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An Examination of the Nature and Correlates of Ethnic Harassment
Experiences in Multiple Contexts
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The authors examined the nature and correlates of ethnic harassment experiences in 4 predominantly
Hispanic samples of working men and women (¥ = 575) using a newly developed scale. Confirmatory
factor analyses supported a 2-factor structure for the Ethnic Harassment Experiences scale (i.e., verbal
ethmic harassment and exclusion due to ethnicity). Most experiences of ethnic harassment in the
workplace during the previous 24 months included verbal ethnic harassment (i.¢., ethnic slurs, derogatory
ethnic comments, or ethnic jokes). It was also found that participants who experienced verbal ethnic
harassrment and exclusion reported negative correlates that could not be attributed to affective disposition.
For some correlates, those who experienced low levels of verbal harassment and high levels of exclusion
were more negatively affected than others, perhaps as a result of the artributional ambiguity of the

situation.

This article focuses on an important type of workplace harass-
ment that is of growing concern to contemporary institutions,
namely, harassment due to one’s race or ethnicity. As organiza-
tions and institutions become more ethnically diverse, racial or
ethnic harassment may become more frequent and may result in
multiple negative outcomes. Although previous research on racial-
ethnic discrimination and harassment has failed to differentiate
between the two concepts, we differentiate ethnic harassment from
discrimination. We conceptualize ethnic harassment' as threaten-
ing verbal conduct or exclusionary behavior that has an ethnic
component and is directed at a target because of his or her
ethnicity. The construct is composed of behaviors that may be
encountered on a daily basis and may coniribute to a hostile
environment, particularly for ethnic minorities. Ethnic discrimina-
tion is defined as unequal job treatment or lack of positive oppor-
tunities because of one’s race—ethnicity (Radhakrishnan & Hitlan,
1998). Like S. A. James, LaCroix, Kleinbaum, and Strogatz (1984)
and Cervantes (1592), we conceptualize discriminatory behaviors
as structural or conlextual variables that impede job opportunities
or earning potential. Under this definition, discrimination is
viewed as an institutional or structural variable, whereas ethnic
harassment is similar to hostile environment sexual harassment.
We view harassment and discrimination as two related constructs
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that comprise a behavioral family of ethnically relevant workplace
behaviors.

‘We propose that ethnic harassment in the workplace is a stressor
composed of two factors: slurs or derogatory comments about a
target’s ethnic group and exclusion of the target from work-related
or social interactions as a result of his or her ethnicity. The
psychological stress caused by ethnic harassment may be severe
for emplovees, and organizations may sacrifice productivity if
employee complaints concerning ethnic harassment are hot taken
seriously (Harrick & Sullivan, 1995).

The verbal harassment and exclusionary behaviors that, we
propose, constitute ethnic harassment correspond to anecdotal
evidence of the types of experiences reported by ethnic minorities.
In predominantly White work settings, members of ethnic minerity
groups are sometimes deprived of important job information, may
not be told about certain events, or may be given the wrong date
or time of an event (E. M. I. Smith, 1985). This exclusion is similar
to aversive racism (Gaertner & Dovidio, 1986), which is defined
by subtle, indirect, and covert discriminatory behaviors. In con-
trast, verbal ethnic harassment behaviors may allow a harasser to
enact overt hostility toward those of other ethnicities. This is
similar to Feagins (1991) discussion of the relatively common
occurrence of racial verbal epithets during White-Black casual
street encounters.

In the present study, we collected data from four samples of
working men and women. The two purposes of the study were to
examine the structure of a recently developed scale, the Ethnic
Harassment Experiences scale (EHE), and to examine the relations
between ethnic harassment and its correlates. We included diverse
samples, composed predominantly of Hispanics, from different
organizationa! contexts, along with a wide range of job-related,

' We have chosen to focus on the consequences of cthnic harassment
given the populations available in this study and the nature of the harass-
ment measure, although we suspect that the consequences of racial harass-
ment are similar to those of ethnic harassment.
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psychological, and health-related measures selected to assess the
nature and correlates of ethnic harassment. Because most studies
of discrimination compare African Americans and Anglos, we
view our comparisons between Hispanics and Anglos as an im-
portant extension.

Research on Discrimination and Harassment

Previous research has failed to differentiate between racial-
ethnic harassment and racial—ethnic discrimination. It has relied
on indicators that assess both harassment and discrimination ex-
periences (e.g., Thompson, 1996) or has used measures that assess
both ethnic and gender discrimination (e.g., Gutierres, Saenz, &
Green, 1994; Pak, Dion, & Dion, 1991). Although the measures
used in these studies have questionable psychometric properties,
the usefulness of their findings should not be underestimated. Such
studies specify the kinds of outcomes one might expect from
ethnic harassment and also suggest how harassment and discrim-
ination may be related (Szymanski, 1976).

Because of the lack of attention paid to ethnic harassment at
work, and because we view ethnic harassment and discrimination
as related constructs, we relied on studies of discrimination in
nonwork settings and sexual harassment in the workplace (as
described subsequently) to derive hypotheses about the expected
relationships between ethnic harassment and its correlates. For
example, multiple studies have demonstrated that discrimination is
related to stress. Chinese students” experiences of discrimination
have been shown to be related to higher levels of stress, particu-
larly among women (Pak et al., 1991}, Also, African Americans
who experience incidents of racism have been shown to report
more symptoms of intrusion and avoidance (Thompson, 1996),
reactions that are similar in nature to posttraumatic stress.

Several studies also report that discrimination is related to
negative physiological indexes. Krieger and Sidney (1996) found
that African Americans who reported that they had been made to
feel inferior on the basis of race had higher blood pressure,
measured during a subsequent medical examination, than partici-
pants who did not report such experiences. Similarly, Mexican
Americans’ reports of discrimination experiences have been
shown to predict blood pressure levels, in additicn to self-reported
illness (K. James, Lovato, & Khoo, 1994). Minority employees
who experience higher levels of workplace prejudice and discrim-
ination have been shown to report more psychosomatic health
problems than those who did not have such experiences (K. James,
1994).

Gutierres et al. (1994) found that, regardless of ethnicity, par-
ticipants who perceived high levels of discrimination against
women and minorities in a university reported greater job stress
than those who perceived low levels of discrimination. They also
reported an interesting pattern of relationships among ethnicity,
discrimination, and health correlates. Among White participants,
perceived discrimination was not related to health, however,
among Hispanic participants who reported low levels of social
support, perceived discrimination influenced self-reported health
conditions. Specifically, Hispanics who perceived high levels of
workplace discrimination reported more health problems than
those who perceived low levels of discrimination.

Because we did not find many psychometrically sound empiri-
cal studies involving discrimination experiences and job-related

correlates, we examined research on the links between job-related
and psychological well-being correlates and both sexual harass-
ment and ethnic prejudice to develop some of our hypotheses. We
view ethnic harassment as a workplace stressor similar to other
social stressors in the workplace (e.g., sexual harassment) and
propose that the job-related correlates of ethnic harassment may be
similar to those of sexual harassment, also conceptualized as a
workplace social stressor (Fitzgerald, Hulin, & Drasgow, 1995).
Similar to job stress, sexual harassment has extremely detrimental
effects on job-related, psychological, and health-related correlates
(Fitzgerald, Drasgow, Hulin, Gelfand, & Magley, 1997; Schneider,
Swan, & Fitzgerald, 1997; see also Szymanski, 1976), effects that
cannot be explained by dispositional influences or general job
stress. Using this research as a framework, we then referred to
research on stigmatized individuals to link ethnic harassment ex-
periences with job attitudes, job behaviors, and psychological
well-being.

Proposed Correlates of Ethnic Harassment and
Hypothesized Interactions

We used Crocker, Major, and Steele’s (1998) research on stig-
matized individuals (ie., those devalued by others because of a
particular salient attribute) to develop specific hypotheses linking
ethnic harassment to negative job correlates. Crocker et al. (1998)
proposed a theoretical model linking discrimination experiences to
threats to targets’ self-worth and esteem. Research on social stigma
and stereotype threat (Crocker & Major, 1994, Steele & Aronson,
1995) suggests that targets who experience stigma in a valued
domain (e.g., academic achicvement) may protect their sense of
identity by disengaging from the task. We propose that, similar to
stigmatized individuals, targets of ethnic harassment may respond
to their experience by disengaging from their work situation. That
is, they may withdraw from work in an attempt to distance them-
selves physically (e.g., through absenteeism or tardiness) or psy-
chologically (e.g., through drinking alcohol or using drugs) from
the harassing situation. Therefore, we hypothesized that targets of
ethnic harassment would report negative job attitudes and job
bebaviors as a reflection of their negative experiences with co-
workers or supervisors.

Next, we referred to Hobfoll’s (1991) model of traumatic expe-
riences and the empirical evidence of links between discrimination
and negative psychological well-being (Pak et al., 1991; Thomp-
son, 1996) to develop cur hypothesis that ethnic harassment ex-
periences would be related to symptoms of anxiety, depression,
and lowered life satisfaction. Hobfoll (1991} argued that individ-
uals who experience trauma develop psychosomatic symptoms
{e.g., anxiety and depression) because of the unexpectedness of the
traumatic event and because they believe that the event was not
under their control. We hypothesized such a link between ethnic
harassment and negative psychological well-being because ethnic
harassment represents a threatening event in the workplace. Fi-
nally, on the basis of empirical evidence that racial discrimination
is related to psychosomatic complaints and elevated blood pressure
(K. James, 1994; Krieger & Sidney, 1996), we expected a relation
between ethnic harassment experiences and negative physical
health sympioms.

We also hypothesized that targets of multiple types of ethnic
harassment would report extremely negative correlates of the ex-
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perience. Job stress research indicates that employees often do not
experience isolated stressors and that the effects of multiple stres-
sors may significantly affect employees (Hanisch, 1996; Kahn &
Byosiere, 1992). A. Smith and Stewart (1983) argued that ethnic
minority women who experience multiple types of harassment
experience more negative outcomes than those subjected to only
gender or ethnic harassment (see also K. James & Khoo, 1991).
Similarly, we expected that experiencing multiple types of ethnic
harassment (i.e., both verbal harassment and exclusion) would
exacerbate the relation between ethnic harassment and its
correlates.

On the basis of the work of Gutierres et al. (1994) and Ruggiero
and Major (1998), we explored an interaction of harassment ex-
periences with ethnicity. Ruggiero and Major (1998) found that
members of low-status groups (e.g., women and Blacks) were less
likely than members of high-status groups (e.g., men and Whites)
to attribute negative outcomes to discrimination, indicating that,
for lower status groups, labeling their experiences as discrimina-
tion may be psychologically costly. However, in their examination
of outcomes, Gutierres et al. (1994) found that although Whites
and Hispanics both reported perceiving similar levels of discrim-
ination, only the health of Hispanics was related lo these percep-
tions. It should be noted that the Gutierres et al. study confounded
personal experiences of discrimination with perceptions of dis-
crimination against others. On the basis of these conflicting results
related to possible ditferential effects of harassment experiences,
we explored an interaction between harassment and ethnicity.

Because we relied on self-report measures, and the validity of
such measures may be affected by factors such as negative affec-
tivity (see Watson & Pennebaker, 1989), we removed the effects of
participants’ affective disposition from the relationships between
ethnic harassment and its correlates. We expected that our hypoth-
esized relationships would exist after removal of variance due to
respondents’ general predisposition to respond in a negative man-
ner, indicating that these relationships could not he explained by
employees’ tendency to complain about innocuous events in the
workplace.

Method
Participants

Four samples participated in the study. Sample 1 consisted of 127
working students enrolled in a predominantly Hispanic southwestern uni-
versity. All participants received class credit for taking part, and all were
sampled from either the introductory psychology participant pool or upper-
level courses in the business department. The majority of the participants
(B1%) were Hispanic; 15.1% were Anglo, 2.4% were African American,
and 1.6% were Asian or Indian. Because all four of our samples were
primarily Hispanic with reasonable percentages of Anglos and little rep-
resentation of other ethnic groups, we focus on data from our Hispanic and
Anglo participants. In Sample 1, the subset of Hispanic and Anglo partic-
ipants (n = 121) comprised 63 women and 58 men.

Sample 2 was composed of 50 university students enrolled in an upper-
level psychology course at the same university as in Sample 1. All
participants were given class credit for their participation. The majority of
participants (76%) werc Hispanic; 16% were Anglo, and 8% were Asian
American or African American. No students in this sample were in Sam-
ple 1. The subset of Hispanic and Anglo participants (n = 46) com-
prised 18 men and 28 women.

Sample 3 consisted of employees of a large municipal school district
located in the Southwest. The majority of employees worked in the

district’s administrative office as either school administrators or parapro-
fessionals (63%); the rest were school teachers working at an elementary,
middle, or high school campus. The campus sites selected for inclusion in
the study were drawn from a random sample of elementary, middle, and
high schools. The participants were also randomly chosen from each site on
the basis of a roster of all employees at the site. The majority of the
participants were Hispanic (50.4%); 42% were Anglo, 3.4% were African
American, 1.7% were Asian American, and 1.7% were American Indian
(une person did not indicate his or her ethnicity). The final sample repre-
sented approximately 40% of those chosen to participate, and the subset of
Hispanic and Anglo participants (# = 110) comprised 81 women and 29
men.

In Sample 4, 1,500 graduate students ar a large southwestern university
were mailed a paper-and-pencil guestionnaire; 361 returned the question-
naire (response rate: 24%). The respondents who returned their surveys did
not differ by ethnicity. Previous campus stmdies of this kind (Hurtardo,
1992; Reid & Radhakrishnan, 1998) have yielded response rates of 20% or
slightly higher. A slight majority of the participants were Hispanic
(48.1%); 414% were Anglo, 3.6% were Asian American, 3.6% were
biracial, 1.8% were East Indian, and 1.5% were African American, The
subset of Hispanic and Anglo students (n = 295) comprised 194 women
and 101 men.

Measures and Procedure

All samples completed a paper-and-pencil snrvey assessing their work-
place or campus harassment experiences; instances in which there were
differences in questionnaires administered to a sample are described sub-
sequently. Surveys were administered to Samples 1 and 2 in small-group
sessions scheduled in the laboratory. Members of Sample 3 completed the
survey in small-group sessions at their work sites either before or after
work hours. We sent letters to the offices of those employees who were
chosen to participate informing them of the nature of the survey and the
time and location of the survey administration. The survey was described
to participants as a workplace experiences questionnaire to avoid priming
ideas regarding harassment. Participants were also informed, in the initial
letter and during the survey administration, of their rights as research
participants,

Sample 4, the graduate student sample, received the survey via mail
during the second semester of the academic year. Participants were given
postage-paid envelopes to return their surveys to the researchers. They
were informed, in a cover letter that accompanied the survey, of their rights
as participants. To encourage participation, we telephoned all students 2
weeks after the initial mailing of surveys either to thank them for taking
part (if they indicated they had returned the survey) or to remind them to
return their survey.

Ethnic harassment experiences. 'The EHE was developed in a previous
study from a content analysis of the comments of working students who
described situations in which their ethnicity had caused conflict at work
(Schneider, 1997). In the scale development stage, participants completed
paper-and-pencil questionnaires administered in small groups and were
asked to write about their experiences of interethnic conflict. A content
analysis of their responses revealed seven common themes that were
developed into items. Subsequent exploratory factor analyses of students’
responses 1o these seven items indicated two factors that we defined as
being excluded from work-related interactions because of ethnicity and
being the target of verbal ethnic harassment. The response scale of the
EHE was structured after the Sexual Experiences Questionnaire (Fitzgerald
et al.. 1988), such that potentially ethnically harassing behaviors were
listed and respondents indicated how often they had experienced each
behavior at their organization within the previous 24 months.

Participants in all four samples completed the EHE. Samples 1 and 3
completed the EHE by referring to experiences at their organization during
the previous 24 months, whereas Samples 2 and 4 referred to their expe-
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8. Ethnicity

4. Life satisfaction

5. Mental health
9. Job withdrawal

Table 1
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riences on campus. Participants indicated, on a S5-point response scale, how
frequently they experienced each behavior (¢.g., never to almost always).

Although Samples 1 and 2 completed only the EHE, Samples 3 and 4
also responded to measures assessing job-related attitudes or behaviors,
psychological well-being, and health-related status. The EHE appeared
after these measures. We used some common and some different job-
related and psychological well-being measures in Samples 3 and 4 to
makxitnize the type of information we obtained from the two samples while
keeping the surveys at a reasonable length. In Sample 3, male and female
versions of the survey were developed that were equivalent with the
exception of an additional posttraumatic stress scale administered to female
but not male participants.” Correlations among all scale variables within
each sample are shown in Table 1, along with reliability indexes.

Job-related attitudes and behaviors. We measured job-related atti-
tudes of the graduate student sample and job behaviors of both the school
district and graduate student samples. Job aftitude measures included the
Satisfaction With Coworkers, Satisfaction With Supervision, and Satisfac-
tion With Work subscales of the Job Descriptive Index (Roznowski, 1989:
P. C. Smith, Kendall, & Hulin, 1569).

Job behaviors were assessed with a measure of work withdrawal con-
structed by Hanisch and Hulin (1991}, This instrument was used in both
samples to assess levels of absenteeism, tardiness, and other unfavorable
job behaviors, such as stealing from the organization. The tull 21-item
version of the scale was included in the school district sample, whereas a
shorter, 11-item version was used in the graduate student survey. In both
samples, respondents indicated how frequently they engaged in each be-
havior using a 7-point frequency scale, In addition, the graduate student
sample completed a measure of job withdrawal defined as intent to leave
the pniversity. This was measured by three items adapted from Hanisch and
Hulin (1991) that assessed participants’ likelihood of quitting, perceptions
of the desirability of quitting, and frequency of thoughts of quilting the
university. A S-point response scale was used.

Psychological well-being and heaith measures. Life satisfaction was
assessed in both Samples 3 and 4 via the five-item Satisfaction with Life
Scale (Diener, Emmons, Larsen, & Griffin, 1985), in which respondents
indicated the extent to which they were generally satistied with life using
a 7-point Likert scale. Mental health was assessed in Sample 3 with 14
anxiety and depression items from the Mental Health Index; respondents
indicated how they had felt during the previous month using a 6-point
frequency scale (Veit & Ware, 1983). A 10-item measure of symptoms of
posttraumatic stress disorder (Saunders, Arata, & Kilpatrick, 1990) was
also administered to female participants in Sample 3 to assess stress-related
symptoms such as “feeling afraid in open spaces.”

The graduate student sample also completed scales assessing health
conditions and health satisfaction. Health symptoms were assessed with the
Health Conditions Index, adapted from the Cornell Medical Checklist
{Brodman, Erdman, Lorge, & Wolff, 1949). Participants used a yes-no
response format to indicate the presence or absence of 12 health symptoms
such as severe headaches and feelings of exhaustion for no good reason.
Health satisfaction was measured via the nine-item Health Satisfaction
subscale of the Retirement Descriptive Index (P. C. Smith et al., 1969).
Participants used the response format of the Job Descriptive Index to
indicate their perceptions of their health (e.g., excellent, poor, must be
careful what 1 do).

Affective disposition. In Samples 3 and 4, we included a measure of
attective disposition for use as a control variable in examining the rela-
tionships between ethnic harassment and its correlates. Affective disposi-
tion was assessed with a revised version of Weitz’s (1952) Satisfaction

23.70,7.40
24,50, 6.70
15.72,1.91
22.02 2.05

2 In Sample 3, we developed male and female versions of the survey
because the organization suggested that male employees might react neg-
atively to the posttraumatic stress scale. Men were not given the posttrau-
matic stress scale or mental health scale.

Note. Alphas for Sample 3 precede slash on diagonal; alphas for Sample 4 follow slash on diagonal. Sample 3 correlations are below diagonal; Sample 4 correlations are above diagonal. Dashes indicate
that variables were not measured in that sample. Boldface values indicate a correlation significant at p < .05.

11. Supervisor satisfaction
12. Work satisfaction
13. Health satisfaction

10. Coworker satisfaction
14, Health condition
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with Neutral Objects Questionnaire (sce Judge, 1990). We used 13 items
that assessed respondents’ satisfaction with neutral items (e.g., size of
refrigerators and color of stap signs). Respondents indicated, on a 3-point
response scale, whether they felt satisfied, neutral, or dissatisfied in regard
to each object.

Results

We first examine the structure of the EHE using confirmatory
factor analyses and then present an overview of the experiences of
ethnic harassment reported by targets in each sample. Finally,
using Samples 3 and 4, we examine the correlates of ethnic
harassment. We had no a priori reason to expect differences across
the four samples in terms of cither the nature or frequencies of
harassment experiences or the correlates of ethnic harassment, nor
did we expect gender differences. The samples were fairly similar
in the sense that both the sample participants and their workplace
or campus environments were predominantly Hispanic, and Sam-
ples 3 and 4 consisted of people interacting in an educational
context (i.e., students, teachers, or school administrators).

Confirmatory Factor Analysis of the EHE

To examine the structure of the EHE, we performed a confir-
matory factor analysis using magimum likelihood estimation.
First, because there were relatively large numbers of Anglo (n =
208) and Hispanic (2 = 360) participanis, and we were not
confident that the same factor structure and factor intercorrelations
existed for the two groups, we performed a multiple-group con-
firmatory factor analysis to assess construct equivalence (Drasgow
& Kanfer, 1985; Jéreskog & Sérbom, 1996).

Using LISREL 8.14 (Joreskog & Sorbom, 1996), we began by
testing the least restrictive model across the two ethnic groups, one
that specified an equal number of factors for the two groups. We
specified two factors to describe the structure and dimensionality
of ethnic harassment experiences. We hypothesized that four items
would represent the verbal harassment factor (i.e., making derog-
atory comments about one’s ethnicity, telling jokes about cne’s
ethnic group, using ethnic slurs, and making racist comments) and
allowed the remaining three items to load on the exclusion factor
(i¢., exclusion from social interactions, failure to obtain job-
related information because of ethnicity, and giving up ethnic
identity to get along at work). Fit indexes and ratios of chi-square
values to degrees of freedom are shown in Table 2; all indicated a
good fit.

The next step of the multisample analysis involved specifying
not only an equal number of factors but equal loadings of the EHE
items onto their respective factors across the two groups (i.e.,
invariant A, matrices). Indexes of fit (see Table 2) were accept-
able, indicating that the factor loadings were equivalent across
ethnic groups. We next tested an even more restrictive model
specifying an equal number of factors, equal factor loadings, and
equal factor intercorrelations (i.e., invariant ¢ matrices) across the
two groups. As shown in Table 2, the added restriction of an equal
factor intercorrelation between the two ethnic groups did not
significantly deterjorate the fit of the model. Finally, we tested the
most restrictive model, one specifying an equal number of factors,
equal factor loadings, equal factor intercorrelations, and equal
error variances (i.¢., invariant @5 matrices). With the addition of
the constraint of equal error variances for the two ethnic groups,
the model deteriorated (see Table 2).

Aithough we added this last constraint of equal error variances,
we should note that some authors suggest that it is not necessary to
test group equality of variances because group measurement errors
may differ even if the measurement model is equivalent in the
groups (MacCallum & Tucker, 1991). An examination of the
differences in error variances indicated that Item 2 (i.e., “Someone
at work tells jokes about your ethnic group”} had a larger error
term for Hispanics (.66) than for Anglos (.27) and that Item 4 (i.e.,
“Someone at work excludes you from social interactions because
of your ethnicity”) had a larger error term for Anglos (.74) than for
Hispanics (.05). Thus, these two items may have been measured
with differential reliability in the two ethnic groups. Because the
fits of the multisample models were reasonable until the addition
of the equal error variance constraints, we were still relatively
confident that the model would be equivalent for the two groups
(MacCallum & Tucker, 1991).

Combining all of the data from Hispanic and Anglo participants
in our four samples resulted in 556 cases with complete data on all
seven items (« = .79). The interitem correlation matrix, item
means, and standard deviations for the combined sample are
shown in Table 3. A confirmatory factor analysis conducted on the
combined data suggested that the fit indexes for the two-factor
model were reasonable. The goodness-of-fit index (GFI) was .95,
the adjusted goodness-of-fit index (AGFI) was .90, the compara-
tive fit index {CFI) was .93, the normed fit index (NFI) was .92,
the non-normed fit index (NNFI) was .89, and the root mean
square residual (RMSR) was .05. The chi-square value (df = 13)
was 103.60 (y*/df ratio: 7.97). The parameter loadings for each

Table 2
Goodness of Fit of the Ethnic Harassment Experiences Scale for Hispanic and Anglo Groups
Hypothesis x  df iMdf GFI CFI NEI NNFI
Equal number of factors 12470 - 24 520 94 93 92 88
Equal number of factors and item loadings 14595 31 470 93 92 90 89
Equal number of factors, item loadings, and factor 15628 34 4.60 92 91 .89 89
correlations
Equal number of factors, item loadings, factor 425.13 41 10.37 .81 13 N 13

correlations, and measursment error

Noze. GFI = goodness-of-fit index; CFI = comparative fit index; NFI = normed fit index; NNFI = nonnormed

fit index.
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Table 3
Interitem Correlation Matrix, Means, and Standard Deviations: Ethnic Harassment Experiences Scale
Anglo Hispanic

Item M SD M sD 1 2 3 4 5 6 7
1. Derogatory comments 1.40 0.97 1.44 0.83 — 55 36 28 A7 54 39
2. Bihnic jokes 1.44 097 1.82 1.07 73 — 49 .19 13 37 27
3. Ethnic slurs 1.37 1.00 1.26 0.75 3 68 — 24 27 49 32
4. Exclusion from social interactions 1.41 1.06 1.10 0.59 35 27 34 — 710 30 54
5. Failure to obtain information 1.02 0.58 1.04 0.43 .18 A2 A5 42 — .22 41
6. Racist comments 1.18 0.72 1.28 0735 49 49 1 .29 31 — 47
7. Giving up ethnic identity 1.10 0.66 1.21 0.78 33 28 27 30 36 44 —

Note. Correlations below the diagonal are for Anglo respondents across the four combined samples (n = 207). Correlations above the diagonal are for
Hispanic respondents across the four samples (n = 348). All correlations are significant at p < .01, exceprt for the correlation between ltems 2 and 5 ameng

Anglo respondents, which was nonsignificant.

item were positive and significant (all ts > 12.9), and the corre-
lation between the two factors was .54. We compared the two-
factor model with a one-factor model. The one-factor model did
not fit the data as well. GFI, AGFI, NFIL, NNFIL, and CFI values
were .87, .72, .80, .09, and .81, respectively; the RMSR was .07.
The y*/df ratic was 19.30, and the chi-square value (df = 14) was
270.22.

The alpha reliability indexes for the two-factor EHE in all four
samples were acceptable given the heterogeneous nature of some
of the behaviors included in the scale and the relative sizes of the
samples that completed all seven items. The reliabilities for the
verbal ethnic harassment and exclusion factors, respectively, were
.85 and .47 in Sample 1 (n = 117), .74 and .49 in Sample 2 (n =
43), .77 and .88 in Sample 3 (n = 97), and .82 and .63 in Sample 4
(n = 286).

Frequencies and Types of Ethnic Harassment Experietices

Overall, a substantial percentage of respondents in each of our
four samples indicated that they had been the target of at least one
ethnically harassing behavior during the previous 24 months at
work or on campus. Specifically, 52.2% of undergraduates in
Sample 1, 67.4% of the undergraduates in Sample 2, 40.2% of
school district employees, and 60.1% of graduate students had
experienced at least one of the ethnically harassing behaviors.

Chi-square analyses conducted with all four samples indicated
that there were no differences in the percentages of Anglos and
Hispanics who reported at least one ethnically harassing experi-
ence. The ethnic harassment experiences of Anglo employees and
students are particularly interesting, because there has been little
empirical evidence of this phenomenon. We suspect that the rel-
atively high percentages of Anglos reporting these types of expe-
riences may be due to the nature of the contexts in which our four
samples worked (1.e., Anglos were the numerical minority). One
common complaint of Anglos in these contexts is that they fee!
excluded from workplace interactions when their coworkers speak
Spanish, an experience they may interpret as ethnic harassment.

In all four samples, the most common ethnic harassment expe-
rience was being subjected to coworkers or peers telling jokes
about one’s ethnic group, whereas the second most common ex-
perience was hearing derogatory comments about one’s ethnic
group (see Table 4). Except for Sample 3, the least common
experience in all samples was someone failing to give the respon-
dent work-related information because of his or her ethnicity. In
Sample 3, the least common experience was being excluded from
interactions because of one’s ethnic group membership.

For cach sample, we computed scores based on participants’
experiences of verbal harassment and exclusionary harassment due
to their ethnic group membership. We examined the percentages of

Table 4
Ethnic Harassment Experiences Scale Items and Percentages of Respondents Reporting Each Item
Undergraduate  Undergraduate  School district  Graduate
Sample 1 Sample 2 employees students
Item (n = 121) (n = 46) (n = 110) (n = 295)
Someone at work makes derogatory comments about your ethnicity 27.3 422 238 356
Someone at work tells jokes about your ethnic greup 42.9 60.9 337 43.8
Someone at work uses ethnic slurs to describe you ) 215 26.7 119 247
Someone at work excludes you from social interactions during or after work because 4.1 44 8.8 233
of your ethnicity :
Someone at work fails to give you information you need to do your job because of 25 4.4 94 9.0
your ethnicity
Someone at work makes racist comments (for example, says people of your ethnicity 24.8 133 16.8 235
aren't very smart or can’t do the job}
Scomeone at work makes you feel as if you have to give up your ethnic identity o 6.6 8.7 10.0 18.8

get along at work
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Table 5
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each sample experiencing each type of ethnic harassment or a
combination of both types of ethnic harassment. In Samples 1, 2,
and 3, the majority of ethnically harassed participants experienced
verbal harassment without exclusionary harassment (i.c., between
27% and 54%). In the graduate student sample, most barassed
participants experienced both verbal harassment and exclusion
(28.7%), and a similar percentage {26.6%) experienced verbal
harassment only. Lower percentages of employees (7%-11%) in
Samples 1-3 experienced both exclusion and verbal ethnic harass-
ment, and the least commeon experience in all samples was exclu-
sion due to ethnicity without accompanying verbal ethnic harass-
ment (i.e., between 2% and 5% across the four samples).

Correlates of Ethnic Harassment

Analysis strategy. 'We examined the relationships between eth-
nic harassment experiences and their hypothesized correlates using
the measures from Samples 3 and 4. The means, standard devia-
tions, and zero-order correlations among the variables are shown in
Table 1. We performed a series of moderated multiple regression
analyses to examine the hypothesized effects of verbal harassment,
exclusion, and possible interactions of multiple types of harass-
menl experiences and interactions of harassment with ethnicity.
We proceeded with six steps of the regression analyses. Disposi-
tion was entered first, followed in order by ethnicity, verbal
harassment and exclusion experiences, the interaction of the two
types of harassment experiences, interactions of both verbal ha-
rassment and exclusion with ethnicity, and the three-way interac-
tien among verbal harassment, exclusion, and cthnicity.

School districr sample. Results of the moderated multiple re-
gression using the correlates measured in Sample 3 (i.e, work
withdrawal, life satisfaction, mental health, and posttraumatic
stress symptoms) as dependent variables are shown in Table 5.
Affective disposition was the only significant predictor of work
withdrawal and mental health. For life satisfaction, even after
disposition and ethnicity had been entered into the regressiomn,
there was a significant R? increase with the addition of verbal
harassment and exclusion experiences. The significant beta weight
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for verbal harassment indicated that life satisfaction was lower for
those reporting more incidents of verbal harassment. For posttrau-
matic stress symptoms, there was a significant interaction of verbal
harassment and exclusion after disposition, ethnicity, and the main
effects of the two types of harassment had been entered into the
regression. Figure 1 indicates that, at lower levels of exclusion,
those who experienced higher frequencies of verbal harassment
reported more posttraumatic stress sympioms. However, as exclu-
sion increased, those reporting lower levels of verbal harassment
had more symptoms of posttraumatic stress than those with higher
levels of verbal harassment.

Graduate student sample. As shown in Table 6, there was a
significant interaction of verbal harassment and exclusion on both
the life satisfaction and health conditions of graduate students.
This interaction, similar to the effect in the school district sample,
indicated that as exclusion experiences increased, those who re-
ported low levels of verbal harassment reported lower life satis-
faction (see Figure 2). Figure 2 shows a similar effect for health
condition; higher scores indicate a better health condition. As
exclusion increased, those who experienced low levels of verbal
harassment reported worse health conditions than those who ex-
perienced higher levels of verbal harassment. There were no sig-
nificant relations between ethnic harassment experiences and job
attitndes, job behaviors, or health satisfaction. Table 6 shows the F
statistics and beta weights for job behaviors. For work withdrawal,
there was a significant effect of ethnicity, such that Hispanics
reported higher levels of work withdrawal. There were also sig-
nificant effects of disposition and ethnicity on job withdrawal such
that individuals with mote negative dispositions and Hispanics
were more likely to report an intention to quit.

Discussion

Results from our four samples indicated that ethnic harassment
was experienced by 40% to 67% of participants in diverse con-
texts. Our study provides one of the first empirical assessments of
the types of ethnically harassing behaviors that people experience.
We linked scores on the EHE to psychological well-being in two
diverse settings, providing evidence that targets of such behaviors
are also more likely to report lower levels of well-being. It is
important to note that these relationships were evident even after
covarying out respondents’ affective disposition scores in both
samples, indicating that the negative relationships between harass-
ment and its correlates were not due to a tendency to experience
innocuous events as negative.

In addition, we found evidence of differential effects of ethnic
harassment based on experiences of exclusion and verbal harass-
ment. We found a consistent pattern of interactions in both Sam-
ples 3 and 4 such that targets of high levels of exclusion and low
levels of verbal harassment reported more negative correlates than
those who experienced high levels of both exclusion and verbal
harassment. We suggest that experiencing exclusion without ac-
companying verbal harassment may result in confusion on the part
of the target in terms of the attributions made about the interaction.
The targets of exclusion may not necessarily know which of their
status dimensions to attribute the exclusion to (i.e., race, gender, or
age), and this ambiguity may result in extremely detrimental
effects on their well-being. This argument is similar to that pro-
posed by Crocker et al. {(1998), who contended that attributional

Moderated Multiple Regression Results: Graduate Student Sample

Table 6
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ambiguity is detrimental to targets’ self-esteem, that is, it would be
less threatening to be sure that a rejection is the result of prejudice
than to wonder whether it might have been due to prejudice. We
propose that this represents a plausible explanation for the reac-
tions of targets of frequent exclusion and frequent verbal
harassment.

Although we did not find any interactions of harassment and
ethnicity in our two samples, we see the need for future research
to continue to examine the effects of ethnic harassment on differ-
ent groups. Anglos in our samples reported rates of harassment
experiences similar to those of Hispanics. This is consistent with a
recent study by Ruggiero and Major (1998), who found that
high-status participants (e.g., men and Whites) were more likely to
attribute a negative outcome lo discrimination. They proposed that
members of high-status groups are vigilant in labeling discrimina-
tion relative to members of low-status groups, who may find the
experience (and acknowledgment) of discrimination more threat-
ening. We cannot ascertain whether Anglos overreported and
Hispanics underreported harassment, as implied by Ruggiero and
Major, or whether our results were due to the ethnic composition
of the workplace. Because the majority of previous research has
examined differences between Blacks and Whites, we view these
findings as an intriguing extension of research on racial-ethnic
experiences in the workplace.

In summary, our study represents one of the first attempts to
measure the nature of harassment that people experience as a result
of their ethnicity, along with the correlates of such experiences.
Ethnically harassing experiences were related to scores on previ-
ously validated, psychometrically sound measures of cormrelates.
The two-factor EHE appears to be relatively equivalent for His-
panics and Anglos. Results from two of our samples indicated that
harassment experiences were negatively related to well-being (i.e.,
life satisfaction, posttraumatic stress, and health condition), and
there were interesting interactions of verbal harassment and exclu-
sion on these correlates.

Our general approach was based on examining ethnic harass-
ment and its correlates by referring to research on discrimination,
sexual harassment, and job stress. We propose that this represents

a general workplace model] that may generalize to other types of
ethnic conflict at work. Ethnic harassment may have serious im-
plications for subsequent interethnic work-group interactions. We
see the need for continued research into the nature of ethnic
harassment experiences, including measurement of ethnic diversity
within work groups, and further explication uf the possible mech-
anisms guiding the differential effects of multiple types of ethnic
harassment experiences.
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