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ABSTRACT

Previous research on bias has focused on selection bias in recruitment. This research
explores the issue of Treatment Bias (lack of advancement or promotion opportunities).
The context for the research is potential treatment bias against skilled immigrant women
from a range of different ethnic backgrounds, some of whom may experience bias yet others
not. The purpose of this research is to test the theories of treatment bias in particular to find
out whether Dual Process Theory can help close the gap in understanding of why some
skilled immigrant women may not always be accepted in sustainable (respectful,
recognition of skills) forms of livelihood in New Zealand workplaces. The research
examines the interplay of psychological theories of similarity attraction, social identity,
social dominance and realistic conflict with minority influence theory, which suggests that
minority status might actually become an advantage for consistent minorities, e.g.,
minorities that are a minority across multiple criteria (such as “woman” AND “immigrant”
AND *“ethnic”). Sixty-five immigrant women with approximately 6.35 years’ experience
working in a diverse range of New Zealand organisations completed a scenario-type
questionnaire based on their direct experiences of working in New Zealand. Participants
ranked employers’ perceived preference for promotion, perceived similarity/cultural fit to
the majority culture/workplace, perceived status in the workplace and perceived threat or
competitiveness for promotion opportunities. Employees were presented in the scenarios
as equally skilled, qualified and all performed at the same level. In a 2x2x2 factorial design,
majority and minority status for each employee to be ranked was systematically varied by
gender  (male/female), ethnicity (ethnic/non-ethnic) and immigration status

(immigrant/non-immigrant). Despite equality of qualifications, experience and



ii
performance, there was no point at which being a minority presented an advantage as
predicated by the minority influence theory. Instead, the mean ranking for perceived
preference for promotion revealed that the majority was consistently preferred over single
(e.g., female, or immigrant, or ethnic) then double (any combination of two of the above
minority criteria) then treble minorities. There was also co-variation between minority
status on the one hand and social dominance, social identity, realistic conflict and similarity
attraction on the other, suggesting a combined explanatory role for each construct
(similarity, identity, etc.) in treatment bias. With each step from single, double to treble
minority status there was a consistent decrement in perceived preference; the results
showed clear preference for the majority with no particular preference or advantage for the
minority at any stage. Discussion focuses on opportunities for future research and

improvements regarding the methodology for future research.



iii

ACKNOWLEDGEMENTS

First and foremost | would like to thank my Supervisor, Professor Carr, | am so grateful for
your constant support, encouragement and most of all your patience throughout this
journey. | would not have made it this far without your level of expertise and passion you
have in this area of work, your insightful conversations and professional guidance. You

have been a great supervisor and incredible mentor and | am forever grateful.

For my son Maita, thank you so much for believing in me and being so understanding when

I did not have much time to go out for a play. This one is for you!



v

TABLE OF CONTENTS

ABSTRACT .ttt bbb bbbttt b s i
ACKNOWLEDGEMENTS ..ottt ene s ii
TABLE OF CONTENTS ...ttt ettt nn iv
LIST OF TABLES AND FIGURES........cccoiiiiiiiee s Vi
CHAPTER 1 ...ttt ettt sttt s et e b e reabeete e et eneenes 1
Research Question and Critical Literature REVIEW .........ccoveevvviiieciieccie e 1
CONTEXE s 2
MaJOrity VErSUS IMIINOTILY ....cviivieieiiiiieie ettt 4
Immigration Status Minority 1: “ImMmigrant™ ...........cccociiiinneninsieie e 6
Gender Status Minority 2: “WOMAN"" ........cccviieriiiiiee e 8
Ethnicity Minority Status 3: “EthniCity™ ..o 10
PSYchologiCal TRHEOKIES .......ccoviiiieiiiecie e 11

1) Similarity Attraction ThEOIY .......cocviiiiiiiee s 12

(2) Social DOMINANCE TNEOTY .......ocviieiiiieie e 16

(3) Social 1dentity THEOIY .......coviiiiiiiieee s 19

4) Realistic CONFlICt TNEOTY .......ocvviiiiiiiieeee e 23
MiInority INFIUENCE TREOIMY ......oviiiiiee e 24
HYPOTNESES ...ttt aene b nne e 32
CHAPTER 2 ..ottt sttt sttt enenreene e 34
1V 1=3 4 oo TSP PR TP 34



IMIBASUIES ...ttt e e rn e nnns 38
PrOCEAUIE ...ttt bttt bttt b et e et et e bt e e b ene e 45
CHAPTER 3 ..ottt bttt bttt n s 49
RESUILS ..ottt b e nbeeae e 49
Part 1: Which Candidate is More Likely to be Promoted?...........cccccevevviiinneniennnnn, 49
Similarity Attraction Theory (HL) .....cccooeiiiiiiiiireicee e 52
Social Dominance Theory (H2) ... 55
Social Identity Theory (H3).....coooioieiiiieie i 58
Qualitative Responses to the Research QUESLIONNAINE ...........ceveveiiiieieiieereieeieas 65
CHAPTER S ..ottt bbb 87
D o0 X (o] o [T SRR PP 87
Summary of Main FINAINGS .....cc.oiiiiiiiiiiieie e e 87
LINKS 10 THEOIY ..ttt 91
Limitations Of the STUAY .........ooiiiieie e 98
FULUIE DIFECHIONS ...ttt bbb 101
(O] T [1E5] o] 1SR PR PP 103
APPENDICES ...ttt sttt 105
AppendixX 12 QUESTIONNAITE .......oiiieeiieie et 105

REFERENGCES ... ..o e 124



vi

LIST OF TABLES AND FIGURES

TABLES

Table 1: Summary of Participants from Various Countries of Origin.........ccccccevvevennnnnn. 35

Table 2: Mean Ranking for Each Employee for Perceived Estimated Preference for
PROMOTION ...ttt bbbt 49

Table 3: Wilcoxon Signed-Rank Test on Differences in Rank Preferences for Promotion

Table 4: Mean Ranking for Each Employee on Perceived Fit...........cccocooviiiiiiiiiencnen 52
Table 5: Wilcoxon Signed-Rank Test to show Differences in Mean Rankings Preferences
Based 0N PerceiVed Fil........cccooiieiiiiiieieeeee e 53
Table 6: Mean Ranking for each Employee for Perceived Social Dominance................... 55
Table 7: Wilcoxon Signed-Rank Test to show Differences in Mean Rankings Preferences
Based on Perceived Social DOMINANCE.........cccooiiiriiiinieie e 56
Table 8: Mean Ranking for each Employee for Perceived Social Identity........................ 58
Table 9: Wilcoxon Signed-Rank Test to Show Differences in Mean Rankings Preferences
Based on Perceived Social 1dentity.........cccceveiiiiiiiiiiiieie e 59
Table 10: Mean Ranking for each Employee for Perceived Realistic Conflict ................. 62

Table 11: Wilcoxon Signed-Rank Test to Show Differences in Mean Rankings

Preferences Based on Perceived Realistic Conflict ... 62
Table 12: Principal Reasons for the Preference for Promotion............cccccveveiiviieiiesnnnnn, 66
Table 13: Principal Reasons for Perceived Fit..........ccccovoviiiiieciecc e 71
Table 14: Principal Reasons for the Perceived Social Dominance ............cccoecevviveriennnn, 74

Table 15: Principal Reasons for the Perceived Social Identity ...........cccccovvviiiiieieniennnnn, 77



vii

Table 16: Principal Reasons for Perceived Realistic Conflict ............cccccooeiiiiiiiiiiinnenn, 81
Table 17: Participants’ Personal Preferences for Promotion ...........ccccoocevvvviiineniniiennenn, 84
Table 18: Principal Reasons for by Participants’ Preference for Promotion ..................... 85
FIGURES

Figure 1: Similarity AttraCtion SIOPE .......ccvoiieiieiieiie s 54
Figure 2: Social DOMINANCE SIOPE.......cuiiiiiiiiiie et 57
Figure 3: Social 1dentity SIOPE........oiiiiiiiiiiie s 60

Figure 4: Realistic CONFIICt SIOPE .......ooviiviiiiiiii e 64





