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Abstract

The expression of prejudice has mutated over the last century, and most Western countries now legally support equality.
However, for ethnic minorities, work discrimination is one of the most evident challenges they have to face. Three preregis-
tered experiments, with an overall sample of 1,507 participants, analyzed the effect of a job applicant’s ethnicity and other
characteristics (e.g., gender, attractiveness), which were manipulated with a CV, as well as possible moderator variables
(tolerance and racism), on participants’ judgments about the candidate: stereotypes (competence, sociability, morality,
and immorality); emotions (admiration, contempt, compassion, and envy); and active and passive facilitation tendencies
at work. The results indicated that tolerance and racism modulated the effect of ethnicity on the dependent variables in an
administrative occupation (Studies 1 and 2) and in the hostelry industry (Study 3). A pooled analysis revealed that egalitarian
participants (high tolerance or low racism) reported an unexpected positive bias toward a Moroccan candidate compared to
a Spanish candidate. Non-egalitarian participants (low tolerance or high racism) showed the expected ingroup bias only for
(im)morality: they perceived Moroccan applicants as less moral and more immoral than Spanish candidates. Studies 2 and
3 confirmed that the Moroccan candidate was perceived as less prototypical of his/her category than the Spanish applicant
was. We discussed the primacy of (im)morality in social perception as well as the relevance of distinguishing between egali-
tarian and non-egalitarian people when trying to understand the complexity of new expressions of prejudice and to identify
strategies to avoid discrimination in the workplace.
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Tempora mutantur, nos et mutamur in illis (the times change,
and we change with them), and the expression of prejudice
is not immune to that change. Distinct psychosocial models
have tried to explain how contemporary forms of ethnic preju-
dice are currently expressed. Although contemporary Western
societies are characterized by a normative promotion of egali-
tarian values, prejudice and ethnic discrimination still endure.
Work discrimination is one of the most evident challenges
that ethnic minorities have to face in contemporary socie-
ties (e.g., Conseil de la Communauté Marocaine a 1’Etranger
[CCME], 2020). However, the current expression of prejudice
in the workplace cannot be reduced to simple hostile actions
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or negative evaluations toward minorities, but it encompasses
a complex mixture of cognitive and motivational processes,
often modulated by the perceiver’ value system.

Our research is intended to provide a comprehensive pic-
ture on contemporary labor discrimination of ethnic minori-
ties. For this purpose, we consider how other basic features
of the target (i.e., gender, attractiveness, professional and
parental status), as well as the individuals’ value system can
interact with the ethnicity of the target to conform cogni-
tive, affective and behavioral responses toward people in the
workplace. Specifically, the present research analyzes the
effect of an applicant’s ethnicity and other characteristics
(i.e., gender, attractiveness, professional and parental status;
manipulated with a CV), as well as ideological moderators
(tolerance and racism), on participants’ judgments about the
candidate, including stereotypes (competence, sociability,
morality, and immorality); emotions (admiration, contempt,
compassion, and envy); and active and passive facilitation
tendencies at work.
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Complexity in the Expression of Prejudice

As Western societies have evolved toward promoting equal-
ity and minorities’ civil rights, the traditional expression of
prejudice has also been transformed from blatant forms (open,
negative, hostile discrimination) to more subtle and ambiva-
lent expressions. These new forms of expression are generally
characterized by attitudinal ambivalence triggered by people’s
internal conflict between their pro-equality beliefs and their
unconscious and uncontrollable negativity toward specific out-
groups (e.g., Dovidio & Gartner, 2004; McConahay, 1986). As
a result, outgroup attitudes often seem to be mixed (ambiva-
lent; Fiske et al., 2002) and may be negative and/or positive
depending on the context.

The complexity increases as social targets belong simul-
taneously to several social categories (Kulik et al., 2007). In
this vein, research has mainly focused on the intersection of
common highly visible demographic categories such as gen-
der and race. For example, in a recent study, Cuadrado et al.
(2021a) found that Spaniards perceived Moroccan men as less
moral (e.g., trustworthy) than Spanish men, and less moral and
more immoral than Moroccan women. Interestingly, no differ-
ent levels of morality were ascribed to Spanish and Moroccan
women.

Furthermore, concerning gender and their interaction with
other factors in organizational contexts, Klein and Shtudiner
(2021) found that physical attractiveness is an important factor
in the judgement of ethical behavior of women but not of men.
Fuegen et al. (2004) showed that parental status influenced
participants’ decision to hire and promote female candidates
but not male candidates. Another study (Garcia-Ael et al.,
2018) further found that professional status influenced both
the perceived competence and warm for men workers but only
the perceived competence for women. However, to the best of
our knowledge, there are no studies that jointly consider the
effects on attitudes toward ethnic minorities of both ethnicity
and gender with each of these other factors in the workplace.
The present research aims to explore these effects.

Contemporary theories of prejudice acknowledge that its
expression is a combination of two competitive motivations:
genuine prejudice and the motivation to suppress it (Cran-
dall & Eshleman, 2003). Both aspects may be influenced by
a range of factors such as the context, the social norms of
prejudice expression or a person’s value system and ideo-
logical beliefs.

Egalitarian vs. Non-egalitarian Individuals
The literature has identified two general categories of values
related to prejudice: individualism, which emphasizes the

importance of self-reliance and the Protestant work ethic,
and egalitarianism, which emphasizes the importance of
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all people being treated equally and fairly (e.g., Dovidio &
Gaertner, 2004). Whereas individualism facilitates preju-
dice, theorists propose that egalitarianism is its antidote
(Kite & Whitley, 2016). A genuine commitment to egali-
tarian goals can suppress stereotype activation because
these goals are important to the self and, when chronically
activated, operate implicitly. Those with chronic egalitar-
ian goal activation (with values that suppress prejudice) do
not judge or remember women or Blacks in terms of the
stereotype—apparently, the stereotype is not activated for
them (Moskowitz et al., 1999, 2000)—or they might even
implement overcompensation strategies when evaluating
stigmatized social groups.

In current societies, which are becoming increasingly
diverse, acceptance, respect, and appreciation of diversity
are essential to social well-being. To really understand and
be able to manage the great complexity implied by diver-
sity, different authors (see Cuadrado et al., 2021c) think
that research on cultural diversity should not concentrate
exclusively on prejudice, but should extend to and include
analysis of tolerance. Accordingly, we will account for both
racism and tolerance as proxies of (non)egalitarianism, so
that individuals with high levels of tolerance or low levels
of racism will be designated as egalitarian people, while
those who report the reverse pattern (low levels of tolerance
or high levels of racism) will be defined as non-egalitarians.
We aim to analyze if and how egalitarian and non-egalitarian
participants evaluate a Moroccan job candidate differently
than a Spanish candidate. We expect a different pattern of
judgments for egalitarian vs. non-egalitarian participants,
as well as a non-simplistic but complex expression of ethnic
attitudes for each case.

Models of Social Perception

Attitudinal ambivalence has been empirically confirmed by
recent and robust frameworks of social perception such as
the Behaviors from Intergroup Affect and Stereotypes Map
(BIAS Map; Cuddy et al., 2007) and its precursor, the ste-
reotype content model (SCM; Fiske et al., 2002). According
to these models, the combination of low vs. high perceived
warmth and competence stereotypes determines four spe-
cific emotions (admiration, contempt, envy, and compassion)
that, in turn, trigger specific behavioral tendencies toward
social targets. Warmth will determine the valence of active
behavioral tendencies, facilitation for warm targets and harm
for cold ones, while competence will determine the valence
of passive behavioral intention, facilitation for competent
targets and harm for incompetent ones.

Research in the organizational context (e.g., Cuddy et al.,
2011; Garcia-Ael et al., 2018) has shown the importance
of assessing warmth and competence stereotypes and their
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relation to discriminatory behaviors (e.g., personnel selec-
tion, hiring preferences, task assignment) toward differ-
ent disadvantaged groups (e.g., women, homosexuals) in
the workplace. Yet, few studies from this perspective have
considered ethnic minority immigrants as targets of work-
place discrimination (e.g., Agerstrom et al., 2012; Strinié
et al., 2020), and they have mainly focused on the tradi-
tional dimensions of the stereotype content: warmth and
competence.

It has recently been evidenced that the dimension of
warmth encompasses two distinct subdimensions: morality
(e.g., honest, sincere, trustworthy) and sociability (Leach
et al., 2007). Morality has a more prominent and diagnostic
role in social judgment compared to sociability and compe-
tence (Brambilla et al., 2021). The primacy of morality was
also confirmed when assessing different immigrant groups
(Cuadrado et al., 2016; Lopez-Rodriguez et al., 2013) and in
the workplace context as a predictor of emotional responses
and helping intentions toward a newcomer (Pagliaro et al.,
2013). Moreover, the primary role of morality on impres-
sion formation is mainly driven by its negative traits (for a
review, see Rusconi et al., 2020). However, prior work has
mainly considered positive moral content and tested whether
a social group has or lacks such positive traits. Building
on the evidence that suggests lacking moral qualities does
not necessarily imply having a negative moral character
(Rusconi et al., 2020), the present work considered stereo-
types of both morality and immorality.

Beyond trying to provide a more comprehensive picture
on contemporary labor discrimination of ethnic minorities
considering other basic features of the target and partici-
pants’ value system, we also aim to extend the previous liter-
ature on attitudes toward ethnic minorities in organizational
contexts in three ways: (a) based on the findings regarding
the importance of im(morality) stereotypes in social percep-
tion, we assess four instead of two dimensions of stereotype
content; (b) following the SCM and BIAS Map frameworks,
we examine participants’ affective and behavioral response;
and (c) we focus on positive behavioral intentions, because
recent research (e.g., Cuadrado et al, 2020) has shown the
importance of studying how and when we can promote posi-
tive relations and behaviors.

Current Research

Moroccans are highly stigmatized among ethnic minori-
ties in Spain: they elicit more symbolic and realistic threats
(Navas et al., 2012) and are perceived as less moral than
other immigrant groups (Lopez-Rodriguez et al., 2013).
Negative mutual evaluations are a characteristic of the Span-
ish-Moroccan relations. Spaniards refer to socio-cultural
differences (i.e., language, religion) and terrorism, whereas

Moroccans emphasize being discriminated against (Amirah-
Fernandez, 2015). For example, according to a recent study
carried out by the CCME and the IPSOS survey institute
(2020), 59% of young Moroccans between 18 and 35 years
of age had difficulties finding work in Spain.

Taking these data into account—and to capture the com-
plexity of prejudice in the workplace—three preregistered
experimental studies analyzed the effect of the ethnicity of a
candidate (Moroccan vs. Spanish) on stereotypes, emotions,
and behavioral intentions toward the candidate, accounting
for possible interaction with gender and with other relevant
factors: attractiveness (Study 1), parental status (Study 2),
and professional status (Study 3). The target’s gender was
always manipulated since there is evidence of its influence
on participants’ evaluations, especially regarding Moroccan
targets (see Cuadrado et al., 2021a). Moreover, we exam-
ined the moderating role of participants’ ideology/system
of beliefs (tolerance and racism toward Moroccans) on the
ethnicity effects.

Based on the previous literature, we expected that the
expression of prejudice (a different evaluation of Moroccan
candidates than Spanish ones) would be influenced by the
target’s ethnicity, but in interaction with other variables (e.g.,
gender, attractiveness) and would especially be moderated
by the observers’ system of values: egalitarians (participants
with high tolerance or low racism levels) vs. non-egalitarians
(participants with low tolerance or high racism levels). Stud-
ies 1 and 2 explored these hypotheses in an administrative
occupation, a low prototypical context for Moroccans in
Spain. Study 3 tried to confirm the hypotheses in a more
typical occupation for Moroccans in Spain (Gastén-Giu
et al., 2021): the hostelry. Candidates’ prototypicality was
measured in Studies 2 and 3 to interpret the pattern of preju-
dice expression for egalitarians vs. non-egalitarians.'

Study 1
Method
Participants

A total of 637 participants (after removing duplicates and
incomplete surveys) completed the study. Following pre-reg-
istered criteria, we excluded 158 participants (2 people under
18 years old, 53 who failed the attention check questions,
101 who failed the manipulation checks, and 2 people of

! Raw data, Pooled data, Supplementary Information (SI), Materials
used, and Preregistrations of Studies 1, 2 and 3 are available in the
Open Science Framework: https://osf.io/nvy59/?view_only=167d0
090cf0a4af8add6f9c0097008d8. The studies were approved by the
authors’ University Ethics Committee.
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Moroccan ethnic origin). The final sample was composed of
479 participants (54.7% women; 96.7% born in Spain; 98.6%
with Spanish nationality). Participant age ranged from 18 to
69 years (M =34.67, SD=13.39). Most participants (66%)
did not have professional experience in the field in which the
study was framed; 52% of the participants had completed
university studies, 66% were active workers, and 21% were
students. Participants self-located around the center of the
political orientation scale (M =2.77, SD=0.75), ranging
from 1 (extreme left) to 5 (extreme right).

Experimental Manipulation

We presented the CV of a 28-year-old person applying for
an administrative job in a medium-size Spanish company.
Participants were asked to imagine that they work in the
same company and to evaluate the target as a possible cow-
orker (guided by their first impression, i.e., the first thing
that comes to mind). Following a 2 ethnicity (Spanish vs.
Moroccan) X 2 gender (man vs. woman) X 2 attractiveness
(low vs. high) between-subjects design, we built eight dif-
ferent CVs based on Vazquez and Lois (2020), including a
picture of the candidate. The information concerning profes-
sional experience and education was identical in all cases
(the targets were trained and had professional experience
in the same cultural context). The gender and the ethnic-
ity of the target were manipulated through the name (José/
Maria Garcia Sanchez vs. Mohamed/Fatima Hassan Alaoui)
and the picture. To manipulate the level of attractiveness,
we used eight standardized images (a different one for each
condition) from the Chicago Face Database (CFD, Ma
et al., 2015, 2021). We selected the eight images that bet-
ter matched the stereotypical appearance of Spanish people
(white or Latin ethnicity) and Moroccan people (black or
multiracial ethnicity) based on their level of attractiveness.
According to the CFD, the mean attractiveness (on a scale
from 1 not at all to 7 extremely attractive) for the high-
attractive conditions was 4.89, and for the low-attractive
conditions was 2.49.

Measures

Participants answered the following measures thinking of
the candidate as a potential coworker. Unless stated other-
wise, all measures used a five-point response scale ranging
from 1 (nothing) to 5 (very much) and were presented after
the manipulation in the following order.

Stereotypes We used nine items (adapted by Lopez-Rod-
riguez et al., 2013 from Leach et al., 2007) to evaluate
descriptive morality (honest, sincere, trustworthy; o« =0.87);
sociability (likeable, friendly, warm; «=0.85); and compe-
tence (competent, intelligent, skillful; a =0.84); and three
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items (Sayans-Jiménez et al., 2017) to measure immorality
(malicious, treacherous, false; a=0.84).

Emotions We measured the four emotions included in the
SCM (Fiske et al., 2002) with eight items adapted into
Spanish by Cuadrado et al. (2016): admiration and respect
(admiration, r=0.41); envy and jealousy (envy, r=0.62);
compassion and pity (compassion, »=0.43); and contempt
and discomfort (contempt, r=0.61).

Facilitation Behavioral Tendencies We developed eight
items (Cuadrado et al., 2021b), based on the theoretical
distinction established by Cuddy et al. (2007), to measure
active facilitation (e.g., facilitate his/her professional train-
ing; four items: a=0.88) and passive facilitation tendencies
in the workplace (e.g., cooperate with him/her; four items:
a=0.84).

Attention Checks We included two questions (to select a
specific number) hidden among the items for the previous
scales to check if participants were paying attention. Giving
a wrong answer was a pre-established criterion of exclusion
to guarantee the quality of the online data.

Tolerance We used the 8-item Spanish version (Cuadrado
et al., 2021c) of the scale developed by Hjerm et al. (2020)
to measure tolerance toward “Moroccan immigrants” (e.g.,
I respect Moroccan immigrants’ opinions, even when I do
not agree, o« =0.85).

Racism We used the 11-item Spanish version (Navas, 1998)
of the Modern Racism Scale (McConahay, 1986) to meas-
ure prejudice against Moroccan immigrants (e.g., Moroccan
immigrants are being too demanding in their fight for equal
rights, a=0.92).

Manipulation Checks To check if participants were sensitive
to the manipulation, they had to confirm the Gender (man vs.
woman) and the Ethnicity (Spaniard vs. Moroccan) of the
evaluated person and to report to what extend they consid-
ered him/her attractive on a scale from 1 (not attractive) to
5 (very attractive). Participants who failed the manipulation
checks were excluded following the preregistered exclusion
criteria to guarantee the quality of the data.

Sociodemographic Variables Before the manipulation
checks, participants indicated their sex, age, level of edu-
cation, current occupation, personal experience in the
domain of the CV, nationality, birth country, and political
orientation.

For exploratory reasons we also measured prescriptive
stereotypes, outgroup threat, and ambivalent sexism (see
Supplementary Information, SI).
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Procedure

The study was designed and distributed through the Qual-
trics® platform. Participants were recruited among the
acquaintances of first-year students of different undergradu-
ate degrees from the local university who received a course
credit (0.25 points) for their collaboration. Participation in
the study was voluntary and anonymous. The average time
needed to fill out the questionnaires was 17 min. First, par-
ticipants completed the sociodemographic questions. Next,
they were presented with the CV of one of the eight experi-
mental conditions to which they were randomly assigned.
Afterwards, they responded to the main dependent variables,
potential moderators, and manipulation checks. Finally, they
were thanked and debriefed.

Data Analyses

To check for the effects of the manipulation on the depend-
ent variables (stereotypes, emotions, and facilitation behav-
ioral tendencies) we conducted three-factor MANOVAs
(targets’ ethnicity X gender X attractiveness).> Additionally,
to test whether the results were contingent on participants’
tolerance or racism, we conducted moderation analyses with
Hayes’ (2018) PROCESS command (Model 1) using 5,000
bootstrap samples to estimate bias-corrected standard errors
and 95% percentile confidence intervals.

A sensitivity analysis conducted a posteriori (after data
collection and pre-registered exclusion criteria applied) was
performed using the G * Power software (Faul et al., 2007).
We found that with a sample size of 479, with «=0.05 and
1 —B (power) =0.80, the minimum effect size that we could
detect to determine the main effects of the manipulated
variables via an ANOVA was f=0.128 (np2:0.016); and
£=0.016 (AR>=0.016) to determine the moderating role
of tolerance or racism on the effects of ethnicity through a
multiple regression with one tested predictor for the interac-
tion term.

Results
Manipulation Checks

Most participants correctly identified the gender (257;
87.1% for the male-candidate conditions; 294; 96.1% for
the female-candidate conditions) and ethnicity of the target

2 All analyses were also performed including the participant’s sex,
age, and political orientation as covariates. We report the results
without including covariates because they did not modify the results
consistently. Nevertheless, if the results changed by introducing them,
we indicate it.

(248; 81.3% for the Moroccan-candidate conditions; 277;
93.6% for the Spanish-candidate conditions). Participants
assigned to the high-attractiveness conditions perceived
candidates as more attractive (M =2.86, SE=0.90) than the
participants assigned to the low-attractiveness conditions
(M=2.31, SE=0.96), 1(476.193)=6.39, p < 0.001.

Effects of Targets’ Ethnicity on Stereotypes, Emotions,
and Behaviors

We found significant multivariate main effects of ethnicity on
stereotypes, Wilks’s A=0.971, F(4, 468)=3.50, p=0.008,
np2 =0.029; emotions, Wilks’s A=0.931, F(4, 468)=28.64,
p<0.001, np2=0.069; and facilitation tendencies, Wilks’s
A=0.966, F(2,470)=28.38, p<0.001, npz =0.034. The uni-
variate effects showed that participants attributed to Moroc-
can targets more sociability and competence than to Spanish
targets. They also expressed more admiration and less compas-
sion, as well as more active and passive facilitation tendencies
at work, toward Moroccan than toward Spanish candidates (see
SI for detailed statistical information of the univariate effects).

Effects of Targets’ Attractiveness on Stereotypes, Emotions,
and Behaviors

We found significant multivariate main effects of target’s
attractiveness on stereotypes, Wilks’s A=0.962, F(4,
468)=4.66, p=0.001, np2 =0.038; emotions, Wilks’s
A=0.978, F(4, 468)=2.58, p=0.037, np2 =0.022; and
facilitation tendencies, Wilks’s A=0.987, F(2, 470)=3.09
p=0.047, np2=0.013. The univariate effects showed that
the participants attributed less sociability, felt more compas-
sion, and reported more active facilitation tendencies at work
toward low than toward high-attractive candidates.

Finally, no significant multivariate main effects of gen-
der or multivariate three-way or two-way interaction effects
between the variables were found, F <3.61, p>0.058 (see SI
for detailed statistical information of the univariate effects).

Effects of Target’s Ethnicity on Stereotypes, Emotions,
and Behaviors Moderated by Tolerance and Racism

As preregistered, we explored the possible interaction of tar-
get’s ethnicity (Moroccan vs. Spanish candidates) with per-
ceivers’ system of values (i.e., level of tolerance and racism)
including targets’ gender and attractiveness as covariates.
The results showed that the effect of ethnicity on stereo-
types was moderated by (a) participants’ folerance for socia-
bility, B=0.22, 95% CI [0.02, 0.41], AR*=0.012; compe-
tence, B=0.30, 95% CI [0.13, 0.47], AR*=0.030; morality,
B=0.38, 95% CI [0.18, 0.57], AR*=0.037; and immorality,
B=-0.37,95% CI [-0.57,—0.16], AR*=0.038. Ethnicity
also interacted with (b) participants’ racism on competence,
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Table 1 Conditional effects of ethnicity on stereotypes depending on participant’s endorsement of tolerance and racism

(a) Study 1 (N=479)

Sociabiity Competence Morality Immorality
b (SE) 95% CI b (SE) 95% CI b (SE) 95% CI b (SE) 95% CI
(a) Conditional Effect of Tolerance
High .35 (.10) [.15, .56] 41 (.08) [.25,.57] .36 (.09) [.17, .54] -.26 (.09) [-.43, -.09]
Low -.01 (.12) [-.24,22] -.09 (.11) [-.30, .12] =27 (.12) [-.51,-.03] 35(.13) [.09, .61]
(b) Conditional Effect of Racism
High 10(.11) [-.11,.31] .03 (.10) [-.18, .23] =21 (.12) [-.44,.01] 31(.13) [.06, .56]
Low .28 (.10) [.07, .49] .33 (.09) [.16, .51] 35 (.10) [.16, .54] -.27 (.09) [-.44,-.10]
(b) Study 2 (N=447)
Sociability Competence Morality Immorality
b (SE) 95% CI b (SE) 95% CI b (SE) 95% CI b (SE) 95% CI
(a) Conditional Effect of Tolerance
High .35 (.10) [.16, .54] .33 (.09) [.15,.51] .36 (.09) [.19, .54] -.23 (.09) [-.40, -.06]
Low .04 (.09) [-.13,.21] .19 (.08) [.03, .35] .02 (.10) [-.16, .22] -.07 (.11) [-.14, .27]
(b) Conditional Effect of Racism
High -.06 (.10) [-.25, .13] .13 (.09) [-.04, .30] -.03 (.10) [-.22, .16] -.04 (.11) [-.26, .18]
Low 48 (.10) [.28, .68] 40 (.09) [.23, .57] 46 (.09) [.28, .64] -.14 (.08) [-.30, .02]
(c) Study 3 (V=1581)
Sociability Competence Morality Immorality
b (SE) 95% CI b (SE) 95% CI b (SE) 95% CI b (SE) 95% CI
(a) Conditional Effect of Tolerance
High .12 (.08) [-.30, .05] .27 (.08) [.11,42] .33 (.08) [.17, .49] -.25 (.07) [-.40, -.10]
Low -.12 (.09) [-.05, .28] .09 (.08) [-.08, .25] -.16 (.09) [-.34,.02] .25 (.09) [.07, .44]
(b) Conditional Effect of Racism
High -.19 (.09) [-.37,-.00] .04 (.09) [-14, 21] -.19 (.09) [-.37,-.02] .24 (.09) [.05, .42]
Low .20 (.08) [.03, .36] .33 (.07) [.18, .47] .37 (.08) [.22, .52] -.23 (.07) [-.37,-.10]
(d) Pooled data (N=1507)
Sociability Competence Morality Immorality
b (SE) 95% CI b (SE) 95% CI b (SE) 95% CI b (SE) 95% CI
(a) Conditional Effect of Tolerance
High .26 (.05) [.15,.37] .33 (.05) [.23, .43] .35 (.05) [.26, .45] -.25 (.05) [-.34,-.16]
Low -.03 (.06) [-.14, .08] .05 (.05) [-.05, .16] -.14 (.06) [-.25,-.02] .22 (.06) [.10, .34]
(b) Conditional Effect of Racism
High -.04 (.06) [-.16, .07] .04 (.05) [-.06, .15] -.15 (.06) [-.27,-.04] .18 (.06) [.06, .30]
Low .29 (.05) [.19, .40] .36 (.05) [.26, .45] .39 (.05) [.29, .49] -.22 (.04) [-.31,-.14]

B=-0.15,95% CI [-0.30,—0.01], AR*=0.012; morality,
B=—-0.28,95% CI [-0.44,—0.13], p<0.001, AR*>=0.030;
and immorality, B=0.29, 95% CI [0.13, 0.45], AR*>=0.034.
Specifically, participants with high levels of tolerance or low
levels of racism (egalitarian participants) attributed more
competence and morality and less immorality to Moroccan
targets than to Spanish targets. Moreover, participants with
high levels of tolerance considered Moroccan candidates to be
more sociable than Spanish ones. In contrast, non-egalitarian
participants (low tolerance or high racism) perceived Moroc-
can candidates as more immoral than Spanish targets. Also,
participants with low levels of tolerance perceived Moroccan
candidates as less moral than Spanish ones (see Table 1a).
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The effect of ethnicity on admiration and contempt
also interacted with (a) tolerance, B=0.31,95% CI [0.11,
0.52], AR*=0.025; B= —0.28, 95% CI [-0.50, — 0.06],
AR?*=0.026, respectively; and (b) racism, B= —0.16,
95% CI [-0.31,-0.0001], AR*=0.009; B=0.22, 95%
CI [0.07, 0.38], AR?>=0.023, respectively. Concretely,
participants with high levels of tolerance or low levels
of racism (egalitarian participants) reported more admi-
ration and less contempt toward Moroccan than toward
Spanish targets. No differences between the evaluations
of Moroccan versus Spanish targets were found for non-
egalitarian participants (low tolerance or high racism).
See Table 2a.
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Finally, the effect of ethnicity on facilitation tendencies was
also contingent on (a) tolerance for active facilitation, B=0.29,
95% CI [0.08, 0.50], AR*=0.019, and passive facilitation,
B=0.33, 95% CI [0.15, 0.53], AR?>=0.024; and (b) racism
for passive facilitation, B= —0.17, 95% CI [-0.33,—-0.01],
AR*=0.009. In particular, participants with a high level of
tolerance or low level of racism manifested more passive facili-
tation toward Moroccan than toward Spanish targets. The same
pattern was found for active facilitation, but only for highly tol-
erant participants. No differences were found for participants
with low tolerance or high racism (see Table 2a).

Discussion

In this study, we explored the conjoint effect of ethnic-
ity, gender, and attractiveness on stereotypes, emotions,
and facilitation behavioral intentions in the workplace.
Contrasting with previous studies, we did not find main
effects of gender (e.g., Garcia-Ael et al., 2018), or con-
sistent interactive effects between gender and physical
attractiveness (e.g., Klein & Shtudiner, 2021), or gender
and ethnicity (e.g., Cuadrado et al., 2021a) on the studied
variables.

The most consistent and intriguing results occurred
depending on the target’s ethnicity. Contrary to what we
expected based on the predictions of the SCM (Fiske et al.,
2002) and BIAS Map (Cuddy et al., 2007), participants
attributed more sociability and competence, and they
expressed more admiration and facilitation behavioral
tendencies (both active and passive) and less compassion
toward Moroccan than toward Spanish targets. Thus, the
results showed an unexpected pattern of positive outgroup
bias. We found evidence that this bias was manifested only
by egalitarian participants (high in tolerance or low in
racism), and that the moderating effect of tolerance was
more consistent than that of racism. These findings show
the relevance of going beyond prejudice and including
tolerance when studying intergroup relations (Cuadrado
etal., 2021c).

Further, our results revealed the prominent role of (im)
morality in social judgments (Brambilla et al., 2021).
Thus, only for this one stereotype dimension did a con-
sistent but reversed pattern emerge for non-egalitarian
participants as well: Moroccans compared to Spaniards
were perceived as more immoral by participants low in
tolerance or high in racism, and as less moral by partici-
pants with low tolerance.

We wondered if candidates’ prototypicality might explain
these results, so, in Study 2 we explore the perceived typical-
ity of candidates and plan to confirm the role of tolerance
and racism as moderators of the effect of ethnicity.

Study 2

In Study 2, we further extend the findings of Study 1 by
exploring the conjoint effect of ethnicity, gender, and paren-
tal status (Fuegen et al., 2004; Smith, 2002) on stereotypes,
emotions, and behavioral tendencies in the workplace. More-
over, given the exploratory nature of Study 1, we also aim
to confirm the moderating role of tolerance and racism on
the ethnicity effect. The low representativeness of Moroc-
cans working in administration might help to understand the
previous findings. Therefore, in this study we explore the
perceived typicality of Moroccan and Spanish candidates,
and if this perception varies depending on participant’s levels
of tolerance and racism.

Method
Participants

A total of 704 participants (after removing duplicates and
incomplete surveys) completed the study. Following pre-
registered criteria, we excluded 257 participants (2 peo-
ple under 18 years old, 2 participants of Moroccan origin,
50 who failed the attention check, and 203 who failed the
manipulation checks; see SI). The final sample consisted of
447 participants (63.1% women; 96.2% born in Spain; 98.7%
with Spanish nationality). Participant age ranged from 18 to
77 years (M =29.80, SD=12.39). Most participants (75.6%)
did not have professional experience in the field in which the
study was framed, were active workers (46.3%) or students
(47%), and had completed university studies (60.4%). Partici-
pants self-located around the center of the political orientation
scale (M=2.57, SD=0.76), ranging from 1 (extreme left) to
5 (extreme right). An a posteriori sensitivity analysis using
G xPower (Faul et al., 2007) showed that with this sample
size (N=447), with «=0.05 and 1 — f=0.80, the minimum
effect size that we could detect to determine the main effects
of the manipulated variables via an ANOVA was f=0.133
(np2:0.017); and to determine the moderating role of toler-
ance or racism on the effects of ethnicity through a multiple
regression with one tested predictor for the interaction term
was £=0.018 (AR?>=0.018).

Experimental Manipulation

Following a 2 ethnicity (Spanish vs. Moroccan) X 2 gen-
der (man vs. woman) X 2 parental status (parent vs. non-
parent) between-subjects design, we built eight different
CVs, manipulating ethnicity and gender as in Study 1 and
keeping the level of attractiveness consistent through the
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Table 2 Conditional effects of ethnicity on emotions and facilitation behavioral tendencies depending on participant’s endorsement of tolerance

and racism
(a) Study 1 (N=479)
Admiration Contempt Active Facilitation Passive Facilitation
b (SE) 95% CI b (SE) 95% CI b (SE) 95% CI b (SE) 95% CI
(a) Conditional Effect of Tolerance
High  .52(.09) [.34, .71] 25 (.08) [-.40, -.10] 52(.09) [.34, .71] 25 (.08) [-.40, -.10]
Low  -.00(.13) [-.26, .25] 22(.14) [-.05, .50] -.00 (.13) [-.26, 25] 22(.14) [-.05, .50]
(b) Conditional Effect of Racism
High .13(.12) [-.11, .37] 18 (.12) [-.06, .42] 13 (.12) [-.11, .37] 18 (.12) [-.06, .42]
Low .44 (.09) [.26, .61] -26 (.08) [-42,-.11] 38(.10) [.19, .57] 48 (.10) [.29, .67]
(b) Study 2 (N=447)
Admiration Contempt Active Facilitation Passive Facilitation
b (SE) 95% CI b (SE) 95% CI b (SE) 95% CI b (SE) 95% CI
(a) Conditional Effect of Tolerance
High .50 (.09) [.31,.68] -.34 (.07) [-.48, -.20] .50 (.09) [.31,.68] -.34 (.07) [-.48, -.20]
Low .24 (l11) [.03, .46] -01 (.09) [-.19, .16] 24 (11) [.03, .46] -01 (.09) [-.19, .16]
(b) Conditional Effect of Racism
High 13 ((12) [-.10, .36] -.01 (.08) [-.18, .15] 13 ((12) [-.10, .36] -.01 (.08) [-.18, .15]
Low .60 (.09) [.41,.79] -33(.07) [-.47,-20] .60 (.09) [.41,.79] -33(.07) [-.47,-.20]
(c) Study 3 (V=>581)
Admiration Contempt Active Facilitation Passive Facilitation
b (SE) 95% CI b (SE) 95% CI b (SE) 95% CI b (SE) 95% CI
(a) Conditional Effect of Tolerance
High .56 (.09) [.39, .74] -.19 (.06) [-.31, -.08] 56 (.09) [.39, .74] -.19 (.06) [-.31, -.08]
Low  -08(ll) [-.30, .13] .09 (.08) [-.06, .25] -08 (.11) [-.30, .13] .09 (.08) [-.06, .25]
(b) Conditional Effect of Racism
High  -.02(11) [-.24, .19] .06 (.08) [-.08, .22] ~02(.11) [-.24, .19] .06 (.08) [-.08, .22]
Low  .52(.08) [.35, .68] 17 (.05) [-.27,-.07] 52(.08) [.35, .68] 17 (.05) [-.27,-.07]
(d) Pooled data (N=1507)
Admiration Contempt Active Facilitation Passive Facilitation
b (SE) 95% CI b (SE) 95% C1 b (SE) 95% C1 b (SE) 95% CI
(a) Conditional Effect of Tolerance
High .53 (.05) [.42,.63] -.25(.04) [-.33,-.17] .53 (.05) [.42,.63] -.25(.04) [-.33,-.17]
Low  .03(.07) [-.10, .16] .09 (.06) [-.03, 21] .03 (.07) [-.10, .16] .09 (.06) [-.03, .21]
(b) Conditional Effect of Racism
High .06 (.07) [-.07, .19] .07 (.06) [-.04, .18] .06 (.07) [-.07, .19] .07 (.06) [-.04, .18]
Low  .52(.05) [.42, .62] 25 (.04) [-.33,-.18] 52 (.05) [42, .62] 25 (.04) [-.33,-.18]
experimental conditions (we selected the pictures of high- r=0.52); facilitation behavioral tendencies (active a«=0.88;
attractive candidates used in Study 1). To manipulate paren-  passive a=0.83); tolerance («=0.86); and racism («=0.91).
tal status, we specified before presenting the CV that the can- Additionally, we measured perceived typicality based
didate had just become a father/mother (parent condition). on Brown et al. (2007). Participants reported on a 5-point
response scale ranging from 1 (nothing) to 5 (very much)
to what extent they perceived that the target resembled the
Measures members of his/her ethnic group in general (Spaniards or
Moroccans). Attention and manipulation checks and soci-
Using the same measures described in Study 1, we evalu-  odemographic variables were measured as in Study 1. We
ated stereotypes (sociability: «=0.81; competence: ®=0.80;  included the same additional measures (except prescrip-
morality: «=0.81; immorality: ®=0.76); emotions (admira-  tive stereotypes) for exploratory purposes as in Study 1

tion: r=0.40; envy: r=0.66; compassion: r=0.42; contempt: (see SI).
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Procedure

The same procedure was followed as in Study 1, but here we
asked participants’ age and gender before the manipulation
to identify the duplicate cases more easily. The average time
needed to fill out the questionnaires was 18 min.

Results

Effects of Targets’ Ethnicity on Stereotypes, Emotions,
and Behaviors

We found significant multivariate main effects of ethnicity on
stereotypes, Wilks’s A=0.961, F(4, 436)=4.37, p=0.002,
np2 =0.039; emotions, Wilks’s A=0.942, F(4, 436)=6.67,
p<0.001, np2 =0.058; and facilitation tendencies, Wilks’s
A=0.967, F(2,438)=7.37, p=0.001, np2=0.033.The uni-
variate effects replicated the unexpected positive outgroup
bias toward Moroccan candidates: participants considered
Moroccan candidates more moral, sociable, and competent
than Spanish ones. They also reported more admiration and
less contempt, as well as more active and passive facilita-
tion toward Moroccan than toward Spanish targets (see SI
for detailed statistical information of these univariate effects).

Effects of Targets’ Gender on Stereotypes, Emotions,
and Behaviors

We found significant multivariate main effects of target’s
gender on stereotypes, Wilks’s A=0.971, F(4, 436)=3.29,
p=0.011, np2 =0.029; emotions, Wilks’s A=0.939, F(4,
436)=7.13, p<0.001, np2 =0.061; and facilitation ten-
dencies, Wilks’s A=0.964, F(2, 438)=28.24, p<0.001,
np2 =0.036. Unlikely Study 1, participants rated more posi-
tively women than men in terms of sociability, competence,
morality, immorality, admiration, contempt, and active and
passive facilitation tendencies (see SI for detailed statistical
information of these univariate effects).

Effects of Targets’ Parental Status on Stereotypes, Emotions,
and Behaviors

We found significant multivariate main effects of parental
status only on facilitation tendencies, Wilks’s A =0.984,
F(2,438)=3.51 p=0.031, np2 =0.016. Univariate effects
showed that participants expressed more active and pas-
sive facilitation behavioral tendencies toward childless that
toward parent candidates (see SI for detailed statistical infor-
mation of this univariate effect).

Interactive Effects of Targets’ Ethnicity, Gender and Parental
Status on Stereotypes, Emotions, and Behaviors

We did not find a clear and consistent pattern of results
regarding interaction effects of the manipulated variables
on stereotypes, emotions, and behaviors (see SI for detailed
information on these results).

Effects of Target’s Ethnicity on Stereotypes, Emotions,
and Behaviors Moderated by Tolerance and Racism

The same moderation analyses as in Study 1 revealed that
the effect of ethnicity on stereotypes was moderated by
(a) tolerance on sociability, B=0.19, 95% CI [0.03, 0.35],
AR?>=0.011; and morality, B=0.21, 95% CI [0.04, 0.38],
AR?=0.014; and (b) racism on sociability, B= —0.28, 95%
CI[-0.43,-0.13], AR?>=0.032; competence, B= —0.14,
95% CI [-0.27,—0.004], AR*=0.010; and morality,
B=-0.25,95% CI [-0.40,—0.11], AR*>=0.029. Specifi-
cally, participants with high levels of tolerance attributed
more sociability and morality, and less immorality to Moroc-
can targets than to Spaniards. Likewise, participants with
low levels of racism attributed more sociability, competence,
and morality to Moroccan targets compared to Spaniards. No
differences were found for participants with low tolerance or
high racism (see Table 1b).

The effect of ethnicity on emotions was also contin-
gent on (a) tolerance for contempt, B= —0.21, 95% CI
[—0.36,—0.06], AR*=0.019 and (b) racism for both admi-
ration, B= —0.26, 95% CI [—0.43,—0.09], AR*=0.021
and contempt, B=0.17, 95% CI [0.06, 0.29], AR*=0.018.
Concretely, participants with high levels of tolerance or low
levels of racism reported less contempt toward Moroccan
than toward Spanish targets. Similarly, participants with low
levels of racism reported more admiration toward Moroc-
can than toward Spanish candidates. No differences were
found for participants with low tolerance or high racism (see
Table 2b).

Finally, we also found that the effect of ethnicity on facili-
tation tendencies was moderated by (a) tolerance on active
facilitation, B=0.30, 95% CI [0.11, 0.50], AR*=0.022,
and (b) racism on active facilitation, B= —0.36, 95% CI
[-0.52,—0.21], AR>*=0.045, and passive facilitation,
B=-0.29,95% CI [-0.46,—0.12], AR*=0.029. In particu-
lar, participants with high levels of tolerance or low levels
of racism reported more active facilitation toward Moroc-
can than toward Spaniards. Participants with low levels of
racism also manifested more passive facilitation toward
Moroccan than toward Spanish targets. No differences were
found for participants with low tolerance or high racism (see
Table 2b).
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Fig. 1 Conditional effects of

ethnicity on perceived typical-

ity depending on participant’s

endorsement of tolerance and 5
racism (Study 2)
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Effects of Target’s Ethnicity on Perceived Typicality
and Interaction with Tolerance and Racism

The ANCOVA (with gender and parental status as covari-
ates) conducted to test the effect of ethnicity on perceived
typicality was significant, F(1, 443)=86.46, p <0.001,
np2= 0.163. Participants perceived the Moroccan target
as less prototypical of their own group (i.e., Moroccans;
M=2.87, SE=0.06), than the Spanish target (i.e., Spaniards;
M=3.65, SE=0.06). No other significant main or interac-
tion effects were found.

Moderation analysis revealed an interaction effect
of ethnicity with (a) rolerance, B=0.27, 95% CI [0.02,
0.52], AR?>=0.011; and (b) racism, B= —0.32, 95% CI
[—0.51,—0.13], AR*=0.022, on target’s perceived typical-
ity. Although participants perceived Moroccan targets as less
prototypical of Moroccans than Spanish targets of Spaniards
regardless of their tolerance or racism levels (see Fig. 1),
non-egalitarian participants (low in tolerance, B= —0.98,
95% CI [—1.24,-0.72], AR*=0.011; or high in racism,
B=—1.05,95% CI [—1.30,—0.81], AR*=0.022) perceived
greater differences in typicality between Moroccan and Span-
ish candidates than egalitarian participants (high in tolerance:
B=-0.56,95% CI [—0.80,—0.31], p<0.001; and low in
racism: B=—0.47,95% CI [-0.70,—0.24], p <0.001).

Discussion

Study 2 revealed that participants perceived Moroccan
candidates as less typical of Moroccans than Spanish
candidates of Spaniards, and this effect was stronger for
non-egalitarian participants. In accordance with modern
theories of prejudice (e.g., aversive prejudice: Dovidio &
Gaertner, 2004; modern racism: McConahay, 1986), this
might explain why we did not find a negative outgroup
bias in non-egalitarian participants (this issue will be fur-
ther addressed in the General Discussion). The results
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also confirmed the role of tolerance and racism as mod-
erators of the positive outgroup bias toward Moroccan
candidates, but with small differences compared to Study
1. In Study 2, unlike Study 1, the moderating role of rac-
ism was more consistent across measures than the role of
tolerance, highlighting the relevance of measuring both
aspects.

Our findings also showed that female candidates were
more positively assessed than male candidates, which may
have important implications on the differential evaluation
of women and men at work. However, contrary to previous
research, the gender of the target did not consistently influ-
ence participants’ evaluations regarding ethnicity (Cuadrado
et al., 2021a) or parental status (Fuegen et al, 2004) —which
did not perform any role on the studied variables. The different
and specific framing of the studies may explain these findings,
since we focused here on interpersonal evaluations of single
candidates at work.

Study 3

The main goal of this study was to replicate the role of tol-
erance and racism as moderators of the effect of ethnicity
on stereotypes, emotions, and behavioral tendencies in the
workplace found in Studies 1 and 2, but in a different occu-
pational setting. The previous studies were set in the context
of administration, and candidates were described as having a
specialized background for the administrative job for which
they applied. However, in this context, Moroccan candidates
were perceived as less typical than Spanish workers (Study
2). This frame may have activated an exemplar instead of
the schema of ‘Moroccans’, leading participants to perceive
Moroccan candidates as highly counter-stereotypical of
Moroccans in Spain. As occupational distribution of Moroc-
can men and women in Spain is lower in administrative than
hostelry occupations (Gaston-Giu et al., 2021), to rule out
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the effect of context as a possible explanation of our find-
ings, we framed Study 3 in the hostelry domain. We thus test
whether the moderated effect of ethnicity by the ideological
variables found in Studies 1 and 2 would be replicated even
in a different sector. Additionally, we manipulate the profes-
sional status (high vs. low) to explore the interaction between
ethnicity and professional status on targets’ typicality.

Method
Participants

A total of 730 participants (after removing duplicates and
incomplete surveys) completed the study. Following pre-reg-
istered criteria, we excluded 149 participants (2 people under
18 years old, 7 participants of Moroccan origin, 46 who failed
the attention check question, and 94 who failed the manipula-
tion checks; see SI). The final sample consisted of 581 partici-
pants (59.7% women; 96% born in Spain; 98.3% with Span-
ish nationality). Participant age ranged from 18 to 69 years
(M=33.56, SD=13.76). Most participants (69.9%) did not
have professional experience in the field in which the study
was framed, were active workers (55.2%) or students (33.7%),
and 54% of participants had completed university studies. Par-
ticipants self-located around the center of the political orienta-
tion scale (M=2.61, SD=0.77), ranging from 1 (extreme left)
to 5 (extreme right). An a posteriori sensitivity analysis using
G« Power (Faul et al., 2007) showed that with this sample
size (N=581), with ®=0.05 and 1 —f=0.80, the minimum
effect size that we can detect to determine the main effects
of the manipulated variables via an ANOVA was f=0.116
(n,>=0.013); and f*=0.013 (AR*=0.013) to determine the
moderating role of tolerance or racism on the effects of ethnic-
ity through a multiple regression with one tested predictor for
the interaction term.

Experimental Manipulation

Following a 2 ethnicity (Spanish vs. Moroccan) X 2 gen-
der (man vs. woman) X 2 professional status (high vs. low)
between-subjects design, we built eight different CVs,
manipulating ethnicity and gender as in the Studies 1 and
2, and using the pictures of high-attractive candidates as in
Study 2. The candidates applied for a job in a restaurant.
We manipulated the professional status through the infor-
mation on the CV concerning professional experience and
education. For high-status conditions, the candidate had a
high level of education and previous experience in high-
status jobs (head cook), whereas for low-status conditions,
the candidate had a low level of education and previous
experience in low-status jobs (dishwasher).

Measures and Procedure

The procedure was the same as in Study 2. The average time
needed to fill out the questionnaires was 18.2 min. Using the
same measures described in Study 1, we evaluated stereotypes
(sociability: «=0.82; competence: «=0.79; morality: «a=0.87;
immorality: a=0.81); emotions (admiration: r=0.44; envy:
r=0.63; compassion: r=0.44; contempt: r=0.43); facilita-
tion behavioral tendencies (active: «=0.87; passive: a=0.80);
tolerance (a¢=0.85); and racism («=0.92). As in Study 2, we
also included an item to assess perceived typicality. Attention
and manipulation checks, and sociodemographic variables were
measured as in Study 2. We included the same additional meas-
ures for exploratory purposes as in Study 2 (see SI).

Results

Effects of Targets’ Ethnicity on Stereotypes, Emotions,
And Behaviors

We found significant multivariate effects of ethnicity on
stereotypes, Wilks’s A=0.972, F(4, 570)=4.06, p=0.003,
npz =0.028; emotions, Wilks’s A=0.974, F(4, 570)=3.86,
p=0.004, np2 =0.026; and facilitation tendencies, Wilks’s
A=0.976, F(2,572)=6.98, p=0.001, np2 =0.024. The uni-
variate effects replicated once again the unexpected positive
outgroup bias toward Moroccan candidates. Participants
attributed more competence, felt more admiration, and
expressed more active and passive facilitation intentions
toward Moroccan targets than toward Spanish targets (see
SI for statistical information of these univariate effects).

Effects of Targets’ Gender on Stereotypes, Emotions,
and Behaviors

Regarding target’s gender, we found significant multivari-
ate effects only on stereotypes, Wilks’s A=0.974, F(4,
570)=3.77, p=0.005, np2 =0.026. The univariate effects
showed that participants attributed to female targets more
sociability, competence, and morality than to male targets
(see SI for statistical information of these univariate effects).

Effects of Targets’ Professional Status on Stereotypes,
Emotions, and Behaviors

We found significant multivariate effects of professional
status on stereotypes, Wilks’s A=0.840, F(4, 570)=27.10,
p<0.001, np2 =0.160; emotions, Wilks’s A=0.855, F(4,
570)=24.18, p<0.001, np2 =0.145; and facilitation ten-
dencies, Wilks’s A=0.968, F(2, 572)=9.50 p<0.001,
np2= 0.032. High-status targets, compared to low-status
targets, were evaluated as more competent, elicited more
admiration, contempt, envy and less compassion, and
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triggered more active and passive facilitation behavioral
tendencies.

Finally, no significant multivariate three-way or two-way
interaction effects between the variables were found (see SI
for statistical information of the univariate effects).

Effects of Target’s Ethnicity on Stereotypes, Emotions,
and Behaviors Moderated by Tolerance and Racism

The moderation analysis revealed an interaction effect of ethnic-
ity with (a) folerance on morality, B=0.31, 95% CI [0.16, 0.46],
AR?=0.027; and immorality, B= —0.32, 95% CI [—0.48,—0.16],
AR*=0.033; and (b) racism on sociability, B= —0.20, 95% CI
[—0.33,-0.06], AR?*=0.017: competence, B=—0.15, 95%
CI [-0.27,—0.03], AR*=0.009; morality, B= —0.29, 95% CI
[—0.42,—0.17], AR*=0.036; and immorality, B=0.24, 95% CI
[0.12, 0.37], AR*=0.029. Concretely, participants with high lev-
els of tolerance attributed more morality and less immorality to
Moroccans than to Spaniards. Likewise, participants with low lev-
els of racism attributed more sociability, competence, morality,
and less immorality to Moroccans than to Spaniards. Finally, par-
ticipants with low tolerance attributed more immorality to Moroc-
can candidates than to Spanish targets, and participants with high
levels of racism attribute less sociability, morality, and more
immorality to Moroccan than to Spanish targets (see Table 1c).

The moderation analysis also revealed that the effect of eth-
nicity was contingent on (a) folerance for admiration, B=0.41,
95% CI[0.22, 0.59], AR?>=0.036; and contempt, B= —0.18,
95% CI [-0.32,—0.04], AR*=0.019; and (b) racism for both
admiration, B= —0.28, 95% CI [-0.42,—0.13], AR?>=0.025;
and contempt, B=0.12, 95% C1[0.02, 0.23], AR*=0.013. Spe-
cifically, egalitarian participants (high tolerance or low racism)
reported more admiration and less contempt toward Moroccan
than toward Spaniard targets. No differences in emotions were
found for non-egalitarian participants (see Table 2c).

Once again, we found an interaction of ethnicity with
(a) tolerance on active facilitation, B=0.43, 95% CI [0.25,
0.61], AR?>=0.043; and passive facilitation, B=0.40, 95%
CI [0.23, 0.58], AR?>=0.038; and (b) racism on active facil-
itation, B= —0.24, 95% CI [-0.38,—0.09], AR?=0.020;
and passive facilitation, B= —0.29, 95% CI [—0.43,—0.14],
AR?=0.028. In particular, egalitarian participants (high lev-
els of tolerance or low levels of racism) reported more facil-
itation tendencies (active and passive) toward Moroccan
targets than toward Spaniards. No differences were found
for non-egalitarian participants (see Table 2c).

Effects of Ethnicity and Professional Status on Perceived
Typicality

The two-factor ANCOVA (with gender as covariate)
conducted to test the effect of ethnicity and professional
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status on perceived typicality was significant for ethnic-
ity, F(1, 576)=58.01, p<0.001, np2=0.091; and profes-
sional status, F(1, 576)=9.41, p=0.002, np2 =0.016.
Participants perceived Moroccan targets as less proto-
typical of Moroccans (M =2.95, SE=0.06) than Spanish
targets of Spaniards (M =3.58, SE=0.06). Participants
also perceived high-status candidates as less prototypi-
cal of their own group (both Moroccans and Spaniards;
M=3.14, SE=0.06) than low-status candidates (M =3.39,
SE=0.06). No interaction effects were found.

Unlike Study 2, there were no interaction effects of eth-
nicity with tolerance or racism on perceived typicality.

Discussion

Overall, Study 3 confirmed a pattern of results similar to Stud-
ies 1 and 2 in a different occupational setting (hostelry), which
was selected to increase the perceived typicality of Moroccan
targets (because the occupational distribution of Moroccan
workers in Spain is greater in hostelry than in administra-
tion; Gaston-Guiu et al., 2021). However, participants again
perceived Moroccan targets as less prototypical of Moroccans
than Spanish targets of Spaniards, and participant’s levels of
tolerance or racism did not moderate this effect.

We confirmed once again the positive outgroup bias
toward Moroccan candidates among egalitarian participants,
but we also found that non-egalitarian participants showed
the traditional negative outgroup bias (or positive ingroup
bias; Tajfel & Turner, 1979) for some stereotypical dimen-
sions, mainly im(morality).

The low perceived typicality of Moroccan candidates not only
might explain why egalitarian participants showed a positive out-
group bias toward Moroccan candidates, but also it might allow
us to understand why non-egalitarian participants did not differ-
entiate between Spanish candidates and low-typical Moroccans
in competence or sociability, but still perceived differences along
the core dimensions of social perception: morality and immorality.

Moreover, in line with the results of Study 2, there was a
positive bias toward female targets. Additionally, candidates
to high-status positions were in general better evaluated than
their low-status counterparts, confirming previous results (e.g.,
Garcia-Ael et al., 2018). However, like in Studies 1 and 2, the
interactions between factors were scarce and inconsistent.

Pooled Analyses of Studies 1, 2, and 3

Across three studies, there was evidence that the effect of
candidate ethnicity on stereotypes, emotions, and behavioral
tendencies was moderated by participants’ level of toler-
ance or racism. However, some effects were not consistent
across studies. We pooled the data following an integrative
data analysis approach (Curran & Hussong, 2009) to provide
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insight into the robustness of these effects with more statisti-
cal power, sample heterogeneity, and controlling by differ-
ent occupations (administration in Studies 1 and 2; hostelry
in Study 3). According to previous findings, we considered
that the effects of candidate ethnicity might be conditioned
by participants’ ideology/value system toward Moroccan
immigrants.

Method
Participants

The total sample included 1,507 participants (nl =479;
n2=447; n3=581). Results of an a posteriori sensitivity

Fig.2 Conditional effects

of ethnicity on stereotypes
depending on participant’s
endorsement of tolerance and
racism (Pooled data)

analysis (Faul et al., 2007) showed that with a=0.05
and 1 — pf=0.80, for a sample size of 1507 participants
the minimum effect size that we could detect to deter-
mine the moderating role of tolerance or racism on the
effects of ethnicity through a multiple regression with one
tested predictor for the interaction term was f>=0.005
(AR?>=0.005).

Results

We conducted the same moderation analyses as in previous
studies. We created two dummy variables to control for pos-
sible effects of the specific study, which were introduced as
covariates in the analyses.
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Fig.3 Conditional effects of
ethnicity on emotions and
facilitation behavioral tenden-
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We found an interaction effect of ethnicity with (a) morality, B= —0.28, 95% CI [-0.36,—0.20], AR?*=0.033:;
tolerance on sociability, B=0.18, 95% CI [0.08, 0.28],  and immorality, B=0.21, 95% CI [0.12, 0.29], AR?=0.020.
AR*=0.009; competence, B=0.17, 95% CI [0.08,  Egalitarian participants attributed more sociability, compe-
0.26], AR?>=0.009; morality, B=0.30, 95% CI [0.20, tence, morality, and less immorality to Moroccan than to
0.40], AR*=0.026; and immorality, B= —0.29, 95% CI  Spanish candidates. However, non-egalitarian participants
[-0.39,-0.18], AR>=0.027). We also found an inter- did not differentiate in competence or sociability between
action effect of ethnicity with (b) racism on sociability, = Moroccan and Spanish candidates, but they attributed less
B=—0.18, 95% CI [-0.26,—0.09], AR*>=0.012; compe-  morality and more immorality to Moroccans compared to
tence, B= —0.16, 95% CI [—0.24,—0.09], AR*=0.012; Spaniards (see Table 1d and Fig. 2).
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Concerning emotions, we found an interaction effect of
ethnicity with (a) folerance on admiration, B=0.31, 95% CI
[0.20, 0.42], AR?>=0.022; and contempt, B=—0.21,95% CI
[-0.31,-0.11], AR?>=0.019; and (b) racism on both admi-
ration, B= —0.24, 95% CI [—0.33,-0.15], AR>=0.018;
and contempt, B=0.17, 95% CI [0.09, 0.24], AR?>=0.017.
Participants with high levels of tolerance or low levels of
racism reported more admiration and less contempt toward
Moroccan targets than toward Spaniards. No differences
were found for non-egalitarian participants (see Table 2d
and Fig. 3).

Finally, regarding facilitation tendencies, we found an
interaction effect of ethnicity with (a) folerance on active
facilitation, B=0.34, 95% CI [0.23, 0.46], AR*=0.028;
and passive facilitation, B=0.30, 95% CI [0.20, 0.41],
AR*=0.022; and (b) racism on active facilitation, B= —0.24,
95% CI [-0.33,—-0.15], AR?>=0.020; and passive facilita-
tion, B= —0.25, 95% CI [—0.34,—0.16], AR*>=0.020.
Participants with high levels of tolerance or low levels of
racism reported more facilitation toward Moroccan targets
than toward Spaniards. No differences were found for non-
egalitarian participants (see Table 2d and Fig. 3).

Discussion

The pooled data analyses revealed in a robust way that egali-
tarian participants (high tolerance or low racism) attributed
more sociability, competence, morality, and less immorality
to Moroccan than to Spanish targets. Likewise, these partici-
pants experienced more admiration and less contempt and
expressed more facilitation (active and passive) tendencies
at work toward Moroccans than toward Spaniards. Thus,
the results confirmed a very consistent positive outgroup
bias for egalitarian participants. The results also revealed
the primacy of im(morality) in social perception (Brambilla
et al., 2021), because the opposite pattern of results for non-
egalitarian participants was found only for this dimension.
That is, participants with low tolerance or high racism scores
considered Moroccans as less moral and more immoral than
Spanish targets.

General Discussion

The present work extends previous research on prejudice in
the workplace by analyzing the interactive effect of ethnic-
ity and other relevant characteristics (e.g., gender, attrac-
tiveness) of a job applicant, as well as possible ideological
moderators (tolerance or racism), on participants’ judgments
about the candidate: stereotypes (competence, sociability,
morality, and immorality); emotions (admiration, contempt,
compassion, and envy); and active and passive facilitation
tendencies at work.

Across three studies, we found a consistent and unex-
pected pattern of results: a positive outgroup bias toward
Moroccan candidates. Although we examined the intersec-
tion of ethnicity with other characteristics such as gen-
der or attractiveness, the category that most consistently
influenced participants’ evaluation (stereotypes, emotions,
and behavioral intentions) and the most relevant for this
work was ethnicity. Ethnicity salience over other social
categories on intergroup prejudice might be related with
its stronger association with threat and conflict (Levin
et al., 2002). Relatedly, Grygoryan (2019) has found that
the conflict and symbolic threat associated with a social
category were more predictive of which social category
dimension produces more bias: membership to socio-
cultural groups (e.g., religion, ethnicity) produced more
intergroup bias than membership to groups defined by
socioeconomic dimensions (e.g., income, occupation).
Thus, a possible explanation of ethnicity salience is the
fact that Moroccan immigrants are perceived as a low-
status threatening immigrant group (L6pez-Rodriguez
et al., 2013; Navas et al., 2012). Furthermore, the salience
of ethnicity is dependent on context (e.g., Kinzler et al.,
2010). Perhaps the framing we used made ethnicity more
salient, because Moroccan candidates are perceived as not
very prototypical, and the lack of fit with the stereotype of
Moroccans may have led to more individualized and more
positive evaluations.

However, the effect of ethnicity was always modulated
by the observers’ value system, such that the positive
outgroup bias appeared only among egalitarian partici-
pants. Thus, current research allows us to distinguish a
different pattern of psychosocial functioning between
egalitarian and non-egalitarian people, regardless of the
occupational setting (administrative in Studies 1 and 2;
hostelry in Study 3). Egalitarianism has been proposed as
an antidote to prejudice (Kite & Whitley, 2016). In fact,
previous research has shown that, for individuals with
chronic egalitarian goals (vs. without chronic egalitar-
ian goals), the cultural stereotype for the group African
Americans was not activated when they were exposed
to a picture of an African American (Moskowitz et al.,
2000). Our findings might be interpreted as evidence in
the same line in some European contexts. However, the
fact that egalitarian participants not only did not show
an ingroup bias toward Spanish targets but showed an
outgroup bias toward Moroccan targets may reflect the
implementation of overcompensation strategies in evalu-
ating stigmatized social groups. It might be also possible
that the positive evaluations of Moroccans (vs. Span-
iards) may actually reflect a paternalistic attitude that
still hides residual and pervasive ethnic prejudice (Fiske
et al., 2002). Future research should further explore this
possible interpretation.
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Surprisingly, non-egalitarians (low tolerance and high
racism) did not differentiate between Moroccans and Span-
iards in most stereotypes, emotions, or tendencies, but still
perceived Moroccans as less moral and more immoral than
Spaniards. Theories of contemporary prejudice argue that
even people who have not yet fully accepted the norm of
equality are motivated to act in nonprejudiced ways, which
makes them express prejudice only when it can be justified
(Kite & Whitely, 2016). The fact that an ingroup bias was
found for morality and immorality judgments even when
Moroccan candidates were perceived as less prototypical
supported the primacy of (im)morality in social perception
(Brambilla et al., 2021). This suggests that evaluating the
perception of an ethnic outgroup in terms of (im)morality
might be crucial for unmasking prejudiced people. As a con-
sequence, (im)morality might be harder to modify among
non-egalitarian people through prejudice reduction strate-
gies, such as the use of counter-stereotypical exemplars.
These stereotypical components should therefore be altered
through alternative methods. Although the exposure to non-
prototypical Moroccans could have caused non-egalitarians
to override their overall ingroup bias, the distrust toward
Moroccans persisted. This pervasive residual of prejudice
can have perverse implications for Moroccans and can
perpetuate ethnic discrimination among non-egalitarians
individuals.

The low typicality of Moroccan candidates might help
to explain these findings for both egalitarians and non-egal-
itarians. The manipulation depicted Moroccan candidates
positively (e.g., with education and professional experience
in accordance with the requirements of the job position)
and even assimilating postures (e.g., women not wearing
the hijab). This might have activated counter-stereotypes
examples, which may have led both egalitarian and non-
egalitarian participants to regulate the expression of preju-
dice. In the case of egalitarians, an attributional principle
of augmentation might have been activated. Egalitarians
might have formed a better impression of Moroccan candi-
dates because they are aware of other factors, such as their
ethnicity, that could have prevented or inhibited success or
having academic training and professional experience in
such fields. The value system of non-egalitarian partici-
pants probably centers on individualism, which emphasizes
hard work and personal responsibility on the way to success
(Protestant work ethic). According to these values, it would
not be justified or politically correct to express prejudice (in
terms of stereotypes, emotions, and behaviors) toward the
Moroccan candidates (interpersonal framing) described in
our materials (whose CVs show that they have training and
personal experience in the domain of the job for which they
are applying).

Future work should further explore the mecha-
nisms of expression and suppression that egalitarian and
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non-egalitarian participants might be using in this context,
as well as using an alternative framing to test whether the
results are replicated in a context where Moroccan candidates
are perceived as more prototypical (e.g., agriculture in Spain)
or with very low qualified candidates. This may allow the
ingroup bias to emerge among non-egalitarian participants,
as well as testing whether the positive outgroup bias among
egalitarian participants remains. Alternatively, we could test
if presenting high vs. low prototypical Moroccan workers or
interpersonal vs. intergroup framings would modulate these
findings.

Limitations

Our work presents some limitations. First, the use of a con-
venience sample within the acquaintances of undergradu-
ate students of Psychology limits the generalizability of the
findings (see Bracht & Glass, 1968; Mullinix et al., 2015).
Second, given the sensitive nature of the studied measures,
social desirability should have been contemplated, especially
when considering egalitarians participants’ views. However,
evidence suggests that the online self-administrated data col-
lecting mode, as well as the reassurance of participants’ ano-
nymity should contribute to diminishing participants’ ten-
dency to respond in a sociably desirable way (see Krumpal,
2013). Additionally, people’s motivation to express or sup-
press prejudice has been found to be influenced by the nor-
mative context (e.g., Crandall & Eshleman, 2003; Froscher
et al., 2015). The Spanish context is nowadays character-
ized by a liberalized hate speech against immigration (see
Arcila-Calder6n et al., 2020), as exemplified by the rise of
political parties with xenophobic views (the far-right party
was the third most voted political force in the last Spanish
general elections; see Rama et al., 2021). Thus, normative
climate encouraging the expression of prejudice might have
also strengthened people’s motivation to express prejudice
(Froscher et al., 2015). However, future studies should ana-
lyze more deeply the role of social desirability linked to the
social norms in the expression or suppression of prejudice.

Practical Implications

This research may have implications in the development of
prejudice reduction strategies. Whether or not people have
different value systems that make them perceive reality
differently, it seems quite reasonable to think that not all
prejudice reduction strategies will work in the same way
for everyone. The fact that non-egalitarian participants only
showed ingroup bias when they evaluated the target in terms
of morality and immorality may reveal that the expression of
prejudice in other stereotypical dimensions (such as sociabil-
ity and competence), as well as in emotions and behavioral
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tendencies, are more easily suppressed (or more difficult to
justify). The activation of counter-stereotypical exemplars
may be a potential explanation for the lack of ingroup bias in
most dimensions evaluated, but the fact that non-egalitarian
participants still showed ingroup bias when they evaluated
the (im)morality of the candidates suggests that extra effort
is needed to modify the expression of prejudice concern-
ing (im)morality. Future research should address the need to
design interventions focused on specific aspects of prejudice,
as well as considering the best way to adapt interventions
to the target population (taking into account how individual
value systems may modulate their success).

Main Contribution and Conclusions

The current work highlights the importance of people’s value
system in evaluating ethnic minority candidates in the work-
place. Egalitarian participants (high tolerance/low racism)
not only did not show an ingroup bias toward Spanish targets
but showed a positive outgroup bias toward Moroccan job
applicants in terms of stereotypes, emotions, and behavioral
facilitation tendencies, which is exceptional considering one
of the most basic intergroup phenomena: positive ingroup
bias (Tajfel & Turner, 1979). By measuring both the level
of racism and tolerance of the participants (unlike previous
studies) we enhance current understanding on egalitarian
people’s attitudes toward ethnic outgroups, extending the
literature in this regard. Moreover, the inclusion of morality
and immorality in our studies allowed us to identify an inter-
esting pattern among non-egalitarian individuals: they show
an ingroup bias only for morality and immorality judgments.
Therefore, im(morality) is key in the outgroup perception of
non-egalitarian individuals in the workplace: they devaluate
Moroccans only in this dimension. That is, regardless of how
sociable or competent a Moroccan person is perceived, if he
or she is not considered sufficiently moral, might be determi-
nant of the expression/manifestation/existence of prejudice.
Therefore, we also extend the literature demonstrating the
relevance of im(morality) stereotypes in the study of the
ethnic prejudice in the workplace in different contexts (i.e.,
administration and hostelry).

In conclusion, the person’s value system modulates the
suppression/expression of prejudice, and the dimension
of (im)morality seems especially sensitive in detecting
how egalitarian and non-egalitarian participants process
information in different ways. Our research contributed by
providing a more comprehensive picture on contemporary
labor discrimination of ethnic minorities, showing that it
is of utmost importance to consider the individuals’ values
system along with the targets’ ethnicity to understand how
cognitive, affective and action tendencies conform attitudes
toward minorities in the workplace.
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