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Introduction
The following paper is a critique of Antonio Aranda’s dissertation presented to the Faculty of the California School of Professional Psychology Alliant International University Los Angeles in 2017.  The dissertation examines the impact of race and leadership style on casual attributions of organizational outcomes. The dissertation was written as a component of fulfilment as required to obtain a doctoral degree of philosophy.
Niagara University’s Ph.D. Program in Leadership and Policy is designed to prepare students to become effective leaders in shaping, implementing and evaluating policy.  The curriculum gives each student the opportunity to refine their research abilities and facilitate answering the “why” and the “how” questions of topics of interest as oppose to simply defining the “what” (www.niagara.edu). In relations to Aranda’s dissertation, the topic warrants exploration of the rationale and which methods were in use.
Leadership is a broad field of knowledge and finding a consensus on what attributes make up good leaders is difficult. General Collin Powell (Retired), former Secretary of State conveyed “that it all comes down to creating conditions of trust within an organization as the essence of leadership. Good leaders are people who are trusted by followers. Leaders take organizations past the level that the science of management says as possible.” (www.dandoadvisors.com) What General Powell omitted was race as a characteristic.  
There is a concept of ambiguity on how race influences one’s perception on leadership in the context of an organization.  Theorist have identified organizational ambiguity as a strategy for halting normal priorities towards regularly exploring idea of possible purpose. (Hatch, 2018) Conversations on leadership are vital in many business applications, but the topic of race is ambiguated.  Aranda attempts to provided context on race within organizational outcomes, that as a person of color who has held leadership positions also have an interest.
Title
Aranda’s dissertation is titled “The Impact of Race and Leadership Style on Casual Attribution for Organizational Outcomes”.  The title concise and descriptive. The reader knows that they will be exploring two different comparators; race and leadership style.  The research should show what effects they have on organizational outcomes.  As mentioned, the title is informative, but the phrase casual attribution leaves the title open for interpretation.  Casual attribution is vague in the sense that at this point we do not know the meaning.  However, despite the indistinctness of the phrase the readers understand the underlying premise of the research paper. 
The reader can infer from the title that Aranda is attempting to understand if there is a normative relationship between race and leadership style and can that be measured when making organizational decisions.  Readers can also distinguish clear research terminology from the title.  Race, leadership style, and organizational decisions are nominal values.  The independent variables are race of the manager, leadership style, and organizational outcome, and dependent variables are includes higher or lower internal attribution ratings, higher or lower external attribution ratings, higher or lower stability ratings, higher or lower personal control ratings, higher or lower external controls and higher performance rating. 
Abstract
The abstract does provide a brief summary of the contents of the dissertation Aranda provides the hypothesis in the abstract’s second sentence.   The hypothesis states “African American managers would receive more favorable attribution and performance ratings in charismatic condition and less favorable attribution and performance ratings in the autocratic condition than their Caucasian counterparts” (Aranda, 2017, P. v). The hypothesis is the closest indication of the purpose of the research conducted.  Although, we later see the purpose explicitly stated in the dissertation’s introduction.  Aranda offers “the purpose of this study was to examine how the racial makeup of a manager can influence subordinates’ perceptions and attitudes about their leader, especially if the subordinates are not the same race or ethnicity as their manager”. This statement would have been better served in the abstract and then repeated in the introduction.  The purpose statement if used in the abstract would have served as a more enticing tag than simply stating the hypothesis.  
Another element the abstract is missing is the “why”.  Aranda delays the announcement of the basis till the dissertation’s introduction to provide the reader with rationale on why the study was initiated. Aranda believes a condition of racial inequality exists for minority managers.  Aranda provides the following reasoning for rationale.  “Many African Americans in managerial or leadership positions feel that their race impedes their ability to be effective or credible in leading.  African Americans in leadership positions face challenges that Caucasian leaders do not face. For example, minority leaders are more likely to be perceived as receiving their leadership position due to luck and that their traits and characteristics are the exceptions to the stereotypes of their ethnic group.  This view can have detrimental effects in how subordinates and peers view African Americans in positions of leadership.” (Aranda, 2017, P. 2)   
Aranda concluded that the research only partially supported the hypothesis.  A hypothesis can be partially supported.  However, to strengthen the conversation about the phenomena Aranda could have started with two separate hypotheses.  For example:  
1.) African American managers would receive more favorable attribution and performance ratings in charismatic condition.  
2.) African American managers would receive less favorable attribution and performance ratings in the autocratic condition than their Caucasian counterparts.
The major finding and conclusion were that African American managers received more favorable rating in both charismatic and autocratic conditions.  Aranda concluded this was due to the implicit leadership theory, that states “leadership prototypes are developed through expectations and past experiences of the observers and African American individuals may have a leadership prototype that shares traits with an autocratic leadership style”. (Aranda, 2017, P. v).  Beyond this conclusion, the significance of the finding is not disclosed in the abstract.
Dissertation Introduction
The dissertation introduction’s narrative describes the racial divide in America and the approval ratings of the United States’ first minority president.  Aranda was able to point to racial attitudes affecting Americans approval ratings and policies during President Obama’s first term in office.  Illustration provides a practical exhibit of the phenomena that is relatable to a broad audience.  Through comparison Aranda is able show parallel between experience that surrounded President Obama and similar occurrences experienced by minority managers.  Through contrasting experiences Aranda commences orientating the reader to the phenomena of interest offering the purpose and rationale that was absent in the abstract.  Surprisingly, the hypothesis is not restated in the introduction.  We are presented with several supporting theories that the hypothesis is constructed from.  The hypothesis utilizes two different conditions as environments for African American manages to receive more favorable or less favorable attribution and performance ratings than their Caucasian counterparts.  The conditions represent the dependent variable of leadership style.  Aranda correlation of independent and dependent relationship is derived from background research attributed to Gaetner and Dovidio.  Gaetner and Dovidio’s concept of aversive racism paradigm, that when applied to Aranda’s hypothesis explains that race cannot be the only factor to produce overt bias without a no race related issue present, hence the condition of leadership style. (Aranda, 2017). 
Additional background research is drawn from another leadership theory that emphasizes the importance of manger-subordinate relationships.  Excerpts originated by Hogg, Knippenberg and Rast used by Aranda explain the social identity theory of leadership (SITL).  A subordinate’s trust in a leader is strengthen when they share alike traits.  When this scenario is present leaders are given a wider margin for failure than their counterparts that do not share traits with their subordinates.  Although if managers that do not share traits emulate behavior that subordinates favor, this can shift the paradigm in those manager’s favor similar to the managers with akin traits, even after the initial evaluation. 
As we examine the purpose statement, “this study examines how the race of the manager, organizational outcome, and leadership style impacted subordinates’ perception of causal attribution and overall performance rating of the manager. as well as the stated hypothesis, “African American managers would receive more favorable attribution and performance ratings in charismatic condition and less favorable attribution and performance ratings in the autocratic condition than their Caucasian counterparts” a distinguishable qualitative thesis statement is not present. Although the quantitative hypothesis does not easily lend to being quantifiable, the statement of more or less favorable attributions is not finite.


Statement of the Problem
	Aranda’s problem statement is implicit.  Aranda provides context on negative stereotypes of African Americans and Hispanics Americans and states that negative stereotypes are what prohibited equal employment opportunities for ethnic groups since the 1900’s. The issue with this statement is that it ignores segregation.  The law allowed African American to be subjected to discriminatory treatment. Aranda omits the center of gravity rather than using perceptions before and after the civil right movement, setting the stage to show how stereotyping is a continuation of the blatant racism that was perpetuated by racial inequality practices.  The impetus for change was the civil right movement and the eventual legislation that provide equality under the law is a bookmark in history.  This premise is supported by the data that Aranda uses to show substantial growth in minority participation in the civilian labor workforce after the Civil Right Act of 1964 was enacted.  Aranda builds the existence of a problem through historical examples of bias and inequality. By annotating the events give the reader background of the problem’s origin by using a linear timeline to show changes in perceptions of African Americans in the workplace.  In doing so, Aranda also demonstrate the statistical increases of African Americans in in the civilian labor workforce while also presenting a rise in the number of African Americans in leadership positions. Aranda used data from the U.S. Equal Employment Opportunity Commission to document the steady rise in the employment rate for African Americans in the private industry.  Even though there was a documented rise in leadership positions held by African Americans, a disparity was and is prevalent in the minority representation in executive positions versus positions held as laborers.
At this point Aranda has not introduced the reader to the problem statement. Instead builds the case that “racial biases and racism are still problematic, regardless of whether it is conscious or unconscious, particularly within the workplace”.  Aranda details links to the leader member exchange theory, the SILT and the aversive racism theory to develop the theory that “the strength of the leader and subordinate relationship can be influenced by the behaviors and actions of each person. These behaviors and actions can be a strong enough issue in the aversive racism paradigm to elicit observable prejudicial actions and attribution error. Behaviors of minority leaders are viewed differently than behaviors of Caucasian leaders.” (Aranda, 2017, P. 10) This led Aranda to examine the behaviors leaders portray to their followers and are often determined by the type of leadership style they are utilizing.  “The leadership style they use is important as it affects the perceptions and attitudes of the employees towards their manager”. (Aranda, 2017, P. 11)
The implied purpose statement is the study examines how leadership style (charismatic versus autocratic), organizational outcomes (success versus failure), and the race of the leader (African American or Caucasian) influenced causal attribution and the leader’s performance evaluation. (Aranda, 2017, P. 13) However, as mentioned earlier Aranda does not make this statement during the course of the problem statement section of the dissertation and is acknowledge in the current study and research section  According to Roberts and Hyatt, failing to get to the point is the first common mistake when contriving the problem statement.  In this instance Aranda discuss several elements that attribute to the perceived problem but never states the problem outright.  Aranda research is an extension of previous research. Since the research can be considered an extension of previous research the attributing theories have been tested and would prove to be vital in predicting the validity of Aranda’s research.  Additionally, Roberts and Hyatt add extraneous issues to the list of common mistakes dissertation writer make.  In this case, why was the history prior to the 1964 presented.  The references were outdated and the dialogue that surrounded the Civil Rights Act were strife with conjecture.  Another issue that arose was the population was not identified, nor was the significance of the research.  
The Literature Review
Studies are prevalent on how race influences people perceptions. Studies have shown how individuals use physical race descriptions and other social category inclusions based on race. Still, there is an emergence of data that race can be indicated by social characteristics as well. Language used is often connected to race, for example "welfare" or "inner-city," make race prominent in social debates. (Freeman, Penner, Saperstein, Scheutz & Ambady, 2011) However, the existing body of research dedicated to on how race impacts perception and effectiveness of minority leaders are limited. (Aranda, 2017).  As more African Americans move into leadership positions Aranda presents the importance of examining the issue that coincide with this change.  Organizations have placed an emphasis on diversity which explain the increase of minority managers and the need to study the phenomena. Dually important as the study of the increase of African Americans in management is the relationship with their subordinates.  Aranda focuses on this relationship in the context of the organizational impact to understand how perceptions of causality and effectiveness are influenced by race and leadership style.  The literature review chapter is the crux for the justification of Aranda’s research on leadership, attribution theories, and racism.  To support Aranda’s rationalization the impact of discrimination in the workplace and how it has affected diverse leaders is also assessed.
The literature review offers the reader a wide range of theories and concepts, yet by the end there is a distinct sense that the research topic is focused on a singular issue. In the early pages of the literature review Aranda uses a quote from to describe leadership.” Gardner described leadership as “the process of persuasion or example by which an individual or leadership team induces a group to pursue objectives held by the leader or shared by the leader and his or her followers” (Aranda, 2017, P. 18) Aranda begin his validation with such a broad term to comparatively show the narrow scope of the research topic.
Expanding further on this idea Aranda documents historical theories of leadership by contrasting early theories of leadership that focused on the individual leader and the essential characteristic traits that are were innate to those individuals.  Aranda continued the historical comparison to include behavioral outcomes of leaders and their effect on subordinates.  Behavioral leadership is another example of study that is general, but a subcategory of leadership. By examining behavior Aranda begins to show how subordinates and leadership interaction and why leaders and subordinates behave in a certain manner.  An interesting refence that Aranda uses is the uses of behavioral leadership model or the managerial grid.  Aranda credits theorists Robert Rogers Blake and Jane Srygley Mouton for the development of the leadership grid in the 1960 and numerous revisions spanning 30 years into the 1990’s.  The leadership grid defines leaders using two dimensions; concern for people and concern for results and measures them a 9-point scale which equates to approximately 80 possible leadership styles outcomes.  The leadership grid outcomes range from Laissez Faire to Authoritarian and Country Club. (Kurian, 2013) This model of behaviorism suggest that leaders can develop behaviors.
Aranda is able to bring the psychology of leadership into the picture through examples of the situational approach, the environment is a determining factor for which leadership approach is effective given a situation. While one style may yield positive results with one group of subordinates, the same approach may have negative consequences on another.  Leaders should assess the needs of their subordinates prior to use a particular leadership approach.  “The situational to leadership considers the characteristics of subordinates to prescribe the best leadership approach to take” (Aranda, 2017, P. 23). The contingency theory supplements the situational approach by adding the relationship between the leader and the subordinate, in simple terms is the right leader in charge of the right subordinates. Aranda pinpoints three fundamentals to contingency theory, that determine how favorable of a fit there is between a leader and a situation. These components include the power in the office of a position held by the leader, the, the assignment of responsibility, and the strength of the leader-subordinate dyad.  The last component supports Aranda’s concept that minority leaders are given greater flexibility of failure due to leader-subordinate dyad. 
Leadership member exchange theory expands on contingency and situational theory focus on the relationship of the leader-subordinate dyad.  The difference being how well the two groups interact together.  Based on this action subordinates are later classified into sub-categories specified by the in-group and the out-group. (Aranda, 2017) A concept pioneered by Dansereau, Graen, & Haga, which further states that members of the in-group are privilege to receive favorable benefits from their leaders and reciprocate preference to the leader.  The dynamic given the leadership member exchange model establishes a transactional relationship between the leader and subordinate and over time produces less than optimal results.  Given Aranda’s topic this model might provide contradictory evidence that subordinates are effect by additional factors than race and leadership style.
Rounding out the theoretical discussion is the transformational leadership theory that balances the theories presented.  When applied to Aranda’s framework transformative leadership acts as a control.  It identifies the entrenched explanation on how leaders influence their subordinates regardless of race.  Transformation leadership is exemplified by four traits. First, a transformational leader must be a mentor to their subordinates and take into account their subordinates needs.  Second, the transformational leader encourages and empowers their subordinates to offer solutions to problem and use their creativity to promote growth. The transformational leader should prove a clear vision that is achievable, but challenging, plus rewarding to their subordinate. The transformational leader must lead through their actions.  Ultimately in the end the transformational leadership style empowers leaders to motivate their subordinates to achieve a higher level personally and professionally than the subordinate anticipated.
The theories and psychology that Aranda’s identifies supports the level of research that has leader-subordinate dyads.  This basis of understanding provides Aranda the theoretical framework to build his research. Aranda established how behaviors of leaders and subordinates independently influence each other and how those same behaviors affect the leaders-subordinate dyad.  To this point in the dissertation Aranda has identified his factor that can influence perceptions and possibly attitude of subordinate of their leaders
In the dissertation’s introduction Aranda briefly touched on the social identity leadership theory (SILT).  At this point of the dissertation Aranda introduces the social identity theory (SIT).  A concept that represents the first half of the second component of Aranda’s research.  According to the SIT, self esteem the driving factor cause them to affiliate with social groups that resemble their social identity.  Each group is comprised of individuals that shaped their social identity on perceived differences or similarities of other group members.  Groups are categorized as in-groups and out groups.  Individuals associate with their in-group and self-segregate from the perceived out- groups.  Aranda broadens this idea by accentuating how group members can exert bias or favoritism based on group associate. Furthermore, attributes that are considered favorable for the in-group are weighted against the negatives of the out-group creating an immediate imbalance or bias.  The SILT adds the leader to the SIT.  Individuals will better relate to the leaders that align to their social group, either the in-group or the out-group.  Individuals will delineate and their actions towards members of the in-group and out-group. The same can be said about leadership and how individuals see them. This will factor into the leader’s ability to influence the followers in the and their perception of the leader’s effectiveness. The level of importance cannot be understated.  Followers want to see traits in leaders that are inherent in the social group as a collective and in each individual member. Leaders benefit when a social group gives acceptance.    Leaders in the in-group will are more likely to be obliged by the followers in the same group and vice versa for leaders from the out-group. The same can be attributed to the followers’ level of trust in the leaders from the same group, however trust is not unequivocal until the leader shows favorable behaviors that match the individual followers needs. Readers can infer that Aranda dependence on the SITL to apply to the first half of the second component toward the purpose of the study.  The SILT has relevant importance to social group on leadership. The SILT has four essential guidelines for effective leadership. “First, leaders need to be perceived as being prototypical of the group they are leading. A leader is more effective when the group perceives him or her as being one of them. Second, the leader needs to be seen as the champion for the in-group by advancing the interest of the in- group. Third, the leader is the entrepreneur of identity. Effective leaders don’t wait for their group to form a group identity (or let the group identity remain in stasis); they proactively work to create a group identity that will support the leader’s vision. Finally, effective leaders need to embed this constructed identity into the group he or she is leading” (Aranda, 2017, P. 37) 
The second half of the second component Aranda details leadership style which is another dependent variable. The leadership styles that Aranda selects for his study are charismatic and autocratic.  In an earlier study produced by Lewin, Lippitt, & Caucasian from 1939 Three leadership styles are identified authoritarian (or autocratic) leadership, participative (or democratic) leadership, and delegative (or laissez-fair) leadership.   Aranda hints that additional studies exist with added knowledge of leadership styles, however since “leaders that share traits and qualities associated with their followers (high group prototypicality) are often viewed as charismatic, this study will hone in on the charismatic leadership style and a contrasting style called autocratic leadership.”  (2017, P. 38) Aranda use of a longstanding reference to define leadership style was written in1939.  Defining leadership style is subjective and while using a reference that is 80 years old is not preferred it serves Aranda purpose to discuss a particular two.  Another reference that is more current is the book the “Essential Leadership: Develop Your Leadership Qualities Through Theory and Practice” written by Cameron and Green in 2017. Essential Leadership text highlights five leadership qualities that could have been used as a framework. The book details element of leadership that support leaders at multiple echelons of an organization’s hierarchy.  Each set of traits, “can be considered as both a high-level ‘archetype’ and as a cluster of interconnected, coherent leadership skills and approaches.” (Cameron & Green, 2017 P.211-212) The roles constructed in the text and their definitions are; “the tenacious implementer, a quality that is often found in leaders who are good at bringing focus getting things done.” (Cameron & Green, 2017 P.230) “The measured connector, a quality that is present in those who are good at getting things done through people and by building effective teams.” (Cameron & Green, 2017 P.230) “The visionary motivator, a quality that is embodied in leaders who use words, images and stories to engage people in the way forward.”  (Cameron & Green, 2017 P.231) “The edgy catalyzer, a quality that is found in those leaders who are able to bring fresh, probing eyes to any situation in a way that catalyzes change.” (Cameron & Green, 2017 P.231) “The thoughtful architect, a quality that is about thinking and acting strategically, which recent research indicates only about 5 per cent of leaders are able to do well.” (Cameron & Green, 2017 P.232) The point of showing this reference is to show Aranda’s research could have used more relevant applications of knowledge on leadership style.  The leadership types exhibited could have replaced charisma and the antithesis could have been used to describe the alternative leadership style.
In order to provide greater context on why individuals make selections Aranda expands the literature review explaining several theories that strengthen the initiative to study how the racial makeup of a manager can influence subordinates’ perceptions and attitudes about their leader.  One of the theoretical perspectives that Aranda analyzes is the attribution theory.  That states people create causation of why events occur due to actions outside the actor’s control or due to the actor’s intentional acts. This idea is important to Aranda’s research because it explains if a subordinate attribute a behavior or event to the intentional actions of the leaders, then the subordinate perceives the behavior being due to the leader’s skill, abilities, or knowledge. If a subordinate attribute a behavior or event to actions outside the leader’s control, then the subordinate perceives that the behavior or event is attributed to difficulty or luck. An issue with subordinate inference of this nature is that when all the facts are not present they rely on past experiences and beliefs and needs to fill the void of factual information, these inaccuracies lead to correlations that imply cuasation. (Aranda, 2017). This phenomena is explained by the  fundamental attribution error, subordinates focus on the events that they can observe and make inferences from rather than evaluating external forces in accompanment to their observations.  Aranda continues to discuss bias assoaciaed with the attribution theory. The actor-observer bias, is an extension of the fundamental attribution error, when leaders evaluate their own behavior, they tend to attribute their actions to difficulty or luck rather than their own skills, ability or knowledge.  In contrast while when leaders evaluate others (leaders or subordinates) they point to due to skill, abilities, or knowledge, rather than difficulty or luck.  
The ultimate attribution error discusses observations of the behaviors from an out-group member that are observed to be objectionable will be minimized . Correspondingly, any behaviors by out-group members observered  as suitable will be explained away.  That individual was lucky or received help or manipulaed the situation to achieve an outcome or result; When this occurs the  individual is considered an oulier to their group.
	Since perceptions is subjective Aranda thorough review of the attribution bias discussion within theory brings to light aspects of his studyt that provide a counter narrative.  Aranda is able to show that consideration has been given to the arguments that could contradict the research.  
As Aranda narrows the narrative.  The references use become more relevant to the purpose of the dissertation.  The references are more pertinent historically and aid Aranda’s research with contemporary models that define the framework and strengthen the scope of the research.   Aranda expands the discussion about race and does well to provide a contrast and similarities of different types of stereotypes through a modern lens.  Adding the how racism effects African Americans in the workplace through the viewpoint of Aversive racism.
Race is the independent variable in the study, so Aranda focuses heavily segregation, damaging stereotypes, and discrimination, and establishes these actions as old fashioned racism as the historical standard of racial prejudice.  In order to give race more context than prejudice   Aranda defines modern racism.  Modern racists take the stance that old fashion racism no longer exists, but that African Americans abuse systems and rules designed to prevent discrimination and correct past racial offences, for example affirmative action. The modern racist also believe any oppression that African Americans encounter is due to their own misgivings not the oppressors’ actions. The reader can see how modern racism fits in the Aranda’s study.  How the leader-subordinate dyad is affected by the idea that a minority leader is undeserving or has prospered at the expense of Caucasians individuals.  To counterbalance the malicious nature of old fashion and modern racism.  Aranda uses aversive racism as a counterbalance to show that all racism is not intended to harm.  Aversive racism based on the need to bring equality to perceived racial injustices. This categorization of racism is akin to White guilt or associated to White privilege.  “The awareness of this unearned White privilege along with the awareness of racism could create feelings of White guilt. These feelings of guilt may in turn cause Caucasian Americans to look more favorably on policies, such as affirmative action programs, that are intended to ameliorate the impact of White privilege.” (Swim & Miller, 1999 P.500). White guilt or racial aversion as they are applied to Aranda’s research exhibits that when a Caucasian subordinate can justify their negative perception towards a minority leader for a non-racial reason, discrimination against the minority leader continues. However, if negative perceptions towards a minority leader cannot be justified for a non-racial reason, the subordinate is then constrained to detach their negative perception towards the minority leader and try to avoid having other people lose respect for oneself or save face.  The minority leader benefits from the manifested perceptions or actions that benefit the ethnic leaders over Caucasian leaders.
Racism define the social problem and while some forms are blatant the reader is exposed to overt acts of racism as well.  However, Aranda includes an examination of the subtle nuances that perpetuate racial undertones through racial stereotyping.  Racial stereotyping contributes by showing factors that effect the perceptions and attitudes that effect the leader-subordinate dyad.  A stereotype is a standardized mental picture that is held in common by members of a group and that represents an oversimplified opinion, prejudiced attitude, or uncritical judgment. (www.merriam-webster.com) Stereotyping is a part of a person’s social identity and Aranda points out that individuals’ social affiliation within the in-groups or out-groups can form positive stereotypes towards in-groups and lead to extreme negative stereotypes for out-group members.  Aranda uses a study by Devine and Elliot’s from 1995. The study’s informants using a list of adjectives matched them to cultural stereotypes of African Americans.  “Their findings showed that seven of the top 10 stereotype attributes for African Americans were negative, African Americans were described as being low in intelligence, lazy, poor, loud, criminal, hostile, and ignorant. Because some of these negative stereotypes are the exact opposite of traits considered necessary for an effective leader, this is a concern for African Americans trying to attain a leadership position.” (Aranda, 2017 P. 66) The readers discover the impact of stereotypes on the leader-subordinate dyad and are often portrayed as negative. Aranda describes the stereotypes as multidimensional, subdividing into two groups; warmth and competence. A stereotypes warmth is determined by competition for shared resources by in-group and out-group members.  A group status standing or competence level of high or low is given base on perceive competition levels.  If in-group member believe competition is high, then warm is perceived to be low for the out-group and vice versa for the when competition is perceived to be low.  
Aranda breaks down the social grouping into four categories based on their perceived warmth and competence: paternalistic, admiration, contemptuous, and envious.  Each representing positive and negative or high and low aspects of stereotyping.  Groups that are align with the paternalistic type of stereotyping (elderly or disable people) are usually perceived to have low competence and high warmth. Groups that are align with the admiration stereotype (in-groups or close allies) tend to be high in both warmth and perceived competence.  Groups that are align with the contemptuous stereotype (welfare recipients who are considered to be taking advantage of the system) are viewed as low-status and incompetent.  Groups that are align with envious stereotype (people tend to exhibit envy and resentment toward this group) are perceived as high in competence but low in warmth.   Through the various stereotype models Aranda shows that group behaviors can be active, passive, facilitative, or harmful.  
Aranda continues to funnel the literature review from the broad to a narrow scope.  Next Aranda discusses discrimination in the workplace and the impact race can have on performance evaluation and promotion. Aranda discovered that managers of the same race as their subordinates are more likely to give higher ratings than a subordinate of a different race. The is important o notes because performance evaluations and promotions can have major consequences on a subordinate’s career.
Aranda uses multiple studies to show research that conclude that African Americans endure a harder road to and during leadership than Caucasians due to racial bias.  The reader has learned how stereotypes and different forms of racism effect perception of African Americans in leadership positions.  Aranda details another study conducted by Wells to depict Caucasians subordinates’ response to African American Leadership.  The reader can infer that these responses are pinnacle to Aranda research.  
When African American are in leadership positions, Caucasian subordinates may develop status anxiety. The issue is categorized as a scandalous paradox, Caucasians have a preconceived idea of what an effective leader looks like, and upon encountering African American leaders view them through a stereotypical lens.  Caucasian employees may act according to legitimist impulse, the idea that an African American Leaders place in a leadership role is undeserving, so the Caucasian subordinate may undermine the African American leader by quitting or through a subversive action to correct the alleged wrong of having an African American in a leadership position. Caucasian subordinates may rationalize their African American leader’s assignment as an exception to the rule. The premise of the exception to the rule is that the African American leader possess positive traits that were not associated to their social identity, as discus in the ultimate attribution theory. Similarly, to legitimate impulse, undermining managerial decision of African American judgment as leaders are second guessed, but not subverted. Another interesting perception is that African American leader should be thankful for the position they hold and fall in line. Lastly, African American leaders have a perceived hypersensitivity to errors.  Errors made by African American leaders are scrutinized to a higher degree than Caucasian leaders. This reflects the ultimate attribution theory, because the of the idea that Caucasians having greater ability, need to exert less effort, and are not as lucky as African Americans.  Attributing the success of African American subordinates to luck and ease of the task, while perceiving the success of Caucasian subordinates as due to ability and effort. 
There is convincing evidence to support Aranda assertations that the racial makeup of a manager can influence subordinates’ perceptions and attitudes about their leaders, especially if the subordinates are not the same race or ethnicity as their manger.  Aranda’s thorough literature review suggests that Caucasian subordinates perceived African American leaders differently than Caucasian leaders and held the two leaders to different standards when evaluating their success or failure which was uncovered by comparison of the ultimate attribution error.  Aranda’s review points out a slew of similarity or linked ideas. However, identifying differencing opinions that do not support Aranda premise is sparse it and it stands to note that while there is strong evidence of racial bias, the existence of stereotypes and negative perceptions that exist in the workplace, not all African American leaders encounter these elements. In conclusion, Aranda does build a substantial framework to base research on the purpose to examine the racial makeup of a manager can influence subordinates’ perceptions and attitudes about their leaders, especially if the subordinates are not the same race or ethnicity as their manger, but the limitation and an opposing view is under represented.
Research Questions

The purpose of this study is identified several times throughout the dissertation to this point and is reiterated.  The purpose was to examine the effects of organizational outcome, leadership style, and manager’s race on perceptions of causal attributions and performance ratings. Aranda further clarifies the intent of the study by explaining that African American represents the minority manager condition as a historically discriminated race in the United States. While cross referencing how racism stereotypical discrimination litter the workplace, focusing on the leader-subordinate dyad. 
Hypothesis 1
“African American managers who exhibit autocratic leadership behaviors will be given less credit for success and more blame for failure than Caucasian managers who exhibit the same behavior. This will manifest through causal attributions and performance ratings in the following ways.
1a. When an autocratic manager achieves organizational success, the autocratic White manager will receive higher internal attribution ratings than the autocratic African American manager. Conversely, when a manager fails, the autocratic White manager will receive lower internal attribution ratings than the autocratic African American manager.
1b. When an autocratic manager achieves organizational success, the autocratic White manager will receive lower external attribution ratings than the autocratic African American manager. Conversely, when a manager fails, the autocratic White manager will receive higher external attribution ratings than the autocratic African American manager.
1c. When an autocratic manager achieves organizational success, the autocratic White manager will receive higher stability ratings than the autocratic African American manager. Conversely, when a manager fails, the autocratic White manager will receive lower stability ratings than the autocratic African American manager.
1d. When an autocratic manager achieves organizational success, the autocratic White manager will receive higher personal control ratings than the African American manager. Conversely, when a manager fails, the autocratic White manager will receive lower personal control ratings than the autocratic African American manager.
1e. When an autocratic manager achieves organizational success, the autocratic White manager will receive lower external control ratings than the African American manager. Conversely, when the manager fails, the autocratic White manager will receive higher external control ratings than the autocratic African American manager.
1f. Regardless whether the autocratic manager achieves organizational success or failure, the autocratic African American manager will receive a lower performance rating than the autocratic White manager.” (Aranda, 2017 P.93-94)
Hypothesis 2
“African American managers who exhibit charismatic leadership behaviors will be given more credit for success and less blame for failure than Caucasian managers who exhibit the same behavior. This will manifest through causal attributions and performance ratings in the following ways.
2a. When a charismatic manager achieves organizational success, the charismatic African American manager will receive higher internal attribution ratings than the charismatic White manager. Conversely, when a manager fails, the charismatic African American manager will receive lower internal attribution ratings than the charismatic White manager.
2b. When a charismatic manager achieves organizational success, the charismatic African American manager will receive lower external attribution ratings than the charismatic White manager. Conversely, when a manager fails, the charismatic African American manager will receive higher external attribution ratings than the charismatic White manager.
2c. When a charismatic manager achieves organizational success, the charismatic African American manager will receive higher stability ratings than the charismatic White manager. Conversely, when the manager fails, the charismatic African American manager will receive lower stability ratings than the charismatic White manager.
2d. When a charismatic manager achieves organizational success, the charismatic African American manager will receive higher personal control ratings than the charismatic White manager. Conversely, when a manager fails, the charismatic African American manager will receive lower personal control ratings than the charismatic White manager.
2e. When a charismatic manager achieves organizational success, the charismatic African American manager will receive lower external control ratings than the charismatic White manager. Conversely, when the manager fails, the charismatic African American manager will receive higher external control ratings than the charismatic White manager.
2f. Regardless whether the charismatic manager achieves organizational success or failure, the charismatic African American manager will receive a higher performance rating than the charismatic White manager.” (Aranda, 2017 P.96-97)
The independent variables in hypothesis 1 and 2 are race of the manager, leadership style, and organizational outcome, and dependent variables are includes higher or lower internal attribution ratings, higher or lower external attribution ratings, higher or lower stability ratings, higher or lower personal control ratings, higher or lower external controls and higher performance rating. The hypotheses are not stated statistically, no null hypothesis is presented in either stated hypothesis.  The directional hypothesis for 1 and 2 are defined by subset letters a through f for each. Each directional hypothesis depicts the results of the dependent variables.  Which include organizational outcomes higher or lower internal attribution ratings, higher or lower external attribution ratings, higher or lower stability ratings, higher or lower personal control ratings, higher or lower external controls and higher performance rating.  
The Research Design (Methods)
Aranda clearly states the intent of the study, to examine the effects of a manager’s race (African American or Caucasian), leadership style (autocratic or charismatic), and organizational outcome (success or failure) on the attribution ratings (internal and external) and overall performance rating of the manager. and provides how the research was conducted for future evaluation and validation. The methodology used is a 2 x 2 x 2 factorial experimental design adapted from a study conducted Edward S Lopez from a 2007 study called “The role of leadership style, organizational outcome, and gender on attributional bias toward leaders.” Aranda conducted a vignette experiment to investigate the effects of organizational outcome (success or failure), leadership style (autocratic or charismatic), and gender on attribution ratings. This study used the same vignette materials; however, race of manager replaced gender of manager for one of the independent variables. 
“To test the hypothesis of the study, seven dependent variable scales (DVs) were used to measure perception of causal attribution and overall performance. The following six dependent variables (DVs) measured factors concerning causal attribution. Four of these DVs are scales from the CDS-II (McAuley et al., 1992) measuring locus of causality (CDS-II Locus of Causality), stability (CDS-II Stability), and two control factors measuring personal control (CDS-II Personal Control), and external control (CDS-II External Control). Two additional causal attribution scales developed by Lopez and Ensari (2014) were used to measure internal attribution and external attribution. The last DV scale measured overall performance rating.
Internal consistency reliability analysis was conducted on seven DV scales. Adequate level of internal consistency (α > .70) was found for the CDS-II Locus of Causality (three items; α = .772), CDS-II Stability (three items; α = .710), CDS-II Personal Control (three items; α = .775), CDS-II External Control (three items; α = .715), internal attribution (three items; α = .805) and overall performance (two items; α = .856). The DV external attribution had very poor internal consistency (three items; α = .194). Upon further review, the item “To what extent do you believe the department's final ranking was due to the manageable workload?” was dragging down the Cronbach’s alpha for the external attribution scale. When removing this item, the internal consistency for the external attribution scale rose (two items; α = .461) but still did not reach the threshold of adequate internal consistency reliability (α > .70). For the remainder of this study, the original three-item scale for external attribution continued to be used since it was successfully utilized by Lopez and Ensari (2014). However, analysis was also conducted using the revised two-item external attribution scale (without the manageable workload item) to note any differences in analysis between the original and revised scale.
The internal attribution scale and CDS-II Locus of Causality measured the same constructs, and both were used to assess convergent validity. To ensure convergent validity, CDS-II Locus of Causality should have a positive correlation with internal attribution. A Pearson’s correlation analysis found a strong positive correlation between CDS-II Locus of Causality and internal attribution, r (272) = .527, p < .001. This indicates a strong convergent validity between locus of causality and internal attribution. For hypotheses that measure internal attributions, results for both CDS-II Locus of Causality and internal attribution were reported due to the strong convergent validity between the two scales.” (Aranda, 2017 P.114-115)
“An a priori G-power analysis with statistical test settings of ANOVA: fixed effects, main effects, and interactions, with an estimated medium effect size of .25 and an error probability of .05 (power of .95) was conducted. The results suggested a sample size of 210.” (Aranda, 2017 P.98) The actual sample size was 274 participants. Aranda recruited participants via email social media and in person. The only requirement to participate in study was the participant was at least 18 years old. The questionnaire asked basic demographic questions.  However, these questions were confidential and strictly voluntary.  The demographic of the sample were well defined across four variables Gender (male, female), Ethnicity (White, Hispanic or Latino, Black or African American, Asian or Pacific Islander, other), Education (some high school, high school diploma, AA, Bachelor’s, Master’s, Doctorate, other), Political Leaning (extreme liberal, liberal, slightly liberal, moderate, slightly conservative, conservative, extremely conservative, unsure).  While the mean age was 38.2. Aranda used comparative data from the United States Census Bureau of 2010 and found that the demographic of the participants was in line with the census results.  The major demographic that showed disparity was participants with college degree of 73% versus a census result of 37.3%   To ease the collection of data an Online survey company was used to administer the online survey.  
If participants failed to complete the survey or provide illegitimate responses these responses were omitted from any further analysis. In order to maintain ethical standards that illegitimate responses were defined as either completing the survey in a hasty amount of time, responding to questions in a straight line to complete the survey quicker or falsifying that they had rad the vignette a disqualifier questions was presented in the open ended questions sections.  The answer provided would disqualify if answered.  To uphold the integrity of the study these surveys would be omitted.  Of the 310 surveys received seven were omit for integrity concerns.  An additional 29 respondents were omitted because they misinterpreted the vignette for a total of 274 participants. Furthermore, manipulation checks were conducted to ensure the vignettes were producing the correct response for the three manipulated independent variables.
IRB approval was received before any data was collected.  Due to the methods being used were from previous studies Aranda elected not to conduct pilot studies.  With the permission of Edward Lopez, Aranda adapted Lopez’s original survey that used that investigated the effects of organizational outcome (success or failure), leadership style (charismatic, autocratic, or control) and gender (male or female) on attribution ratings.  Lopez materials were adapted, and gender was changed to race.  Also adapted were the informed consent form, a brief introduction, a vignette, a survey, and a debriefing form.  All adapted materials can be found in appendix A through E
The data collection was facilitated by Qualtrics web survey tool. The reasoning for using the online experimental method was to reach a wider audience, reduce time for process administrative actions.  Aranda saw the process as efficient reducing the likelihood of process error and the services Qualtrics were time effective and not cost prohibitive.  The process for administering the survey was as follows. Surveys were distributed by Qualtrics electronically, eliminating the paper and pencil method.  No in person administrators were used and response were processed real time. The Qualtrics system randomly assign participants the vignettes based on an algorithm using information based on the independent variables.  Participants answers were maintained on a secured server with access given to Qualtrics administrators and Aranda. In addition, Qualtrics was able to randomly assign participants into one of eight possible vignette conditions based on the different combinations of the three manipulated variables.
No control methods were use, Aranda’s detail of the process hints that the assignment of the vignettes was random, based on answers on the manipulated independent variable.  In order to duplicate the study, the reader would want to enlist the same services from the Qualtrics. Aranda offers several safeguards that Qualtrics uses to maintain the integrity of the survey that involves registering I.P. address to prohibit repeat test takers and not allowing participant to review their answers from previous web pages.  Overall the research method used is appropriate for the research and the validity and reliability questions are mitigated by using Qualtrics.


Data Analysis (Results and Findings)
By reviewing the results chapter, the reader can see how Aranda’s conclusions were drawn. In regard to the data collection, the overall performance section explains the use of a three-way 2 x 2 x 2 ANOVA for finding main effects for the three independent variables, on the overall performance.  By using the three-way ANOVA, it satisfies all three principles of design of experiments namely replication, randomization and local control.  The principle of local control means to make the observations as homogeneous as possible so that error due to one or more assignable causes may be removed from the experimental error. (www.explorable.com) In reviewing the data analysis, the data is without error and the results are as follows.  Univariate main effects we found for leadership style and race of the manager.  Managers with higher performance ratings were received by manager that achieved organizational success.  Manager with lower performance ratings were associational with organizational failure.  Also, managers that exhibited autocratic style of leadership received lower performance ratings than the manager the exhibited the charismatic leadership. The African American manger received higher performance ratings than the white manger and lastly no significant interactions were found between the three independent variables. In data analysis of the manipulation checks that were conducted to maintain integrity of the study.  All three manipulation checks for the independent variable were found to be have a significant relationship or difference reflecting any sampling error was statistically mitigated.  
Aranda does a good job explaining of the assumption testing of the dependent variables, to ensure MANOVA and ANOVA assumption were not violated.  A dependent variable had normal distributions except one of the seven  dependent variable, however Aranda pointed out that past research of NAOVA and MANOVA are robust against model violations of normal distributions.  In Hypothesis 1 testing, the only sub hypothesis that yielded a significant interaction was found was in sub hypothesis 1e and none of the two way ANOVAs conducted yield a significant univariate interaction in hypothesis 1.  Participants did view the African American manager as more likely to be successful due to external factors than their Caucasian counterparts.  In 1f the African American manger when utilizing the autocratic leadership style scored higher performance ratings that their Caucasian counterparts utilizing the autocratic leadership style.  In Hypothesis 2 testing, the only sub hypothesis that yielded a significant univariate interaction was found was in sub hypothesis 2a, the race of the manger and the organizational outcome one internal attribution for charismatic mangers.  In 2f the African American manger when utilizing the charismatic leadership style scored higher performance ratings that their Caucasian counterparts utilizing the charismatic leadership style.  In addition to the analysis explaining he research results s the tables and figures used were clear and represented the data. 
The Discussion
In the discussion the reader begin to se the findings and selected theoretical framework come together. Aranda states that there are three major finding that resulted from the research.  The first is the leadership style and organizational outcome.  The participants attributed more favorable organizational result to leaders that exhibited the charismatic leadership style than the leaders who exhibited autocratic leadership style.  The next finding, Caucasian managers received lower attribution and performance ratings when utilizing the charismatic leadership style than their African American counterparts. The last finding uncovered that African American managers when utilizing the autocratic leadership style received higher attribution and stability ratings than their Caucasian counterparts.  However, the African American managers received lower attribution and stability ratings when utilizing the charismatic leadership style than Caucasian managers.  Aranda identified that Charismatic leaders received more favorable Causal attributions.  This result supports the study conducted by Lopez, that Aranda adapted and exchanged race for gender as an independent variable.  Producing results that mimic earlier studies give Aranda’s study validity.  
The results of the study and other relevant studies should be discussed, and any suggestions for improvements or further research are made here. Several studies are evident in the the Discuss
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