Semin 

& Fiedler, 1991), suggests that behavioral wording (e.g., ‘You remain calm in stressful 

situations’) can mitigate the negative effects of negative metastereotypes on job attraction 

among ethnic minority job seekers (Wille & Derous, 2017) because behavioral wording 

or behaviors are perceived as more controllable than traits or dispositional wording. 

Understanding these mechanisms is crucial for designing inclusive job ads that do not 

lead to ethnic minority job seekers self-selecting out of the application procedure. 

Given the ongoing barriers that ethnic minorities encounter in the job market, 

understanding how job ad wording shapes their perceptions and application decisions is 

essential for promoting more inclusive hiring practices. Therefore, in two experimental 

studies we investigated whether and how personality traits that may activate negative 

metastereotypes in job ads may impact job attraction for ethnic minority job seekers. 

Specifically, we examined whether such metastereotypes reduce job attraction and 
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whether the wording of these requirements moderates this effect. Below, we first discuss 

personality traits that may activate negative metastereotypes and their wording in job 

ads, before turning our attention to perceived challenge and threat, as potential 

underlying explanations for the effects of negative metastereotypes on job attraction.  

Metastereotypes 

Signaling theory (Highhouse et al., 2007) suggests that information in job ads 

serves as a signal to potential applicants regarding whether the position aligns with their 

social identity (Tajfel & Turner, 1979) and whether they want to be affiliated with that job 

or organization. Job seekers are more inclined to apply when they believe they possess 

the mentioned personality traits (Carless, 2005), thus positively influencing job attraction 

and intention to apply. However, the requirements in job ads can also have adverse effects 

on job attraction. For instance, Gaucher and colleagues (2011) found that the mere 

presence of masculine words, like challenge, lead, boast, or active, made jobs appear less 

gender diverse and lowered job attraction for women.  

Job seekers may be mindful of the beliefs others have about the group(s) they 

identify with, also called metastereotypes (Vorauer et al., 1998). Such internalized beliefs 

or metastereotypes might lower job attraction and withhold (qualified) ethnic minorities 

from applying. Whereas positive metastereotypes might boost job seekers’ self-esteem, 

negative metastereotypes could lower self-esteem and employability beliefs 

(Owuamalam & Zagefka, 2014). Furthermore, the activation of negative metastereotypes 

is linked to negative feelings toward intergroup interaction (Vorauer et al., 1998). When 

job ads mention personality requirements that job seekers anticipate recruiters will think 

they do not have (negative metastereotypes), this could negatively influence job 

attraction and application intention.   
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Indeed, studies have shown that negative metastereotypes in job ads lower job 

attraction and refrain older and younger (Koçak et al., 2023), and female job seekers 

(Wille & Derous, 2018) from applying. Women are, for example, less inclined to apply 

when a job ad mentions personality requirements surrounding the HEXACO-trait 

Emotionality (e.g., ‘You are calm’). This effect has also been found for ethnic minority job 

seekers (Wille & Derous, 2017). An ad that calls for reliable workers lowers job attraction 

for people from ethnic minority groups as they hold negative metastereotypes 

surrounding the HEXACO-trait Honesty-Humility. As a first study goal, therefore, we 

investigated whether negative metastereotypes in person requirements in job ads18 may 

lower job attraction for ethnic minority job seekers. Based on earlier findings, we 

expected that: 

Hypothesis 1.  Traits that may activate negative metastereotypes in the person 

profile of job ads will lower job attraction for ethnic minority job seekers. 

Yet, the way personality requirements are worded (dispositional vs. behavioral) 

also influences application decisions. For instance, Born and Taris (2010) showed that 

women were less likely than men to apply for positions perceived as masculine when the 

personality requirements were presented as traits (e.g., ‘Decisiveness’). When the 

personality requirements for the masculine positions were, however, presented as 

behaviors (e.g., ‘Taking decisions on how important issues can best be tackled’), women 

were as likely as men to apply. For men, neither the (masculine or feminine) 

metastereotype, nor its wording had an effect on application intention. The Linguistic 

 
18 Throughout this chapter, “negative metastereotypes in job ads” refers to job-ad cues or 

personality requirements that may activate negative metastereotypes among applicants. 

“Negative metastereotypes” is also sometimes used to refer to the specific traits that may 

activate these metastereotypes. 
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Category Model (Semin & Fiedler, 1991) posits that linguistic categories affect how 

information is perceived and evaluated. Behavioral wording is used to describe actions or 

states (e.g., ‘You remain, speak and react calmly in stressful situations’), while dispositional 

wording is used to describe stable traits or dispositions (e.g., ‘You are calm’). As one moves 

along the continuum from states to dispositions, subject informativeness increases and 

situational informativeness decreases. Dispositional wording carries the assumption of 

temporal stability and implies stable characteristics. Research building on the LCM has 

shown that job attraction is higher for job ads containing behaviorally worded as 

compared to dispositionally worded negative metastereotypes (Koçak et al., 2022). 

Furthermore, behavioral wording can also temper the negative effects of negative 

metastereotypes on application decisions of qualified job seekers from ethnic minority 

groups (Wille & Derous, 2017). Hence, as a second goal, we investigate how negative 

metastereotypes and their wording may affect job attraction. In line with earlier findings, 

for ethnic minorities, we expected that: 

Hypothesis 2. Traits that may activate negative metastereotypes in person 

profiles of job ads will have a less negative impact on job attraction if worded in a 

behavioral compared to a dispositional way. 

Challenge and Threat 

To fully understand the effects of (negatively metastereotyped) trait requirements 

on job attraction, one also needs to understand what is underlying these effects. A 

person’s reaction to negative metastereotypes could be explained through Challenge and 

Threat Theory (Blascovich & Mendes, 2010). Threat might be triggered by negative 

metastereotypes that are perceived to confirm a negative, stereotypical image 

(Finkelstein et al., 2015), which could in turn result in lower job attraction. Threat is 

defined as “the concern of confirming or being reduced to a negative stereotype about 
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one’s own group” (Kalokerinos et al., 2014). If one is, however, motivated to disconfirm 

the negative metastereotypes, challenge might be triggered (Finkelstein et al., 2020), 

which might increase job attraction. In that case, the negative metastereotype is 

considered as an opportunity. Koçak et al. (2022), tested perceived challenge and threat 

in the context of age. They found that challenge indeed mediated effects of behaviorally 

worded negative metastereotypes on job attraction but only for younger and not for older 

job seekers.  

Although these findings underscore the relevance of challenge and threat in 

shaping job perceptions, it is important to note that prior research has exclusively focused 

on age-related metastereotypes. Despite this growing evidence on challenge and threat 

as motivations behind the negative effects of negative metastereotypes on job attraction, 

this remains an understudied topic in ethnic minority job seekers as well. It is important 

to note that one’s age identity differs from one’s ethnic identity in that age is more 

dynamic in nature: As one grows older, one’s age identity and the accompanying 

challenging nature of trait requirements might change too. Nevertheless, ethnic 

minorities, too, may feel a lot of threat as well as challenge (Owuamalam & Zagefka, 2014) 

from negative metastereotypes in trait requirements given the strong prejudice, 

stereotypes, and discrimination they are confronted with in daily life and at the labor 

market (e.g., on the labor market; Quillian & Lee, 2023). To our knowledge, the challenge 

and threat framework has never been empirically tested within the context of ethnic 

minorities. This study, therefore, extends the application of this theory to a new and highly 

relevant social group. 

Whether trait requirements are threatening/challenging to ethnic minorities not 

only depends on the type of trait one has a negative metastereotype about (or not), but 

also on its wording (whether behaviorally or dispositionally). As dispositionally worded 



NEGATIVE METASTEREOTYPES: WORDING AND CHALLENGE & THREAT 137 

 

trait requirements may reflect rather stable characteristics, job seekers might feel more 

threat than challenge, resulting in lower job attraction compared to person requirements 

one has no negative metastereotype about and when negative metastereotypes are 

worded in a behavioral way.  

Therefore, the third aim of the first study is to study the role of perceived challenge 

and threat, potentially explaining the effects of ethnic minority job seekers’ negative 

metastereotypes (and their wording) on job attraction. Hence, compared to a condition 

without negative metastereotypes, we expected that: 

Hypothesis 3a: In dispositionally worded job ads, the effect of traits that may 

activate negative metastereotypes on job attraction will be mediated through threat 

rather than challenge. 

Hypothesis 3b: In behaviorally worded job ads, the effect of traits that may 

activate negative metastereotypes on job attraction will be mediated through challenge 

rather than threat. 

Study 1 

Study 1 examines the impact of negative metastereotypes in job ads on ethnic 

minorities’ job attraction. Through an online experiment, we study how the presence and 

wording of negative metastereotypes influences job attraction and explore perceptions of 

threat and challenge as potential mediators. We expect that negative metastereotypes in 

the person profile of job ads will lower job attraction for ethnic minority applicants 

(Hypothesis 1). Furthermore, given earlier findings suggesting that behavioral wording 

can mitigate the negative effects of certain personality requirements in job ads (Koçak et 

al., 2022; Wille & Derous, 2017), we hypothesize that the negative impact of negative 

metastereotypes will be less pronounced when these traits are worded behaviorally 

rather than dispositionally (Hypothesis 2). Finally, regarding challenge and threat, in 
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dispositionally worded job ads, the effect of negative metastereotypes on job attraction 

will be mediated primarily through threat rather than challenge (Hypothesis 3a), thereby 

reducing job attraction. In contrast, in behaviorally worded job ads, we expect that the 

effect of negative metastereotypes on job attraction will be mediated primarily through 

challenge rather than threat (Hypothesis 3b), increasing job attraction . 

Method 

Participants  

As the present study focused on ethnic minorities’ metastereotypes, we recruited 

members from ethnic minority groups in a Western-European country. More specifically, 

212 ethnic minority participants (56.13% female; 22.6% Arab, 19.3% Sub-Saharan 

African, 19.3% Asian, 8.5% Latin American, and 29.2% other ethnic backgrounds; Mage = 

21.87 years, SDage = 2.05) were recruited via the researchers networks and snowballing. 

The study took place between May, 2023, and July, 2023. All participants provided written 

informed consent. This study was approved by the Ethical Commission of the university 

where the study was conducted (2023-013). 

Design, Materials, and Procedure  

A two-by-two mixed factorial design was employed with trait (no negative 

metastereotypes vs. negative metastereotypes) as the between-subjects factor and 

wording (behavioral vs. dispositional) as the within-subjects factor. We made use of the 

traits used by Wille & Derous (2017) in this experiment with Emotionality (i.e., facets: 

calmness, independence, determination, and confidence) as the personality trait that ethnic 

minorities have no metastereotypes about, and Honesty-Humility (i.e., facets: modesty, 

reliability, honesty, and selflessness) as the personality trait that ethnic minorities have 
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negative metastereotypes19 about. In their 2017 study, Wille and Derous conducted 

several pilot studies and also reported a manipulation check that confirmed that ethnic 

minorities indeed show negative metastereotypes surrounding the Honesty-Humility 

trait and no negative metastereotypes surrounding the Emotionality trait. 

For each of the traits, two job ads were developed, in which the required trait was 

worded in either a dispositional (using adjectives; e.g., ‘You are reliable’) or behavioral 

way (using verbs; e.g., ‘You can act in a reliable way’).  For reasons of experimental control, 

only trait requirements and their wording were shown, other information was blinded 

(Wille & Derous, 2017). Participants were instructed to imagine that the job ads fit their 

interest and educational background. An example of one of the job ads can be found in the 

Appendix.  

Ads were provided in a counterbalanced order. After reading each job ad, 

participants indicated to what extent each of the job ads was perceived as challenging and 

threatening. Furthermore, they were asked to evaluate job attraction and whether they 

would like to apply for a job, as presented in the ad. Next, participants were questioned 

about their metastereotypes surrounding Emotionality and Honesty-Humility. Finally, 

demographics including age, gender, and ethnicity were administered. 

Measures 

All variables were rated on a 5-point Likert-type scale (1 = completely disagree; 5 

= completely agree). For perceived challenge (α = .82) we used three items each based on 

Koçak et al. (2022) and Thorsteinson et al. (2004). An example item is ‘As someone from 

an ethnic minority group, I feel positively challenged by this profile’. Perceived threat (α = 

 
19 Here, negative refers to the belief that others perceive one’s group as relatively low on a 

positively valued characteristic, rather than to the characteristic itself being negative. 
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.93) was also measured using three items based on Koçak et al. (2022) and Muschalla et 

al. (2010). An item measuring threat is ‘As someone from an ethnic minority group, I feel 

threatened by this profile’. Three items based on van Hooft et al. (2006) were used to 

measure job attraction (α = .93). An example item is ‘A job with a profile like this is 

attractive to me’. Subsequently, metastereotypes regarding Honest-Humility and 

Emotionality were administered. Participants indicated whether they believed they and 

people from their ethnic group are perceived by the ethnic majority group as each of the 

personality traits in the job ads. An example item is ‘Do you think you and people from your 

ethnic group are perceived by white people as someone calm?’. An average score was 

calculated for both the Emotionality (α = .69) and the Honesty-Humility traits (α = .78). 

All manipulation checks were successful: Honesty-Humility was perceived as a negative 

metastereotype (i.e., a trait participants believed others perceived their ethnic group as 

relatively low on), whereas Emotionality was not. 

Results 

Job Attraction 

Table 1 shows descriptives (means, standard deviations and correlations). 

Hypothesis 1 (Table 1 and Figure 1) was confirmed. In line with expectations, the RM-

ANOVA shows a significant effect of trait on job attraction, F(1, 210) = 16.02, p < .001, ηp2 

= 0.07. Overall, there was lower job attraction for job ads containing negative 

metastereotypes than for job ads containing no negative metastereotypes. Job attraction 

was significantly lower for the ads with negative metastereotypes (compared to no 

negative metastereotypes) in both wording conditions, dispositional: t(209.01) = 2.48, p 

= .01; behavioral: t(209.18) = 3.66, p < .001. Hypothesis 2 (Table 1 and Figure 1), however, 

was not supported: There was no main effect of wording, F(1, 210) = 0.83, p = .36. 

Furthermore, there was no interaction effect of trait and wording, F(1, 210) = 1.07, p = 
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.30. Interestingly, only in the negative metastereotypes condition, the difference between 

the wording conditions is significant, t(115) = 2.52, p = .01. Participants find the job ads 

containing behaviorally worded negative metastereotypes less attractive as compared to 

dispositionally worded negative metastereotypes.  

Figure 1  

Bar Graph for Mean Job Attraction in the Different Conditions. 

 

Challenge and Threat 

Next, parallel mediation analyses were carried out in both wording conditions 

using the PROCESS macro for R (Hayes, 2022), Model 4. The 95% confidence interval is 

based on 5,000 bootstrap samples. Table 2 shows results of the mediation analyses. 
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Table 1 

Means, Standard Deviations, and Correlations for all variables in the Experimental 

Conditions of Study 1. 
  Negative 

Meta. 

No Negative 

Meta. 

      

  M SD M SD 1 2 3 4 5 6 

Dis. 1. Job 

Attraction 

3.27 1.03 3.60 0.91 - .47*** -.19* .23* .12 .09 

2. Challenge 2.83 0.95 3.20 0.84 .51*** - .00 .16 .39*** .23* 

3. Threat 1.84 0.69 1.80 0.83 -.33*** .01 - -.15 .02 .49*** 

Beh. 4. Job 

Attraction 

2.96 1.09 3.48 0.96 .05 .01 -.25* - .40*** -.42*** 

5. Challenge 3.02 0.77 3.35 0.80 -.04 .31** -.02 .48*** - -.07 

6. Threat 2.08 0.95 1.85 1.02 .03 .18 .63*** -.55*** -.26* - 

Note. Correlations for the negative metastereotypes (n = 116) condition are presented above the 

diagonal, correlations for the no negative metastereotypes condition (n = 96) are presented below 

the diagonal; *** p < 0.001, ** p < 0.01, * p < 0.05 

 

Hypothesis 3a (Figure 2) was not confirmed; The effect of negative 

metastereotypes on job attraction in dispositionally worded job ads was mediated by 

challenge rather than threat. In the dispositional condition (Table 2), complete mediation 

of the effect of trait (no negative metastereotype = 0; negative metastereotype = 1) on job 

attraction through challenge was found. There was a significant negative effect of trait on 

challenge, b = -0.32, and a significant positive effect of challenge on job attraction, b = 0.52. 

Feelings of challenge were lower for job ads containing negative metastereotypes 

compared to no negative metastereotypes. Despite a significant negative effect of threat 

on job attraction, b = -0.31, there was no significant effect of trait on threat, b = 0.09. The 

indirect effect through challenge was significant, b = -0.17, while the indirect effect 

through threat was not, b = -0.03. The total indirect effect was significant, b = -0.19. Finally, 

the direct effect of trait on job attraction, b = -0.14, was not significant as well.  
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Figure 2 

Mediation Model for Challenge and Threat in the Dispositional Condition (Top) and in the 

Behavioral Condition (Bottom). 

 
Note. *** p < 0.001, ** p < 0.01, * p < 0.05 

Hypothesis 3b (Figure 2) was partially supported; Although behaviorally worded 

negative metastereotypes did not increase job attraction through challenge as 

hypothesized, the relationship was mediated through challenge, whereas the indirect 

effect through threat was not significant. In the behavioral condition (Table 2), we found 

evidence for partial mediation through challenge but not through threat. There was a 

significant negative effect of trait on challenge, b = -0.41, and a significant positive effect 
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of challenge on job attraction, b = 0.43. Feelings of challenge were lower for job ads 

containing negative metastereotypes compared to no negative metastereotypes. Even 

though there was a significant negative effect of threat on job attraction, b = -0.42, there 

was no significant effect of trait on threat, b = 0.19. The indirect effect through challenge 

was significant, b = -0.18, while the indirect effect through threat is not, b = -0.08. The 

total indirect effect was significant, b = -0.26, and also the direct effect of trait on job 

attraction, b = -0.26. 

Table 2 

Parallel Mediation Analysis in the Dispositional and Behavioral Wording Conditions. 

 Dispositional Wording Behavioral Wording 

Direct Effects 

 b SE t p b SE t p 

Trait → Job Attraction - 0.14 0.12 - 1.18 .24 - 0.26 0.12 - 2.17 .03 

Trait → Challenge - 0.32 0.13 - 2.55 .01 - 0.41 0.12 - 3.38 < .001 

Challenge → Job 

Attraction 
0.52 0.06 8.36 < .001 0.43 0.07 6.50 < .001 

Trait → Threat 0.09 0.11 0.81 .42 0.19 0.14 1.39 .17 

Threat → Job Attraction - 0.31 0.07 -4.30 < .001 - 0.42 0.06 - 7.35 < .001 

Indirect Effects         

 
 

95% Confidence 

Interval 
 

95% Confidence 

Interval 

 b Lower Upper b Lower Upper 

Trait → Challenge → Job 

Attr. 
-0.17 -0.32 -0.04 -0.18 -0.31 -0.07 

Trait → Threat → Job 

Attr. 
-0.03 -0.10 0.04 -0.08 -0.20 0.03 

Total indirect effect -0.19 -0.36 -0.04 -0.26 -0.43 -0.08 

Note. 95% confidence interval based on 5,000 bootstrap samples 

Discussion of Study 1 

Study 1 aimed to test the effects of both trait (no negative vs. negative 

metastereotypes) and wording (dispositional vs. behavioral) on ethnic minority job 
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seekers and whether perceived challenge and threat could explain effects. First, in line 

with Wille and Derous (2017), job seekers from ethnic minority groups considered job 

ads containing negative metastereotypes as less attractive compared to job ads without 

such information. Similar negative effects on job attraction were found for age- (Koçak et 

al., 2023) and gender-related (Wille & Derous, 2018) metastereotypes. Yet, mixed 

findings have been reported on the potential moderating role of wording, with some 

studies showing buffering effects of behavioral wording of negative metastereotypes on 

job attraction (Koçak et al., 2022; Wille & Derous, 2017, 2018). However, and different 

from Wille and Derous (2017), we did not find any (buffering) effects of behavioral 

wording on job attraction. Interestingly, behavioral wording even had adverse effects 

when negative metastereotypes were present in the job ad. Unlike the present study, the 

sample in Wille and Derous (2017) was relatively homogeneous and proficient in terms 

of Dutch language proficiency, as all participants were students enrolled in secondary 

education and mastered Dutch language. Indeed, another explanation might be language 

proficiency. A multitude of studies have shown that factors underlying language 

proficiency, such as vocabulary size and grammatical knowledge, are predictive of reading 

comprehension (e.g., Milton et al., 2010; Qian, 2002; Zheng et al., 2023). In the Western 

European country where this study was conducted, most ethnic minorities are non-native 

speakers, with 74.5% being raised by one non-native-speaking parent, and 19.4% by two 

non-native-speaking parents (Cijferrapport: Taal en nationaliteit, 2024). It is expected 

that present sample’s participants’ language proficiency was lower compared to those 

who participated in Wille and Derous (2017). Hence, the difference between dispositional 

and behavioral wording, where the behavioral connotation elicits a slightly larger locus 

of individual control, may be harder to grasp, which implies that the previously proposed 

quick-fix solution of using behavioral wording might be less effective for ethnic minority 
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applicants compared to older applicants (Koçak et al., 2022) and is in need of further 

investigation. 

Person requirements could elicit feelings of threat as they confirm a negative, 

stereotypical image (Finkelstein et al., 2015). However, such person requirements might 

also elicit feelings of positive challenge if one is motivated to disconfirm negative 

metastereotypes (Finkelstein et al., 2020). Studies among older and younger job seekers 

showed perceived challenge and threat to be important mediators for both older and 

younger job seekers, explaining effects of negative metastereotypes on their job attraction 

(Koçak et al., 2022). Yet, age is more dynamic in nature as compared to ethnicity (Hehman 

& Bugental, 2013; Koçak et al., 2022). In the current study with ethnic minority job 

seekers, only challenge mediated effects of negative metastereotypes on job attraction. 

People from ethnic minority groups feel less positively challenged when negative 

metastereotypes, whether behaviorally or dispositionally worded, are present in job ads. 

These lower feelings of challenge are in turn linked to lower job attraction.  

Study 2 

Study 2 aimed to further explore the moderating role of wording on the 

relationship between negative metastereotypes in job ads and job attraction. While 

previous research has demonstrated such moderating effects among different 

demographic groups, such as older and younger job seekers (Koçak et al., 2022) and 

women (Born & Taris, 2010), findings for ethnic minority job seekers have been mixed. 

For example, Wille and Derous (2017) found that behavioral wording could mitigate the 

negative effects of metastereotypes on job attraction, while the current study did not 

replicate this pattern. A difference between these studies may lie in participants’ language 

proficiency, which was not directly assessed in earlier studies (e.g., because the group in 

Wille and Derous (2017) was homogenous in this regard). For instance, participants in 
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Wille and Derous (2017) were students in secondary education and thus more 

homogeneous and proficient in Dutch. In contrast, the present study included a diverse 

group of ethnic minority job seekers, whose language proficiency may have varied more 

widely. This matters because the distinction between dispositional and behavioral 

wording can be subtle. A substantial body of research shows that vocabulary and syntactic 

knowledge are critical for reading comprehension (e.g., Milton et al., 2010; Qian, 2002; 

Zheng et al., 2023). Hence, Study 2 further explored whether job attraction for 

dispositionally and behaviorally worded personality profiles differs depending on 

participants' language level (Research Question 1).  

Method 

Participants  

We recruited 115 ethnic minority participants (57.4% female; 23.5% Arab, 23.5% 

Sub-Saharan African, 20.0% Asian, 10.4% Latin American, and 22.6% other ethnic 

backgrounds; 40.0% non-Dutch mother tongue; Mage = 21.79 years, SDage = 2.02) to take 

part in the study. This study was carried out in ethnic minority groups only as we 

identified negative metastereotypes for the ethnic minority and not the majority groups. 

The study took place between October, 2023, and December, 2023. All participants 

provided written informed consent. This study was approved by the Ethical Commission 

of the university where the study was conducted (2023-079A). 

Design, Materials, and Procedure  

The design of the study was the same as in Study 1, however, a language proficiency 

test was also included. Again, two of the four job ads (same as in Study 1; based on Wille 

& Derous (2017)) were shown to each participant (mixed factorial design with trait as 

within-subjects factor and wording as between-subjects factor). After participants 
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indicated job attractivity, they filled in the language proficiency test. Finally, 

demographics such as age, gender, and ethnicity were collected.  

Measures 

Job attraction (3 items; α = .92; van Hooft et al., 2006), was measured in the same 

way as in Study 1 with participants responding on a 5-point Likert-type scale. To measure 

language proficiency, participants took the Dutch version of the LexTale, which is often 

used in psycholinguistics to efficiently assess multilingual language proficiency 

(Lemho fer & Boersma, 2012). After a test trial with 3 practice items, participants received 

sixty words and nonwords (e.g., word = hurricane; nonword = kermshaw) and indicated 

whether each of these words entailed an existing Dutch word or not. Scores were 

calculated using Lemho fer and Boersma's (2012) formula (((number of words 

correct/40*100) + (number of nonwords correct/20*100))/2), as the percentage of 

correct responses corrected for the unequal proportion of words and nonwords. 

Results 

Means and standard deviations for the different conditions can be found in Table 

3. A RM-ANOVA looking at the effects of trait (no negative MS vs. negative MS), wording 

(dispositional vs. behavioral), and language proficiency on job attraction showed a 

significant main effect of trait, F(1, 112) = 9.32, p = .002, ηp2 = 0.08, and language 

proficiency, F(1, 112) = 4.12, p = .04, ηp2 = 0.04, but no significant main effect of wording, 

F(1, 112) = 2.87, p = .09. There were also no significant interaction effects of trait and 

wording, F(1, 112) = 2.27, p = .13, and of language proficiency and wording, F(1, 112) = 

2.81, p = .10.  
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Table 3 

Means and Standard Deviations for the Different Language Levels in the Different 

Experimental Conditions of Study 2. 
  Language level 

  Lower level (n = 51) Higher level (n =  64) 

Trait Wording M SD M SD 

No negative 

metastereotypes 

Dispositional 3.65 0.75 3.48 1.08 

Behavioral 3.48 0.87 3.53 0.88 

Negative 

metastereotypes 

Dispositional 3.63 0.92 3.05 1.12 

Behavioral 2.85 1.13 2.94 1.07 

Follow-up analyses, looking at the different conditions (Table 4), showed a 

significant negative correlation in the dispositional condition, r = -.35, p = .005. The higher 

(lower) language proficiency level, the less (more) attractive they find the dispositionally 

worded job ad containing negative metastereotypes. In contrast, no significant 

association between language proficiency and job attraction was found in the behavioral 

condition, r = -.06, p = .67.  

Table 4 

Means, Standard Deviations, and Correlations for all variables in the Experimental 

Conditions of Study 2. 
 Negative 

Metastereotypes 

No Negative 

Metastereotypes 

   

 M SD M SD 1 2 3 

1. Job Attraction (DIS) 3.31 1.07 3.55 0.99 - .18 -.35** 

2.Job Attraction 

(BEH)  

2.90 1.09 3.51 0.82 .09 - -.06 

3. LexTale 86.01 8.80 86.08 6.67 -.06 -.01 - 

Note. Correlations for the negative metastereotypes (n = 62) condition are presented above the 

diagonal, correlations for the no negative metastereotypes condition (n = 53) are presented below 

the diagonal; DIS = Dispositional Condition; BEH = Behavioral Condition; *** p < 0.001, ** p < 0.01, 

* p < 0.05 
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Discussion of Study 2 

Because we didn’t find the expected effects of wording in Study 1, in Study 2, we 

investigated job seekers’ language proficiency as potential explanation for mixed findings 

(Wille & Derous, 2017). 

Study 2 findings suggest that language proficiency may help explain why the 

expected effect of wording was not observed. Specifically, individuals with higher 

language proficiency found job ads containing dispositionally worded negative 

metastereotypes less attractive than those with higher language proficiency. This result 

may support the idea that the nuanced distinction between dispositionally and 

behaviorally worded job ads containing negative metastereotypes is easier to grasp when 

language proficiency is high compared to low.   

General Discussion 

In response to ongoing societal changes and labor market challenges, increasing 

attention is being given to the inclusion of ethnic minority groups in the workforce. 

However, barriers such as hiring discrimination continue to hinder ethnic minorities 

(Lippens et al., 2023). Next to hiring discrimination,  applicants may self-select out of the 

application procedure due to the way job ads are formulated, being an understudied topic 

so far. 

Indeed, certain personality traits that are negative metastereotypes in person 

profiles of job ads lower job attraction for job seekers from different minority groups (e.g., 

gender or age Koçak et al., 2022, 2023; Wille & Derous, 2017, 2018). Previous research 

suggests that using behavioral rather than dispositional wording of these negative 

metastereotypes (Born & Taris, 2010) may mitigate the negative effects of negative 

metastereotypes (Koçak et al., 2022; Wille & Derous, 2017).  
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The present studies aimed to investigate the influence of negative metastereotypes 

in job ads on job attraction among ethnic minority job seekers, as well as how these 

negative metastereotypes are worded. Overall,  findings demonstrate that the presence of 

negative metastereotypes in job ads significantly reduced job attraction, confirming 

previously found results for stereotypes about gender (Wille & Derous, 2018), age (Koçak 

et al., 2022, 2023), and ethnicity (Wille & Derous, 2017). However, contrary to previous 

findings, no evidence was found to support the hypothesis that behavioral wording 

attenuates this negative effect. This is an important finding as this might suggest that the 

earlier proposed quick-fix solution (Koçak et al., 2022) of behaviorally wording negative 

metastereotypes may not generalize to ethnic minority job seekers. 

To further examine the mixed effects of wording across different minority groups 

(Koçak et al., 2022; Wille & Derous, 2017), Study 2 examined whether language 

proficiency might account for this. Results suggest that language proficiency may play a 

role in shaping ethnic minority job seekers’ responses. Specifically, within dispositionally 

worded job ads containing negative metastereotypes, higher language proficiency was 

associated with lower job attraction. A possible explanation concerns the cognitive 

processing of metastereotypical content. Although words such as ‘reliable’ are generally 

positive, their association with negative metastereotypes may lead to negative evaluative 

experiences among ethnic minority job seekers. Rather than inherently being negative 

stimuli, these cues may elicit an attentional bias (Pratto & John, 1991; Smith et al., 2003), 

whereby cognitive resources are preferentially allocated to processing the negatively 

evaluated metastereotypical information. Processing job ads that contain negative 

metastereotypes likely also requires greater cognitive effort (Koçak et al., 2022; Tajfel & 

Turner, 1979; Wille & Derous, 2017). For individuals who perceive themselves as well-

qualified for the position, such ads may generate cognitive conflict as they simultaneously 
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navigate self-perceptions, identity concerns, and anticipated negative evaluations from 

recruiters. This additional cognitive load could plausibly reduce the resources available 

for language comprehension and memory retrieval. 

Finally, we aimed to look into the motivational mechanisms behind the negative 

effects of negative metastereotypes. Perceived challenge and threat (Blascovich & 

Mendes, 2010; Finkelstein et al., 2020; Finkelstein et al., 2015) were proposed as 

potential mediators. Challenge and threat have been proven to be mediators of the 

relationship between trait and job attraction in older and younger job seekers (Koçak et 

al., 2022). However, this is the first study that investigates perceived challenge and threat 

in ethnic minority job seekers. Indeed, perceived challenge and threat may be different 

for ethnic minority job seekers as compared to other minority groups. As expected, feeling 

more positively challenged heightened job attraction while higher feelings of threat 

lowered job attraction. However, interestingly, people from ethnic minority groups 

reported feeling less positively challenged when there are negative metastereotypes in 

the job ad, independent of wording condition. This does not corroborate with earlier 

findings in other underrepresented groups, such as older job seekers (Koçak et al., 2022). 

Ethnic discrimination is strong, both in everyday life and at the labor market (Lippens et 

al., 2023; Quillian & Lee, 2023). Hence, the nature of ethnic prejudices and related 

negative metastereotypes might have countered any challenging effects: For ethnic 

minority job seekers, the negative metastereotypes could be so deeply rooted that they 

could not be perceived as a positive challenge. Furthermore, they could possibly also 

overrule any effect of wording, explaining their null effects.  

Strength and Limitations 

To the best of our knowledge, this study is the first to delve further into the mixed 

effects of wording in ethnic minority groups and aims to find an explanation for such 



NEGATIVE METASTEREOTYPES: WORDING AND CHALLENGE & THREAT 153 

 

mixed findings. Our findings highlight the importance of taking into account how person 

requirements in ads are perceived by ethnic minority job seekers, a much understudied 

topic. Person requirements seem to be an important aspect of job ads, that job seekers 

pay attention to. However, these are not the only aspect of job ads. Further research might 

also delve into other aspects of job ads, like career opportunities, to investigate the 

complexity of job attractivity. Interestingly, findings indicate that the earlier proposed 

simple and cost-effective solution of wording person requirements in a behavioral way 

does not have the same outcome among different demographic groups (i.e., age, gender, 

ethnicity). One potential explanation lies within the nature of the prejudices and target 

groups. Indeed, in case of deeply engrained prejudices, negative metastereotypes ask for 

more cognitive resources to process, leaving less room for other cognitive processes. 

Future research could further explore this in an experimental setting. For example, an 

eye-tracking study by Koçak and colleagues (2024) found that negative metastereotypes 

for older and younger job seekers captured more attention as compared to neutral 

metastereotypes.  

Furthermore, for future research, it is interesting to note that the subtle and 

differential meaning of adjectives (i.e., dispositional wording) versus verbs (i.e., 

behavioral wording) may depend on cultural differences. In some cultures, it is more 

common to use verbs (like Eastern Asia: how one can be) when describing people, while 

other cultures (like Western Europe) rely more on adjectives (How one is) (Maass et al., 

2006). This could explain why the effects were found in (Western) women and (Western) 

older and younger job seekers, but not in a more culturally diverse group such as ethnic 

minority job seekers (40% of participants in Study 2 are non-native Dutch speakers). 

We noticed a ceiling effect for the LexTale scores, that is 25% of participants have 

a score higher than 91.25 and 50% have a score higher than 87.5. The other half of 
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participants have a score in between 87.5 and 60. This ceiling effect is not unexpected as 

the LexTale was initially developed for advanced second language learners. However, in 

case of the present study, we were interested in the effects at the lower side of the LexTale 

scores. It would be interesting to further research the absence of the effect of wording.  

Practical implications 

Study findings might have practical implications for recruitment. To foster more 

equitable recruitment practices, recruiters should be mindful of negative 

metastereotypes for different groups. Job ads should be carefully checked for the 

presence of negative metastereotypes within person-requirement sections to ensure that 

it does not withhold applicants from applying. Second, while previous research has 

suggested that behavioral wording may mitigate the adverse effects of negative 

metastereotypes, the present findings indicate that such strategies are not universally 

effective, particularly among applicants with lower language proficiency. Depending on 

job type and required education level, job ads’ language could be tailored to varying levels 

of language proficiency by prioritizing clarity, conciseness, and the avoidance of overly 

complex phrasing. Finally, training hiring managers and recruiters to recognize and 

address the subtle ways in which job ad language can perpetuate stigma and identity 

threats remains critical. Providing, for example, structured guidelines and validated 

checklists for drafting inclusive ads may be an essential step toward mitigating 

unintended exclusion and promoting diversity in applicant pools 

Conclusion 

In conclusion, when creating job ads, it is important to take into account the type 

of requirements that qualified job seekers feel (not) attracted to. Traits that may activate 

negative metastereotypes may lower qualified ethnic minorities’ attraction to jobs. 
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Furthermore, the earlier proposed quick-fix solution of wording may not be applicable in 

an ethnically diverse sample. 
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Appendix 

Common instructions: 

Dutch: 

Lees aandachtig het onderstaande profiel. 

Bedrijf X is op zoek naar een medewerker met volgend profiel om team Y te versterken. 

[INSERT PROFILE] 

Let op: Gelieve u in te beelden dat deze vacature inhoudelijk aansluit bij wat u zoekt. 

 

English: 

Read the profile below carefully. 

Company X is looking for an employee with the following profile to join Team Y. 

[INSERT PROFILE] 

Note: Please imagine that this vacancy closely matches the type of job you are looking 

for. 
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Honesty–Humility Emotionality 

Behavioral 

wording 

Dutch: 

Je gaat op een bescheiden manier 

om met anderen. 

Je vertelt geen vertrouwelijke 

informatie door. 

Je spreekt de waarheid. 

Je helpt anderen zonder er zelf 

voordeel uit te willen halen. 

Je verlangt niet naar een leven vol 

luxe. 

 

English: 

You interact with others in a modest 

manner. 

You do not disclose confidential 

information. 

You tell the truth. 

You help others without expecting 

personal gain. 

You do not aspire to a life of luxury. 

Dutch: 

Je bewaart je kalmte in stressvolle 

situaties. 

Je hangt niet van anderen af om 

(werk)-problemen op te lossen. 

Je beslist zonder aarzelen wat je zal 

doen. 

Je denkt praktisch en met weinig 

emotie bij problemen en 

onvoorziene situaties. 

Je hebt in alle situaties vertrouwen 

in het eigen kunnen. 

 

English: 

You remain calm in stressful 

situations. 

You do not rely on others to solve 

(work-related) problems. 

You decide without hesitation what 

you will do. 

You think practically and with little 

emotion when dealing with 

problems and unexpected situations. 

You remain confident in your own 

abilities in all situations. 

  
Dispositional 

woding 

Dutch: 

Je bent bescheiden. 

Je bent betrouwbaar. 

Je bent eerlijk. 

Je bent onzelfzuchtig. 

Je bent sober. 

 

English: 

You are modest. 

You are reliable. 

You are honest. 

You are unselfish. 

You are frugal. 

Dutch: 

Je bent kalm. 

Je bent onafhankelijk. 

Je bent vastberaden. 

Je bent zakelijk. 

Je bent zelfverzekerd. 

 

English: 

You are calm. 

You are independent. 

You are determined. 

You are businesslike. 

You are confident. 

 





 

 

CHAPTER 4 

When negative metastereotypes in job ads turn ethnic minorities down:  

Dual-task and eye-tracking insights20 

Delphine Van Muylem, Eva Derous, Wouter Duyck, Nicolas Dirix 

 

Negative metastereotypes in job ads (i.e., beliefs about how one's group is perceived) can 

discourage ethnic minority job seekers from applying. While behavioral (vs. dispositional) 

wording mitigates these effects for women and older/younger applicants, findings among ethnic 

minority job seekers remain mixed. Building on Signaling Theory and Cognitive Load Theory, we 

hypothesized that negative metastereotypes reduce job attraction and impose cognitive demands 

that lower sensitivity to wording. Two experimental studies examined how negative 

metastereotypes and wording shape cognitive processing and job attraction among ethnic 

minority job seekers. Across both studies, job attraction was lower for ads containing traits that 

may activate negative metastereotypes than for ads without traits that may activate negative 

metastereotypes. Furthermore, behaviorally worded ads were perceived less favorably than 

dispositional ones. Study 1 (N = 32; eye-tracking) further showed that traits that may activate 

negative metastereotypes attracted greater visual attention, indicating heightened processing. In 

Study 2 (N = 189), the dual-task revealed no differences in secondary-task accuracy or reaction 

times across conditions, providing no evidence that traits that may activate negative 

metastereotypes increased cognitive load. Overall, the findings suggest that traits that may 

activate negative metastereotypes reduce job attraction and capture attention. Implications for 

recruitment practices and future research are discussed.

 
20 A previous version of this chapter was presented: Van Muylem, D., Derous, E., & Dirix, N. (2026). When 
negative metastereotypes in job ads turn ethnic minorities down: Dual-task and eye-tracking 
insights. 2026 Annual Meeting of the Belgian Association for Psychological Sciences, Book of abstracts. 
Presented at the 2026 Annual Meeting of the Belgian Association for Psychological Sciences, Ghent, 
Belgium. 
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Ethnic minorities still face substantial disadvantages in the labor market. In the 

European Union, unemployment rates for people from ethnic minority groups are 

approximately twice as high as those of the ethnic majority group (OECD, 2024). A large 

body of research demonstrates persistent ethnic hiring discrimination as one of the 

factors underlying this gap (e.g., Lippens et al., 2023; Quillian et al., 2017; Quillian & Lee, 

2023). Lippens and colleagues (2023) found that, on average, ethnic minority applicants 

receive one-third fewer positive responses to job applications than ethnic majority 

applicants. Specifically, applicants of Arab, Maghrebi, or Middle Eastern descent 

experience a 41% reduction in call-back likelihood, while Eastern and South-Eastern 

Asian applicants face a 37% reduction. Importantly, these inequalities have remained 

largely unchanged over the past four decades (Quillian & Lee, 2023), indicating persistent 

barriers in recruitment despite increasing public awareness and policy initiatives.  

Importantly, inequalities in hiring may arise not only from discriminatory 

selection decisions but also from self-selection processes, whereby ethnic minority job 

seekers opt out of applying due to anticipated bias or perceived lack of fit (Avery & McKay, 

2006; Heath et al., 2023). As a result, disparities may emerge at the earliest stages of 

recruitment, prior to any formal selection decisions, even without involvement of 

employers. This not only limits opportunities for ethnic minority job seekers but may also 

reduce organizations’ access to diverse talent pools, thereby undermining diversity and 

inclusion efforts. Remarkably, such self-selection processes have been investigated to a 

much lesser extent than objective discrimination (e.g., Lippens et al., 2023; OECD, 2024) 

and are the focus of the present study. Specifically, in this study, we investigate whether 

personality traits that may activate negative metastereotypes in job ads influence ethnic 

minority job seekers’ reactions, in terms of job attraction and intention to apply, and 

whether these effects depend on how personality requirements are worded. More 
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broadly, the present research aims to understand the cognitive mechanisms underlying 

these effects, with particular attention to the role of cognitive load and attentional 

allocation. 

Metastereotypes in Job Ads 

While prior research has extensively examined recruiters’ discriminatory 

decision-making processes, comparatively less attention has been paid to job seekers’ 

perceptions of recruitment materials, particularly how these shape job attraction and 

subsequent intention to apply (Koçak et al., 2022, 2023; Wille & Derous, 2017, 2018). 

According to Signaling Theory (Highhouse et al., 2007), job ads convey information about 

organizations’ expectations and values, shaping applicants’ perceptions of fit and 

belonging and, in turn, their motivation to apply. Consider, for instance, a job ad 

emphasizing a need for “reliable workers” as a personality requirement. Ethnic minority 

job seekers may question whether they are perceived as fitting these personality 

requirements, given so-called metastereotypes (Vorauer et al., 1998). Indeed, ethnic 

minority applicants believe that majority recruiters may perceive them as less reliable 

than ethnic majority applicants (Wille & Derous, 2017), similar to how female job seekers 

anticipate being viewed as emotional (Wille & Derous, 2018). Such negative 

metastereotypes about personality requirements are not without consequences, as they 

can lower applicants’ self-esteem and employability beliefs (Owuamalam & Zagefka, 

2014). Consistent with this reasoning, research demonstrates that across age, gender, and 

ethnic groups (Koçak et al., 2022, 2023; Wille & Derous, 2017, 2018), job ads that contain 

traits that may activate negative metastereotypes in the personality requirements are 

perceived as less attractive than those without such negative metastereotypes. Moreover, 

these effects extend to behavioral intentions, as job seekers are less likely to apply for 
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positions when there are negative metastereotypes in job ads21 (e.g., Wille & Derous, 

2017, 2018). Accordingly, we expected that:  

Hypothesis 1: Job attraction (H1a) and intention to apply (H1b) will be lower for 

job ads containing traits that may activate negative metastereotypes in the personality 

requirements than for job ads without traits that may activate negative metastereotypes. 

Wording of Job Ads 

In addition to the content of personality requirements, how these requirements 

are worded may also influence applicants’ reactions. Born and Taris (2010), for example, 

found that women were less likely than men to apply for positions perceived as masculine 

when the personality requirements were presented as traits (e.g., ‘Decisiveness’). When 

the personality requirements for the masculine positions were, however, presented as 

behaviors (e.g., ‘Taking decisions on how important issues can best be tackled’), women 

were as likely as men to apply. For men, neither the masculine or feminine personality 

requirements, nor their wording, affected application intention. Drawing on the Linguistic 

Category Model (Semin & Fiedler, 1991), prior research suggests that behavioral wording 

(e.g., ‘You remain calm in stressful situations’) can mitigate the negative effects of negative 

metastereotypes on job attraction and application intention in different 

underrepresented groups, such as older and younger (Koçak et al., 2023), female (Wille 

& Derous, 2018), and ethnic minority (Wille & Derous, 2017) job seekers. This effect is 

attributed to the more concrete and situational nature of verbs or behavioral 

descriptions, whereas adjectives or dispositional wording imply stable traits (Semin & 

 
21 Throughout this chapter, “negative metastereotypes in job ads” refers to job-ad cues or 

personality requirements that may activate negative metastereotypes among applicants. 

“Negative metastereotypes” is also sometimes used to refer to the specific traits that may 

activate these metastereotypes. 
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Fiedler, 1991). Understanding these mechanisms is crucial for designing inclusive job ads 

that do not lead to ethnic minority job seekers self-selecting out of the application 

procedure. Building upon prior findings, we hence expected that: 

Hypothesis 2: Traits that may activate negative metastereotypes in job ads’ 

personality requirements will have a stronger negative impact on job attraction (H2a) 

and intention to apply (H2b) when worded in a dispositional, rather than a behavioral, 

way. 

However, findings in the existing literature are not entirely consistent. While Koçak 

et al. (2022) report that behavioral wording attenuates negative effects, others find such 

effects only for specific outcomes (e.g., intention to apply but not job attraction; Wille & 

Derous, 2017, 2018). Furthermore, contrary to findings in different minority groups (i.e., 

age, gender, ethnicity; Born & Taris, 2010; Koçak et al., 2022; Wille & Derous, 2017, 2018), 

research (Van Muylem & Derous, 2025) has also found the opposite pattern among ethnic 

minority job seekers. That is, behavioral wording did not mitigate the negative impact of 

metastereotypes on job attraction and even amplified it, with behaviorally worded 

negative metastereotypes perceived as less attractive than dispositionally worded ones. 

These mixed findings indicate that differences in information processing demands, rather 

than content alone, may help explain when and why wording matters. Specifically, we 

argue that negative metastereotypes influence both which information captures 

applicants’ attention and how efficiently this information can be processed, and that these 

processes shape responses to job ads. 

First, negative metastereotypes are likely to capture attention automatically. 

People show a robust attentional bias toward negative information, which has been 

documented across a wide range of negative stimuli (e.g., Crombez et al., 2013; Macatee 

et al., 2017; O hman et al., 2001; Skinner et al., 2018; Tipples et al., 2002). Consistent with 
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research on automatic vigilance, negative social information reliably draws and holds 

attention, even when task-irrelevant (Pratto & John, 1991; Smith et al., 2003). 

Importantly, such attentional biases also extend to threats to one’s social identity (Kaiser 

et al., 2006). Consequently, job seekers may allocate disproportionate attention to 

negative metastereotypes, leaving fewer attentional resources available for processing 

other aspects of the job ad. Indeed, Koçak et al. (2024) found that both older and younger 

job seekers allocate more visual attention to negative metastereotypes than to traits that 

are not negative metastereotypes. Thus, negative metastereotypes may shape early-stage 

information processing by directing attention toward identity-relevant negative cues.  

However, such attentional capture is not without cost. Because cognitive resources 

are limited, sustained attention to negative metastereotypes consumes capacity that 

would otherwise be available for processing other job ad content (e.g., Kahneman, 1973), 

including how personality requirements are worded. To further explain how these 

processing demands might affect applicants’ reactions to job ads, we draw on Cognitive 

Load Theory (CLT; Sweller, 1988; Sweller et al., 1998). CLT posits that performance is 

hindered when task demands exceed the limited capacity of working memory (Sweller et 

al., 1998). Applied to the context of job ads and the processing of personality 

requirements, CLT offers a useful framework to understand whether exposure to negative 

metastereotypes may increase cognitive load and impair the processing of additional 

information.  

Encountering negative metastereotypes is likely to elicit a range of cognitive and 

self-regulatory processes that draw on working-memory resources (e.g., Schmader et al., 

2008). Findings show that managing identity-relevant concerns, such as stereotype-

relevant cues, may impair executive functioning due to increased cognitive regulation 

demands (Dong et al., 2022; Johns et al., 2008; Johns & Schmader, 2003). Specifically, 
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negative metastereotypes may trigger self-referential processing, such as anticipating 

evaluations and reconciling discrepancies between self-views and expected perceptions. 

This requires maintaining and integrating competing representations in working 

memory, placing additional demands on cognitive resources (Chandler & Sweller, 1991; 

Schmader et al., 2008; Vorauer et al., 1998, 2000).  

Importantly, wording itself may also impose cognitive demands. Drawing on the 

Linguistic Category Model (Semin & Fiedler, 1991), dispositional wording refers to more 

abstract trait characteristics, whereas behavioral wording involves concrete and context-

specific descriptions of behavior. While previous research (Koçak et al., 2022) suggests 

that behavioral wording can reduce the impact of negative metastereotypes by making 

requirements less associated with stable traits, behavioral wording may simultaneously 

demand greater cognitive resources. Specifically, evaluating behaviorally worded 

requirements requires applicants to imagine themselves in particular work-related 

situations and to integrate situational information with self-knowledge, which places 

greater demands on working memory than assessing whether a general trait applies (e.g., 

Sweller et al., 1998), thereby increasing cognitive load.  

Therefore, when cognitive load is already elevated due to the processing of 

negative metastereotypes, the additional demands imposed by behavioral wording may 

further strain limited cognitive resources (e.g., Sweller et al., 1998; Chandler & Sweller, 

1991). Under such conditions, resource depletion may lead to less efficient decision-

making and more negative evaluations (e.g., Baumeister et al., 1998), thereby negatively 

affecting applicants’ judgments (i.e., job attraction and intentions to apply). Consistent 

with this reasoning, prior research has shown that job ads containing negative 

metastereotypes are associated with lower job attraction and reduced intention to apply 

compared to job ads without negative metastereotypes (Wille & Derous, 2017, 2018; 
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Koçak et al., 2022, 2023). Accordingly, the combination of negative metastereotypes and 

behavioral wording may amplify negative responses rather than mitigate them.  

Hence, whereas, based on LCM, Hypothesis 2 expects that negative 

metastereotypes in job ads’ personality requirements would have a stronger negative 

impact on job attraction and intention to apply when worded in a dispositional rather 

than a behavioral way, we formulate the following competing hypothesis based on CLT: 

Hypothesis 3: Traits that may activate negative metastereotypes in job ads’ 

personality requirements will have a stronger negative impact on job attraction (H3a) 

and intention to apply (H3b) when worded in a behavioral, rather than a dispositional, 

way. 

To empirically test our competing hypotheses, the present research combines eye-

tracking (Study 1), measuring visual attention, and a dual task paradigm (Study 2), 

measuring cognitive load during job ad processing. Using both approaches enables a more 

comprehensive test of the underlying processes, as attentional capture and cognitive load 

represent related but conceptually distinct pathways through which negative 

metastereotypes may influence applicants’ reactions to job ads and personality 

requirements. Specifically, eye-tracking allows for the examination of visual attention 

allocation during information processing (e.g., Rayner, 1998), whereas dual-task 

paradigms are used to study cognitive load (e.g., Pashler, 1994). To the best of our 

knowledge, we are the first to combine these methods in a recruitment context to examine 

the cognitive underpinnings of ethnic minority job seekers' responses to negative 

metastereotypes in job ads. 
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Study 1 

The first study had two aims, namely to test the robustness of prior findings (Van 

Muylem & Derous, 2025 or Wille & Derous, 2017), and to shed light on the attentional 

mechanisms underlying them. First, this study examined whether job ads containing 

negative metastereotypes are perceived as less attractive than those without negative 

metastereotypes (Hypothesis 1a) and whether the wording of these metastereotypes (i.e., 

behavioral vs. dispositional) influences job attraction (Hypothesis 2a). In doing so, this 

study aimed to replicate and extend prior findings (e.g., Koçak et al., 2022, 2023; Wille & 

Derous, 2017, 2018) in a sample of ethnic minority participants (vs. older and younger 

and female job seekers) using alternative methodological approaches.  

Second, the present study aimed to test whether negative metastereotypes capture 

visual attention. Indeed, prior eye-tracking research has shown that both older and 

younger job seekers allocate more visual attention to traits that are perceived as negative 

age metastereotypes in job ads compared to traits that are not perceived as negative age 

metastereotypes (Koçak et al., 2024). Therefore, Study 1 examined, within the context of 

ethnicity, whether negative metastereotypes in job ads attract greater visual attention22. 

To test this, an eye-tracking experiment was conducted. Eye-tracking is widely 

used in both applied and fundamental cognitive research to examine visual attention and 

information processing (Clifton et al., 2016; Rayner, 1998). It enables the measurement 

 
22 Note that the main effect of wording (dispositional vs. behavioral) and the interaction 

between trait (negative metastereotype vs. no negative metastereotype) and wording could not 

be tested in Study 1 as dispositional and behavioral wording necessarily differ in length, 

potentially introducing an artefactual effect. This issue is addressed in Study 2, where wording 

effects and their interaction with trait can be examined more directly. 
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of both fixations (periods during which gaze remains stationary) and saccades (rapid 

movements between fixation points). As visual information is primarily processed during 

fixations, these are assumed to be closely associated with attentional allocation (Rayner, 

2009). Taken together, eye-tracking provides fine-grained spatial and temporal data on 

visual attention during task performance (Holmqvist et al., 2011). Based on earlier 

research, we expected that: 

Hypothesis 4: Ethnic minority job seekers will allocate more visual attention to 

personality traits that may activate negative metastereotypes in job ads as compared to 

traits may not activate negative metastereotypes. 

Method of Study 1 

Participants 

As the present study focused on ethnic minorities’ metastereotypes, participants 

were recruited from ethnic minority groups in Belgium. Specifically, individuals 

identifying as African, Arab, Middle Eastern, East Asian, South Asian, or Southeast Asian 

were targeted, as the negative metastereotypes embedded in the job ads were tailored to 

these groups. A total of 35 participants were recruited through the researchers’ networks 

using a snowball sampling method. After excluding participants who did not belong to 

one of the targeted groups or who failed the attention checks, the final sample consisted 

of 32 participants (63% female; 75 % African, Arab and Middle-Eastern, 25% East-, 

South- and South-East Asian; Mage = 21.63 years, SDage = 2.55). An a priori power analysis 

based on previous research (Koçak et al., 2024) indicated that 24 participants were 

required to detect the expected main effect of trait (negative metastereotype vs. no 

negative metastereotype) with 80% power (α = .05, two-tailed). All participants provided 

informed consent. Participation took approximately one hour, and participants received 

€25 for their participation. This study received approval from the Ethical Commission of 
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the Faculty of Psychology and Educational Sciences at Ghent University (reference 

number: EC 2024-114). 

Study Design 

A two-by-two within-subjects design was employed, with trait (negative 

metastereotypes vs. no negative metastereotypes) and wording (behavioral vs. 

dispositional) as within-participant factors. Dependent variables were job attraction and 

visual attention (see further: study procedure). 

Study Materials 

The traits associated with negative versus non-negative metastereotypes were 

identified in a prior Q-sorting pilot study and follow-up pilot study (see Appendix). 

Results from the pilot study indicated that individuals with African, Arab, and Middle 

Eastern backgrounds reported negative metastereotypes23 related to Honesty–Humility 

and no negative metastereotypes related to eXtraversion. In contrast, individuals with 

South Asian, East Asian, and Southeast Asian backgrounds reported negative 

metastereotypes concerning eXtraversion and no negative metastereotypes concerning 

Honesty–Humility. Based on these findings, we developed targeted job ads featuring 

applicant profiles that emphasized either eXtraversion or Honesty–Humility. All traits 

were then worded in both a behavioral (using verbs; e.g., ‘You are reliable’) and 

dispositional way (using adjectives; e.g., ‘You can act in a reliable way’). For each of the 

traits, 10 job ads were developed, resulting in a total of 20 job ads. Half of them were 

worded in a dispositional way, while the other half was worded behaviorally. The job ads 

containing the Honesty-Humility traits were the negative metastereotypes for the Arab, 

 
23 Here, negative refers to the belief that one’s group is perceived by others as relatively low on a 

positively valued characteristic, rather than to the characteristic itself being negative. 
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Middle-Eastern, and African group and the ones containing no negative metastereotypes 

for the East-, South, and South-East Asian group. The job ads that stressed eXtraversion, 

on the other hand, where the ones containing negative metastereotypes for the East, 

South-, and South-East Asian group and containing no negative metastereotypes for the 

Arab, Middle-Eastern and African group. This targeted approach allowed the ethnic 

minority sample to be analyzed as a whole, as the manipulation was tailored to reflect the 

metastereotypes identified as relevant for each subgroup in the pilot study. In doing so, it 

enhanced comparability despite differences in ethnic composition. Participants were 

shown complete job ads, however, for reasons of experimental control, parts other than 

the personality profile, such as company information, job offer/benefits, and contact 

information, were kept constant. See Appendix - Figure 1 for an example of a job ad. 

Study Procedure 

A lab experiment was set up. After receiving informed consent, participants were 

given instructions for the eye-tracking study. In total, 20 job ads were presented to each 

participant in two blocks of 10 job ads. Each block contained trials from the four 

conditions: negative metastereotypes-dispositional wording, negative metastereotypes-

behavioral wording, no negative metastereotypes-dispositional wording, and no negative 

metastereotypes-behavioral wording. Negative metastereotypes referred to personality 

traits identified in the pilot study as being perceived as negative for the participant’s 

specific ethnic subgroup. In contrast, the no negative metastereotype condition included 

traits that were not perceived as negative metastereotypes for that subgroup. Accordingly, 

the classification of traits into negative versus no negative metastereotypes was tailored 

to each participant group, based on the pilot study findings. Job ads were presented in a 

randomized order.  
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While reading the job ads, participants had to indicate how attractive they found 

the job ads. Job attraction was measured on a 5-point Likert scale using three items based 

on van Hooft and colleagues (2006), e.g., ‘A job with a profile like this is attractive to me’. 

The job attraction scale demonstrated good internal consistency overall (α = .87). Across 

conditions, reliability remained high (α = .81–.91). The experiment was programmed in 

Experiment Builder (SR Research, Canada), which was also used for the presentation of 

the job ads and the registration of participants’ eye movements. Prior to the start of the 

eye-tracking experiment, a 9-point calibration and validation procedure was performed 

to ensure accurate eye-tracking measurement. Calibration and validation were repeated 

during the break between the two experimental blocks. In addition, a drift check was 

conducted after each job ad/trial. When the drift check exceeded the acceptable 

threshold, the calibration and validation procedure was repeated before continuing the 

experiment. Eye movements were recorded using a table-mounted Eyelink 1000+ (SR 

Research, Canada) with spatial resolution of less than 1/4 degrees of visual angle at 

sampling rate of 1000Hz. Viewing was binocular, but only the right eye was tracked. Job 

ads were presented on a 1920x1080 Beng XL2411Z LED-monitor at a viewing distance of 

95cm with a refresh rate of 144 Hz. Visual attention was operationalized as dwell time, 

defined as the total amount of time spent on different interest areas within the job ads, 

measured in milliseconds. Interest areas included the different sections of the job ad, such 

as the personality profile containing either negative metastereotypes or no negative 

metastereotypes. Immediately after the eye-tracking part of the experiment, participants 

filled in a survey, including demographics, such as age, gender (Male, Female, Other), and 

ethnicity (Arab, Middle-Eastern, Sub-Saharan African, East-Asian, South-Asian, South-

East-Asian). 
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Results of Study 1 

Analyses were conducted in RStudio (R Core Team, 2021). Means and standard 

deviations of all relevant variables are presented in Table 1, and correlations across 

conditions in Table 2.  

Job Attraction  

Hypothesis 1a, Hypothesis 2a and Hypothesis 3a were tested using a repeated 

measures ANOVA, which revealed a significant main effect of trait, F(1, 31) = 4.77, p = 

.037, ηp2 = 0.13, on job attraction. Specifically, additional analyses indicated that job 

attraction was lower for job ads containing negative metastereotypes than for those 

without negative metastereotypes. This pattern was observed in the dispositionally 

worded condition (negative metastereotypes: M = 3.02, SD = 0.91; no negative 

metastereotypes: M = 3.33, SD = 0.83), t(31) = −2.18, p = .037, but not in the behaviorally 

worded condition (negative metastereotypes: M = 3.15, SD = 1.01; no negative 

metastereotypes: M = 3.38, SD = 0.85), t(31) = −1.31, p = .201 (see Figure 1). However, 

there was no significant main effect of wording, F(1, 31) = 0.91, p = .348, nor a significant 

interaction effect between trait and wording, F(1, 31) = 0.16, p = .691, on job attraction. 

Hypothesis 1a, which tested the negative effect of negative metastereotypes on job 

attraction, could be confirmed. Hypothesis 2a and 3a could not be confirmed as there was 

no significant main or interaction effect of wording.  

Visual Attention 

Hypothesis 4 predicted that ethnic minority job seekers would allocate more visual 

attention to negative metastereotypes in job ads than to traits that were not negative 

metastereotypes. A paired-samples t-test showed that participants allocated significantly 

more visual attention to negative metastereotypes (M = 4505.30; SD = 574.47) than to 

traits that are not negative metastereotypes (M = 4253.17, SD = 444.30), t(31) = 7.82, p < 
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.001. Hypothesis 4 was therefore supported. This pattern was observed for both 

dispositionally worded ads (negative metastereotypes: M = 3371.81, SD = 2403.63; no 

negative metastereotypes: M = 2928.41, SD = 2415.49), t(31) = 2.73, p = .010, and for 

behaviorally worded ads (negative metastereotypes: M = 6504.45, SD = 4167.76; no 

negative metastereotypes: M = 5222.42, SD = 3620.36), t(31) = 3.14, p = .004. 

Figure 1 

Means and standard errors for job attraction in the different conditions in Studies 1 and 2. 
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Table 1 

Descriptives (means and standard deviations) for study variables per experimental condition for Studies 1 and 2. 

 

Note. M = mean; SD = standard deviation. Reaction time and attention are presented in milliseconds. 
  

 

 

Negative Metastereotypes 

Dispositional 

Negative Metastereotypes 

Behavioral 

No Negative 

Metastereotypes 

Dispositional 

No Negative 

Metastereotypes 

Behavioral 

 M SD M SD M SD M SD 

Study 1 (N = 32)         

Attraction 3.02 0.91 3.15 1.01 3.33 0.83 3.38 0.85 

Attention 3371.81 2403.69 6504.45 4167.76 2928.41 2415.49 5222.42 3620.36 

Study 2 (N = 189) 

Attraction 3.37 0.76 3.31 0.76 3.56 0.72 3.51 0.70 

Application 

Intention 

0.62 0.34 0.59 0.35 0.69 0.32 0.67 0.31 

Accuracy 16.32 3.63 16.47 3.31 16.44 3.56 16.41 3.52 

Reaction Time 518.56 84.41 514.83 83.81 515.77 83.20 512.31 81.29 
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Table 2 

Means, standard deviations, and correlations across conditions for all variables in Studies 1 and 2. 

Study 1 (N = 32) 

 M SD 1 2 

1. Job Attraction 3.22 0.39 - - 

2. Attention 4280.45 1546.26 .15 - 

Study 2 (N = 189) 

 M SD 1 2 3 4 

1. Job Attraction 3.44 0.65 - - - - 

2. Application 

Intention 

0.64 0.30 .83*** - - - 

3. Accuracy 16.39 3.22 -.02 .12 - - 

4. Reaction Time 515.37 80.43 -.02 -.15* -.58*** - 

Note. M = mean; SD = standard deviation; Reaction time and attention are presented in milliseconds; Correlations are are presented below the 

diagonal; *** p < 0.001, ** p < 0.01, * p < 0.05. 
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Discussion of Study 1 

The first aim of Study 1 was to replicate earlier findings that show that job 

attraction is lower for job ads containing traits that may elicit negative metastereotypes 

as compared to job ads containing no traits that may activate negative metastereotypes 

(Koçak et al., 2022, 2023; Wille & Derous, 2017, 2018) in an ethnic minority sample and 

using an alternative methodology. Earlier findings (Wille & Derous, 2017) were indeed 

confirmed; Job attraction was lower for the job ads containing traits that may activate 

negative metastereotypes as compared to the job ads containing no traits that may 

activate negative metastereotypes in the context of ethnic minorities. 

In addition, the study examined whether the wording of these metastereotypes 

influenced job attraction. We found no evidence for a main effect of wording, nor for an 

interaction between wording and metastereotypes. These findings suggest that the 

negative impact of metastereotypes on job attraction is robust across different wording 

styles. One possible explanation for the lack of wording effects is that negative 

metastereotypes may have increased cognitive load, thereby reducing one’s cognitive 

resources available to process more subtle aspects of the job ad, such as the differences 

in behavioral vs. dispositional wording of person requirements. Compared to 

dispositional descriptions, behavioral formulations require individuals to think about 

their own behavior in specific situations and contexts, which may be more cognitively 

demanding than evaluating oneself in terms of relatively stable personality 

characteristics. As a result, potential wording effects may be attenuated and therefore 

more difficult to detect. However, this explanation would imply that wording effects 

should still emerge in the non-negative metastereotype condition. This was not the case: 

Within the non-negative metastereotype condition, no wording effect was found, either. 

This finding suggests that the absence of wording effects cannot be attributed solely to 
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cognitive load. Perhaps wording effects depend on the type of recruitment outcome as 

well. Indeed, wording effects have been more consistently observed for intention to apply, 

as a proxy of application behavior, than for job attraction, which is a more attitudinal 

outcome (Wille & Derous, 2017, 2018). Deciding whether to apply may more strongly 

engage job seekers’ self-concept and perceived consequences, making subtle wording 

more impactful. Therefore, in Study 2, we will also examine the effect of wording on one’s 

intention to apply. 

Next, this study aimed to examine whether negative metastereotypes capture 

more attention than personality requirements that are not negative metastereotypes. 

Results showed that negative metastereotypes attracted more visual attention across 

both wording conditions. This pattern suggests that negative metastereotypes capture 

attention, consistent with research on attentional biases toward negative and identity-

relevant information (e.g., Pratto & John, 1991; Smith et al., 2003) and prior findings in 

the context of age metastereotypes (Koçak et al., 2024). Negative metastereotypes thus 

capture ethnic minorities’ attention (and hence cognitive resources). 

Taken together, the findings of Study 1 provide evidence that negative 

metastereotypes in job ads lower job attraction and may capture visual attention, 

suggesting that such cues indeed shape information processing. However, the present 

study does not allow for a test of whether behavioral wording attracts attention, as 

behavioral descriptions were inherently longer than dispositional trait descriptors, which 

may have confounded attentional measures. 

To address limitations from the eye tracking paradigm and to further examine the 

underlying cognitive mechanisms, Study 2 adopts a dual-task paradigm. The dual task is 

used as an indirect measure of cognitive load. Importantly, the secondary task is not used 

to manipulate cognitive load. Rather, performance on the secondary task serves as an 
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indicator of the cognitive resources that remain available after processing the job ad. If 

processing negative metastereotypes and behavioral wording consumes cognitive 

resources, participants should have fewer resources available for the secondary task, 

resulting in slower reaction times and/or lower accuracy. This approach allows us to 

investigate not only the effects of metastereotypes and wording, but also their interaction, 

on cognitive load. In addition, Study 2 extends the outcome measures by examining 

applicants’ intention to apply alongside job attraction. 

Study 2 

Study 2 has two objectives. First, we aimed to retest the influence of negative 

metastereotypes in job ads on job attraction and intention to apply (Hypotheses 1a and 

1b). The conflicting effects of wording were also studied (Hypotheses 2a and 2b vs. 

Hypotheses 3a and 3b). The second objective of this study was to examine whether 

exposure to job ads containing personality traits that may activate negative 

metastereotypes and behavioral wording increases cognitive load. Negative 

metastereotypes may consume limited cognitive resources, thereby increasing cognitive 

load and reducing the capacity to process other job ad information (e.g., Kahneman, 1973; 

Sweller, 1988). Moreover, behavioral wording may further increase cognitive demands by 

requiring more complex mental simulation and integration (Sweller et al., 1998). 

Consequently, their combination may amplify cognitive load and impair processing 

efficiency (e.g., Baumeister et al., 1998). 

In the present study, participants evaluated job ads in terms of job attraction and 

intention to apply. The ads varied in the presence of negative metastereotypes and 

wording (dispositional vs. behavioral). To assess cognitive load, we employed a dual-task 

paradigm (Pashler, 1994), a widely used objective-direct measurement method for 

capturing variations in mental effort (Esmaeili Bijarsari, 2021; Park & Bru nken, 2017). 
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Dual-task paradigms are based on the assumption that cognitive resources are limited 

(Kahneman, 1973). When individuals are required to perform two tasks simultaneously, 

increased cognitive demands are reflected in decrements in performance (Pashler, 1994). 

Importantly, in this study, the dual-task paradigm is used to assess, rather than 

manipulate, cognitive load. Specifically, participants first processed a job ad and 

subsequently completed a secondary task. Performance on this secondary task served as 

an indirect indicator of the cognitive resources available following job ad processing. As 

such, participants first processed a job ad followed by a secondary task in which they had 

to react to a color change on screen. Cognitive load was assessed via accuracy and reaction 

time on the secondary task. Given that cognitive resources are limited, higher cognitive 

load is typically reflected in lower accuracy and slower reaction times on the secondary 

task (Pashler, 1994). We therefore expected that:  

Hypothesis 5: Secondary task accuracy will be significantly lower (H5a) and 

reaction times significantly higher (H5b), in the negative metastereotype condition 

compared to the condition without negative metastereotypes. 

Hypothesis 6: Traits that may activate negative metastereotypes in person 

profiles of job ads will have a stronger negative impact on accuracy (H6a) and reaction 

time (H6b) if worded in a behavioral compared to a dispositional way. 

Method of Study 2 

Participants  

As the present study focused on ethnic minorities’ metastereotypes, participants 

were recruited exclusively from ethnic minority groups in the United Kingdom. As in 

Study 1, the targeted groups were African, Arab, Middle Eastern, East Asian, South Asian, 

and Southeast Asian, as the negative metastereotypes embedded in the job ads were 

specifically developed for these groups. A total of 250 participants were recruited via 
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Prolific. After excluding participants who did not belong to one of the targeted groups or 

who failed the attention checks, the final sample consisted of 189 participants (52% male; 

81 % South-, East-, and South-East Asian, 19% African, Arab, and Middle-Eastern; Mage = 

35.72 years, SDage = 11.14). All participants provided informed consent. Participation took 

approximately 20 minutes, and participants received £3 for their participation. This study 

received approval from the Ethical Commission of the Faculty of Psychology and 

Educational Sciences at Ghent University (EC 2025-002). 

Study Design 

A two-by-two within-subjects design was employed, with trait (negative 

metastereotypes vs. no negative metastereotypes) and wording (behavioral vs. 

dispositional) as within-participant factors. During each trial, participants 

simultaneously completed a dual-task paradigm while processing and rating the job ads. 

Dependent variables were job attraction, application intention, accuracy and reaction 

time (see further: study procedure). 

Study materials  

The same targeted traits as in Study 1 were used (see Appendix for the pilot 

studies). Honesty–Humility represents a negative metastereotype for individuals from 

African, Arab and Middle Eastern minority groups, but not for individuals from East-, 

South-, and South-East Asian minority groups. For eXtraversion, the pattern is reversed, 

as it is a negative metastereotype for East-, South-, and South-East Asian minority groups 

and no negative metastereotype for African, Arab, and Middle-Eastern minority groups. 

See Appendix - Figure 2 for an example of a job ad. During data analysis, the job ads were 

categorized into the appropriate conditions (negative vs. no negative metastereotypes) 

separately for each ethnic minority group, in accordance with the pilot study results. This 

targeted approach made it possible to study the ethnic minority sample as a whole, 
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because for each subgroup the manipulation reflected the metastereotypes identified as 

relevant in the pilot study, thereby increasing comparability despite differences in ethnic 

composition. For reasons of experimental control, only the person profile varied. All other 

information in the job ad was held constant, namely, company information, job 

offer/benefits, and contact information. 

Study Procedure 

Participants took part in an online experiment programmed in lab.js (Henninger 

et al., 2022) and hosted on OpenLab (OpenLab, n.d.). After receiving informed consent, 

participants were given instructions for the dual-task paradigm. The experiment started 

with three practice trials using random personality profiles. Following the practice round, 

participants completed two blocks of 40 trials each, resulting in a total of 80 trials. Within 

each block, participants completed 10 trials from each of the four experimental 

conditions: negative metastereotypes–dispositional wording, negative metastereotypes–

behavioral wording, no negative metastereotypes–dispositional wording, and no negative 

metastereotypes–behavioral wording. Negative metastereotypes referred to personality 

traits that were identified in the pilot study as being perceived as negative 

metastereotypes for the participant’s specific ethnic subgroup. In contrast, the no 

negative metastereotype condition included traits that were not perceived as negative 

metastereotypes for that subgroup. Thus, the classification of traits into negative versus 

no negative metastereotypes was tailored to each participant group, in line with the pilot 

study findings. 

In each trial, participants were presented with a job ad. Job ads were randomized 

within each block. Each trial consisted of three parts. First, participants rated job 

attractiveness on a 5-point Likert-type scale (based on van Hooft et al., 2006), namely ‘A 

job with a profile like this is attractive to me’ (1 = Strongly disagree; 5 = Strongly agree). 
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Second, they indicated whether they would apply for the position by selecting “Yes” or 

“No”. Third, the grey border surrounding the ad changed color to either red or green. 

Participants were instructed to respond to this color change by pressing the “r” key for 

red or the “g” key for green within 750 milliseconds. Performance on this secondary task 

was indexed by two dependent variables: (a) accuracy, defined as the total number of 

correct responses to the color change, and (b) reaction time, measured in milliseconds. 

Following completion of the experimental task, participants provided demographic 

information such as age, gender (Male, Female, Other), and ethnicity (Arab, Middle-

Eastern, Sub-Saharan African, East-Asian, South-Asian, South-East-Asian). 

Results of Study 2 

Analyses were conducted in RStudio (R Core Team, 2021). Means and standard 

deviations of all study variables are presented in Table 1, and correlations across 

conditions in Table 2. Job attraction was strongly positively correlated with intention to 

apply (r = .83, p < .001); The more attractive participants rated the job, the more likely 

they were to apply. Accuracy was strongly negatively associated with reaction time (r = -

.58, p < .001); The faster participants reacted to the color change, the lower their accuracy. 

All other correlations were small or non-significant. 

Job Attraction 

To test Hypothesis 1a, Hypothesis 2a, and Hypothesis 3a, a repeated measures 

ANOVA (RM-ANOVA) was conducted, showing a significant effect of trait, F(1, 188) = 

17.40, p < .001, ηp2 = 0.08, and wording, F(1, 188) = 14.70, p < .001, ηp2 = 0.07, on job 

attraction. There is, however, no significant interaction effect of trait and wording, F(1, 

188) = 0.30, p = 0.596. Hypothesis 1a, which investigated the effect of trait on job 

attraction, was supported. Specifically, overall job attraction was lower for job ads 

containing negative metastereotypes than for those without negative metastereotypes. 
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This pattern was observed for both dispositionally worded job ads (negative 

metastereotypes: M = 3.37, SD = 0.76; no negative metastereotypes: M = 3.56, SD = 0.72), 

t(188) = −3.96, p < .001, and behaviorally worded job ads (negative metastereotypes: M = 

3.31, SD = 0.76; no negative metastereotypes: M = 3.51, SD = 0.70), t(188) = −4.12, p < 

.001 (see Figure 1). Hypotheses 2a and 3a examined the effect of wording on job attraction. 

Results indicated that job attraction was lower for behaviorally worded job ads than for 

dispositionally worded job ads. This effect emerged both in the presence of negative 

metastereotypes (dispositional: M = 3.37, SD = 0.76; behavioral: M = 3.31, SD = 0.76), 

t(188) = −3.34, p = .002, and in the absence of negative metastereotypes (dispositional: M 

= 3.56, SD = 0.72; behavioral: M = 3.51, SD = 0.70), t(188) = −2.65, p = .009. Therefore, 

Hypothesis 3a was supported, while we could not find evidence for Hypothesis 2a. 

Intention to Apply 

Hypothesis 1b, Hypothesis 2b, and Hypothesis 3b, were also tested with a RM-

ANOVA. Similar to job attraction, results revealed significant main effects of trait, F(1, 

188) = 16.64, p < .001, ηp2 = 0.07, and wording, F(1, 188) = 17.07, p < .001, ηp2 = 0.08, on 

intention to apply. Trait and wording, F(1, 188) = 0.99, p = .32; however, did not interact. 

Specifically, overall intention to apply was lower for job ads containing negative 

metastereotypes than for those without negative metastereotypes. This pattern was 

observed for both dispositionally worded job ads, negative metastereotypes (M = 0.62, SD 

= 0.34; no negative metastereotypes: M = 0.69, SD = 0.32), t(188) = −3.58, p < .001, and 

behaviorally worded job ads (negative metastereotypes: M = 0.59, SD = 0.35; no negative 

metastereotypes: M = 0.67, SD = 0.31), t(188) = −3.81, p < .001. Hypothesis 1b, which 

investigated the effect of trait on intention to apply, was therefore supported. Hypotheses 

2b and 3b examined the effect of wording. Results indicated that intention to apply was 

lower for behaviorally worded job ads than for dispositionally worded job ads. This effect 
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emerged both in the presence of negative metastereotypes (dispositional: M = 0.62, SD = 

0.34; behavioral: M = 0.59, SD = 0.35), t(188) = −3.67, p < .001, and in their absence 

(dispositional: M = 0.69, SD = 0.32; behavioral: M = 0.67, SD = 0.31), t(188) = −2.85, p = 

.004. Therefore, Hypothesis 3b was supported, while we could not find evidence for 

Hypothesis 2b. 

Accuracy  

Hypothesis 5a examined the influence of negative metastereotypes on accuracy 

whereas Hypothesis 6a examined the moderating role of wording. A RM-ANOVA revealed 

no significant main effects of trait, F(1, 188) = 0.40, p = .545, or wording, F(1, 188) = 0.70, 

p = 0.411, on accuracy in the dual task. In addition, no significant interaction effect 

between trait and wording, F(1, 188) = 1.30, p = 0.248, on accuracy was found. Therefore, 

Hypotheses 5a and 6a were not supported. 

Reaction Time 

Finally, Hypothesis 5b examined the influence of negative metastereotypes on 

reaction time on the secondary task and Hypothesis 6b examined the moderating role of 

wording. A RM-ANOVA showed no significant main effects of trait, F(1, 188) = 1.40, p = 

.237, on reaction time in the dual task. The main effect of wording on reaction time was 

not significant, F(1, 188) = 3.90, p = .050. No significant interaction effect between trait 

and wording on reaction time was observed, F(1, 188) = 0.00, p = .855. Consequently, 

Hypotheses 5b and 6b could also not be confirmed.  

Discussion of Study 2 

 Study 2 aimed to test the effects of both trait (no negative vs. negative 

metastereotypes) and wording (dispositional vs. behavioral) on ethnic minority job 

seekers’ job attraction and intention to apply. First, in line with previous findings (Koçak 

et al., 2022, 2023; Van Muylem & Derous, 2025; Wille & Derous, 2017, 2018), we found 
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that ethnic minority job seekers perceived job ads containing personality traits that may 

activate negative metastereotypes as less attractive than those without personality traits 

that may activate negative metastereotypes. Participants were also less likely to apply 

when the job ads’ personality requirements contained traits that may activate negative 

metastereotypes. 

Regarding wording, results further showed that behaviorally worded job ads were 

perceived as less attractive than dispositionally worded ones, irrespective of whether the 

ads included negative metastereotypes. Furthermore, participants were also less inclined 

to apply for the behaviorally worded job ads as compared to the dispositionally worded 

ones. These findings provide only partial support for the alternative hypothesis 

(Hypothesis 3) that behavioral wording may amplify, rather than mitigate, the negative 

impact of negative metastereotypes. Although both negative metastereotypes and 

wording showed significant main effects, the non-significant interaction suggests that 

their effects are additive rather than multiplicative in nature. This indicates that the 

impact of wording does not depend on the presence of negative metastereotypes. Notably, 

this finding aligns with results reported by Van Muylem and Derous (2025) but contrasts 

with findings from other studies (Born & Taris, 2010; Koçak et al., 2022; Wille & Derous, 

2017, 2018). Across several studies, positive effects of behavioral wording on both job 

attraction and intention to apply have been observed (Koçak et al., 2022), whereas in 

other cases, effects have been found exclusively for intention to apply (Wille & Derous, 

2017, 2018). While these studies show mixed effects, they do not report negative effects 

of behavioral wording as observed in Van Muylem and Derous (2025) and the present 

research. 

We hypothesized that such findings for ethnic minority job seekers might be 

explained by cognitive load. That is, processing negative metastereotypes may evoke 



NEGATIVE METASTEREOTYPES: EYE-TRACKING AND DUAL TASK 193 

 

affective and self-regulatory responses, which may prompt self-referential processing, 

both relying on working-memory resources (Schmader et al., 2008; Vorauer et al., 1998, 

2000). Based on this reasoning, we hypothesized that processing job ads containing 

negative metastereotypes would result in lower accuracy and slower reaction times in a 

dual-task paradigm. Although a marginally significant effect of wording on reaction time 

emerged, no statistically significant differences between the conditions in accuracy or 

reaction time were observed.  

Potential alternative explanations may account for the absence of the effects of 

negative metastereotypes and wording on cognitive load. First, the secondary task may 

have been insufficiently demanding or sensitive to elicit observable performance 

decrements, resulting in limited variability in accuracy and reaction times. An additional 

consideration concerns the use of the dual-task paradigm to assess cognitive load. The 

validity of such measures may depend on the specific task combination and the intended 

interpretation of the outcomes (Kane, 2013), and dual tasks can vary in their sensitivity 

across research contexts, with objective dual-task measures in particular showing lower 

sensitivity toward subtle changes in cognitive load (Esmaeili Bijarsari, 2021). 

Furthermore, the absence of an effect may be attributable to the timing of the secondary 

task, which was administered only after participants had read and processed the job ads. 

As a result, any differences in cognitive load experienced during the reading phase may 

have diminished by the time the secondary task was performed, reducing the likelihood 

of detecting significant effects. As such, it is possible that the present dual-task paradigm 

was less sensitive to subtle variations in cognitive load, which may have contributed to 

the absence of strong effects.  

Although Study 1 demonstrated that negative metastereotypes capture visual 

attention, the present findings do not show similar effects on cognitive load. This pattern 
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may be consistent with a dissociation between early attentional allocation and task 

performance, such that cues that attract attention do not necessarily impair task 

execution as captured by the present measures. An alternative explanation is that the 

dual-task paradigm may be less sensitive to subtle cognitive effects than eye-tracking 

measures, which capture attentional allocation more directly.  

At the same time, their consistent negative impact on job attraction indicates that 

negative metastereotypes meaningfully shape evaluative responses to job ads. 

General Discussion 

 Self-selection out of the application procedure remains an understudied topic in 

ethnic minority job seekers (Wille & Derous, 2017). Negative metastereotypes (Vorauer 

et al., 1998) can withhold ethnic minority job seekers from applying (Wille & Derous, 

2017). Indeed, in both studies, we found that ethnic minority job seekers are less 

attracted to job ads that contain personality traits that may activate negative 

metastereotypes. Furthermore, Study 2 also showed that they are not only less attracted 

to these job ads, but also less inclined to apply, indicating that these effects may extend to 

behavioral outcomes. In sum, the findings on the influence of negative metastereotypes 

on job attraction were replicated across different methodological approaches (i.e., survey, 

dual-task paradigm, and eye-tracking), which increases confidence in their robustness. 

In prior research on different minority groups (e.g., gender, older, and younger job 

seekers), behavioral wording of negative metastereotypes has been found to attenuate 

their negative effects. However, evidence for this effect among ethnic minority job seekers 

is mixed. For instance, Wille and Derous (2017) found support for this attenuating effect 

in a sample with high proficiency in Dutch. In contrast, the findings reported by Van 

Muylem and Derous (2025) did not support this pattern; Instead, the effect was reversed, 

with ethnic minority job seekers perceiving behaviorally worded job ads as less attractive 
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than dispositionally worded ones. The present studies aimed to further examine this 

inconsistency between minority groups. In Study 2, the reversed pattern was replicated, 

as behaviorally worded job ads were perceived as less attractive and were associated with 

lower intention to apply. This effect was found both for personality requirements with 

and without negative metastereotypes. In Study 1, however, no significant effect of 

wording on job attraction was observed. 

A suggested explanation for these mixed findings surrounding wording was 

cognitive load. First, the presence of negative metastereotypes may increase cognitive 

load, thereby reducing the cognitive resources available for processing other aspects of 

job ads, such as differences in wording. Specifically, negative metastereotypes may evoke 

affective and self-regulatory responses and trigger self-referential processing, which 

draw on working-memory resources (e.g., Schmader et al., 2008; Vorauer et al., 1998, 

2000). In addition, wording itself may shape applicants’ responses through two distinct 

mechanisms. Drawing on the Linguistic Category Model (Semin & Fiedler, 1991), 

behavioral wording may mitigate the negative impact of metastereotypes by presenting 

personality requirements in more concrete behavioral terms (e.g., ‘You stay calm in 

stressful situations) than stable traits (e.g., ‘You are calm’). In contrast, based on Cognitive 

Load Theory (Sweller, 1988; Sweller et al., 1998), behavioral wording may amplify 

negative effects of negative metastereotypes by imposing greater cognitive demands, as 

it requires more elaborate mental simulation and integration. Under conditions of 

heightened cognitive load induced by negative metastereotypes, these competing 

processes may offset one another or become less salient, as job seekers have fewer 

cognitive resources available to process such nuances. This may be particularly relevant 

for ethnic minority job seekers, for whom the language of the job ad (e.g., Dutch or 

English) is not always their first language, further increasing processing demands. As a 
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result, job seekers may be less sensitive to how personality requirements are worded. 

Building on this reasoning, the present research examined whether negative 

metastereotypes increased cognitive load and captured visual attention. As identity-

relevant negative cues, such as negative metastereotypes also attract attention 

automatically (Koçak et al., 2024), consistent with research on attentional biases towards 

negative information (Pratto & John, 1991; Smith et al., 2003). 

The present findings provide support for the proposed attentional mechanism, but 

not for the proposed cognitive-load mechanism.. In Study 2, no evidence was found that 

negative metastereotypes nor behavioral wording increased cognitive load, as 

performance in the dual-task paradigm did not differ across conditions (negative vs. no 

negative metastereotypes; dispositional vs. behavioral wording). In contrast, Study 1 

provided evidence that negative metastereotypes capture attention, as indicated by 

increased visual attention toward these cues (see also Koçak et al., 2024). This suggests 

that negative metastereotypes may primarily influence early attentional processes 

without necessarily impairing further task performance. 

Strengths, Limitations and Avenues for Future Research 

 This research is among the first to employ targeted metastereotypes. Earlier 

studies (Van Muylem & Derous, 2025; Wille & Derous, 2017) treated “the ethnic minority 

group” as homogeneous, despite the considerable diversity in cultural and ethnic 

identities it encompasses. To address this diversity, a series of pilot studies were 

conducted to identify which HEXACO personality traits are perceived as (negative) 

metastereotypes for specific ethnic minority groups. Participants were then presented 

with job ads containing metastereotypes tailored to their own ethnic background, thereby 

enhancing the validity of the design. In addition, the use of realistic job ads and targeted 

metastereotypes enhances the ecological validity of the findings. However, job attraction 
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and intention to apply are still self-report measures. Therefore, in future studies, it would 

be interesting to examine the effects of negative metastereotypes in real-world 

recruitment settings. 

Furthermore, the findings were replicated in a UK-based sample using English-

language job ads. Previous studies in this domain were conducted in Dutch in Belgium 

and the Netherlands. The replication in the UK suggests that the present findings can be 

generalized beyond this specific linguistic and regional context. Finally, to our knowledge, 

previous studies did not pay much attention to cognitive mechanisms , i.e., attention and 

cognitive load, that may explain ethnic minority job seekers’ reactions to personality 

requirements in job ads and their wording in job ads. Importantly, by combining outcome 

measures (i.e., job attraction and intention to apply) with process-oriented measures (i.e., 

accuracy, reaction time, and visual attention), the present research provides insight not 

only into whether negative metastereotypes have an effect, but also into the underlying 

processes through which these effects may emerge. Yet, although the studies employed 

realistic job ads, this study’s goal was not to capture the full complexity of job search 

behavior, but rather to examine explanatory mechanisms in a rigorous experimental way. 

As a result, the studies entail some limitations regarding ecological validity. Nevertheless, 

investigating these mechanisms in more naturalistic job search contexts represents a 

promising avenue for future research. 

Finally, although the present studies did not provide evidence that negative 

metastereotypes increased cognitive load, prior findings suggest that such effects may 

emerge when cognitive resources are more constrained. For instance, Van Muylem and 

Derous (2025) found that the lower participants’ language proficiency (as measured by 

LexTale; Lemho fer & Boersma, 2012), the more attractive they found job ads containing 

dispositionally worded negative metastereotypes, whereas this association was not 
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observed in behaviorally worded job ads. When linguistic processing is more demanding, 

such as among individuals with lower language proficiency and when job ads require a 

more fine-grained interpretation of behaviorally worded negative metastereotypes, 

cognitive demands may accumulate. That is, when applicants with lower language 

proficiency are required to interpret a trait within a specific context and translate it into 

concrete behavior, this places additional demands on working memory. When combined 

with the processing of negative metastereotypes, which already consumes cognitive 

resources, this may result in even higher cognitive load, leaving fewer resources available 

for processing the job ad information. Consequently, this accumulation of demands may 

impair processing efficiency and lead to less favorable evaluations, such as lower job 

attraction (e.g., Baumeister et al., 1998). These findings raise the possibility that cognitive 

load plays a role primarily under conditions of heightened processing demands (like with 

behaviorally worded negative metastereotypes and lower language proficiency), whereas 

other mechanisms (such as the Linguistic Category Model) may operate when such 

constraints are less pronounced. Another factor that may help explain the absence or 

weaker emergence of cognitive load effects in the present studies is participants’ language 

background. If Dutch or English were not participants’ first language, the processing of 

emotionally laden or socially sensitive words may have differed from processing in a first 

language. Research on bilingualism suggests that emotional processing is often stronger 

and more automatic in a first language than in a second language, particularly among late 

bilinguals and when tasks rely on automatic processing (Aguilar et al., 2024). 

Consequently, negative metastereotypes presented in Dutch/English may have been 

experienced as less emotionally salient or less automatically processed by participants 

for whom Dutch/English was a second language. This could have attenuated cognitive 

load effects, especially if the emotional meaning of the metastereotypical traits was not 
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processed as strongly as it would have been in participants’ first language. Future 

research could therefore examine whether applicants’ first versus second language use, 

language proficiency, and age of acquisition influence the processing of negative 

metastereotypes in job ads. 

Conclusion 

The present findings contribute to the literature by demonstrating that 

personality traits that may activate negative metastereotypes in job ads influence both 

evaluative and behavioral outcomes, and by identifying attentional processes as a 

potential underlying mechanism.  

From a practical perspective, these findings indicate that organizations should 

carefully consider how job ads are formulated. The inclusion of personality traits that may 

activate negative metastereotypes may discourage ethnic minority job seekers from 

applying, thereby contributing to self-selection and potentially limiting workforce 

diversity (Derous et al., 2026). Notably, the present findings also suggest that previously 

proposed solutions, such as behavioral wording, may not be as effective for ethnic 

minority job seekers as for other underrepresented groups (like older job seekers, 

women job seekers) and, hence, may even have unintended negative consequences.  

These findings underscore the importance of understanding how subtle cues in 

recruitment materials shape decision-making among ethnic minority job seekers. As 

organisations increasingly strive toward diverse and inclusive workforces, ensuring that 

recruitment materials do not inadvertently signal exclusion to qualified minority 

candidates becomes not only a research priority but a practical imperative.
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Appendix 

Pilot Study: Identification of Negative Metastereotypes Across Ethnic Minority 

Groups 

An initial pilot study was conducted to identify which HEXACO personality traits 

were perceived as negative metastereotypes among different ethnic minority groups. The 

study was approved by the Faculty of Psychology and Educational Sciences Ethics 

Committee (2023-122). All participants provided informed consent prior to 

participation. Participants were recruited through Prolific. An online survey was 

administered to 57 participants (Mage = 38.71, SDage = 15.82; 51% male; 44% 

African/Arab/Middle Eastern) belonging to various ethnic minority groups. Participants 

were asked to evaluate 60 HEXACO personality adjectives (Romano et al., 2023) derived 

from the HEXACO Personality Inventory (Lee & Ashton, 2018). Participants were 

instructed as follows: ‘Below you will be shown various personality traits. Your task is to 

indicate whether you believe White people perceive you and people from your ethnic group 

as more or less characterized by each of the descriptions below compared to White people 

themselves.’ For example: ‘I believe White people perceive me and people from my ethnic 

group as more/less exuberant than White people.’ Responses were provided on a 7-point 

Likert scale ranging from (1 = Much less; 7 = Much more). Participants could consult a 

definition of each adjective by hovering over the item. 

The resulting data were analysed using exploratory factor analysis (EFA) with 

varimax rotation to identify underlying metastereotypes. The chi-square test for the 

model was significant, χ²(628) = 852.48, p < .001, indicating that the two-factor solution 

captured meaningful covariance within the data. 
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The exploratory factor analysis yielded a theoretically interpretable two-factor 

solution with acceptable fit for exploratory purposes. Factor 1 had an eigenvalue of 10.66 

and explained 26.8% of the variance, whereas Factor 2 had an eigenvalue of 4.89 and 

explained an additional 11.2% of the variance, resulting in a cumulative explained 

variance of 38.1%. 

Additional model fit indices suggested moderate model fit (RMSEA = .075, 90% CI 

[.064, .091], SRMR = .098, TLI = .692, CFI = .740, BIC = −1718.77). Although some fit 

indices fell below conventional thresholds associated with confirmatory psychometric 

validation (Schreiber et al., 2006; Ullman & Bentler, 2012), the solution was considered 

adequate given the exploratory nature of the pilot study and its primary purpose of 

identifying theoretically meaningful (negative) metastereotypes for subsequent stimulus 

development. 

Inspection of the rotated factor solution revealed two distinct participant 

perspectives. The first factor was primarily defined by participants with Arab, Middle 

Eastern, and African backgrounds, whereas the second factor was primarily defined by 

participants with Asian backgrounds. To interpret these factors, we examined the scores 

assigned to the adjectives within each group. Participants associated with the first factor 

tended to perceive Honesty–Humility-related adjectives as negative metastereotypes 

while viewing eXtraversion-related adjectives as relatively neutral. In contrast, 

participants associated with the second factor tended to perceive eXtraversion-related 

adjectives as negative metastereotypes and Honesty–Humility-related adjectives as 

relatively neutral.  

Based on these findings, Honesty–Humility was retained as the negative 

metastereotype and eXtraversion as the neutral one for participants with African, Arab, 
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and Middle Eastern backgrounds. Conversely, eXtraversion was retained as the negative 

metastereotype and Honesty–Humility as the neutral one for participants with Asian 

backgrounds. These traits were subsequently retained for further examination in a 

follow-up study. These results highlight that the content of negative metastereotypes 

differs across ethnic minority groups and underscore the importance of considering 

ethnic minority groups as heterogeneous rather than homogeneous. 

Follow-Up Study: Selection and Validation of Trait Descriptors for Job Ad Profiles 

A follow-up study was conducted to further examine the specific trait descriptors 

and to develop the personality profiles used in the experimental job ads. This study 

focused on the HEXACO traits Honesty–Humility, and eXtraversion. These were chosen as 

the pilot study indicated Honesty-Humility is a negative metastereotype for the 

African/Arab/Middle Eastern group and eXtraversion is a negative metastereotype for 

the Asian group. The study materials included the 10 adjectives identified in the pilot 

study, supplemented with 10 synonymous descriptors. For Honesty–Humility, the 

candidate adjectives evaluated during the validation study included faithful, loyal, honest, 

sincere, humble, trustworthy, devoted, reliable, dependable, truehearted, steadfast, genuine, 

truthful, authentic, modest, upright, unpretentious, down-to-earth, self-effacing, and 

reserved. For eXtraversion, the candidate adjectives evaluated during the validation study 

included cheerful, exuberant, extraverted, sociable, vivacious, light-hearted, radiant, 

enthusiastic, lively, energetic, vibrant, animated, outgoing, social, expressive, talkative, 

engaging, approachable, and cordial. Each adjective was assessed using both a 

dispositional formulation (e.g., ‘You are honest’) and a behavioural formulation (e.g., ‘You 

can act honest when providing feedback during performance reviews’). The study was 

approved by the Faculty of Psychology and Educational Sciences Ethics Committee (2023-

122). All participants provided informed consent prior to participation. Participants were 
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recruited through Prolific. An online survey was administered to 150 participants (Mage = 

34.13, SDage = 10.91; 50% male; 35% African/Arab/Middle Eastern). 

Participants first rated the extent to which each adjective corresponded to the 

intended HEXACO trait definition using a 5-point Likert scale (ranging from 1 - Item does 

a VERY BAD job of reflecting the bolded trait to 5 - Item does a VERY GOOD job of reflecting 

the bolded trait). Items with a mean score above 4.00 were retained. Items approaching 

the threshold and judged theoretically relevant were additionally retained 

In a subsequent step, participants evaluated whether each item reflected how a 

person inherently is (dispositional wording) versus how a person can behave 

(behavioural wording) on a 5-point Likert scale (ranging from 1 - Definitely a trait, how 

one is to 5 - Definitely a behavior, how one can behave). Dispositional items with a mean 

score above 2.50 on the dispositional dimension and behavioural items with a mean score 

above 2.50 on the behavioural dimension were retained. 

In addition to assessing trait correspondence and dispositional versus behavioural 

framing, participants in the validation study also evaluated the extent to which the 

adjectives reflected perceived metastereotypes associated with different ethnic minority 

groups. Specifically, participants rated whether the characteristics were perceived by 

White majority group members as more or less descriptive of individuals with 

African/Middle Eastern versus Asian minority backgrounds. These ratings were included 

to ensure that the retained adjectives continued to reflect the intended metastereotypes 

identified in the pilot study. The results indicated that Honesty–Humility-related 

adjectives remained more strongly associated with negative metastereotypes for African 

and Middle Eastern groups, whereas eXtraversion-related adjectives remained more 

strongly associated with negative metastereotypes for Asian minority groups. 
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Following the item selection procedure, eight items were retained for Honesty–

Humility (Table 1) and ten items for eXtraversion (Table 2). These retained items were 

subsequently used to construct the personality profiles embedded in the experimental 

job ads. Using the same validated adjectives across ethnic groups was particularly useful, 

as it allowed the manipulation to vary the metastereotype relevance of the traits while 

keeping the specific wording constant across conditions. More specifically, Honesty–

Humility-related adjectives functioned as negative metastereotypes for participants with 

African, Arab, and Middle Eastern backgrounds but not for participants from Asian 

minority groups, whereas the reverse pattern was observed for eXtraversion-related 

adjectives.
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Table 1 

Results for retained Honesty–Humility Items. 

Adjective Dispositional 

wording cue 

Behavioral  

Wording cue 

Trait 

match (D) 

Trait 

match (B) 

D B Meta 

Afr/ME 

Meta 

Asian 

Honest  You are honest. You can act honest when 

providing feedback during 

performance reviews. 

4.50 4.17 2.50  3.81  2.71 3.23 

Sincere  You are sincere. You can be sincere when 

praising a colleague for their 

hard work. 

4.33  4.28 2.49  3.87  2.81 3.40 

Trustworthy  You are trustworthy. You can be trustworthy when 

handling confidential 

information. 

4.533 4.42 2.60 3.78  2.56 3.04 

Truthful  You are truthful. You can act truthful when 

explaining setbacks to the 

team. 

4.37  4.24 2.55  3.78 2.71 3.16 

Upright  You are upright. You can be upright in your 

decision-making, always 

prioritizing fairness. 

4.09 4.10  2.61  3.72  2.68 3.38 

Unpretentious  You are unpretentious. You can act unpretentious 

when collaborating with 

others, focusing on the task 

rather than titles. 

4.16  4.09  2.31  3.91  

 

2.96 3.40 

Self-effacing You are self-effacing. You can be self-effacing, giving 

credit to the team rather than 

taking it all yourself. 

3.84  4.18  2.66  

 

3.66  2.96 3.21 
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Reserved  You are reserved. You can act reserved in 

meetings. 

3.79  3.67 2.49 3.95  2.83 3.85 

Note. Trait Match (D) = mean rating for correspondence with the dispositional trait definition; Trait Match (B) = mean rating for correspondence with 

the behavioral trait definition; D = mean rating indicating the extent to which the item reflects how a person inherently is; B = mean rating indicating 

the extent to which the item reflects how a person can behave; Meta Afr/ME = metastereotype ratings for participants with African or Middle Eastern 

backgrounds; Meta Asian = metastereotype ratings for participants with Asian minority backgrounds.  

 

Table 2 

Results for retained eXtraversion Items. 

Adjective Dispositional 

wording cue 

Behavioral  

Wording cue 

Trait 

match (D) 

Trait 

match (B) 

D B Meta 

Afr/ME 

Meta 

Asian 

Exuberant  You are exuberant. You can act exuberant when 

leading brainstorming 

sessions, encouraging creative 

ideas. 

3.73 3.73  2.61  3.88  3.69 2.87 

Extraverted  You are extraverted. You can be extraverted during 

networking events, easily 

making new connections. 

3.93  3.99 2.25  3.78  3.86 2.57 

Vivacious  You are vivacious. You can be vivacious when 

organizing company events, 

bringing energy to every 

interaction. 

3.72  3.87  2.27  3.84  3.57 2.83 

Light-hearted You are light-hearted. You can act light-hearted 

during stressful meetings, 

keeping the mood positive. 

3.96  3.91  2.50  3.70  3.57 2.84 
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Radiant  You are radiant. You can be radiant when 

welcoming new clients, 

creating a warm first 

impression. 

4.07  4.13   2.45  3.65  3.41 2.93 

Energetic  You are energetic. You can act animated when 

discussing new ideas with 

clients, helping them see the 

vision. 

3.68  3.81 2.63 4.00  3.43 2.90 

Outgoing  You are outgoing. You can be outgoing when 

engaging with potential 

partners. 

4.05  3.94  2.61  3.67  3.79 2.88 

Social  You are social. You can act social in team 

lunches, fostering 

camaraderie among 

colleagues. 

3.90 4.10  2.38  3.74   4.05 2.95 

Talkative  You are talkative. You can act talkative in team 

meetings, ensuring that all 

ideas are heard. 

3.81  4.10  2.41  3.68  3.37 2.83 

Animated  You are animated. You can act animated during 

team presentations, making 

complex ideas easier to 

understand. 

3.63  3.93  

 

2.76  3.82  3.48 2.98 

Note. Trait Match (D) = mean rating for correspondence with the dispositional trait definition; Trait Match (B) = mean rating for correspondence with 

the behavioral trait definition; D = mean rating indicating the extent to which the item reflects how a person inherently is; B = mean rating indicating 

the extent to which the item reflects how a person can behave; Meta Afr/ME = metastereotype ratings for participants with African or Middle Eastern 

backgrounds; Meta Asian = metastereotype ratings for participants with Asian minority backgrounds.  
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Figure 1 

An example of a job ad in the eye-tracking study. 

 

 

 

 

 

 

 

 

 

 

 

Note. The experiment was conducted using the original Dutch version of the job ad. The English 

version is provided for illustrative purposes only. 

 

Figure 2  

An example of a job ad and a trial in the dual task. 

 

 





 

 

CHAPTER 5 

Ethnic diversity endorsement in organizations: Development and validation of the 

Employee Ethnic Diversity Endorsement Scale (EEDES)24,25 

Delphine Van Muylem, Annemarie Hiemstra, Stijn Schelfhout, Eva Derous 

 

Diversity, equity, and inclusion policies have been implemented in many organizations but 

evidence for their effectiveness remains mixed. Individual employees' endorsement of ethnic 

diversity at the workplace can provide one potential explanation, which we investigated in this 

study. The present study aims to develop and validate the Employee Ethnic Diversity 

Endorsement Scale (EEDES; N = 1,559). Two studies show evidence for a one-factor structure, 

high reliability, and convergent/discriminant validity of the EEDES. EEDES predicts behaviors 

over and above individual characteristics (e.g., cultural diversity beliefs), providing support for 

incremental validity. We conclude that EEDES provides valuable insights into workers' intentions 

to support and collaborate with ethnically diverse coworkers, offering a promising tool for 

research and practice.

 
24 An exact copy of this chapter was submitted to Frontiers in Psychology in September 2025. 
25 Previous versions of this chapter were presented: Van Muylem, D., Hiemstra, A., Schelfhout, S., & Derous, 

E. (2024). Ethnic diversity endorsement in organizations: Development and validation of the Ethnic 

Diversity Endorsement Scale. 18th Dutch-Flemish Research Meeting on Personnel Recruitment and 

Selection, Abstracts. Presented at the 18th Dutch-Flemish Research Meeting on Personnel Recruitment and 

Selection, Tilburg, the Netherlands. Van Muylem, D., Hiemstra, A., Schelfhout, S., & Derous, E. (2025). 

Ethnic diversity endorsement in organizations: The Employee Ethnic Diversity Endorsement Scale. 40th 

Annual SIOP Conference, Abstracts. Presented at the 40th Annual SIOP Conference, Denver, Colorado, 

United States. Van Muylem, D., Hiemstra, A., Schelfhout, S., & Derous, E. (2025). Development and 

validation of the Employee Ethnic Diversity Endorsement Scale for organisations. 22nd European Congress 

of Work and Organisational Psychology (EAWOP 2025), Book of Abstracts. Presented at the 22nd European 

Congress of Work and Organizational Psychology, Prague, Czechia.  
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As a result of the growing inflow of immigrants with diverse cultural backgrounds, 

ethnic diversity has become a key form of diversity in Western countries (Madera et al., 

2018; Shen et al., 2009). This increase in ethnic diversity does not come without 

challenges and is still not always reflected in the labor market. In Western Europe, 

unemployment rates for ethnic minorities are twice as high as for the ethnic majority 

group (OECD, 2024). Evidence indicates that this ethnic minority bias could be partly 

explained by hiring discrimination (Lippens et al., 2023). However, inequalities affecting 

ethnic minorities extend beyond the hiring process and persist throughout employment. 

Even after entering organizations, ethnic minority employees may encounter biases that 

shape their workplace experiences and outcomes. These biases have been associated with 

lower levels of well-being and poorer mental health (Blustein, 2011; Trenerry et al., 

2024), diminished work quality (Flores, 2013; Fouad, 2007; Zhang, 2023), and reduced 

competitive advantages (Okatta & Olawale, 2024). In contrast, organizations that actively 

promote diversity, equity, and inclusion (DEI) practices tend to foster more positive and 

inclusive workplace experiences (Alkhatib et al., 2024). 

The importance of creating inclusive workplaces has increasingly been recognized 

at the policy level, e.g., by the European Union (EU) Anti-Racism Plan (2020-2025), 

encouraging member states to implement diversity, equity, and inclusion (DEI) initiatives. 

Indeed, in 2020, the worldwide market for DEI initiatives was estimated at 7.5 billion USD. 

By 2070, this figure is expected to double (America’s Best Employers For Diversity, 2023). 

Despite their popularity, evidence for their effectiveness remains limited (Roberson, 2019): 

Diversity initiatives like diversity training seem to have null effects or even backfire 

(Bezrukova et al., 2016; Leslie, 2019), which negatively affects employees’ support for 

diversity (Avery, 2011; Burnett & Aguinis, 2023) and hinders the organization’s diversity 

and inclusion goals.  
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The present paper studies employee ethnic diversity endorsement in organizations, a 

crucial factor for successful DEI interventions (Dawson et al., 2024). We describe the 

development and validation of the Employee Ethnic Diversity Endorsement Scale (EEDES) to 

measure this construct. Below, we first discuss the theoretical conceptualization of 

employees’ ethnic diversity endorsement, followed by an overview of studies that investigate 

EEDES’ internal, external, and incremental validity. 

Employee Ethnic Diversity Endorsement 

Conceptualization of EEDES 

Diversity endorsement demonstrates the extent to which individuals embrace 

diversity ideologies (e.g., Gale et al., 2021) and support diversity, equity, and inclusion (e.g., 

Avery, 2011). Specifically, employee ethnic diversity endorsement reflects the extent to 

which employees are committed to supporting and engaging in behaviors that foster ethnic 

and racial diversity, equity, and inclusion within organizational settings. Employee ethnic 

diversity endorsement captures employees’ commitment to promoting an inclusive 

workplace culture by interacting with colleagues from diverse ethnic backgrounds in a 

respectful and supportive manner. Examples include avoiding insensitive language or 

speaking up when offensive remarks are made.  

A behavior-focused, workplace-relevant measure of employees’ endorsement of 

ethnic diversity can offer practical insights for assessing and improving DEI efforts. We aimed 

to develop an instrument that differentiates itself from other scales in different ways. 

First, whereas the Diversity Beliefs Scale (DBS; van Dick et al., 2008) the and Pro-

Diversity Beliefs Scale (PDBS; Kauff et al., 2019) focus on cognitive appraisals of diversity, 

EEDES emphasizes concrete workplace behaviors that reflect diversity values, making it 

more applicable for assessing behavioral commitment in organizational contexts. 
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Second, EEDES also uniquely captures both active (e.g., confronting offensive jokes) 

and passive (e.g., avoiding exclusionary language) forms of diversity endorsement. This 

distinguishes EEDES from scales like the Interpersonal Racial Allyship Scale (IRAS; Williams 

& Sharif, 2021), and the Anti-Racism Behavioral Inventory (ARBI; Pieterse et al., 2016), 

which emphasize more overt allyship or activism, often beyond professional settings. EEDES 

further expands on the scope of diversity behavior measurement by including both 

confrontational (e.g., speaking up to colleagues telling offensive jokes) and non-

confrontational (e.g., avoiding words that may be ethnically offensive) responses to 

exclusionary practices. In contrast, scales like the Disagree Openly with Racial 

Microaggressions Scale (DORMS; Mekawi & Todd, 2018), the Acceptability of Racial 

Microaggressions Scale (ARMS; Mekawi & Todd, 2018), focus specifically on reactions to 

racial microaggressions, particularly through direct confrontation. EEDES offers a broader 

and more flexible behavioral approach that aligns with workplace dynamics. 

Third, existing diversity scales often measure general attitudes rather than 

workplace-specific behaviors, making them useful but suboptimal for assessing diversity 

endorsement in organizational settings. Applying a general scale to the workplace creates a 

mismatch that does not capture the unique social, structural, and policy-driven factors that 

shape workplace diversity behaviors. EEDES fills this gap by explicitly measuring both active 

engagement and passive endorsement within professional environments. Unlike general 

scales, EEDES ensures consistency in interpretation, reflects the realities of workplace norms 

and constraints, and provides actionable insights for organizations to assess and improve 

their diversity, equity, and inclusion (DEI) efforts. We designed EEDES for applicability across 

all organizational levels. Its neutral wording (e.g., referring to “colleagues” and “certain ethnic 

groups”) avoids cultural or hierarchical specificity, allowing use with both majority and 
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minority employees, from entry-level staff to leadership. This neutral wording makes EEDES 

a valuable tool for assessing DEI behaviors across the organizational hierarchy.  

Current Studies and Hypotheses 

Two studies (N = 1,559) aimed to develop and validate a measure of ethnic diversity 

endorsement in organizations (i.e., Employee Ethnic Diversity Endorsement Scale; EEDES) in 

four different phases (see Table 1). In Phase 1, items were developed based on literature and 

evaluated for face validity in two pre-studies. In Phase 2, internal validity was examined using 

factor analyses and test-retest reliability. We expected all items to load on a single factor 

representing employee ethnic diversity endorsement (Hypothesis 1). Phase 3 assessed 

external validity through a nomological network, including individual differences expected to 

influence EEDES scores, as well as behaviors resulting from endorsement (see further 

Hypotheses 2–4). In Phase 4, we tested whether EEDES predicted work-related outcomes 

beyond individual factors such as SDO (see further Hypothesis 5). 

Table 1 

Overview of the different phases and studies. 

 Study 1A Study 1B Study 2 

Phase 1: Item development and selection X   

Phase 2: Internal validity     

Factor Structure & reliability X X X 

Phase 3: External validity     

Nomological network    

Individual factors driving EEDES  X X X 

Behaviors resulting from EEDES   X 

Phase 4: Incremental validity   X 
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Study 1 

The goal of Study 1 was to develop and initially validate the Employee Ethnic Diversity 

Endorsement Scale (EEDES), using exploratory and confirmatory factor analyses to test a 

one-factor structure and regressions to examine how individual differences relate to ethnic 

diversity endorsement. 

A range of individual difference factors may influence whether employees endorse 

ethnic diversity and can help create more nuanced models of diversity in organizations 

(Roberson, 2019). This study focused on several of these factors, including different diversity 

attitudes. 

Motivation to Respond without Prejudice 

Motivation to respond without prejudice reflects the extent to which one aims to 

act in nonprejudiced ways and is therefore a likely precursor of ethnic diversity 

endorsement (Plant & Devine, 1998). Specifically, because less prejudiced people are 

motivated to inhibit the automatic activation of stereotypes (Dunton & Fazio, 1997), 

employees’ motivation to respond nonprejudiced might correlate positively with ethnic 

diversity endorsement. Indeed, individuals showing high motivation to respond without 

prejudice are more motivated to support diversity initiatives (Mack et al., 2002). 

According to Plant and Devine (1998), this motivation can be internal (IMS), driven by 

equality and fairness beliefs, or external (EMS), driven by social pressure. Indeed, IMS 

correlates strongly and negatively with prejudice, while EMS shows weaker or 

inconsistent associations (Devine et al., 2002). Moreover IMS relates positively to one’s 

concerns about showing respect, whereas EMS does not (LaCosse & Plant, 2019). Building 

on these findings, we hypothesized that IMS would relate positively to EEDES (Hypothesis 

2a), and EMS less strongly (Hypothesis 2b). 
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Cultural Diversity Beliefs 

Cultural diversity beliefs (CDB) are individual perspectives about how diversity 

influences group performance and processes (van Knippenberg et al., 2007), ranging from 

seeing diversity as a source of conflict to a source of innovation (van Knippenberg & 

Haslam, 2003). Pro-diversity beliefs are associated with positive outgroup attitudes 

(Kauff & Wagner, 2012) and higher likeliness to exhibit organizational behaviors 

consistent with those beliefs, such as support for workplace diversity training (Gilbert & 

Ivancevich, 2000). Ng and Sears (2020) also found that CEOs are more likely to take action 

in support of diversity when they have positive diversity beliefs. Hence, we expected CDB 

to relate positively to EEDES (Hypothesis 2c).  

Social Dominance Orientation 

Social dominance orientation (SDO) encompasses whether one regards inequality 

among individuals as appropriate and correlates positively with racial-ethnic prejudice 

and other prejudicial attitudes (Sidanius & Pratto, 1999). If the superiority of one’s 

demographic group is a central component of one’s belief system, like when one scores 

high on SDO, that person is less likely to welcome cultural diversity in the organization 

(Avery, 2011). Those high in SDO are less likely to support diversity, hire Black candidates, 

or evaluate them favourably (Aquino et al., 2005; Umphress et al., 2008). Because of this 

and because SDO is also linked to the endorsement of ethnic discrimination (Grigoryev et 

al., 2020), we hypothesized that SDO relates negatively to EEDES (Hypothesis 2d). 

Acceptability of Interculturally Insensitive Behavior 

 Beyond predictors, we also examined an outcome of ethnic diversity endorsement. 

Research shows that diversity-endorsing healthcare providers engage in more interculturally 

sensitive behaviors (Lauwers et al., 2024). Furthermore, research shows that allies, people 

high in diversity endorsement, are less likely to commit microaggressions (Williams & 
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Sharif, 2021). We expected that employees high in ethnic diversity endorsement would view 

insensitive behavior as less acceptable, while those low in endorsement would view it as 

more acceptable (Hypothesis 3).  

Method of Study 1 

Participants and Procedure 

Data were collected through an online questionnaire in the Netherlands and the 

Flemish-speaking part of Belgium using two samples. In the first sample (Study 1a), 434 

participants (Mage = 37.21; SDage = 13.40; 44.7% identified as male) were recruited through 

the researchers’ network and snowballing method, with 91.0% having an ethnic majority 

background (either Dutch or Belgian). Ethnic minority status was operationalized 

according to the definition of Statistics Netherlands (2023) and Statistics Flanders (2022). 

A person with at least one parent born abroad can be regarded as part of an ethnic 

minority group. The largest non-Western ethnic minority groups in the Netherlands and 

Belgium are Turkish, Surinamese, Moroccan, Antillean, Indonesian, Polish, and Romanian 

(Statistics Flanders, 2022; Statistics Netherlands, 2023). In the second sample (Study 1b), 

303 participants (Mage = 46.00; SDage = 11.35; 50.2% identified as male) were recruited 

through a survey panel, with 93.1% having an ethnic majority background (either Dutch or 

Belgian). Ethical approval (both samples) was received from the Ethics Review Committee of 

the university where this study was conducted (approval number 21-080).  

Measures 

All measures were administered using a six-point Likert-type scale (1 = strongly 

disagree; 6 = strongly agree) and adapted towards ethnic diversity unless otherwise 

mentioned. All but one scale were administered in both Studies 1a (S1a) and 1b (S1b). 

Employee Ethnic Diversity Endorsement (S1a/1b) items were based on 

Linnehan et al. (2003, 2006) who formulated several behavioral goals for enhancing the 
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effectiveness of diverse organizations (i.e., speaking up to those who use offensive language, 

discussing issues of diversity and cultural background, interacting frequently with members 

of other groups, avoiding the use of offensive language, and discussing potentially difficult 

issues with members of other groups). Besides items supporting ethnic diversity, items 

covering opposing behaviors were added. An example of a supporting item is ‘At work, I try 

to avoid words that may be ethnically offensive’, an example of an item measuring opposing 

goals is ‘At work, I deliberately ignore members from different ethnic groups’. Furthermore, 

EEDES is developed from a non-specific perspective and does not mention cultural 

specificities. All items were critically reviewed and discussed by three research team 

members, resulting in a total of 16 items (see Table 2). The EEDES score consisted of the 

mean score26, with a lower (higher) score representing low (high) diversity endorsement 

The final scale (Table 3) consisted of 12 items of which Cronbach’s alpha was .85 (Study 

1a) and.84 (Study 1b). 

Internal and External Motivation to Respond Without Prejudice (S1a/1b) 

were based on Plant and Devine (1998). An example item of IMS is ‘Personally, I believe 

that I am not prejudiced against ethnic minorities’ (5 items; S1A α = .77; S1B α =.76) and 

an EMS item is ‘Due to the current politically correct standards, I try to come across as 

unprejudiced towards ethnic minorities in the workplace’ (5 items; S1A α = .74; S1B α = 

.82). 

Cultural Diversity Beliefs (S1a/1b) was measured with 4 items (S1A α = .68; S1B 

α = .79), based on the Diversity Beliefs Scale of van Dick et al. (2008). An example item is 

‘I think that syndicate groups should contain people of the same ethnicity’. Items were 

reverse coded such that higher scores represented more positive cultural diversity beliefs.  

 

 
26 Scores of items measuring opposing diversity were reversed-coded. 
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Table 2 

Original 16 items to measure Employee Ethnic Diversity Endorsement. 

Items of the Employee Ethnic Diversity Endorsement 

Scale M SD 

α when 

item is 

removed 

Factor 

Loading 

Factor 1 

The following items concern your behavior towards 

colleagues at work: 

    

1. I scold other employees when they use words that may be 

offensive to members of certain ethnic groups. 

3.61 1.23 .79 .32* 

2. I speak up to employees when they tell offensive jokes 

about people in different ethnic groups. 

3.53 1.16 .79 .29* 

3. I seek out opportunities to work together with members 

of other ethnic groups. 

3.75 1.13 .80 .33* 

4. I take action against activities or situations where 

members of other ethnic groups are excluded. 

3.63 1.14 .80 .27* 

5. I remain silent when others tell jokes that are offensive to 

ethnic minorities. 

3.46 1.13 .81 .08 

6. I try not to make remarks that promote ethnic 

stereotypes. 

4.07 1.24 .79 .24* 

7. I try to avoid words that may be ethnically offensive. 4.53 1.07 .78 .41* 

8. I hesitate to bring up topics that may cause conflict 

between myself and members of other ethnic groups. 

3.64 1.21 .82 -.03 

9. I deliberately use words that can offend members of 

certain ethnic groups. (R) 

5.44 0.82 .79 .85* 

10. I deliberately exclude members of certain ethnic groups 

from certain work-related activities(R) 

5.35 0.86 .79 .87* 

11. I deliberately try to work with members of diverse 

ethnic groups as little as possible. (R) 

5.26 1.04 .79 .87* 

12. I deliberately ignore members from different ethnic 

groups. (R) 

5.43 0.82 .79 .92* 

13. I think that others are right when they promote ethnic 

stereotypes and prejudices. (R) 

4.87 1.04 .79 .57* 

14. I don’t often think about the use of words that can hurt 

certain ethnic groups. (R) 

3.92 1.25 .80 .20* 

15. I don’t hesitate to bring up topics that can cause conflict 

between me and members of other ethnic groups. (R) 

4.19 1.18 .81 .19 

16. I do not pay attention to whether or not members from a 

certain ethnic group are excluded during work related 

activities. (R) 

3.97 1.26 .81 .12 

Note. Reverse-coded items are indicated with (R); * p < .05 
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Social Dominance Orientation (S1a/1b) was measured with 14 items (S1A α = 

.88; S1B α = .90) of the Social Dominance Orientation scale of Van Hiel and Duriez (2002). 

An example item is ‘Some people are inferior to others’. Higher scores represent a higher 

level of social dominance orientation.  

Intercultural sensitive behavior (S1b) was measured with five vignettes 

reflecting intercultural conflict situations with microinsults. Microinsults are a type of 

microaggressions found in statements that are insensitive and demean a person’s racial 

or ethnic heritage. They are usually based on negative stereotypes (Sue, Capodilupo, et 

al., 2007) and often have negative consequences (Sue, Bucceri, et al., 2007). Vignettes 

were based on expert descriptions of intercultural conflict situations that occurred in real 

life as posted on HR websites (like BrightHR, e.g., “Racial Discrimination Examples: 

Everybody Knows It’s against the Law to Discriminate against an Employee Because of 

Their Race,” n.d.). For example, the first vignette: ‘Mohammed has a Moroccan migration 

background and, like you, he works as a buyer at a paint factory. Your manager is constantly 

making comments about his beard and asking questions about Islamic habits. As a result, 

Mohammed is starting to perceive his workplace as increasingly intimidating and hostile.’ 

Other vignettes include similar microaggressions related to (2) afro hairstyles, (3) 

headscarves, (4) food in other cultures, and (5) COVID-19. Vignettes were validated in a 

sample of 150 ethnic minorities, different from Study 1a/b (Mage = 33.81; SDage = 9.26; 

44.7% identified as male). Participants rated every situation on whether comments in the 

vignettes would hurt them and whether they consider them microinsults (both on a 7-

point Likert-type scale). All situations were perceived hurtful (ranging from M = 5.17 (SD 

= 1.49) to M = 6.17 (SD = 1.18)), and as microinsults (ranging from M = 5.22 (SD = 1.62) 

to M = 6.17 (SD = 1.21)), indicating successful manipulations. After each vignette, 

participants rated how acceptable they found the colleague’s behavior expressing micro-



EMPLOYEE ETHNIC DIVERSITY ENDORSEMENT SCALE 229 

 

aggressions towards the ethnic minority employee on a 5-point Likert-type scale (1 = 

totally acceptable, 5 = totally unacceptable).  

Analyses 

All analyses27 were done in R (R Core Team, 2021). First, in Study 1a (Phase 1), face 

validity/content adequacy of EEDES-items was evaluated with the Hinkin Tracey 

correspondence index (htc; Colquitt et al., 2019; Hinkin & Tracey, 1999). Subsequently 

(Phase 2), the internal validity of EEDES was tested using a two-step strategy with data of 

Study 1a (N = 434) randomly split in a calibration and validation part (Anderson & West, 

1998; Gerbing & Hamilton, 1996). Specifically, exploratory factor analysis (EFA) was used 

to uncover the underlying model (n = 217; calibration sample), followed by a 

confirmatory factor analysis (CFA) using maximum likelihood (ML) estimation method 

(validation sample). Goodness of fit was evaluated using the (very conservative) chi-

squared test (χ2, with p > .05 for outstanding fit), the Comparative Fit Index (CFI, > .95 for 

good fit, > .90 for adequate fit), the Root Mean Square Error of Approximation (RMSEA, < 

.01 for excellent fit, < .05 for good fit, < .08 for adequate fit) and the Standardized Root 

Mean Square Residual (SRMR, < .08 for good fit) (Schreiber et al., 2006; Ullman & Bentler, 

2012). In Study 1b (n = 303), a CFA was carried out to cross-validate Study 1a findings. 

 
27 Harman’s one-factor analysis using principal component analysis showed no evidence for 

common method variance (CMV; Podsakoff et al., 2003) in both Studies 1a and 1b. In Study 1a, 

no single factor emerged as the PCA extracted 12 components explaining 65.47% of the total 

variance (first unrotated component: 23.63% of the variance). In Study 1b, also no single factor 

emerged as the PCA extracted 7 components explaining 67.17% of the total variance (first 

unrotated component: 29.70% of the variance). 
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Next, in both Studies 1a and 1b (Phase 3), EEDES scores were regressed on four 

individual factors (i.e., IMS/EMS, CDB, and SDO). Ethnic minority status was included as 

a covariate. Finally, in Study 1b, participants’ scores on the EEDES were related to 

intentions of intercultural sensitive behavior (e.g., evaluation of micro-insults). 

Results of Study 1a 

First (Phase 1), content adequacy/face validity of the EEDES was tested using the 

htc-index ranging from 0 (no correspondence to definition) to 1 (complete 

correspondence to definition). Following Colquitt et al. (2019), we recruited 475 non-

experts via Prolific (Mage = 43.05; SDage = 15.14; 51.6% identified as male; 84.0% whites), 

who rated whether the 16 original EEDES items correspond to the definition of employee 

ethnic diversity endorsement on a 7-point Likert-type scale. The htc-index was .63, 

indicating average content adequacy. The htc-index was calculated again for the adapted 

scale in Phase 2.  

Subsequently (Phase 2), an EFA with ML estimation on 16 items (Table 2) showed 

one factor explaining 25% of total variance28. Twelve items with significant factor 

loadings (.20 - .92) were retained. Although some scholars advocate a minimum loading 

threshold of .30 or higher (Costello & Osborne, 2005), we retained items with loadings as 

 
28 Alternative factor structures were explored to assess the dimensionality of the scale. Although 

the two-factor solution showed improved fit (CFI = .814, RMSEA = .117) compared with the one-

factor solution (CFI = .523, RMSEA = .173), overall fit remained suboptimal. More importantly, 

the two factors did not represent theoretically meaningful or interpretable dimensions of 

diversity endorsement. Therefore, consistent with the conceptualization of diversity 

endorsement as an overarching construct, the more parsimonious one-factor structure was 

retained and further evaluated using confirmatory factor analysis. 
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low as .20 based on a combination of statistical and conceptual considerations. 

Specifically, several of the lower-loading items had received acceptable face validity 

ratings (htc-index) in Phase 1, indicating that they were perceived by respondents as 

fitting the definition of employee ethnic diversity endorsement. This decision aligns with 

guidance in scale development literature that emphasizes retaining items with 

conceptual relevance, especially during early-stage validation (De Vellis, 2017; 

Worthington & Whittaker, 2006). Item 5 (rating: 2.93) and item 8 (rating: 4.48) showed 

significantly lower correspondence ratings (all p’s < .001) as compared to the retained 

items in our development sample. Item 16 appeared difficult to interpret, like ‘I do not pay 

attention to whether or not members from a certain ethnic group are excluded during work-

related activities (reverse scored)’. Item 15 was more about avoiding conflict between 

oneself and others, hence, not fitting the diversity endorsement concept, like ‘I hesitate to 

bring up topics that may cause conflict between myself and members of other ethnic groups 

(reverse scored)’. When these items were removed, the htc increased to .83, hence 

providing additional support for removing those items. Preliminary reliability of the 

items in the validation sample, n = 217, was calculated with a good reliability, α = .85. 

Confirmatory factor analysis using ML estimation (12 final items) showed an 

acceptable fit for the one-factor model with χ2(37) = 70.16, p < .001, CFI = .97, RMSEA = 

.06 (CI 90%: .04 - .09); SRMR = .06 (Hypothesis 1 supported). Although these fit indices 

meet commonly cited thresholds (Hu & Bentler, 1999), it is important to note that recent 

research cautions against rigidly applying fixed cutoffs across all modelling contexts 

(Bazzoli, 2024; McNeish & Wolf, 2023). Thus, the global fit indices are treated as rough 

guidelines rather than definitive proof of model adequacy. Cronbach’s alpha was .85. 

Additionally, we examined the model's local fit by inspecting residual correlations and 

normalized residuals. The average residual correlation was .016, indicating that on 
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average, the model accounted well for observed associations between items. Inspection 

of normalized residuals showed that only three values exceeded the commonly used 

threshold of 2.0, with the highest being 2.57, suggesting that local misfit was limited and 

not systematic (Brown, 2015). Further inspection of the CFA results showed that all 

retained items demonstrated statistically significant standardized factor loadings (p ≤ 

.001), indicating meaningful relationships with the latent construct. While a subset of 

items showed particularly strong loadings above .60, others exhibited more moderate 

associations, with several items loading below .50. Importantly, residual correlations and 

modification indices did not indicate the presence of problematic cross-loadings or 

substantial model misfit, providing support for the unidimensional structure of the scale. 

Taken together, both global and local fit indices support the adequacy of the measurement 

model. Table 3 shows the coefficients, z-values, standard errors, and p-values of the CFA.29  

 

 

 

 

 

 

 

 

 

 

 
29 In the final one-factor model, residual covariances were specified between several items. 

These covariances were theoretically motivated by the four types of diversity-related behavior 

identified in Avery’s (2011) framework (Silence, Championing, Subtle Resistance, and Flagrant 

Discrimination). Items reflecting the same type of behavior may share specific content beyond 

the variance explained by the overarching diversity endorsement factor, resulting in correlated 

residuals. Allowing these residuals to covary therefore accounted for this shared behavior-

specific variance while retaining the theoretically proposed unidimensional factor structure.  



EMPLOYEE ETHNIC DIVERSITY ENDORSEMENT SCALE 233 

 

Table 3 

Final 12 items: coefficients, standard errors, z-values, and p-values in the CFA. 
Items Coefficient Standard error z-value p-value 

Item 1 0.29 0.22 3.70 <.001 

Item 2 0.32 0.21 3.91 <.001 

Item 3 0.27 0.19 3.44 .001 

Item 4 0.25 0.20 3.42 .001 

Item 6 0.40 0.25 4.63 < .001 

Item 7 0.40 0.22 4.66 < .001 

Item 9 0.70 0.20 6.30 < .001 

Item 10 0.92 0.26 6.90 < .001 

Item 11 0.80 0.29 6.64 < .001 

Item 12 0.82 0.22 6.69 < .001 

Item 13 (marker item) 0.45 -- -- -- 

Item 14 0.25 0.21 3.39 .001 

Note. Items 5, 8, 15, and 16 were removed from the original scale (see exploratory factor analysis) and 

thus were not included in the confirmatory factor analysis.  

 

Finally (Phase 3), we conducted a linear regression analysis regressing EEDES on 

IMS, EMS, CDB, and SDO, while controlling for ethnic minority status, R² = .48, F(5, 211) 

= 38.88, p < .001. EEDES was significantly positively associated with IMS, β = 0.30, p < .001 

(Hypothesis 2a supported), but not with EMS, β = -0.01, p = .15 (Hypothesis 2b 

unsupported). All other hypotheses were supported, with EEDES relating significantly 

positively to CDB, β = 0.14, p = .004 (Hypothesis 2c supported), and negatively to SDO, β = 

-0.17, p = .003 (Hypothesis 2d supported). See Table 4 for means, standard deviations, and 

correlations between EEDES and individual factors. 

Results of Study 1b 

First (Phase 2), to investigate stability of Study 1a findings, a confirmatory factor 

analysis (with Maximum Likelihood estimation) was repeated showing an acceptable fit 

for the one-factor model of EEDES, with χ2(37) = 66.11, p = .002, CFI = .99, RMSEA = .05 
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(CI 90%: .03 – .07); SRMR = .05. Cronbach’s alpha is .84. Subsequently, Hypotheses 2 and 

3 on the nomological network were tested (Phase 3).  

Table 4 

Descriptive Statistics for Study 1A and 1B Variables. 
 Study 1A Study 1B Correlations 

 M SD M SD 1 2 3 4 5 6 7 

1. EEDES  4.47 0.66 4.24 0.82 1.00 .18** .02 .20** .61*** .57*** -.72*** 

2. Age 37.21 13.40 46.00 11.35 .06 1.00 .09 -.03 .06 .06 -.13* 

3. MS -- -- -- -- .04 -.13 1.00 -.04 .08 .06 -.09 

4. EMS  3.18 1.02 3.80 1.07 -.19** -.03 -.08 1.00 .34*** .05 -.13* 

5. IMS  4.37 0.93 4.17 0.95 .62*** -.02 .07 -.16* 1.00 .44** -.57*** 

6. CDB  4.27 0.83 3.91 1.04 .47*** -.02 .05 -.14* .38*** 1.00 -.70*** 

7. SDO  2.45 0.75 2.79 0.84 -.51*** -.19* .07 .08 -.47*** -.56*** 1.00 

Note. (Point-biserial) correlations of Study 1A (n = 217) are presented below the diagonal, correlations 

of Study 1B (n = 303) are presented above the diagonal. EEDES = Employee Ethnic Diversity Endorsement; 

MS = Minority Status; IMS = Internal Motivation to Respond without Prejudice; CDB = Cultural Diversity 

Beliefs; SDO = Social Dominance Orientation 

*** p < 0.001, ** p < 0.01, * p < 0.05 

 

A linear regression analysis was conducted to examine the effects of IMS, EMS, 

CDB, and SDO on EEDES, while controlling for ethnic minority status as a covariate, R² = 

.57, F(5, 297) = 78.35, p < .001. Consistent with Study 1a, results indicated significant 

positive associations between EEDES and IMS, β = 0.18, p < .001 (Hypothesis 2a 

supported), as well as CDB, β = 0.09, p = .03 (Hypothesis 2c supported). As expected, 

EEDES was negatively associated with SDO, β = -0.50, p < .001 (Hypothesis 2d supported). 

Neither EMS, β = 0.04, p = .23, nor the covariate ethnic minority status, β = -0.14, p = .24, 

showed a significant effect on EEDES (Hypothesis 2b unsupported). 

Finally, we studied the relation between how (un)acceptable people found their 

colleagues’ behavior in hypothetical intercultural conflict situations in organizations, M = 

3.51; SD = .84, and their scores on the EEDES. We found a significant and strong positive 

correlation, r = .56; p < .001, indicating that people who score higher on the EEDES indeed 

find the behavior of the colleague who reacts in a culturally insensitive way more 
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unacceptable, while people scoring lower on the EEDES find the behavior of the colleague 

more acceptable (Hypothesis 3 supported).  

Discussion of Study 1 

The first study aimed to develop and initially validate the Employee Ethnic 

Diversity Endorsement Scale (EEDES). Findings were in favor of a one-factor model with 

acceptable fit and good internal validity, with ample reliability and validity evidence for 

the newly developed EEDES, as confirmed in Studies 1a and 1b. As expected, IMS, CDB, 

and SDO were significantly related to employee ethnic diversity endorsement in both 

studies. Moreover, IMS showed a stronger relationship with EEDES than EMS, consistent 

with LaCosse and Plant (2019). Individuals who are externally motivated to respond 

without prejudice are focused on their own concerns about appearing prejudiced and 

focus on themselves and their own experience rather than the needs of others (like 

employee ethnic diversity endorsement). External pressure was probably also rather low 

by design as participants filled out the survey anonymously. In this sense, it is also 

reasonable that we found a stronger significant relation of IMS with employee ethnic 

diversity endorsement than of EMS, as irrespective of the context, people are always 

influenced by their internal motivations (LaCosse & Plant, 2019). People high in IMS still 

experience negative implications from operating against their own beliefs and values 

(e.g., getting angry with themselves). 

Finally, participants with higher EEDES scores viewed microaggressions as less 

acceptable. However, these vignette-based responses may not reflect actual behavior and 

could be influenced by social desirability. Study 2, therefore, aimed to replicate findings 

taking into account Study 1’s limitations. An extended nomological network was tested, 

including social desirability and whether participants act upon EEDES beliefs and express 

their opinions in an intercultural conflict.   
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Study 2 

Study 2 further examined the EEDES factorial structure and extended its 

nomological network. We extended the nomological network with several relatively new 

scales that measure outcomes of ethnic diversity support (i.e., anti-racism behavior, 

acceptability of and likeliness to disagree openly with racial microaggressions, and racial 

allyship) while taking into account social desirability (see Figure 1). The Anti-Racism 

Behavioral Inventory (ARBI; Pieterse et al., 2016) assesses anti-racism knowledge and 

awareness as well as feelings (e.g., White guilt towards racial minorities) and institutional 

advocacy (e.g., social activism). Other scales focus on allyship, the behavioral actions and 

practice of individuals, often from dominant, privileged groups, to actively support and 

advocate for underrepresented, marginalized groups. These included the Interpersonal 

Racial Allyship Scale (IRAS; Williams & Sharif, 2021) and two scales developed by (Mekawi 

& Todd, 2018): The Disagree Openly with Racial Microaggressions Scale (DORMS) and the 

Acceptability of Racial Microaggressions Scale (ARMS). The IRAS uses scenario-based items 

to assess interpersonal allyship behaviors. ARMS measures the perceived acceptability of 

racial microaggressions, while DORMS captures how likely individuals are to oppose them. 

Both DORMS and ARMS assess intentions to act, which are influenced by underlying attitudes 

(Ajzen & Fishbein, 2000). We expected positive relations of the EEDES with anti-racism 

behavior (ARBI; Hypothesis 4a), racial allyship (IRAS; Hypothesis 4b), and likeliness to 

disagree openly with racial microaggressions (DORMS; Hypothesis 4c). Furthermore, we 

expected a negative relationship with acceptability of racial microaggressions (ARMS; 

Hypothesis 4d). The ARMS is a more validated version of the vignettes of Study 1.  

The second aim of this study was to assess the temporal stability of EEDES through 

test-retest reliability.  
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The third aim focused on the incremental validity of EEDES in predicting work-

related outcomes. Specifically, we tested whether EEDES explains additional variance in 

intercultural behavior beyond established predictors such as SDO and IMS. To this extent, 

we regressed the scores of the Direct Intercultural Effectiveness Simulation instrument 

or DIES (Schelfhout & Derous, 2023) on a set of ethnic diversity variables (e.g., SDO and 

IMS), also including the EEDES scores. DIES (Schelfhout & Derous, 2023) simulates how 

effective individuals respond in intercultural situations. To this extent, DIES draws on 

intercultural competence to construct trait-driven responses to four scenarios. 

Intercultural competence combines the effects of traits, attitudes, and (knowledge based) 

skills in order to explain appropriate and effective behavior towards individuals from 

different cultural backgrounds (Dias et al., 2020). The DIES provides valuable proxies for 

actual behavior as measures of real-life intercultural interactions are not always viable. 

Prior research shows DIES scores are related to diversity variables like SDO and IMS, but 

not EMS. Based on this, we hypothesized that EEDES would predict DIES scores beyond 

other individual factors (Hypothesis 5). 

Method of Study 2 

Participants and Procedure 

Data were collected using a prospective design in the Flemish-speaking part of 

Belgium. Participants were sent two surveys (second one three weeks after first). In total, 342 

participants were recruited through snowballing method. Of the 342 participants (Mage = 

36.14; SDage = 12.73), 36.8% identified as male and 93.6% had an ethnic majority background 

(either Dutch or Belgian). Ethical approval was received from the Ethics Review Committee 

of the university where this study was conducted (approval number 2024-006).  
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Measures 

The variables from Study 1, were also used for Study 2. Additionally, variables such 

as social desirability, intercultural effectiveness, anti-racism behavior, interpersonal 

racial allyship, and acceptability of and likeliness to disagree openly with racial 

microaggressions were included at either Time 1 (T1) and/or Time 2 (T2). Unless 

otherwise noted, all variables were assessed using a six-point Likert-type scale (1 = 

strongly disagree; 6 = strongly agree). 

Employee Ethnic Diversity Endorsement (T1/T2) was measured using the 

newly developed Employee Ethnic Diversity Endorsement Scale (12 items; T1 α = .76 and 

T2 α = .84).  

Individual Factors (T1), such as external and internal motivation to respond 

without prejudice (5 items; α EMS = .78; α IMS = .77; Plant & Devine, 1998), cultural 

diversity beliefs (4 items; α = .65; Van Dick, et al., 2008), and social dominance orientation 

(14 items; α = .88; Pratto et al., 1994; Van Hiel & Duriez, 2002) were operationalized and 

measured in the same way as in Study 1. 

Social Desirability (T1) was measured using the Marlow–Crowne Social 

Desirability Scale – short form (MCDS; 13 items; α = .76; Reynolds, 1982). An example 

item is ‘I have never deliberately said something that hurt someone’s feelings.’ When 

necessary, items were reverse-scored.  

Racial Microaggressions (T2). How acceptable participants found racial 

microaggressions was assessed using the Acceptability of Racial Microaggressions Scale 

(ARMS; 31 items; α= .93; Mekawi & Todd, 2018). How likely participants are to disagree 

openly with those microaggressions was measured using the Disagree Openly with Racial 

Microaggressions Scale (DORMS; 31 items; α = .92; Mekawi & Todd, 2018). To fit the 

European context, some items were removed or adapted. For example, ‘African Americans 
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would get more jobs if they dressed more professionally’ was changed to ‘Ethnic minorities 

would get more jobs if they dressed more professionally’. CFA showed good fits for the 

adapted scales, ARMS: χ2(465) = 1101.54, p < .001, CFI = 0.90, RMSEA = 0.07 CI 90% (0.06 

– 0.07), SRMR = 0.09; DORMS: χ2(428) = 1311.71, p < .001, CFI = 0.91, RMSEA = 0.08 CI 

90% (0.07 – 0.08), SRMR = 0.09.  

Anti-Racism (T2) was measured using the Anti-Racism Behavioral Inventory 

(ARBI; 21 items; α = .91; Pieterse et al., 2016). Some items were adapted to fit the 

European context. For example, ‘The US has not acknowledged the impact of slavery’ was 

changed to ‘Europe has not acknowledged the impact of colonialism’. CFA still showed 

acceptable fit, χ2(186) = 597.94, p < .001, CFI = 0.87, RMSEA = 0.08 CI 90% (0.07 – 0.09), 

SRMR = 0.07. 

Racial Allyship (T2) was measured using the Interpersonal Racial Allyship Scale 

(IRAS; 10 items; α= .60; Williams & Sharif, 2021). Participants read situations after which 

they had to indicate how likely they would be to react in a certain way. An example of a 

situation is ‘You are with a mixed (non-White and White) group of friends, and you are 

talking about various current events and political issues, including police brutality, 

affirmative action, unemployment, and education.’ A possible reaction to this is ‘White 

supremacy needs to be addressed for our country to move forward.’ 

Intercultural Effectiveness (T1/T2) was measured using the Direct Intercultural 

Effectiveness Simulation instrument (Schelfhout & Derous, 2023). DIES simulates how 

effective individuals respond to intercultural situations. For this purpose, DIES presents 

four scenarios with each ten trait-driven responses based on intercultural competence. 

Individuals have to indicate for each of these responses how likely it is they would 

respond in similar fashion, on a scale of 0 to 100 (α = .71).  
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Analysis 

Analyses were carried out using R (R Core Team, 2021). First, a CFA with ML 

estimation and path analysis testing the nomological network using lavaan (Rosseel, 

2012) were carried out. Subsequently, two path models were tested and compared to 

study incremental validity and whether EEDES explains variance in the DIES over and 

above individual factors. The first path model looks at the effects of the individual factors 

on DIES. The second path model studies the effects of the individual factors on EEDES and 

of EEDES on DIES.30 Descriptives and the correlation between participants’ scores on the 

EEDES at the two timepoints were also calculated. 

Results of Study 2 

As in Study 1 (Phase 2), confirmatory factor analysis, using Maximum Likelihood 

estimation showed a good fit for the one-factor model of employee ethnic diversity 

endorsement (T1) with χ2(37) = 72.70, p < .001, CFI = .97, RMSEA = .05 (CI 90%: .04 – 

.07); SRMR = .06. Internal consistency (Cronbach’s alpha) was .76 (T1) and .84 (T2) as 

well as test test-retest reliability (r = .79; p < .001).  

A path analysis (Phase 3) was conducted with employee ethnic diversity 

endorsement modelled as a latent variable, χ²(171) = 497.23, p > .001, CFI = 0.87, RMSEA 

= 0.11, 90% CI [0.09, 0.13], SRMR = 0.07. Ethnic minority status was included as a 

covariate. The model revealed no significant association between EEDES and social 

 
30 Harman tests to control for CMV was carried out at T1 and T2 (Podsakoff et al., 2003). No 

evidence for CMV was found at T1 as no single factor emerged; PCA extracted 14 components 

explaining 61.20% of the total variance (first unrotated component: 20.01% of variance). At T2, 

a PCA extracted 22 components explaining 70.05% of the total variance (first unrotated 

component: 16.39% of variance), suggesting no CMV at both T1 and T2.  
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desirability, β = -0.05, p = .021. Consistent with Study 1, EEDES showed significant positive 

associations with IMS, β = 0.51, p < .001 (Hypothesis 2a supported), and with CDB, β = 

0.15, p = .005 (Hypothesis 2c supported). As expected, EEDES was negatively associated 

with SDO, β = -0.31, p < .001 (Hypothesis 2d supported). EMS was not significantly related 

to EEDES, β = -0.04, p = .35. Hence, given the positive relation of IMS with EEDES, and 

similar to the previous findings, support was found for Hypothesis 2b. There was no 

significant effect for the covariate ethnic minority status, β = -0.09, p = .05. 

 Next, looking at the effects of EEDES on behavioral tendencies, results showed 

significant positive effects of EEDES on IRAS, β = 0.31, p < .001 (Hypothesis 4b supported), 

and ARBI, β = 0.48, p < .001 (Hypothesis 4a supported), and a significant negative effect of 

EEDES on ARMS, β = -0.35, p < .001; (Hypothesis 4d supported). There was no significant 

effect of EEDES on DORMS, β = 0.10, p = .09 (Hypothesis 4c unsupported). 

To study incremental validity (Phase 4), two path models (Table 6) including DIES 

as outcome measure were tested and compared. Both models were saturated (degrees of 

freedom = 0), preventing chi-square difference testing for model fit. Therefore, explained 

variance (R²) in DIES was compared across models. Results show that a model looking at 

individual factors (IMS, CDB, SDO, and MCDS) as predictors of DIES accounted for 31.7% 

of the variance in DIES, while, a model including EEDES as an intermediate step in 

between the individual factors and DIES (also including direct effects of individual factors 

on DIES), accounted for 33.8%. Hence, EEDES contributed an additional 2.1% of 

explained variance beyond the individual factors. These results suggest that EEDES adds 

some incremental validity in predicting DIES, although the increase in explained variance 

is modest. 
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Table 5 

Descriptive Statistics for Study 2 Variables. 

 M SD 1 2 3 4 5 6 7 8 9 10 11 12 13 14 

1. EEDES 1  4.69 0.55 1.00 -- -- -- -- -- -- -- -- -- -- -- -- -- 

2. EEDES 2 4.72 0.63 .79*** 1.00 -- -- -- -- -- -- -- -- -- -- -- -- 

3. Age 36.14 12.73 .05 .08 1.00 -- -- -- -- -- -- -- -- -- -- -- 

4. MS -- -- .02 .04 -.03 1.00 -- -- -- -- -- -- -- -- -- -- 

5. MCDS 3.08 0.61 -.25*** -.24*** -.30*** -.05 1.00 -- -- -- -- -- -- -- -- -- 

6. EMS  2.90 1.01 -.18*** -.23*** .01 .03 .05 1.00 -- -- -- -- -- -- -- -- 

7. IMS  4.58 0.81 .65*** .62*** .00 .12* -..19*** -.26*** 1.00 -- -- -- -- -- -- -- 

8. CDB  3.78 0.55 .41*** .41*** -.12* .10 -.09 -.13* .42*** 1.00 -- -- -- -- -- -- 

9. SDO  2.55 0.77 -.52*** -.55*** -.05 -.06 .23*** .23*** -.56*** -.44*** 1.00 -- -- -- -- -- 

10. ARMS 3.31 0.79 -.23*** -.27*** .27*** -.20*** -.10 .16** -.30*** -.28*** .37*** 1.00 -- -- -- -- 

11. DORMS 3.42 0.88 .09 .10 .01 -.21*** .04 -.03 .06 .02 -.10 .02 1.00 -- -- -- 

12. ARBI 2.82 0.73 .45*** .56*** -.04 .15* -.11* -.16** .46*** .39*** -.16*** -.38*** .20*** 1.00 -- -- 

13. IRAS 3.64 0.63 .25*** .34*** .05 .03 .03 -.07 .34*** .25*** -.26*** -.07 .25*** .46*** 1.00 -- 

14. DIES 464.96 375.69 .47*** .51*** -.23*** .03 -.07 -.24*** .47*** .39*** -.49*** -.42*** .13* .48*** .26*** 1.00 

Note. (Point Biserial) Correlations of Study 2 (n = 342) are presented below the diagonal. EEDES = Employee Ethnic Diversity Endorsement; MS = Minority Status; 

MCDS = Social Desirability Scale; IMS = Internal Motivation to Respond without Prejudice; CDB = Cultural Diversity Beliefs; SDO = Social Dominance Orientation; 

ARMS = Acceptability of Racial Microaggressions, DORMS = Disagree Openly with Racial Microaggressions; ARBI = Anti-Racism Behavioral Inventory; IRAS = 

Interpersonal Racial Allyship Scale; DIES = Direct Intercultural Effectiveness Instrument. *** p < 0.001, ** p < 0.01, * p < 0.05
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Figure 1 

Path Model of the Nomological Network of Ethnic Diversity Endorsement in Study 2. 

 

Table 6 

Regression Analyses for the two path models. 

Model 1: Without EDES 

 B SE z p 

Outcome: DIES 

IMS 104.41 26.16 3.99 < .001 

EMS -36.37 17.41 -2.09 .037 

CDB 114.95 35.01 3.28 .001 

SDO -136.93 28.04 -4.88 < .001 

MCDS 30.51 28.23 1.08 .280 

Model 2: Including EDES as Intermediate Step 

 B SE z p 

Outcome: EDES 

IMS .33 0.03 9.76 < .001 

EMS 0.00 0.02 0.17 .869 

CDB 0.12 0.05 2.64 .008 

SDO -0.13 0.04 -3.57 < .001 

MCDS -0.10 0.04 -2.86 .004 

Outcome: DIES 

EEDES 320.52 32.63 9.82 <.001 

Note. IMS = Internal Motivation to Respond without Prejudice; CDB = Cultural Diversity Beliefs; 

SDO = Social Dominance Orientation; MCDS = Social Desirability Scale; DIES = Direct 

Intercultural Effectiveness Instrument; EEDES = Employee Ethnic Diversity Endorsement. 
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Discussion of Study 2 

The findings of Study 2 further confirm the validity of the EEDES. Factor analyses 

supported the scale’s internal structure, and test-retest reliability was high.  

Like Study 1, the results show that individual attitudes hypothesized to drive 

employee ethnic diversity endorsement such as IMS, CDB, and SDO are indeed related to 

EEDES, even when we controlled for social desirability (which has not been done in Study 

1). No significant relation with EMS. Furthermore, EEDES also related to the scales 

measuring one’s behavior towards ethnic minorities that follows from employee ethnic 

diversity endorsement as expected. People indeed intend to act upon their level of 

employee ethnic diversity endorsement. However, no relationship with DORMS was 

found. Results thus show that individuals tend to act upon their levels of employee ethnic 

diversity endorsement, but are somewhat reluctant in actively speaking up to people in 

instances of racial micro-aggressions. These results are important to combat 

discrimination and to create an atmosphere that fosters the organization’s diversity and 

inclusion goals as it is not only important to know whether someone translates their 

beliefs into actual behavior in the organizational context but also whether one speaks up 

to others. It is tempting to believe that attitudes like diversity endorsement always 

translate into actual behavior (Avery, 2011). However, even though attitudes and behavior 

are linked, attitudes are often imperfect predictors of behavior (Ajzen & Fishbein, 2001).  

Finally, EEDES showed incremental validity, predicting intercultural behavior 

(DIES) beyond individual factors like IMS and SDO. 

General Discussion 

Ethnic diversity support is an important aspect of organizational diversity (Avery, 

2011; Roberson, 2019). There is growing awareness that the success of programmatic 

approaches to diversity management depends on the interchange of a working environment 



EMPLOYEE ETHNIC DIVERSITY ENDORSEMENT SCALE 245 

 

with individual workers’ characteristics that make diversity possible (Mor Barak, 2000). 

Whereas many studies consider organizational initiatives to support diversity (e.g., diversity 

training; Bezrukova et al., 2016), surprisingly, no already existing valid measure for 

employees’ ethnic diversity endorsement could be identified. The present studies address 

this gap by developing and validating a new scale to measure employee ethnic diversity 

endorsement in organizational contexts, thereby contributing to the growing body of 

research on diversity support.  

Overall Study Findings 

Multiple studies on the Employee Ethnic Diversity Endorsement Scale (EEDES) 

show the scale’s good internal and external validity. A one-factor model was a good fit for 

the data in all studies. We further considered several individual difference factors that 

drive employee ethnic diversity endorsement, which in turn affect one’s behavior toward 

ethnic minorities. Across the studies, we found fairly stable patterns. As expected, the 

EEDES relates to a range of individual factors (including CDB, IMS, SDO; Studies 1 and 2) 

as well as behavior towards ethnic minorities (including anti-racism behavioral 

intentions, racial allyship, how acceptable they find racial microaggressions; Study 2). 

Evidence for incremental validity was also found in Study 2 as the EEDES predicts work-

related outcomes (DIES) over and above the effects of other individual factors. 

Furthermore, the EEDES also relates to the way individuals perceive colleagues’ 

interculturally (in)sensitive behaviors in organizations (Studies 1b and 2). Using vignettes 

showing microaggressions in organizations and ARMS, we found that people who score 

high on employee ethnic diversity endorsement also tend to recognize such behaviors as 

interculturally insensitive and rate them as unacceptable. However, no clear relationship 

was found between one’s employee ethnic diversity endorsement and whether one would 

speak up to others who are using microaggressions (Study 2; DORMS). It is possible that 
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other constructs also play a role in this relationship. For example, one could feel more 

motivated to stand up in the case of racial microaggressions when the diversity climate is 

also positive or one’s personality can differ in levels of moral courage (Avery, 2011). 

Future research could look into this relationship and try to identify these variables.  

Strengths, Limitations, and Directions for Future Research 

A comprehensive approach to diversity management in organizations (Mor Barak, 

2000; Roberson, 2019), requires a better understanding of individual workers’ 

endorsement for diversity. The present study developed a scale that measures individual 

workers’ beliefs about their intention to act in a supportive and pro-diversity way towards 

colleagues with another ethnic background, which has not been considered before. Indeed, 

several existing scales tap on related but different constructs, like racial allyship. Further, 

diversity is multifaceted. Whereas the EEDES focuses on ethnicity, one’s endorsement of 

other diversity characteristics can also be investigated as well as their intersections. Items 

of the EEDES could, for example, be adapted for endorsement of age and gender diversity.  

Even though the sample sizes in this study may seem relatively small, the 

consistency of the observed effects across all samples adds confidence to the robustness 

of our findings. Despite the limitations associated with smaller sample sizes, the 

replication of results across different datasets strengthens the validity of the conclusions 

drawn from this study. The consistency of the effects across these smaller samples 

suggests that the findings are reliable and provide a solid foundation for further 

investigation. 

Additionally, further research could explore the relationship between employee 

ethnic diversity endorsement and whether one speaks up to people using racial 

microaggressions. Various individual and contextual factors might be at play here. 

Employees do not act in a vacuum and contextual factors, such as organizational diversity 
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climate or supervisor employee ethnic diversity endorsement could be moderators and 

serve as facilitators or constraints for the relationship between attitudes and behavior 

(Avery, 2011). In their study on microaggressions, Mekawi and Todd (2018) also 

highlighted the importance of contextual factors (e.g., how the target responds, the type 

of microaggression,...) as several respondents indicated that ‘depending on x, they would 

do y’. Moreover, individual factors such as moral courage could also be at play. Speaking 

up and reacting to instances of discrimination are concrete enactments of beliefs and 

standing up for others can be a personal risk (Knowlton et al., 2022; Warren et al., 2022). 

Since these concrete acts may result in adverse social consequences (e.g., stigmatization, 

backlash…), they ask for moral courage from the individual (Baumert et al., 2020; Kutlaca 

et al., 2020). In this case, there could even be an interplay of individual and contextual 

factors. If the environment is, for example, open to diversity support, it will take less 

courage for an individual to step up and act upon his/her levels of diversity endorsement. 

Practical Implications 

The current studies on the development and validation of the EEDES provide 

valuable insights from a psychological perspective that can be used at the societal, 

organizational, and individual level. The EEDES and associated measures can be used 

when seeking for evidence-informed ways to build an ethnically inclusive workforce in 

various ways.  

Individuals create the workplace, and psychological factors that help shape an 

inclusive culture and associated behaviors are often overlooked in DEI initiatives. With 

the EEDES, individual endorsement of ethnic diversity at work can be assessed in an 

effective and valid way. Our studies provide insights into the relation of endorsement with 

individual beliefs and attitudes (e.g., CDB, IMS, SDO) as well as with behavioral intentions 

(e.g., ARMS, DIES). Organizations can use this information to better design and evaluate 
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their DEI initiatives, such as selection and training interventions. In addition, employees 

may become more aware of their, often implicit, views on ethnic diversity at work and the 

relation of their support to behavior. These insights at the management and individual 

level may make the difference between success or failure of diversity management policy 

creation and implementation.  

Furthermore, our study contributes to a better understanding of ethnic diversity 

support in Western Europe, which is highly relevant and direly needed for organizations 

operating in a European context. With our study we hope to contribute to the 

operationalization and realization of the social justice agenda of the EU to combat racial 

discrimination at work (Anti-Racism Plan 2020-2025). 

Conclusion 

In conclusion, with the current studies, we contribute to the body of research on 

diversity support by developing and validating a new scale measuring employees’ ethnic 

diversity endorsement in organizations (EEDES), linking one’s ethnic diversity attitudes 

towards activism. Specifically, the Employee Ethnic Diversity Endorsement Scale 

(EEDES) provides valuable insights into whether workers intend to treat and collaborate 

with ethnic minority coworkers in supportive or unsupportive ways. Measuring 

individual employees’ levels of ethnic diversity endorsement can be a first step to 

monitoring and building concrete actions to foster a positive diversity climate in 

organizations.
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CHAPTER 6 

General Discussion 

Delphine Van Muylem, Eva Derous 

 

The present chapter integrates the findings across the dissertation and discusses their broader 

theoretical and practical implications. Specifically, this chapter reflects on ethnic diversity and 

inclusion across different employment stages, ranging from negative metastereotypes in job ads 

during recruitment to employee ethnic diversity endorsement in organizations. In addition, the 

chapter discusses the strengths and limitations of the dissertation and outlines avenues for future 

research. By integrating insights from the scoping review, experimental studies, and scale 

development and validation, the current chapter aims to contribute to a better understanding of 

the processes that may hinder or support ethnic minority individuals throughout employment.
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The present dissertation examined ethnic diversity across different employment 

stages, focusing on the processes that may hinder or support ethnic minority individuals 

throughout the labor market. Building on the growing societal, organizational, and 

scientific attention devoted to diversity, equity, and inclusion (DEI; Ferdman, 2017; Shore 

et al., 2018), the present dissertation adopted multiple theoretical perspectives and 

methodological approaches to investigate ethnic minority individuals’ experiences across 

the employment process. More specifically, the dissertation focused on ethnic minority 

job seekers’ processing and evaluation of job ads during the pre-employment stage, as 

well as employees’ attitudes and behavioral intentions regarding ethnic diversity within 

organizational contexts during the employment stage. In doing so, it examined how 

personality traits that may activate negative metastereotypes in job ads influence ethnic 

minority job seekers’ job attraction, application intentions, and underlying cognitive and 

motivational processes, and developed and validated a measure of employees’ 

endorsement of ethnic diversity within organizational contexts. 

The dissertation contained several chapters addressing these themes. Following 

the general introduction, Chapter 2 examined Arab individuals’31 work experiences in 

Western societies through a scoping review covering both the pre-employment and 

employment stages. Subsequently, Chapters 3 and 4 focused on the pre-employment 

 
31 Throughout this chapter, terms such as individuals with an Arab background, Arab 

individuals, Arab job seekers, and Arab employees refer to individuals of Arab ethnic or cultural 

origin, including those of Arab ancestry, living in Western societies. We acknowledge the 

considerable heterogeneity within this population and the inconsistencies in how Arab, Middle 

Eastern, North African, and related populations have historically been classified in the literature. 
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stage by investigating how negative metastereotypes in job ads32 influence ethnic 

minority job seekers’ perceptions and application decisions. In particular, these chapters 

examined the role of wording effects and explored underlying psychological, attentional, 

and cognitive processes associated with the processing of negative metastereotypes in 

job ads. Finally, Chapter 5 shifted focus toward the employment stage by developing and 

validating a measure of employees’ ethnic diversity endorsement, thereby examining how 

ethnic diversity may be supported within organizational contexts.  

By integrating insights across these employment stages, the dissertation aimed to 

contribute to a better understanding of how ethnic inequalities emerge and are 

maintained throughout employment. In doing so, the dissertation combined a scoping 

review with diverse quantitative and experimental methodologies, including vignette 

experiments, eye-tracking, a dual-task paradigm, and scale development and validation.  

The present chapter integrates the findings across the dissertation and discusses 

their broader theoretical and practical implications. In addition, this chapter reflects on 

the strengths and limitations of the dissertation and outlines avenues for future research. 

In doing so, the chapter aims to contribute to a better understanding of ethnic diversity 

across ethnic minorities’ recruitment and workplace experiences related to DEI, as well 

as what may hinder or support DEI throughout different stages of employment. 

 

 

 
32 Throughout this chapter, “negative metastereotypes in job ads” refers to job-ad cues or 

personality requirements that may activate negative metastereotypes among applicants. For 

conciseness, “negative metastereotypes” is also sometimes used to refer to the specific traits 

that may activate these metastereotypes. 
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Main Findings 

Arabs' Work Experiences in Western Societies 

Chapter 2 provided one of the first comprehensive overviews of Arab individuals’ 

work experiences in Western societies by synthesizing findings across both the pre-

employment and employment stages (De Vos et al., 2009; Derous et al., 2026). The review 

demonstrated that Arab individuals’ work experiences are shaped by a complex interplay 

of societal, organizational, and individual level factors. The development of this 

integrative framework was informed, among others, by Awad et al.’s (2019) model of 

cumulative racial-ethnic trauma. More specifically, the findings showed that macro-level 

factors, such as geopolitical events, media portrayals, political ideologies, and legal 

regulations, interact with meso-level organizational factors and micro-level individual 

processes to shape both objective and subjective work experiences (Laaser & Karlsson, 

2023). Objective work experiences refer to the structural conditions of work, such as job 

characteristics, employment status, actual experiences of discrimination, and career 

advancement opportunities. Subjective work experiences, in contrast, capture 

individuals’ perceptions, emotions, and cognitive responses to these structural 

conditions, such as perceived discrimination, job satisfaction, and workplace well-being.  

At the societal level, the review highlighted how geopolitical events and hostile 

media representations may intensify anti-Arab prejudice and reinforce labor market 

exclusion (e.g., Alkhatib et al., 2024; Jaber, 2025). Findings showed that Arab job seekers 

often experience heightened discrimination following geopolitical crises and periods of 

economic uncertainty, resulting in poorer employability prospects, wage penalties, 

precarious employment, and labor market segmentation. Furthermore, legal and 

institutional structures, including language requirements (De Felice et al., 2019; Tjaden 

et al., 2024) and the historical lack of formal recognition of Arab populations as a distinct 
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ethnic group (Awad et al., 2019; Roysircar-Sodowsky & Maestas, 2000; Ward & Szabo , 

2023), may create additional barriers to labor market participation.  

At the organizational level, findings demonstrated that non-inclusive workplace 

environments, discriminatory recruitment practices, language barriers, and limited 

organizational support negatively affect Arab individuals’ work experiences and career 

opportunities (Atta et al., 2025; Daly et al., 2018; Elkouz et al., 2022). Arab workers were 

found to experience both overt and subtle forms of discrimination, including 

infantilization, presumptions of incompetence and underqualification, exclusion from 

informal networks, and mentoring opportunities, negatively impacting job satisfaction, 

sustained employment, career progression, and overall well-being (e.g., Alkhatib et al., 

2024; Baqai et al., 2023; Bennett et al., 2025; De Felice et al., 2019; Elkouz et al., 2022). At 

the same time, the review identified several protective factors that may support ethnic 

minority employees’ workplace experiences and career development. Supportive and 

culturally competent supervisors, colleagues, and organizational environments appeared 

to buffer the negative effects of discrimination and exclusion, whereas a lack of such 

support contributed to dissatisfaction and turnover intentions (Alkhatib et al., 2024; 

Bennett et al., 2025). In addition, proactive integration strategies, such as language 

courses, mentorship, and professional networking, seemed to facilitate inclusion and 

career development among Arab employees (Atta et al., 2025). Finally, workplaces that 

actively promoted DEI practices and cultural humility appeared to foster more positive 

and inclusive work experiences (Alkhatib et al., 2024). 

At the individual level, the review highlighted the important role of stereotypes, 

prejudice, social categorization, and identity-related processes in shaping Arab 

individuals’ work experiences (e.g., Dovidio et al., 2010; Fiske et al., 2002; Sachs et al., 

2026). Findings showed that Arab individuals are frequently perceived as culturally 
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distant (Fossati et al., 2020; Thijssen et al., 2021; Vernby & Dancygier, 2019) and 

stereotyped as low in warmth and competence (Agerstro m et al., 2012), which 

contributes to discriminatory evaluations and exclusionary behaviors. Moreover, Arab 

individuals’ work experiences appeared strongly shaped by Arab-sounding names, or 

ethnic markers such as skin tones (e.g., Awad et al., 2021; Lippens et al., 2023; Quillian & 

Lee, 2023). The review also highlighted the importance, yet complexity, of 

intersectionality, showing that experiences differ depending on the interaction between 

Arab identity and other social identities such as gender, migration status, or religion. In 

some cases, it compounded disadvantage through a ‘double jeopardy’ (e.g., the 

combination of gender, Arab cultural norms, and Muslim identity created additional 

barriers for women pursuing international careers; Alkhatib et al., 2024; Elkouz et al., 

2022), while in others it mitigated the negative effects of an Arab background (e.g., the 

addition of a homosexuality signal increased perceived warmth and competence among 

Arab applicants, particularly Arab women; Strinic  et al., 2021). 

Importantly, the review further demonstrated that Arab individuals’ work 

experiences are characterized by cumulative disadvantages across employment stages 

(e.g., Pager et al., 2009; Tomaskovic-Devey et al., 2005). Across the literature, Arab 

individuals experienced higher levels of underemployment, precarious employment, 

lower job satisfaction, heightened stress, burnout, and turnover intentions compared to 

majority-group workers and, in some cases, other ethnic minority groups. These findings 

suggest that inequalities experienced during the pre-employment stage may continue 

throughout individuals’ careers, thereby reinforcing broader labor market inequalities.  

Finally, based on these findings, Chapter 2 proposed an integrative framework of 

Arab individuals’ work experiences that conceptualizes these experiences as shaped by 

interdependent macro-, meso-, and micro-level factors across employment stages. In 
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doing so, the chapter highlighted the need for more multi-level, intersectional, and 

longitudinal approaches to understanding ethnic minority work experiences and 

identified several important gaps in the literature. Although the review revealed a wide 

range of factors shaping Arab individuals’ work experiences, we decided to focus on two 

gaps. First, despite extensive evidence of labor market inequalities, limited attention had 

been devoted to ethnic minority job seekers’ own psychological experiences during 

recruitment and the processes through which they may self-select out of employment 

opportunities. Second, while supportive supervisors, colleagues, and diversity-supportive 

organizational environments appeared crucial for positive workplace experiences, the 

literature lacked a validated measure to assess employees’ endorsement of ethnic 

diversity and diversity-supportive workplace behaviors. These gaps were selected for 

further investigation because they address key processes that may hinder or support 

ethnic minority individuals across the employment trajectory, from labor market entry to 

workplace inclusion, and therefore provided the foundation for the subsequent empirical 

chapters of the dissertation. 

Pre-employment Stage: Negative Metastereotypes in Job Ads 

Building on some of the gaps identified in Chapter 2, Chapters 3 and 4 focused on 

the pre-employment stage from the perspective of ethnic minority job seekers and 

examined how subtle signals in job ads may shape job attraction and application 

intention. The scoping review highlighted that Arab and other ethnic minority applicants 

may self-select out of employment opportunities due to anticipated discrimination and 

personality traits that may activate negative metastereotypes embedded in job ads. In 

response, Chapters 3 and 4 investigated how negative metastereotypes in job ads 

influence ethnic minority job seekers’ job attraction, application intentions, and 

underlying psychological and cognitive processes. 



GENERAL DISCUSSION  269 

 

Research has shown that job seekers refrain from applying when negative 

metastereotypes (Vorauer et al., 1998) are present in personality profiles of job ads 

(Koçak et al., 2022, 2023; Wille & Derous, 2017, 2018). Furthermore, based on the 

Linguistic Category Model (Semin & Fiedler, 1991), how these personality requirements 

are worded should also influence negative metastereotypes’ impact on job attraction and 

application intention. Indeed, when negative metastereotypes are worded behaviorally 

(e.g., ‘You remain calm in stressful situations’), their negative impact is attenuated as 

compared to when they are worded dispositionally (e.g., ‘You are calm’) (Koçak et al., 

2022; Wille & Derous, 2017, 2018). However, the impact of negative metastereotypes on 

ethnic minority job seekers remains an understudied topic. 

Therefore, Chapters 3 (N = 327) and 4 (N = 221) had several aims. First, they aimed 

to re-examine the effects of negative metastereotypes and their wording in job ads among 

ethnic minority job seekers. Second, these chapters sought to better understand why the 

expected attenuating effects of behavioral wording were not consistently observed in 

ethnic minority groups. Consistent with prior research (Wille & Derous, 2017), job ads 

containing negative metastereotypes were perceived as less attractive than job ads 

without negative metastereotypes. Furthermore, ethnic minority job seekers were also 

less inclined to apply for job ads containing negative metastereotypes, suggesting that 

attitudinal effects may extend to behavioral outcomes. Together, the findings highlighted 

that self-selection out of the application procedure represents an important consequence 

of negative metastereotypes in job ads, also among job seekers from ethnic minority 

groups. Importantly, these findings were replicated across multiple methodological 

approaches (i.e., survey studies, a dual-task paradigm, and eye-tracking methodology; see 

Chapters 3 and 4) and contexts/languages (i.e., Flanders/Flemish and the UK/English, see 

Chapters 3 and 4), thereby strengthening confidence in the robustness of the observed 
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effects. Additionally, Chapter 4 extended previous research by making use of targeted 

negative metastereotypes tailored to participants’ ethnic backgrounds, rather than 

treating ethnic minority groups as a homogeneous category. The studies made use of job 

ads containing negative metastereotypes specific to the ethnic group of the participant 

instead of using negative metastereotypes targeted to the ethnic minority group as a 

whole. 

Furthermore, Chapters 3 and 4 contributed to the ongoing debate regarding how 

personality requirements should be worded in job ads. Earlier studies among different 

minority groups suggested that behavioral wording may function as a “quick-fix” solution 

by attenuating the negative effects of negative metastereotypes (Koçak et al., 2022; Wille 

& Derous, 2017, 2018). However, the present findings did not consistently support this 

assumption. Contrary to expectations, no interaction effect emerged between wording 

and the presence of negative metastereotypes. Instead, behaviorally worded job ads were 

perceived as less attractive and elicited less positive application intentions than 

dispositionally worded ads across conditions. Together, these findings suggest that the 

effectiveness of behavioral wording may not generalize across underrepresented groups 

(female, and older and younger job seekers vs. ethnic minorities) and that the 

interpretation of linguistic cues may depend on additional cognitive, linguistic, or cultural 

factors.  

To try to explain these mixed wording findings, Chapter 4 examined the potential 

role of cognitive load and visual attention. Drawing on the Linguistic Category Model 

(Semin & Fiedler, 1991) and Cognitive Load Theory (Sweller, 1988; Sweller et al., 1998), 

two competing explanations were proposed. On the one hand, behavioral wording (e.g., 

‘You remain calm in stressful situations’) may reduce the negative effects of 

metastereotypes by framing personality requirements in more concrete and situational 
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terms rather than as stable traits. On the other hand, behavioral wording may increase 

cognitive demands because it requires more elaborate mental simulation and contextual 

interpretation. In addition, negative metastereotypes themselves may consume cognitive 

resources by triggering self-referential and affective processing (e.g., Dong et al., 2022; 

Johns et al., 2008; Johns & Schmader, 2003), thereby leaving fewer resources available for 

processing more subtle wording differences. This may be particularly relevant for ethnic 

minority job seekers processing job ads in a non-native language, as lower language 

proficiency may already impose additional cognitive demands, potentially reducing 

sensitivity to subtle linguistic distinctions. In line with this reasoning, Chapter 3 showed 

that language proficiency was negatively related to job attraction when negative 

metastereotypes were worded dispositionally; The lower participants’ language 

proficiency, the more attractive they found the dispositional job ads. Together, these 

findings suggest that wording effects may depend on the availability of cognitive 

resources and may therefore emerge differently when cognitive processing demands are 

already elevated. 

The findings of Chapter 4 provided only partial support for the proposed cognitive 

load mechanisms. No evidence was found that either negative metastereotypes or 

behavioral wording increased cognitive load as measured through the dual-task 

paradigm. However, the eye-tracking findings suggested that negative metastereotypes 

attracted greater visual attention, indicating that such cues may primarily influence early 

attentional processes rather than later, more effortful cognitive processing during job ad 

processing. Attentional capture and cognitive load may thus represent partially distinct 

mechanisms. At the same time, the reversed wording effects observed in the present 

dissertation raise questions regarding the universality of the Linguistic Category Model 

(Semin & Fiedler, 1991) across cultural contexts. Indeed, prior research suggests that 



272   CHAPTER 6 

 

cultures differ in their reliance on dispositional versus behavioral descriptions when 

describing individuals (Maass et al., 2006). Such cultural linguistic differences may partly 

explain why wording effects previously observed among other underrepresented groups 

(female, and older and younger job seekers; Koçak et al., 2022; Wille & Derous, 2018) did 

not consistently emerge among ethnically diverse samples in the present dissertation. 

In addition to wording effects, Chapter 3 also provided insight into the 

motivational processes underlying ethnic minority job seekers’ responses to negative 

metastereotypes. Drawing on Challenge and Threat Theory (Blascovich & Mendes, 2010), 

Chapter 3 examined whether negative metastereotypes in job ads’ personality 

requirements were perceived as threatening or challenging. Whereas previous findings 

among older and younger job seekers suggested that behavioral wording may elicit more 

positive challenge responses (Koçak et al., 2022), the present findings showed that ethnic 

minority job seekers experienced lower levels of positive challenge when confronted with 

negative metastereotypes, regardless of wording condition. This suggests that negative 

metastereotypes may be more difficult to reinterpret as motivating signals among ethnic 

minority job seekers, possibly because ethnic discrimination is more prevalent in 

everyday life as compared to, for example, gender discrimination (Yang & Henderson, 

2024). Together, these findings indicate that negative metastereotypes may not only 

shape applicants’ cognitive processing of job ads, but also influence their challenge and 

threat appraisals during recruitment (Blascovich & Mendes, 2010). 

Employment Stage: The Employee Ethnic Diversity Endorsement Scale (EEDES) 

Whereas Chapters 3 and 4 focused primarily on barriers and ethnic minority job 

seekers' perspectives during the pre-employment stage, Chapter 5 shifted attention 

toward the employment stage and examined ethnic diversity endorsement within 

organizational contexts. Chapter 2 demonstrated that supportive supervisors and 
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colleagues, culturally inclusive organizational environments, and diversity-supportive 

practices may buffer the negative effects of discrimination and foster more positive 

workplace experiences among ethnic minority employees. Furthermore, employee 

support for diversity has been identified as a crucial factor for the effectiveness of DEI 

initiatives (Avery, 2011; Burnett & Aguinis, 2023; Dawson et al., 2024). However, despite 

its importance, no validated measure currently exists to assess employees’ endorsement 

of ethnic diversity and diversity-supportive workplace behaviors. Building on these 

insights, Chapter 5 addressed this gap by developing and validating a measure of 

employee ethnic diversity endorsement, capturing diversity-supportive attitudes and 

behavioral intentions within workplace contexts. 

Chapter 5 shifted the focus from barriers experienced by ethnic minority job 

seekers during the pre-employment stage toward the employment stage by examining 

employee ethnic diversity endorsement within organizational contexts. More specifically, 

the chapter addressed an important gap in the diversity and inclusion literature by 

developing and validating the Employee Ethnic Diversity Endorsement Scale (EEDES), a 

measure assessing ethnic majority and minority employees’ attitudes and behavioral 

intentions regarding ethnic diversity in the workplace. Whereas previous research has 

primarily focused on organizational diversity initiatives or broader diversity beliefs, 

Chapter 5 contributed by operationalizing ethnic diversity endorsement as a workplace-

relevant individual construct.  

Across multiple studies (N = 1,559), the findings demonstrated that the EEDES 

showed good psychometric properties, including consistent internal and external validity 

and a stable one-factor structure across samples. In addition, employee ethnic diversity 

endorsement was systematically related to several theoretically relevant individual 

difference variables, including lower levels of social dominance orientation (SDO; 
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Sidanius & Pratto, 1999) and more positive cultural diversity beliefs (CDB; van 

Knippenberg et al., 2007). The scale was also associated with stronger anti-racism 

behavioral intentions (ARBI; Pieterse et al., 2016), greater racial allyship (IRAS; Williams 

& Sharif, 2021), and lower acceptance of racial microaggressions (ARMS; Mekawi & Todd, 

2018) within workplace contexts.  

Furthermore, the findings showed that individuals scoring higher on the EEDES 

were more likely to recognize interculturally insensitive workplace behaviors and 

evaluate such behaviors as unacceptable. At the same time, no clear relationship emerged 

between employee ethnic diversity endorsement and individuals’ willingness to actively 

confront coworkers engaging in racial microaggressions (DORMS; Mekawi & Todd, 2018). 

This suggests that although employees may personally endorse ethnic diversity, 

additional individual and contextual factors may influence whether such attitudes 

translate into concrete intervention behaviors in organizational settings. For example, 

employees may recognize a racial microaggression and consider it unacceptable, yet 

refrain from confronting their colleague because they wish to avoid interpersonal conflict 

or fear negative repercussions. Factors such as moral courage or conflict avoidance may 

therefore shape whether employees translate diversity-supportive attitudes into 

speaking up within workplace contexts (Baumert et al., 2020; Kutlaca et al., 2020), as such 

actions may involve personal risk (Knowlton et al., 2022; Warren et al., 2022). Another 

possible explanation is that EEDES primarily assesses employees’ endorsement of ethnic 

diversity at a more abstract level, whereas the DORMS presents respondents with more 

concrete workplace situations involving interpersonal confrontation. Consistent with this 

reasoning, previous research (Toma et al., 2025) has shown that individuals tend to 

express more favorable attitudes toward diversity when considering diversity abstractly 

rather than in relation to specific teams, organizations, or workplace situations. As a 
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result, employees may strongly endorse ethnic diversity in principle while remaining 

hesitant to intervene when confronted with a concrete instance of a racial 

microaggression. The combination of cognitive factors (i.e., differences between abstract 

and concrete evaluations of diversity) and motivational or contextual factors (e.g., moral 

courage, conflict avoidance, and psychological safety) may help explain why EEDES scores 

were related to the recognition of interculturally insensitive workplace behaviors but not 

to confronting coworkers engaging in such behaviors. 

Together, these findings contribute to the diversity and inclusion literature by 

providing a validated measure of employee ethnic diversity endorsement that captures 

both attitudes and behavioral intentions toward ethnic diversity within workplace 

contexts. In doing so, Chapter 5 extended the dissertation’s focus from recruitment-

related barriers toward the organizational context and from ethnic minority job seekers 

to employees in general. Moreover, it offered a tool for future research examining 

employee-level support for ethnic diversity in organizations. 

Strengths, Limitations and Avenues for Future Research 

Strengths 

An important strength of the present dissertation lies in its broad and integrative 

examination of ethnic diversity across different employment stages. By focusing on both 

the pre-employment and employment stages, the dissertation contributes to a more 

comprehensive understanding of how ethnic minority individuals experience inequalities 

throughout the labor market. In doing so, Chapter 2 also integrated both objective and 

subjective work experiences (Laaser & Karlsson, 2023), including employability, wage 

penalties, precarious employment, discrimination, job attraction, well-being, stress, 

turnover intentions, and diversity-supportive workplace behaviors. Furthermore, 

Chapters 3, 4, and 5 adopted multiple perspectives, including ethnic minority job seekers’ 
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experiences during recruitment (i.e., Chapters 3 and 4) as well as employees’ attitudes 

and behavioral intentions regarding ethnic diversity within organizational contexts (i.e., 

Chapter 5). 

Another important strength concerns the dissertation’s multi-method and multi-

perspective approach. Across the chapters, the dissertation combined a scoping review 

(Chapter 2), survey experiments (Chapters 3-5), eye-tracking methodology (Chapter 4), 

a dual-task paradigm (Chapter 4), and scale development (Chapter 5). This multi-method 

design allowed for the investigation of ethnic diversity from multiple methodological 

perspectives and provided insight not only into whether negative metastereotypes 

influence job attraction and application intentions, but also into the motivational, 

attentional, and cognitive mechanisms through which these effects may emerge. 

Furthermore, in Chapter 2, by building on Awad et al.'s (2019) model of cumulative racial-

ethnic trauma, societal, organizational, and individual-level influences were integrated in 

a broader conceptual framework (Derous et al., 2026). Specifically, the dissertation 

conceptualizes ethnic minorities’ work experiences as shaped by interdependent macro-

, meso-, and micro-level factors, thereby extending previous frameworks by integrating 

workplace experiences, societal influences, organizational contexts, and individual 

experiences within a multilayered perspective. 

The dissertation further contributes to the literature by focusing on populations 

and processes that have remained relatively understudied within organizational and 

labor market research. Chapter 2 specifically focused on Arab individuals’ work 

experiences, thereby highlighting the importance of examining Arab individuals as a 

distinct ethnic group as they face distinct challenges compared to other ethnic minority 

groups, driven by specific stressors. More specifically, Arab individuals are confronted 

with four key stressors: heightened anti-Arab prejudice linked to geopolitical events and 
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media portrayals (Jaber, 2025; Nagra & Maurutto, 2016; Oswald, 2005), structural and 

institutional discrimination across societal domains (D’hondt et al., 2024), the complexity 

and frequent misrepresentation of Arab identity (e.g., Abboud et al., 2019), and the 

historical lack of formal recognition of Arab populations as a distinct ethnic group (Awad 

et al., 2019, 2022). Given the fragmented and heterogeneous nature of the literature on 

Arab individuals’ work experiences, the use of a scoping review methodology also 

constituted a strength. Unlike meta-analyses, which are more appropriate for mature and 

homogeneous research fields, the scoping review approach allowed for a broad 

exploration of existing evidence, the identification of key themes and mechanisms, and 

the detection of important gaps in the literature. In addition, Chapters 3 and 4 extended 

previous research on negative metastereotypes, which had primarily focused on female 

and older and younger job seekers (Koçak et al., 2022; Wille & Derous, 2017, 2018) by 

examining ethnic minority job seekers’ recruitment experiences. Another important 

strength of Chapter 4 concerns the use of targeted metastereotypes tailored to 

participants’ ethnic backgrounds. Earlier research (e.g., Wille & Derous, 2017) often 

treated ethnic minority groups as relatively homogeneous, whereas the present 

dissertation explicitly acknowledged the heterogeneity within ethnic minority 

populations. By tailoring personality requirements to participants’ own ethnic 

backgrounds, the studies enhanced the construct validity of the metastereotype 

manipulation by ensuring that the cues were relevant to participants’ ethnicity. 

Furthermore, the use of realistic job ads strengthened the ecological validity of the 

research by more closely approximating real-world recruitment contexts. 

Finally, the dissertation strengthens the robustness and generalizability of the 

findings by replicating the findings across different contexts, samples, languages, and 

methodological approaches. Whereas previous studies in this domain primarily focused 
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on Dutch-language job ads within Belgium and the Netherlands (Koçak et al., 2022, 2023, 

2024; Wille & Derous, 2017, 2018), Chapter 4 additionally included a study conducted in 

the United Kingdom using English-language job ads. This cross-contextual replication 

strengthens confidence in the broader relevance of the findings across Western European 

labor market contexts and demonstrates that the effects of negative metastereotypes on 

recruitment-related outcomes are not limited to a specific national or linguistic setting. 

Furthermore, the convergence of findings across studies, contexts, and languages 

provides evidence for the robustness of negative metastereotypes as a mechanism 

shaping recruitment outcomes, suggesting that their influence extends across diverse 

Western European labor market contexts 

Limitations 

As with any study, several limitations should nevertheless be acknowledged. First, 

although Chapters 3 and 4 used multiple methodological approaches and Chapter 4 

employed realistic job ads, the research was conducted in controlled experimental 

settings and primarily relied on self-report measures of job attraction and application 

intention. Consequently, the findings may not have fully captured the complexity of real-

world recruitment processes and actual application behavior. Real-life job search 

decisions are influenced by multiple interacting factors beyond personality requirements 

alone, such as salary, organizational reputation, labor market conditions, and career 

opportunities. These other factors were kept constant and thus not taken into account for 

experimental control reasons. For example, while Chapters 3 and 4 focused on personality 

requirements, research has shown that competencies that may activate negative 

metastereotypes may also negatively influence recruitment outcomes (Koçak & Derous, 

2025). 
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Second, Chapter 2 remained limited by the broader state of the literature on ethnic 

diversity and ethnic minorities’ work experiences. The number of eligible studies 

identified in the review was relatively limited (n = 40), reflecting the fragmented and 

early-stage nature of research on Arab individuals’ work experiences. However, there is 

no fixed minimum number of studies required for a scoping review; Rather, the number 

of included studies depends on the topic, the maturity of the field, and the purpose of the 

review (Ferraz et al., 2025; Tricco et al., 2016). The relatively small corpus reflects both 

the emerging and fragmented nature of research on Arab individuals’ work experiences, 

which may partly be explained by the relatively recent recognition of Arab populations as 

a distinct ethnic category in research and policy contexts (Awad et al., 2019). As a result, 

certain topics received only limited empirical attention. For example, relatively few 

studies examined ethnic minority job seekers’ own psychological experiences during 

recruitment, such as anticipated discrimination, self-selection processes, or responses to 

diversity-related organizational signals. Similarly, longitudinal research examining how 

work experiences evolve across employment stages was largely absent. These gaps 

highlight the need for continued research as the evidence base develops and expands over 

time. In addition, the review included only peer-reviewed journal articles indexed in Web 

of Science and published in SSCI-ranked journals. This decision was made to ensure a 

consistent level of methodological rigor and scientific quality across included studies. 

However, it also means that potentially relevant insights from other sources, such as 

dissertations, policy reports, and other forms of grey literature, were not included. Future 

reviews may therefore benefit from incorporating a broader range of evidence sources to 

complement the academic literature and capture emerging developments in this rapidly 

evolving field. 
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Furthermore, most studies in this dissertation examined relatively isolated factors 

rather than the dynamic interplay between societal, organizational, and individual-level 

influences over time. This limitation aligns with the findings of the scoping review in 

Chapter 2, which showed that existing research on ethnic minority work experiences 

often adopts a unifocal lens by focusing primarily on either applicant characteristics, 

organizational factors, or decision-maker characteristics, while neglecting the broader 

interaction among these different levels of analysis. For example, the present dissertation 

examined how negative metastereotypes in job ads influence ethnic minority job seekers’ 

perceptions and application intentions, but did not investigate how these effects may vary 

as a function of organizational diversity practices or broader societal discourses 

surrounding ethnic minorities. Similarly, while Chapter 5 focused on employees’ 

endorsement of ethnic diversity, it did not examine how such attitudes are shaped by 

organizational diversity climates, leadership practices, or societal norms regarding ethnic 

diversity. As a result, the dissertation provides limited insight into how inequalities 

accumulate across different career stages and trajectories or how macro-level societal 

influences, meso-level organizational contexts, and micro-level individual processes 

jointly shape ethnic minority individuals’ labor market experiences over time. For 

instance, societal attitudes toward Arab individuals and other ethnic minorities (macro 

level) may shape organizational practices such as recruitment procedures, diversity 

initiatives, and supervisor support (meso level), which in turn influence ethnic minority 

employees’ job satisfaction, organizational commitment, and well-being (micro level). 

Finally, findings regarding wording effects and cognitive processes remained mixed 

across studies. Whereas previous research among women and age groups found that 

behavioral wording attenuated the negative effects of negative metastereotypes, the 

present dissertation found indications of reversed wording effects among ethnic minority 
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job seekers. These inconsistencies suggest that contextual and individual factors, such as 

language proficiency or cultural-linguistic background, may shape how negative 

metastereotypes are interpreted and processed. For example, Study 2 of Chapter 3 

suggested that language proficiency influenced applicants’ responses to behaviorally 

worded job ads. Furthermore, prior research suggests that cultures differ in their reliance 

on abstract versus concrete language when describing individuals (Maass et al., 2006), 

which may also influence how they interpret dispositional and behavioral wording. 

Although attentional processes appeared relevant, evidence for cognitive load remained 

limited, indicating that the mechanisms underlying ethnic minority applicants’ responses 

to negative metastereotypes may be more complex and context-dependent than 

previously assumed. 

Avenues for Future Research 

The present dissertation opens several important avenues for future research. 

First, future studies could further investigate how negative metastereotypes operate in 

real-world recruitment contexts and whether similar effects emerge for actual 

application behavior, recruiter evaluations, hiring decisions, and career outcomes. This is 

particularly relevant given that survey-based research does not always converge with 

field experiments. Research comparing survey and field experiments on ethnic 

discrimination in recruitment found that the two methodologies yield substantially 

divergent conclusions, underscoring the importance of complementing survey research 

with real-world behavioral data (Wulff & Villadsen, 2020). Field experiments, 

longitudinal research designs, and multi-level approaches may provide valuable insights 

into how subtle signals shape applicants’ experiences and inequalities throughout 

different stages of the recruitment process and career trajectories.  
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Future field experiments could therefore investigate whether organizations using 

job ads containing personality traits that may activate negative metastereotypes attract 

fewer ethnic minority applicants. Longitudinal studies could examine whether repeated 

exposure to such negative metastereotypes contributes to self-selection processes, 

reduced labor market participation, or career disadvantages over time. Furthermore, 

future research could further strengthen the understanding of the EEDES by examining 

ethnic diversity endorsement in more naturalistic and real-world organizational contexts. 

The present dissertation primarily relied on self-report measures, which may be 

influenced by social desirability or individuals’ self-perceptions. Future studies could 

therefore investigate whether employees’ self-reported levels of ethnic diversity 

endorsement correspond with external evaluations, such as peer ratings or supervisor 

ratings. In addition, future research could examine whether EEDES scores predict actual 

diversity-supportive behaviors within organizations, such as confronting exclusionary 

remarks, supporting inclusive practices, or responding to workplace microaggressions. 

As Chapter 5 further showed that EEDES scores did not predict whether individuals 

would confront others displaying non-supportive behaviors, future research could 

investigate which individual differences may influence this relationship. For example, 

factors such as moral courage or conflict avoidance may shape whether employees 

translate diversity-supportive attitudes into speaking up within workplace contexts 

(Baumert et al., 2020; Kutlaca et al., 2020) as such actions may be a personal risk 

(Knowlton et al., 2022; Warren et al., 2022). Such approaches would provide additional 

insight into the validity and relevance of the EEDES within organizational settings. 

Second, as identified in Chapter 2, future research could place greater emphasis 

on perceived discrimination and subjective experiences across both the pre-employment 

and employment stages. Whereas many studies focused on actual discrimination using 
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correspondence audits (e.g., Ahmad, 2020; Arai et al., 2016; Lippens et al., 2023) and 

vignette studies (e.g., Derous et al., 2017; Fossati et al., 2020; Sachs et al., 2026), 

perceptions of discrimination remain comparatively understudied despite their potential 

implications for career decisions, organizational trust, turnover intentions, well-being, 

and self-selection processes. For example, individuals who perceive discrimination 

during recruitment may decide not to apply for certain positions, withdraw from 

recruitment procedures, or develop lower levels of trust toward organizations, even when 

objective discrimination is absent or difficult to establish. Chapters 3 and 4 represented 

an important step toward addressing this gap by focusing on ethnic minority individuals’ 

perceptions and experiences during recruitment. However, further research is needed to 

develop a more comprehensive understanding of how perceived discrimination and 

subjective experiences shape ethnic minority individuals’ attitudes, decisions, and 

workplace experiences across different employment contexts and career stages. Future 

research could also investigate whether individual factors, such as experienced 

discrimination, shape ethnic minority job seekers’ susceptibility to negative 

metastereotypes in recruitment communication. For example, it may be interesting to 

examine whether prior experiences of discrimination moderate the relationship between 

negative metastereotypes and recruitment outcomes, such that individuals with more 

discrimination experiences become more sensitive to exclusionary signals in job ads. 

Another important avenue concerns the further investigation of underlying 

psychological and cognitive mechanisms. While the present dissertation focuses 

primarily on challenge and threat, attentional processing, and cognitive load, other 

mechanisms, such as belongingness or organizational trust may also shape ethnic 

minority applicants’ responses to recruitment communication. The present studies 

primarily focused on personality requirements in job ads and did not take into account 
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other components of recruitment communication. Future research could therefore 

investigate whether other aspects of job ads may also contain negative metastereotypes, 

such as competency requirements (Koçak et al., 2025). In addition, it would be valuable 

to examine which elements of job ads may mitigate or counteract the negative effects of 

negative metastereotypes, such as diversity statements or inclusion-related 

organizational information. Research has already shown that signalling an explicit 

interest in diversity in job ads has been found to increase application rates among ethnic 

minority candidates (e.g., Flory et al., 2019). Furthermore, combining DEI value 

statements with equality monitoring information tends to produce the strongest effects, 

though minority groups often remain skeptical of employer DEI credibility (e.g., Heath et 

al., 2023).  

Next, findings regarding wording effects remained mixed across studies and 

minority groups. Whereas previous studies among women (Wille & Derous, 2018) and 

younger and older job seekers (Koçak et al., 2022) found that behavioral wording 

attenuated the negative effects of negative metastereotypes, the present dissertation 

found reversed wording effects among ethnic minority job seekers. One possible 

explanation may further relate to Cognitive Load Theory (Sweller, 1988; Sweller et al., 

1998). More specifically, the expected effects of behavioral wording may only emerge 

when cognitive resources are already limited. For some ethnic minority job seekers 

processing job ads in a non-native language, lower language proficiency may impose 

additional cognitive demands, thereby reducing sensitivity to subtle linguistic 

distinctions. In line with this reasoning, Chapter 3 showed a positive relationship between 

language proficiency and job attraction, suggesting that linguistic processing demands 

may influence how ethnic minority job seekers respond to recruitment communication. 

Future research could therefore further investigate under which conditions cognitive load 
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effects become more pronounced, for example among applicants with lower language 

proficiency, or in more cognitively demanding recruitment settings.  

Another possible explanation for the mixed wording effects concerns cultural 

linguistic differences. The reversed wording effects observed among ethnic minority job 

seekers raise questions regarding the universality of the Linguistic Category Model 

(Semin & Fiedler, 1991) across culturally diverse populations. Prior research suggests 

that cultures differ in their reliance on verbs versus adjectives when describing 

individuals (Maass et al., 2006), which may partly explain why wording effects previously 

observed among other minority groups did not consistently emerge among ethnically 

diverse samples in the present dissertation. Future research could therefore further 

investigate cultural and linguistic differences in person descriptions and wording effects 

across minority groups, languages, and labor market contexts. 

Further research could additionally examine how intersecting identities, such as 

ethnicity, gender, religion, migration background, and age, jointly shape vulnerability to 

discrimination and inclusion across employment stages. Multiple social identities can 

interact to produce unique effects that are not captured by examining identity dimensions 

independently (e.g., Di Stasio & Larsen, 2020; Ghavami & Peplau, 2013). As shown in 

Chapter 2, intersectionality is complex: In some cases, it compounded disadvantage 

through a ‘double jeopardy’ (e.g., the combination of gender, Arab cultural norms, and 

Muslim identity created additional barriers for women pursuing international careers; 

Alkhatib et al., 2024; Elkouz et al., 2022), while in others it mitigated negative effects of 

an Arab background (e.g., the addition of a homosexuality signal increased perceived 

warmth and competence among Arab applicants, particularly Arab women; Strinic  et al., 

2021). 
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Finally, future research could further investigate workplace inclusion and diversity 

support within organizational contexts by adopting more integrative and multi-level 

research designs that examine the dynamic interplay between societal, organizational, 

and individual-level influences across employment stages over time. In line with the 

multi-level perspective gap identified in Chapter 2, future studies could move beyond 

unifocal approaches that focus solely on applicant characteristics, organizational factors, 

or decision-maker characteristics in isolation. Instead, future research could 

simultaneously examine how macro-level societal influences (e.g., geopolitical events, 

economic uncertainty, or public discourse), meso-level organizational factors (e.g., 

diversity climate, inclusion policies, or organizational norms), and micro-level individual 

processes (e.g., perceptions of discrimination, belongingness, or diversity endorsement) 

jointly shape ethnic minority individuals’ labor market experiences. In particular, 

regarding Chapter 5, future studies could not only investigate employees’ endorsement of 

ethnic diversity itself, but also examine how diversity-supportive attitudes and behavioral 

intentions develop over time, interact with organizational diversity climate and DEI 

initiatives, and influence interpersonal relations, workplace inclusion, and career 

outcomes within organizations. For example, recent research suggests that support for 

equality-related policies is shaped not only by individuals’ beliefs about discrimination, 

but also by perceptions of whether organizations genuinely implement and uphold such 

policies (Mumbanza Ngeke et al., 2026). Relatedly, other research indicates that DEI 

initiatives do not affect all employees in the same way, as their effects may depend on both 

objective and perceived disadvantage (Oberlin et al., 2026). Future studies could 

therefore examine whether factors such as organizational diversity climate, psychological 

safety, perceptions of organizational authenticity or hypocrisy, and the implementation of 

DEI initiatives moderate the relationship between employee ethnic diversity 
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endorsement and diversity-supportive workplace behaviors. Such research may help 

explain why employees who endorse ethnic diversity do not always engage in behaviors 

such as confronting exclusionary remarks, responding to workplace microaggressions, or 

actively supporting inclusive workplace practices. Another example would be a 

longitudinal intervention design in which employee ethnic diversity endorsement is 

measured before and after the implementation of DEI initiatives, such as bystander 

intervention training programs. whether employees with higher initial levels of diversity 

endorsement benefit more from such interventions. Researchers could further 

investigate whether these effects differ across organizations with stronger versus weaker 

diversity climates (e.g., Avery, 2011; Gonzalez & DeNisi, 2009), thereby providing insight 

into how individual attitudes and organizational contexts jointly shape diversity-

supportive workplace behaviors. In addition, such designs could examine whether 

individual differences, such as moral courage (e.g., Baumert et al., 2020), conflict 

avoidance, or prior experiences with discrimination, influence the extent to which 

employees translate diversity-supportive attitudes into intervention behaviors following 

the training. Furthermore, regarding Chapters 3 and 4, future research could incorporate 

the perspectives of recruiters and hiring professionals themselves. Whereas the present 

dissertation primarily focused on ethnic minority job seekers’ responses to job ads 

including negative metastereotypes, relatively little is known about how recruiters 

construct recruitment communication, whether they are aware of the potential 

exclusionary implications of certain personality requirements or wording choices, and 

the extent to which diversity and inclusion considerations are taken into account during 

job ad construction. For example, future studies could examine how recruiters decide 

which personality requirements to include in job ads, whether these decisions are based 

on job-relevant considerations or assumptions about applicant fit, and whether recruiters 
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recognize that seemingly neutral requirements may communicate negative 

metastereotypes to certain applicant groups (e.g., Koçak et al., 2022; Wille & Derous, 

2017, 2018). Researchers could further investigate whether recruiter characteristics 

(e.g., diversity beliefs, prior DEI training, or hiring experience) and organizational factors 

(e.g., diversity climate or inclusion policies) influence the content and wording of 

recruitment materials (Avery & McKay, 2006). Examining these organizational and 

recruiter-related processes may provide additional insight into how subtle exclusionary 

signals emerge in recruitment materials and how more inclusive recruitment practices 

can be developed. 

Theoretical and Practical Implications 

Theoretical Implications 

The present dissertation contributes to several theoretical domains within 

organizational psychology, diversity and inclusion research, and recruitment literature. 

First, the scoping review in Chapter 2 developed an integrative framework of Arab 

individuals’ work experiences in Western societies. Drawing on and extending existing 

theory, including Awad et al.’s (2019) model of cumulative racial-ethnic trauma, the 

review conceptualizes Arab individuals’ work experiences as shaped by the dynamic 

interplay of macro-level societal influences, meso-level organizational factors, and micro-

level individual processes across both the pre-employment and employment stages. In 

doing so, the review and framework moved beyond fragmented approaches that focus on 

isolated forms of discrimination, single employment outcomes, or one level of analysis, 

and instead highlighted how societal, organizational, and psychological processes interact 

and may accumulate across career stages over time. Furthermore, the review highlighted 

the importance of considering intersectionality, identity-related processes, and the 

broader sociopolitical context in understanding labor market inequalities among ethnic 



GENERAL DISCUSSION  289 

 

minority groups. At the same time, the review demonstrated that the literature on Arab 

individuals’ work experiences remains highly fragmented and characterized by several 

important gaps, particularly regarding ethnic minority individuals’ own perspectives and 

subjective experiences throughout the labor market. In doing so, the review highlighted 

several important avenues for future research aimed at developing a more 

comprehensive understanding of ethnic minority work experiences across employment 

stages. 

Second, the dissertation extends existing research on negative metastereotypes by 

examining their effects on ethnic minority job seekers. Whereas previous studies 

primarily focused on women and older or younger applicants in Belgium (Koçak et al., 

2022, 2023, 2024; Koçak & Derous, 2025; Wille & Derous, 2018), the present findings 

demonstrate that negative metastereotypes also shape ethnic minority job seekers’ job 

attraction and application intentions in Belgium and the UK. In doing so, the dissertation 

extends metastereotype research to ethnic minority job seekers in Western European 

labor markets. 

Furthermore, the dissertation demonstrates that job ads communicate more than 

job-related information alone, contributing to Signaling Theory literature (e.g., Connelly 

et al., 2025; Highhouse et al., 2007) by demonstrating that job ads may communicate 

information beyond formal job requirements. In contexts characterized by information 

asymmetry, ethnic minority applicants appear to use recruitment communication as a 

basis for inferring otherwise unavailable information about an organization’s 

inclusiveness, diversity climate, and likely treatment of minority employees. Specifically, 

the findings suggest that negative metastereotypes function as identity-relevant social 

signals that shape applicants’ perceptions of belongingness, anticipated fit, and inclusion 

within organizations. The dissertation, therefore, highlights that recruitment 
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communication may unintentionally communicate exclusionary messages to ethnic 

minority applicants, even in the absence of overt discrimination. 

Third, the dissertation contributes to the literature on the Linguistic Category 

Model (Semin & Fiedler, 1991). Whereas earlier research among female, and younger and 

older job seekers suggested that behavioral wording attenuates the negative effects of 

negative metastereotypes (Koçak et al., 2022; Wille & Derous, 2017, 2018), the present 

dissertation finds indications of reversed wording effects among ethnic minority job 

seekers. More specifically, behaviorally worded job ads were perceived as less attractive 

than dispositionally worded ads. These findings suggest that wording effects may depend 

on contextual, linguistic, or cultural factors, such as language proficiency or culturally 

shaped preferences for dispositional versus behavioral person descriptions. In this 

regard, prior research by Maass et al. (2006) demonstrated that cultures differ in their 

reliance on verbs versus adjectives when describing individuals, suggesting that 

dispositional and behavioral descriptions may not be interpreted similarly across cultural 

contexts. The present findings suggest that the effects of linguistic abstraction may be 

more context-dependent than previously assumed and that variability should be 

considered when applying insights from the LCM to recruitment communication and 

diversity-related contexts. 

Fourth, the dissertation contributes to recruitment and diversity literature by 

integrating underlying attentional and cognitive processes into the study of recruitment 

communication. Whereas prior research on recruitment and diversity has predominantly 

relied on self-report measures, vignette methodologies, and behavioral intentions (e.g., 

Koçak et al., 2022; Wille & Derous, 2017, 2018), the present dissertation incorporates 

eye-tracking methodology and a dual-task paradigm to examine attentional capture and 

cognitive load during the processing of job ads containing personality traits that may 
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activate negative metastereotypes. This approach aligns with a broader body of research 

that has used eye-tracking methodologies to move beyond outcome-oriented measures 

and examine the underlying attentional and information-processing mechanisms that 

shape individuals’ judgments and decisions (e.g., Hu et al., 2022). Although some recent 

studies have begun to use eye-tracking methods to examine diversity-related recruitment 

processes, these studies have primarily focused on recruiters’ visual attention and 

decision-making during candidate evaluation (Osanami To rngren et al., 2024). The 

present dissertation, therefore, incorporates eye-tracking methodology and a dual-task 

paradigm to examine ethnic minority job seekers’ attentional capture and cognitive load 

during the processing of job ads containing negative metastereotypes. Results showed 

that personality profiles containing negative metastereotypes attract more visual 

attention as compared to personality profiles without negative metastereotypes. 

Finally, the dissertation contributes to diversity and inclusion literature through 

the development and validation of the Employee Ethnic Diversity Endorsement Scale. 

Whereas previous research has primarily focused on general diversity beliefs (e.g., the 

Diversity Beliefs Scale; van Dick et al., 2008, and the Pro-Diversity Beliefs Scale; Kauff et 

al., 2019), organizational diversity initiatives, or specific forms of allyship and anti-racist 

behavior (e.g., the Interpersonal Racial Allyship Scale; Williams & Sharif, 2021, and the 

Anti-Racism Behavioral Inventory; Pieterse et al., 2016), the present dissertation 

conceptualizes ethnic diversity endorsement as a workplace-specific employee-level 

construct that captures both attitudes and behavioral intentions regarding ethnic 

diversity within organizational settings. Importantly, the EEDES incorporates both active 

and passive forms of diversity-supportive behavior, including both confrontational and 

non-confrontational responses to exclusionary practices. This distinguishes the scale 

from measures such as the Disagree Openly with Racial Microaggressions Scale (DORMS; 
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Mekawi & Todd, 2018), which focus primarily on direct confrontation of discriminatory 

behavior, and from broader diversity belief measures that do not explicitly assess 

workplace-relevant behavioral intentions. As such, the EEDES extends existing 

approaches by providing a behavior-oriented and contextually relevant measure of 

employee ethnic diversity endorsement that can be applied across organizational levels 

and among both majority and minority group members. In doing so, the dissertation 

contributes to the literature on diversity endorsement and workplace inclusion. 

Practical Implications 

The present dissertation carries several important practical implications for 

organizations, HR professionals, policymakers, and diversity practitioners. The findings 

highlight that ethnic inequalities may emerge not only through overt discrimination, but 

also through subtle exclusionary signals embedded in both recruitment and workplace 

contexts. More specifically, Chapters 3 and 4 demonstrated that negative metastereotypes 

and subtle linguistic cues in job ads may negatively influence ethnic minority job seekers’ 

job attraction and application intentions, thereby potentially contributing to self-

selection out of employment opportunities. In addition, the findings from Chapters 2 and 

5 suggested that workplace experiences may be shaped by employees’ responses to 

ethnic diversity, as well as by subtle forms of exclusion such as stereotypes, implicit 

signals, and workplace microaggressions. Together, these findings suggest that 

organizations should critically evaluate both recruitment communication and broader 

workplace interactions to foster more inclusive organizational environments. This is 

particularly relevant for recruiters, managers, HR professionals, and DEI practitioners 

seeking to reduce subtle forms of exclusion and support of ethnic diversity across 

employment stages.  
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Second, the dissertation highlights that increasing workforce diversity alone may 

be insufficient to foster inclusion within organizations. In addition to recruitment-related 

barriers, the findings emphasize the potential importance of employees’ attitudes and 

behavioral intentions regarding ethnic diversity within workplace contexts. In this regard, 

Chapter 5 contributed by introducing the EEDES as a measure of diversity-supportive 

attitudes and behavioral intentions among employees. The development and validation 

of the EEDES may provide organizations and researchers with a useful tool to further 

examine employee ethnic diversity endorsement within workplace contexts. Future 

research may use the scale to investigate how diversity-supportive attitudes and 

behavioral intentions relate to organizational climate, workplace inclusion, and diversity-

related outcomes. 

Finally, the dissertation carries broader policy implications by supporting labor 

market inclusion initiatives and anti-discrimination policies aimed at promoting ethnic 

diversity and inclusion across employment stages. The findings suggest that ethnic 

inequalities should not only be addressed during hiring processes, but also throughout 

employees’ broader workplace experiences and career trajectories. More broadly, the 

dissertation demonstrates that ethnic inequalities are shaped not only by overt 

discrimination or representation gaps, but also by subtle psychological, linguistic, 

cognitive, and organizational processes that influence both access to organizations and 

inclusion within them. These findings align closely with recent European policy efforts, 

such as the EU’s Anti-Racism Action Plan (2020–2025) and the EU Anti-Racism Strategy 

(2026–2030), which emphasize the importance of addressing barriers to employment 

and fostering inclusive workplaces through anti-discrimination and diversity-related 

initiatives. The present dissertation provides empirical support for policy approaches 
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that move beyond formal equal-opportunity measures and also target the everyday 

processes shaping ethnic minority individuals’ labor market experiences. 

Conclusion 

The present dissertation examined ethnic diversity across different employment 

stages, focusing on the processes that may hinder or support ethnic minority individuals 

throughout the labor market. Across both the pre-employment and employment stages, 

the findings demonstrated that ethnic inequalities are shaped not only by overt 

discrimination or representation gaps, but also by psychological, linguistic, and cognitive 

processes that influence both access to organizations and inclusion within them. 

First, the dissertation showed that ethnic minority individuals’ labor market 

experiences are shaped by societal, organizational, and individual-level factors that may 

accumulate across employment stages over time. In particular, the findings highlighted 

how subtle exclusionary signals, such as personality traits that may activate negative 

metastereotypes in job ads, may negatively influence ethnic minority applicants’ job 

attraction and application intentions. Furthermore, the dissertation challenged previous 

assumptions regarding the universal effectiveness of behavioral wording in reducing 

exclusionary effects and demonstrated that negative metastereotypes may shape early 

attentional processing during recruitment communication. 

In addition, the dissertation extended the focus from recruitment-related barriers 

toward workplace inclusion and employee-level support for ethnic diversity. Through the 

development and validation of the Employee Ethnic Diversity Endorsement Scale, the 

findings highlighted the importance of diversity-supportive attitudes and behavioral 

intentions within organizational contexts. 

Taken together, the present dissertation contributed to a better understanding of 

ethnic diversity across employment stages by demonstrating that fostering inclusion 
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requires attention not only to representation and formal equality, but also to the subtle 

signals, perceptions, attitudes, and workplace processes that shape ethnic minority 

individuals’ experiences throughout the labor market. 
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ENGLISH SUMMARY 

Ethnic diversity across employment stages: From negative metastereotypes in 

recruitment to diversity endorsement in organizations 

 

Ethnic diversity has become an increasingly important type of diversity in Western 

countries (Madera et al., 2018). Although organizations and policymakers have invested 

substantial efforts in diversity, equity, and inclusion (DEI; Park et al., 2025; Roberson, 

2019), ethnic minority individuals continue to experience significant inequalities 

throughout their employment trajectories (e.g., Derous et al., 2026; Lippens et al., 2023; 

Quillian & Lee, 2023). These inequalities emerge across employment stages (De Vos et al., 

2009), both before entering organizations, during recruitment and selection processes, 

and after organizational entry, through workplace experiences that influence well-being, 

career development, and inclusion. Understanding the processes that hinder or support 

ethnic minority individuals across different employment stages, therefore, remains an 

important societal, organizational, and scientific challenge. 

The present dissertation contributes to the literature on ethnic diversity, 

recruitment, and workplace inclusion by examining ethnic minority individuals’ 

experiences across different employment stages. The dissertation makes three main 

contributions. First, it synthesizes existing knowledge on Arab individuals'33 work 

 
33 Throughout this summary, terms such as individuals with an Arab background, Arab 

individuals, Arab job seekers, and Arab employees refer to individuals of Arab ethnic or cultural 

origin, including those of Arab ancestry, living in Western societies. We acknowledge the 
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experiences across the labor market and identifies key barriers, protective factors, and 

research gaps (Chapter 2). Second, it advances understanding of self-selection processes 

among ethnic minority job seekers by examining the effects of negative metastereotypes 

in job ads (Chapters 3 and 4). Third, it contributes to workplace diversity research by 

conceptualizing a measure of employee ethnic diversity endorsement (Chapter 5). By 

integrating these perspectives, the dissertation aims to provide a better understanding of 

the barriers and facilitators of ethnic inclusion throughout employment. The dissertation 

combines a scoping review with survey experiments, eye-tracking methodology, a dual-

task paradigm, and scale development research. 

Chapter 2 provided one of the first comprehensive overviews of Arab individuals’ 

work experiences across both the pre-employment and employment stages. Based on the 

findings of the review and informed by existing theoretical perspectives, including Awad 

et al.'s (2019) model of cumulative racial-ethnic trauma, the chapter developed an 

integrative framework of Arab individuals' work experiences in Western societies. The 

framework demonstrated how societal, organizational, and individual-level factors 

interact to shape objective and subjective work experiences (Laaser & Karlsson, 2023) 

across employment stages. At the societal level, geopolitical events, media portrayals, 

legal regulations, and public attitudes contribute to anti-Arab prejudice and labor market 

exclusion (e.g., Jaber, 2025; Nagra & Maurutto, 2016). At the organizational level, 

discriminatory recruitment practices, non-inclusive workplace climates, and limited 

support negatively affect employment opportunities and workplace experiences (e.g., 

Alkhatib et al., 2024; Atta et al., 2025; Daly et al., 2018; Elkouz et al., 2022). At the 

 
considerable heterogeneity within this population and the inconsistencies in how Arab, Middle 

Eastern, North African, and related populations have historically been classified in the literature. 
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individual level, stereotypes, identity-related processes, and social categorization 

influence how Arab individuals are perceived and treated in employment settings (e.g., 

Dovidio et al., 2007; Fiske et al., 2002; Sachs et al., 2026). The review further highlights 

that disadvantages experienced during recruitment often continue throughout 

employment, contributing to cumulative disadvantages (e.g., Pager et al., 2009; 

Tomaskovic-Devey et al., 2005). 

Importantly, two major gaps in the existing literature were identified. First, 

relatively little research has focused on ethnic minority applicants’ own psychological 

experiences during recruitment and the processes through which they may self-select out 

of employment opportunities. Second, although supportive colleagues, supervisors, and 

organizational environments appear crucial for workplace inclusion, no validated 

measure existed to assess employees’ endorsement of ethnic diversity and diversity-

supportive workplace behaviors. These gaps provided the foundation for the subsequent 

empirical chapters. 

Chapters 3 and 4 focussed on the pre-employment stage by examining how 

negative metastereotypes in job ads influence ethnic minority job seekers’ perceptions 

and application decisions. Drawing on Signaling Theory (Connelly et al., 2025; Highhouse 

et al., 2007), these chapters build on the idea that job ads communicate information 

beyond formal job requirements by conveying signals about organizational expectations, 

values, and norms. Such signals may shape applicants’ perceptions of fit, belonging, and 

inclusion, thereby influencing job attraction and intention to apply. One type of signal that 

may influence these perceptions is negative metastereotypes, defined as individuals’ 

beliefs about how members of other groups perceive them (Vorauer et al., 1998). Previous 

research demonstrated that negative metastereotypes embedded in job ads reduce job 

attraction among female, and younger and older job seekers (Koçak et al., 2022, 2023; 
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Wille & Derous, 2018). However, relatively little research has examined whether and how 

such signals influence ethnic minority applicants.  

Across multiple studies involving 548 participants in Belgium and the United 

Kingdom, the findings consistently showed that job ads containing negative 

metastereotypes were perceived as less attractive by ethnic minority job seekers. 

Furthermore, applicants reported lower intentions to apply for these positions. These 

findings suggested that labor market inequalities may arise not only because of 

discriminatory hiring decisions (e.g., Lippens et al., 2023; Quillian & Lee, 2023), but also 

because ethnic minority job seekers self-select out of recruitment procedures before any 

formal selection decision is made. 

Chapters 3 and 4 further examined whether the wording of personality 

requirements influences these effects. Drawing on the Linguistic Category Model (Semin 

& Fiedler, 1991), previous research suggested that behavioral wording (e.g., ‘You stay calm 

in stressful situations’) may reduce the negative impact of metastereotypes compared to 

dispositional wording (e.g., ‘You are calm’) (Koçak et al., 2022; Wille & Derous, 2017, 

2018). Contrary to expectations, however, the present findings did not support this 

assumption. Across studies, behaviorally worded job ads were often perceived as less 

attractive than dispositionally worded ads. These findings suggested that other factors 

may influence how ethnic minority applicants interpret job ads. 

To better understand the underlying mechanisms, Chapters 3 and 4 also examined 

motivational, attentional, and cognitive processes. Drawing on Challenge and Threat 

Theory (Blascovich & Mendes, 2010), findings showed that negative metastereotypes 

reduced positive challenge perceptions among ethnic minority applicants. Consistent 

with earlier research (Koçak et al., 2024), eye-tracking results further demonstrated that 

negative metastereotypes captured greater visual attention, indicating that these cues 
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influence early stages of information processing. However, no evidence was found that 

negative metastereotypes increased cognitive load, as predicted by Cognitive Load 

Theory (Sweller, 1988; Sweller et al., 1998). 

While Chapters 3 and 4 focused on barriers encountered during recruitment, 

Chapter 5 shifted attention toward the employment stage and examined how ethnic 

diversity may be supported within organizations. Building on findings from Chapter 2, 

which highlighted the importance of supportive supervisors, colleagues, and inclusive 

workplace environments for ethnic minority employees’ experiences (e.g., Alkhatib et al., 

2024; Bennett et al., 2025), as well as broader research demonstrating that employee 

support for diversity is crucial for the effectiveness of diversity, equity, and inclusion (DEI) 

initiatives (e.g., Avery, 2011; Burnett & Aguinis, 2023; Dawson et al., 2024), Chapter 5 

addressed a notable gap in the literature: the absence of a validated measure assessing 

employees’ endorsement of ethnic diversity in organizational contexts. 

To address this gap, Chapter 5 developed and validated the Employee Ethnic 

Diversity Endorsement Scale (EEDES). Employee ethnic diversity endorsement was 

conceptualized as the extent to which employees support and are willing to engage in 

attitudes and behaviors that foster ethnic diversity, equity, and inclusion in the workplace. 

Unlike existing measures (e.g., CDB; van Knippenberg et al., 2007 or IRAS; Williams & 

Sharif, 2021) that primarily assess general diversity beliefs or explicit forms of anti-racist 

activism, the EEDES focuses specifically on workplace-relevant attitudes and behaviors, 

including both active forms of support (e.g., addressing exclusionary behavior) and 

passive forms of support (e.g., avoiding culturally insensitive language). 

Across multiple studies involving 1,559 participants from Belgium and the 

Netherlands, the scale was developed and validated through a multi-phase process 

including item generation, exploratory and confirmatory analyses, and tests of construct, 
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external, and incremental validity. The findings demonstrated that the EEDES possessed 

strong psychometric properties, including a stable one-factor structure and good 

reliability and validity across samples. Furthermore, employee ethnic diversity 

endorsement was positively associated with cultural diversity beliefs (CDB; van 

Knippenberg et al., 2007), anti-racism behavioral intentions (ARBI; Pieterse et al., 2016), 

and racial allyship (IRAS; Williams & Sharif, 2021), while being negatively related to social 

dominance orientation (SDO; Sidanius & Pratto, 1999) and the acceptance of racial 

microaggressions (ARMS; Mekawi & Todd, 2018). Individuals scoring higher on the 

EEDES were also more likely to recognize interculturally insensitive workplace behaviors 

and evaluate such behaviors as unacceptable. 

Interestingly, although employee ethnic diversity endorsement was associated 

with recognizing and disapproving of exclusionary workplace behaviors, it was not 

consistently related to employees’ willingness to actively confront colleagues engaging in 

such behaviors (DORMS; Mekawi & Todd, 2018). This finding suggests that endorsing 

ethnic diversity does not automatically translate into behavior and highlights the 

potential importance of additional factors, such as moral courage, conflict avoidance, 

psychological safety, and organizational climate (Baumert et al., 2020; Gonzalez & DeNisi, 

2009; Kutlaca et al., 2020). EEDES, therefore, provides an important tool for future 

research examining employee support for diversity and inclusion within organizations 

and contributes to a better understanding of the conditions under which diversity-

supportive attitudes translate into workplace behavior. 

Taken together, the findings of this dissertation contribute to a better 

understanding of ethnic diversity across employment stages. The dissertation 

demonstrates that inequalities experienced by ethnic minority individuals emerge 

through multiple stages, before and after organizational entry. During recruitment, subtle 
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signals, such as negative metastereotypes, embedded in job ads can discourage ethnic 

minority job seekers from pursuing employment opportunities, thereby contributing to 

self-selection and labor market inequalities. After organizational entry, employees’ 

endorsement of ethnic diversity represents an important factor in fostering inclusive 

workplace environments and supporting the effectiveness of diversity, equity, and 

inclusion initiatives. 

The dissertation makes several theoretical contributions. First, it advances 

understanding of ethnic minority work experiences by integrating societal, 

organizational, and individual-level influences across employment stages. Second, it 

extends research on metastereotypes by demonstrating their relevance for ethnic 

minority job seekers and by identifying attentional and motivational processes that help 

explain their effects. Third, it shows how recruitment communication conveys identity-

relevant information about organizational inclusiveness. Fourth, the findings 

demonstrate that behavioral wording does not necessarily reduce the negative effects of 

metastereotypes among ethnically diverse applicants. Finally, the dissertation 

contributes to diversity and inclusion research through the development and validation 

of the Employee Ethnic Diversity Endorsement Scale (EEDES), providing researchers and 

practitioners with a new tool to assess diversity-supportive attitudes and behavioral 

intentions in workplace settings. 

From a practical perspective, the findings highlight the importance of creating 

inclusive recruitment communication and workplace environments. Organizations 

should critically evaluate job ads for subtle exclusionary signals that may discourage 

ethnic minority applicants from applying. In addition, organizations may benefit from 

assessing and fostering employee support for ethnic diversity, as such support appears 

essential for creating inclusive workplaces and enhancing the effectiveness of DEI 
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initiatives. Together, these findings emphasize that promoting ethnic diversity and 

inclusion requires attention to the entire employment trajectory, from labor market entry 

to workplace experiences. 

In conclusion, this dissertation demonstrates that ethnic diversity and inclusion 

are shaped by processes operating across multiple employment stages. By examining 

both barriers to inclusion and factors that support diversity within organizations, the 

dissertation provides a more comprehensive understanding of how labor market 

inequalities emerge, persist, and can be addressed. Ultimately, the findings underscore 

the importance of considering recruitment practices and workplace attitudes when 

seeking to create more equitable and inclusive employment opportunities for ethnic 

minority individuals. 
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NEDERLANDSE SAMENVATTING 

Etnische diversiteit in verschillende tewerkstellingsfases: Van negatieve 

metastereotypen bij rekrutering tot steun voor diversiteit binnen organisaties 

  

Etnische diversiteit is een van de meeste belangrijkere vormen van diversiteit 

geworden in westerse landen (Madera et al., 2018). Hoewel organisaties en 

beleidsmakers inspanningen hebben geleverd op het vlak van diversity, equity, and 

inclusion (DEI; Park et al., 2025; Roberson, 2019), worden personen met een etnische 

minderheidsachtergrond nog steeds geconfronteerd met aanzienlijke ongelijkheden 

gedurende hun loopbaantrajecten (bv. Derous et al., 2026; Lippens et al., 2023; Quillian & 

Lee, 2023). Deze ongelijkheden manifesteren zich doorheen verschillende 

tewerkstellingsfases (De Vos et al., 2009), zowel vo o r de instroom in organisaties, tijdens 

rekruterings- en selectieprocessen, als na de instroom, via werkervaringen die welzijn, 

loopbaanontwikkeling en inclusie beï nvloeden. Het begrijpen van wat personen met een 

etnische minderheidsachtergrond kan belemmeren of ondersteunen gedurende 

verschillende tewerkstellingsfases blijft daarom een belangrijke maatschappelijke, 

organisatorische en wetenschappelijke uitdaging. 

Dit doctoraat draagt bij aan de literatuur over etnische diversiteit, recruitment en 

inclusie op de werkvloer door de ervaringen van personen met een etnische 

minderheidsachtergrond doorheen verschillende tewerkstellingsfases te onderzoeken. 

Het doctoraat levert drie belangrijke bijdragen. Ten eerste vat het bestaande kennis over 
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de werkervaringen van mensen met Arabische achtergrond34 op de arbeidsmarkt samen 

en identificeert het belangrijke barrie res, beschermende factoren en lacunes in de 

literatuur (Hoofdstuk 2). Ten tweede draagt het bij aan het begrip van zelfselectie bij 

etnische minderheidswerkzoekenden door de effecten van negatieve metastereotypen in 

job ads te onderzoeken (Hoofdstukken 3 en 4). Ten derde draagt het bij aan onderzoek 

naar diversiteit op de werkvloer door een maat voor employee ethnic diversity 

endorsement te ontwikkelen (Hoofdstuk 5). Door deze perspectieven te integreren, 

beoogt het doctoraat een beter inzicht te bieden in de barrie res en bevorderende factoren 

voor etnische inclusie gedurende de volledige loopbaan. Het doctoraat combineert een 

scoping review met survey-experimenten, eye-trackingmethodologie, een dual-

taskparadigma en schaalontwikkelingsonderzoek. 

Hoofdstuk 2 bood een van de eerste uitgebreide overzichten van de 

werkervaringen van mensen met Arabische achtergrond in zowel de pre-employment- als 

de employmentfase. Op basis van de bevindingen van de review en geï nformeerd door 

bestaande theoretische perspectieven, waaronder het model van cumulative racial-ethnic 

trauma van Awad et al. (2019), ontwikkelde het hoofdstuk een integratief kader voor de 

werkervaringen van mensen met Arabische achtergrond in westerse samenlevingen. Dit 

kader toont aan hoe factoren op maatschappelijk, organisatorisch en individueel niveau 

 
34 Doorheen dit hoofdstuk verwijzen termen zoals personen met een Arabische achtergrond, 

Arabische personen, Arabische werkzoekenden en Arabische werknemers naar personen van 

Arabische etnische of culturele afkomst, waaronder personen met Arabische voorouders, die in 

westerse samenlevingen wonen. We erkennen de aanzienlijke heterogeniteit binnen deze 

populatie en de inconsistenties in de manier waarop Arabische, Midden-Oosterse, Noord-

Afrikaanse en verwante bevolkingsgroepen historisch in de literatuur zijn geclassificeerd. 
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met elkaar interageren om objectieve en subjectieve werkervaringen (Laaser & Karlsson, 

2023) doorheen verschillende tewerkstellingsfases vorm te geven. Op maatschappelijk 

niveau dragen geopolitieke gebeurtenissen, mediabeelden, wettelijke regelgeving en 

publieke attitudes bij aan anti-Arabische vooroordelen en uitsluiting op de arbeidsmarkt 

(bv. Jaber, 2025; Nagra & Maurutto, 2016). Op organisatorisch niveau beï nvloeden 

discriminerende rekruteringspraktijken, niet-inclusieve werkklimaten en beperkte 

ondersteuning werkgelegenheidskansen en werkervaringen negatief (bv. Alkhatib et al., 

2024; Atta et al., 2025; Daly et al., 2018; Elkouz et al., 2022). Op individueel niveau 

beï nvloeden stereotypen, identiteitsgerelateerde processen en sociale categorisatie hoe 

Arabische personen worden waargenomen en behandeld in werkcontexten (bv. Dovidio 

et al., 2007; Fiske et al., 2002; Sachs et al., 2026). De review benadrukte verder dat 

ongelijkheden die tijdens rekrutering worden ervaren zich vaak voortzetten gedurende 

de verdere loopbaan, wat bijdraagt aan een opeenstapeling van nadelen (bv. Pager et al., 

2009; Tomaskovic-Devey et al., 2005). 

Belangrijk is dat twee belangrijke onderzoekslacunes in de bestaande literatuur 

werden geï dentificeerd. Ten eerste heeft relatief weinig onderzoek zich gericht op de 

eigen psychologische ervaringen van etnische minderheidskandidaten tijdens 

rekrutering en op de processen waardoor zij zichzelf kunnen uitsluiten van 

werkgelegenheidskansen. Ten tweede bestond er, ondanks het belang van 

ondersteunende collega’s, leidinggevenden en organisatorische omgevingen voor 

inclusie op de werkvloer, geen gevalideerde maat om de steun van werknemers voor 

etnische diversiteit en diversiteitsondersteunend gedrag op de werkvloer te meten. Deze 

lacunes vormden de basis voor de daaropvolgende empirische hoofdstukken. 

Hoofdstukken 3 en 4 richtten zich op de pre-employmentfase door te onderzoeken 

hoe negatieve metastereotypen in job ads de percepties en sollicitatiebeslissingen van 
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etnische minderheidswerkzoekenden beï nvloeden. Voortbouwend op Signaling Theory 

(Connelly et al., 2025; Highhouse et al., 2007), vertrekken deze hoofdstukken vanuit het 

idee dat job ads informatie communiceren die verder gaat dan formele functievereisten, 

doordat ze signalen uitzenden over organisatorische verwachtingen, waarden en normen. 

Dergelijke signalen kunnen percepties van fit, belonging en inclusion beï nvloeden en 

daardoor jobattractiviteit en sollicitatieintenties beï nvloeden. Een type signaal dat deze 

percepties kan beï nvloeden zijn negatieve metastereotypen, dit zijn individuen hun 

overtuigingen over hoe leden van andere groepen hen percipie ren (Vorauer et al., 1998). 

Eerder onderzoek toonde aan dat negatieve metastereotypen in job ads de 

jobattractiviteit verminderen bij vrouwelijke, jongere en oudere werkzoekenden (Koçak 

et al., 2022, 2023; Wille & Derous, 2018), maar hun impact op kandidaten met een 

etnische minderheidsachtergrond bleef onderbelicht. Er is dan ook relatief weinig 

onderzoek dat heeft onderzocht of en hoe dergelijke signalen etnische 

minderheidskandidaten beï nvloeden. 

Over meerdere studies met 548 deelnemers in Belgie  en het Verenigd Koninkrijk 

heen, toonden de bevindingen consequent aan dat job ads met negatieve 

metastereotypen als minder aantrekkelijk werden ervaren door etnische 

minderheidswerkzoekenden. Bovendien rapporteerden kandidaten een lagere 

sollicitatieintentie voor deze functies. Deze bevindingen suggereren dat ongelijkheden op 

de arbeidsmarkt niet alleen ontstaan als gevolg van discriminerende 

aanwervingsbeslissingen (bv. Lippens et al., 2023; Quillian & Lee, 2023), maar ook 

doordat etnische minderheidswerkzoekenden zichzelf uitsluiten van 

rekruteringsprocedures voordat een formele selectiebeslissing wordt genomen. 

Hoofdstukken 3 en 4 onderzochten daarnaast of de formulering van 

persoonlijkheidsvereisten deze effecten beï nvloedt. Voortbouwend op het Linguistic 
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Category Model (LCM; Semin & Fiedler, 1991) suggereerde eerder onderzoek dat 

gedragsmatige formuleringen (bv. ‘Je blijft kalm in stressvolle situaties’) de negatieve 

impact van metastereotypen kunnen verminderen in vergelijking met dispositionele 

formuleringen (bv. ‘Je bent kalm’) (Koçak et al., 2022; Wille & Derous, 2017, 2018). In 

tegenstelling tot de verwachtingen ondersteunden de huidige bevindingen deze aanname 

echter niet. Over de verschillende studies heen werden gedragsmatig geformuleerde job 

ads vaak als minder aantrekkelijk beoordeeld dan dispositioneel geformuleerde job ads. 

Deze bevindingen suggereren dat andere factoren mogelijk een rol spelen in de manier 

waarop etnische minderheidskandidaten job ads interpreteren. 

Om de onderliggende mechanismen beter te begrijpen, onderzochten 

Hoofdstukken 3 en 4 ook motivationele, aandachtsgerelateerde en cognitieve processen. 

Voortbouwend op Challenge and Threat Theory (Blascovich & Mendes, 2010), toonden de 

bevindingen aan dat negatieve metastereotypen positieve gevoelens van challenge 

verminderden bij etnische minderheidskandidaten. In overeenstemming met eerder 

onderzoek (Koçak et al., 2024), toonden de eye-trackingresultaten verder aan dat 

negatieve metastereotypen meer visuele aandacht trekken, wat erop wijst dat deze 

signalen vroege stadia van informatieverwerking beï nvloeden. Er werd echter geen 

evidentie gevonden dat negatieve metastereotypen de cognitive load verhoogden, zoals 

voorspeld door Cognitive Load Theory (CLT; Sweller, 1988; Sweller et al., 1998). 

Terwijl Hoofdstukken 3 en 4 zich richtten op barrie res tijdens rekrutering, 

verschoof Hoofdstuk 5 de aandacht naar de employmentfase en onderzocht het hoe 

etnische diversiteit binnen organisaties kan worden ondersteund. Voortbouwend op 

bevindingen uit Hoofdstuk 2, die het belang benadrukten van ondersteunende 

leidinggevenden, collega’s en inclusieve werkomgevingen voor de ervaringen van 

werknemers met een etnische minderheidsachtergrond (bv. Alkhatib et al., 2024; Bennett 
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et al., 2025), evenals op breder onderzoek dat aantoont dat steun van werknemers voor 

diversiteit cruciaal is voor de effectiviteit van diversity, equity, and inclusion (DEI)-

initiatieven (bv. Avery, 2011; Burnett & Aguinis, 2023; Dawson et al., 2024), richtte 

Hoofdstuk 5 zich op een belangrijk lacune in de literatuur: het ontbreken van een 

gevalideerde maat om de steun van werknemers voor etnische diversiteit binnen 

organisatorische contexten te meten. 

Om dit hiaat aan te pakken, ontwikkelde en valideerde Hoofdstuk 5 de Employee 

Ethnic Diversity Endorsement Scale (EEDES). Employee ethnic diversity endorsement 

werd geconceptualiseerd als de mate waarin werknemers attitudes en gedragingen 

ondersteunen en bereid zijn te stellen die etnische diversiteit, gelijkheid en inclusie op de 

werkvloer bevorderen. In tegenstelling tot bestaande maten (bv. CDB; van Knippenberg 

et al., 2007; of IRAS; Williams & Sharif, 2021), die zich voornamelijk richten op algemene 

opvattingen over diversiteit of expliciete vormen van antiracistisch activisme, focust de 

EEDES specifiek op attitudes en gedragingen die relevant zijn voor de werkvloer, 

waaronder zowel actieve vormen van ondersteuning (bv. het aanspreken van 

uitsluitingsgedrag) als passieve vormen van ondersteuning (bv. het vermijden van 

cultureel ongevoelig taalgebruik). 

Over meerdere studies met 1,559 deelnemers uit Belgie  en Nederland werd de 

schaal ontwikkeld en gevalideerd via een meerfasenproces dat itemontwikkeling, 

exploratieve en confirmatieve analyses, en toetsen van construct-, externe en 

incrementele validiteit omvatte. De bevindingen toonden aan dat de EEDES sterke 

psychometrische eigenschappen bezat, waaronder een stabiele e e nfactorstructuur en 

goede betrouwbaarheid en validiteit over verschillende steekproeven heen. Bovendien 

hing employee ethnic diversity endorsement positief samen met cultural diversity beliefs 

(CDB; van Knippenberg et al., 2007), anti-racism behavioral intentions (ARBI; Pieterse et 
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al., 2016) en racial allyship (IRAS; Williams & Sharif, 2021), en negatief met social 

dominance orientation (SDO; Sidanius & Pratto, 1999) en de aanvaarding van raciale 

microagressies (ARMS; Mekawi & Todd, 2018). Personen met hogere EEDES-scores 

bleken ook beter in staat intercultureel ongevoelig gedrag op de werkvloer te herkennen 

en als onaanvaardbaar te beoordelen. 

Interessant is dat employee ethnic diversity endorsement wel samenhing met het 

herkennen en afkeuren van uitsluitingsgedrag op de werkvloer, maar niet consequent 

gerelateerd was aan de bereidheid van werknemers om collega’s actief te confronteren 

wanneer zij dergelijk gedrag stelden (DORMS; Mekawi & Todd, 2018). Deze bevinding 

suggereert dat het onderschrijven van etnische diversiteit zich niet automatisch vertaalt 

in gedrag en wijst op het mogelijke belang van bijkomende factoren, zoals moral courage, 

conflictvermijding, psychological safety en het organisatieklimaat (Baumert et al., 2020; 

Gonzalez & DeNisi, 2009; Kutlaca et al., 2020). De EEDES biedt daarom een belangrijk 

instrument voor toekomstig onderzoek naar steun voor diversiteit en inclusie binnen 

organisaties en draagt bij aan een beter begrip van de omstandigheden waaronder 

diversiteitsondersteunende attitudes zich vertalen in gedrag op de werkvloer. 

Samengenomen dragen de bevindingen van dit doctoraat bij aan een beter begrip 

van etnische diversiteit doorheen verschillende employment stages. Het doctoraat toont 

aan dat de ongelijkheden die personen met een etnische minderheidsachtergrond 

ervaren ontstaan via meerdere processen, zowel vo o r als na de instroom in organisaties. 

Tijdens rekrutering kunnen subtiele signalen, zoals negatieve metastereotypen in job ads, 

etnische minderheidswerkzoekenden ervan weerhouden om werkgelegenheidskansen 

na te streven, wat bijdraagt aan zelfselectie en ongelijkheden op de arbeidsmarkt. Na de 

organisatorische instroom blijkt employee ethnic diversity endorsement een belangrijke 
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factor te zijn voor het bevorderen van inclusieve werkomgevingen en het ondersteunen 

van de effectiviteit van diversity, equity, and inclusion (DEI)-initiatieven. 

Het doctoraat levert verschillende theoretische bijdragen. Ten eerste draagt het bij 

aan het begrip van werkervaringen van etnische minderheden door invloeden op 

maatschappelijk, organisatorisch en individueel niveau doorheen verschillende 

tewerkstellingsfases te integreren. Ten tweede breidt het onderzoek naar 

metastereotypen uit door hun relevantie voor etnische minderheidswerkzoekenden aan 

te tonen en door aandachtsgerelateerde en motivationele processen te identificeren die 

deze effecten helpen verklaren. Ten derde toont het aan hoe rekruteringscommunicatie 

identiteitsrelevante informatie over organisatorische inclusiviteit communiceert. Ten 

vierde tonen de bevindingen aan dat gedragsmatige formuleringen de negatieve effecten 

van metastereotypen bij etnisch diverse kandidaten niet noodzakelijk verminderen. Tot 

slot draagt het doctoraat bij aan onderzoek naar diversiteit en inclusie door de 

ontwikkeling en validatie van de Employee Ethnic Diversity Endorsement Scale (EEDES), 

waarmee onderzoekers en praktijkprofessionals beschikken over een nieuw instrument 

om diversiteitsondersteunende attitudes en gedragsintenties in werkcontexten te meten. 

Vanuit praktisch perspectief benadrukken de bevindingen het belang van 

inclusieve rekruteringscommunicatie en werkomgevingen. Organisaties zouden job ads 

kritisch moeten evalueren op subtiele uitsluitingssignalen die etnische 

minderheidskandidaten kunnen ontmoedigen om te solliciteren. Daarnaast kunnen 

organisaties baat hebben bij het meten en bevorderen van steun voor etnische diversiteit 

onder werknemers, aangezien dergelijke steun essentieel lijkt voor het cree ren van 

inclusieve werkplekken en het vergroten van de effectiviteit van DEI-initiatieven. Samen 

benadrukken deze bevindingen dat het bevorderen van etnische diversiteit en inclusie 
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aandacht vereist voor de volledige loopbaan, van arbeidsmarkttoetreding tot ervaringen 

op de werkvloer. 

Concluderend toont dit doctoraat aan dat etnische diversiteit en inclusie worden 

vormgegeven door processen die zich uitstrekken over meerdere tewerkstellingsfases. 

Door zowel barrie res voor inclusie als factoren die diversiteit binnen organisaties 

ondersteunen te onderzoeken, biedt het doctoraat een meer omvattend inzicht in hoe 

ongelijkheden op de arbeidsmarkt ontstaan, voortbestaan en kunnen worden aangepakt. 

Uiteindelijk onderstrepen de bevindingen het belang van het in rekening brengen van 

zowel rekruteringspraktijken als attitudes op de werkvloer wanneer men streeft naar 

meer rechtvaardige en inclusieve werkgelegenheidskansen voor personen met een 

etnische minderheidsachtergrond. 
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Data Management, Faculty of Psychology and Educational 

Sciences, Henri Dunantlaan 2, 9000 Ghent, Belgium. 

 

 

 

 



 

 

2. Information about the datasets to which this sheet applies  

=========================================================== 

* Reference of the publication in which the datasets are 

reported: 

Van Muylem, D., Hiemstra, A., Schelfhout, S., & Derous, 

E.,(under review). Ethnic diversity endorsement in 

organizations: Development and validation of the Employee 

Ethnic Diversity Endorsement Scale (EEDES). Frontiers in 

Psychology. 

 

* Which datasets in that publication does this sheet apply 

to?: 

- Raw survey data exported from Qualtrics(Study 1 and 2) 

- Cleaned Excel data-files used for data-analysis (Study 1 

and 2) 

 

3. Information about the files that have been stored 

=========================================================== 

 

3a. Raw data 

----------------------------------------------------------- 

 

* Have the raw data been stored by the main researcher?  

[X] YES / [ ] NO 

If NO, please justify: 

 

* On which platform are the raw data stored? 

  - [X] researcher PC 

  - [X] research group file server 

  - [ ] other (specify): ... 

 

 

 

 



 

 

* Who has direct access to the raw data (i.e., without 

intervention of another person)? 

  - [X] main researcher 

  - [X] responsible ZAP 

  - [ ] all members of the research group 

  - [ ] all members of UGent 

  - [X] other (specify): Annemarie Hiemstra & Stijn Schelfhout 

(co-authors) 

  

3b. Other files 

----------------------------------------------------------- 

 

* Which other files have been stored? 

  - [ ] file(s) describing the transition from raw data to 

reported results. Specify: screening protocol and PRISMA 

flowchart 

  - [ ] file(s) containing processed data. Specify: Data 

extraction tables in Excel 

  - [X] file(s) containing analyses. Specify: R data-analysis 

files 

  - [X] files(s) containing information about informed consent  

  - [ ] a file specifying legal and ethical provisions  

  - [X] file(s) that describe the content of the stored files 

and how this content should be interpreted. Specify: Codebook  

  - [ ] other files. Specify: ... 

  

* On which platform are these other files stored?  

  - [X] individual PC 

  - [X] research group file server 

  - [ ] other: ... 

 

 

 



 

 

* Who has direct access to these other files (i.e., without 

intervention of another person)?  

  - [X] main researcher 

  - [X] responsible ZAP 

  - [ ] all members of the research group 

  - [ ] all members of UGent 

  - [ ] other (specify): ... 

 

 

4. Reproduction  

=========================================================== 

* Have the results been reproduced independently?: [ ] YES / 

[X] NO 

 

* If yes, by whom (add if multiple): 

   - name:  

   - address:  

   - affiliation:  

   - e-mail:  
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