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This article examines how exposure to violent crime events affects em-
ployers’ decisions to hire black job applicants with andwithout a crim-
inal record. Results of a quasi-experimental research design drawing on
a correspondence study of 368 job applications submitted to 184 hiring
establishments inOakland,California, andarchival data of 5,226 crime
events indicate that callback rates were 11 percentage points lower for
black job applicants than for white or Hispanic applicants and 12 per-
centage points lower for those with a criminal record than those with-
out one. Recent exposure to nearby violent crimes reduced employers’
likelihood of calling back black job applicants by 10 percentage points,
whether or not they had a criminal record, but did not have the same
effect on callback rates for white or Hispanic applicants.
INTRODUCTION

In spite of legal, policy, and normative attempts to improve their hiring out-
comes, labor market discrepancies persist for job applicants who are black
and bear a criminal record (Pager 2007a; Oreopoulos 2011; Gaddis 2014;
Pedulla 2014; Kang et al. 2016). The “crisis of joblessness” these stigmatized
job applicants face has been fueled by the unprecedented growth in the U.S.
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prison population and its disproportionate impact on blacks (Sampson and
Lauritsen1997;Pettit andWestern2004;Uggen,Manza, andThompson2006;
Pager 2007a; Smith 2007; Alexander 2010; Wakefield and Uggen 2010; Mo-
renoff andHarding 2014).
Audit studies—powerful tools designed to unearth discrimination by em-

ploying experimental techniques in real labor markets—have enabled re-
searchers to interrogate how employers’ classification of job applicants on
the basis of particular characteristics, such as race, affects their likelihood
of being hired (Pager 2007b).2 Bearing a criminal record halves callback
rates for white men, from 34% to 17%, whereas otherwise equivalent black
men with no history of incarceration experience a callback rate that is at
least equal to that of bearing a criminal record for whites (i.e., 14%; Pager
2003). Black men with a criminal record face a callback rate of 5%, limited
by race and the stratifying influence of the American prison system (Pettit
and Western 2004; Uggen et al. 2006; Alexander 2010; Wakefield and Ug-
gen 2010; Morenoff and Harding 2014).
While much work investigates the obstacles facing black men with and

without a criminal record in the hiring process (Wilson 1987;Moss andTilly
2001; Tilly et al. 2001; Smith 2007), the social context in which employers
and their organizations exist is rarely examined, even though there are com-
pelling theoretical reasons to do so (for an exception, see Tilcsik [2011]; for a
related review, see Fernandez and Su [2004]).
The perceptions and meaning attributed to stigma are produced and re-

inforced by social context (Goffman [1963] 1986;Hagan 1994; Sampson 2012).
Two contextual factors would appear to be especially important but have yet
to be fully explored: the place and time in which hiring decisions are made.3

First, everyday life unfolds in places, such as neighborhoods, which give rise
to distinct shared cultural understandings that in turn influence social inter-
actions, subjective experiences, and perceptions (Goffman 1974; Harding
2010; Sampson 2012).More specifically, places provide a visible and tangible
form to various stereotypes ascribed to stigmatized social categories (Gieryn
2000). Second, time delineates when andwhat people pay attention to in their
2 There are two types of audit studies: in-person audit studies and correspondence tests.
Both allow researchers to randomly assign job applicants, who are the same on all ob-
servable and employment-relevant characteristics except for those that are carefully con-
trolled, to real employers hiring for open jobs. In-person audit studies simulate the hiring
process by sending pairs of individuals to apply for job openings in person, whereas cor-
respondence tests simulate the correspondence between job applicants and employers us-
ing résumé submissions.
3 Though past research uses “space” and “place” interchangeably, I draw on Gieryn’s
(2000 p. 465) conception of place as “space filled up by people, practices, objects, and rep-
resentations” that has a unique geographic location, takes a physical form, and is imbued
with meaning and value. I focus on the place where organizations are located and where
employers make their hiring decisions.
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social context and the extent to which certain perceptions are more salient
than others (DiMaggio 1997). Understanding the ways inwhich these two di-
mensions of employers’ social context affect the likelihood of hiring poten-
tially stigmatized job applicants enriches theoreticalmodels of hiring byhigh-
lighting where and when discriminatory behaviors are more likely to occur.

Building on these linkages among place, time, and perceptions, I argue that
recent exposure to nearby events can temporarily shift employers’ use of ste-
reotypes when evaluating job applicants. I focus on violent crime events in
the neighborhood because there are differences in the extent to which people
pay attention to, interpret, and make sense of violent events (Hannerz 1969;
Black 1983; Sharkey andSampson 2015). In otherwords, bothplace and time
matter for how people, including employers, interpret and act on violent
events during hiring processes.

This prediction that violence could affect employers’ evaluations of race
and criminality in hiring decisions is not axiomatic. Social contexts produce
various cultural frames through which neighborhood characteristics can be
perceived and interpreted (Lamont and Small 2008). Fraught relationships
between young black men, police, and the criminal justice system give rise
to and reinforce cultural frames, such as legal cynicism, which leads people
to question the legitimacy of the law and of law enforcement agents, breed-
ing doubts about the procedural fairness of arrests, convictions, and the
meaning of criminality (Anderson 1999; Carr, Napolitano, and Keating 2007;
Kirk and Papachristos 2011; Desmond, Papachristos, and Kirk 2016).4 This
cultural frame corrodesmainstream conceptions of crime, criminals, and cor-
responding racial associations, making it less likely that exposure to violent
events would activate prejudicial stereotypes about blacks and criminality
(Tyler 1990).

Although the legal cynicism perspective would anticipate little to no ef-
fect of violent events on hiring, I propose that exposure to recent, local,
and episodic violent events above and beyond historical levels of violence
can grab people’s attention, raise their fears about the threat of future crime
and victimization, alter behaviors, and bias perceptions in decision making
(President’s Commission on Law Enforcement and Administration of Jus-
tice 1967, p. 87; Skogan 1986a; Lacoe and Sharkey 2016; Legewie 2016).
Thus, I argue that recent exposure to nearby violence, in particular, domi-
nates employers’ perceptions in the short term, counteracting the legal cyn-
icism frame and giving rise to the activation and application of stereotypes
about blacks and criminals in hiring decisions (Bobo and Kluegel 1993;
Fiske 1998; Peffley and Hurwitz 1998).
4 At the time this study was conducted in the United States, increasingly cynical senti-
ments about the criminal justice system and police were formalized under the Black
Lives Matter movement; large-scale protests in Oakland, California, self-identifying un-
der this name began six months after data collection concluded.
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I employ a quasi-experimental research design that draws on an original
correspondence study and archival data of 5,226 crime events that occurred
in Oakland, California, before and during the study period to examine how
exposure to recent and proximate violent crime events affects employers’
likelihood of calling back perceived white, black, and Hispanic job appli-
cants with and without criminal records. This allows me to account for sta-
ble historical base rates of crime across neighborhoods, while taking advan-
tage of temporal variation in violent crime events.5

To preview the results, I find evidence that employers’ callback rate for
black job applicants is 11 percentage points lower than the callback rate for
white or Hispanic job applicants. When prospective employers were ex-
posed to more recent and proximate violent crime events, the callback rate
for black job applicants was reduced by 10 percentage points, whereas call-
back rates for Hispanic job applicants were not reduced. In contrast, job
applicants with a criminal record suffer a 12 percentage point penalty in
callback rate from employers as compared to job applicants without a crim-
inal record. For these stigmatized job applicants, exposure to recent proxi-
mate violent crime events has no impact on employers’ callback rates. On
average, employers’ callback rates for black job applicants and black job
applicants with a criminal record were similar, suggesting that the typical
employer does not perceive a distinction between these types of job appli-
cants and that race and criminality remain deeply intertwined. I discuss
the implications of these findings for research on labor market inequality,
neighborhood effects, and racism.
RACISM, CRIME, AND STEREOTYPES

Race, Incarceration, and Hiring

Several explanations for why blackmen andwomen, and thosewith a crim-
inal record, face such high rates of joblessness have been put forth, includ-
ing differences in education and labormarket experience, statistical discrim-
ination, and poor access to social capital; but an enduring one is pervasive
employer discrimination (Moss and Tilly 2001; Holzer, Raphael, and Stoll
2002a, 2002b; Pager 2003, 2007a; Bertrand and Mullainathan 2004; Smith
2007; Pager and Shepherd 2008; Pager, Western, and Bonikowski 2009;
Gaddis 2014). Employers have been known to veil their stereotypes about
blacks in evaluations of their “hard” and “soft” skills: black workers are per-
ceived to be less motivated, less obedient, lazy, undependable, and combat-
ive (Kirschenman andNeckerman 1991; Holzer 1996; Moss and Tilly 2001;
5 Controlling for historical base rates of crime is conceptually similar to the Mundlak
(1978) approach in mixed-effects models, which compares group means (base rates of
crime) with deviations from the mean (recent and proximate exposure to violence).
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Shih 2002).6 Economic theories of statistical discrimination emphasize the
cognitive efficiencies of relying on group averages, especially when faced
with uncertainty and information scarcity, regardless of one’s own group
membership. When group averages are hard to observe, are incorrectly as-
sessed, are derived from systematically biased processes, or fail to be updated,
the use of stereotypes is more likely (Ayres and Siegelman 1995). The chal-
lenge of investigating whether or not employers are applying these stereo-
types to discriminate against black job applicants is ensuring that research-
ers compare hiring outcomes of two job applicants who are truly similar on
all observable and unobservable dimensions, except for race. Many stud-
ies employ the audit methodology to overcome this, which measures call-
backs—whether or not an employer calls back a job applicant who has sub-
mitted an application. Audit studies thus typically focus on the first stage of
the hiring process, before applicants fully present their qualifications, where
researchers estimate that more than three-quarters of differential treatment in
employers’ responses toward stigmatized applicants occurs (Bendick, Brown,
and Wall 1999).

A number of studies have documented differences in callback rates be-
tween perceived white and black job applicants whose résumés are other-
wise identical. Bertrand and Mullainathan (2004) used a correspondence
study to identify a 50% gap in employers’ callback rates between perceived
white and black job applicants across more than 1,300 jobs. Similarly, two
in-person audit studies reported that black job applicants received callback
rates of 15% and 14%, as compared to callback rates of 31% and 34% for
white job applicants (Pager 2003; Pager et al. 2009). In a similar vein, re-
searchers have investigated how bearing a criminal record affects employ-
ment prospects of black, white, and Hispanic job applicants. Unlike other
potentially stigmatizing marks, a criminal record is assigned by the state,
making it appear more legitimate (Pager 2007a). This presumed legitimacy,
combinedwith the unprecedented boom in incarceration rates in theUnited
States, contributes to employers’ use of criminal records to classify, under-
stand, and evaluate job applicants. In-person audit studies conducted in
low-wage labor markets in Milwaukee and New York City estimate that
a criminal record reduces callback rates for otherwise equivalent job appli-
cants by approximately 50% (Schwartz and Skolnick 1962; Pager 2003,
2007a; Pager et al. 2009).7
6 I use the term “employers” throughout this article but note that hiringmay be conducted
in groups (e.g., multiple people make hiring decisions). Furthermore, evidence suggests
that stereotypes about members of different racial groups are widely held by all people,
regardless of their own racial group membership (Nosek, Banaji, and Greenwald 2002).
7 I focusmy argument on the potentially stigmatizingmark of being perceived as black, in
particular, and corresponding stereotypes that uniquely describe young black men, not
about racial minorities, in general. For example, there is evidence that employers view
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Given the well-documented tendency for job applicants who are black or
bear a criminal record to receive fewer callbacks from employers, I begin
with previously established baseline expectations:

BASELINE HYPOTHESIS A.—Black job applicants are less likely to receive

callbacks from employers than are white or Hispanic job applicants.

BASELINE HYPOTHESIS B.—Job applicants with a criminal record are less

likely to receive callbacks from employers than are job applicants without a
criminal record.
Although social scientists have rigorously examined the extent to which

one’s perceived race and criminality potentially stigmatize job applicants,
less known is how the places in which employment opportunities are em-
bedded and the times of hiring activity shape hiring outcomes for job appli-
cants perceived to be black or bear a criminal record. This article expands
demand-side models to include contextual dimensions of place and time by
drawing on traditions in urban sociology, culture, cognition, and criminol-
ogy.
Embedding in Place and Time

Places, such as the neighborhoods where employers work, host the events
and activities that yield distinct shared cultural understandings, which in
turn influence people’s interactions, subjective experiences, and percep-
tions (Goffman 1974; Harding 2010; Sampson 2012). Life unfolds within
a place—for example, people inhabit offices, coffee shops, and bus sta-
tions—frequently and consistently, such that certain associations between
what is seen in a particular place and parts of life become deeply ingrained
in individuals’ minds and imbued with meaning. People develop percep-
tions of the world around them—including attitudes, values, and beliefs
about others—based on what they see and experience, which emerge from
and are shaped by the events that unfoldwithin the neighborhood (Harding
2010; Sampson 2012). Thus, nearby events influence what people, such as
employers, can see and the meaning they associate with what they observe.
For example, seeing young, blackmen can trigger associations with neigh-

borhood characteristics, such as crime levels. Quillian and Pager (2001) find
that stereotypes about blacks and criminality are activatedwhen the presence
of young black men in a neighborhood increases, thus amplifying residents’
Hispanicworkers asmore reliable and hard-working than blackworkers, suggesting that
there is something uniquely detrimental about being perceived as black as compared to
being perceived as Hispanic or nonwhite (Kirschenman and Neckerman 1991; Waldinger
and Lichter 2003). Therefore, I examine employers’ callback rates for black male job ap-
plicants as compared to white and Hispanic male applicants.
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perceptions of neighborhood crime levels beyond actual crime rates. Similarly,
when the concentration of minority groups and poverty in a neighborhood
increases, residents perceive heightened disorder, beyond independent mea-
sures of observable neighborhood conditions (Sampson and Raudenbush
2004). The visible nature of race, in particular, makes it easier for neighbor-
hood residents to construct a link between what is seen in the neighborhood
and a racial group, contributing to the formation, durability, and persistence
of racial stereotypes. Thus, place, through the geographic boundaries that de-
termine what is proximate andwhat a person sees, shapes both the content of
racial stereotypes and which visual cues activate racial stereotypes.

Second,when people pay attention to something in their neighborhood is
another characteristic of the social context that shapes people’s perceptions.
(DiMaggio 1997). More recent events are more likely to capture attention,
shift perceptions, and alter behavior than are more distal events. For exam-
ple, the event of a police officer’s shooting by a black suspect activates racial
stereotypes about blacks and violence in the days that follow and causes lo-
cal police to substantially increase the use of force against blacks in routine
police stops (Legewie 2016). Similarly, coverage of recent violent crime
events on the news heightens negative attitudes about blacks, even when
the perpetrator’s race is not disclosed (Gilliam and Iyengar 2000). Evidence
abounds that exposure to recent environmental cues primes people to think
of racial stereotypes (Mendelberg 2008).
The Impact of Violent Crime Events

A growing body of research documents how exposure to violence has a
range of far-reaching consequences for both individuals and communities
(Skogan 1990; Sharkey and Sampson 2015). Direct or indirect exposure to
violent crime within the neighborhood influences human behaviors in a va-
riety of ways, including physiological, cognitive, affective, or behavioral
(Skogan 1990; Sacco 2005; Sharkey and Sampson 2015). For example, a ho-
micide event, a case of extreme violence, increases interactions between po-
lice and residents through elevated stop, question, and frisk activity (Lacoe
and Sharkey 2016). Similarly, people, especially residents of black neigh-
borhoods, are far less likely to report crime through 911 calls after high-
profile cases of police violence (Desmond et al. 2016).

Employers most frequently mention crime and threats to safety in rela-
tion to hiring processes, reflecting how employers are exposed to and pay
attention to violence around their establishments (Moss and Tilly 2001).
Compared to other types of crime and neighborhood- and individual-level
characteristics, exposure to proximate violent crime is a robust and consis-
tent predictor of one’s fear of crime (President’s Commission on Law En-
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forcement and Administration of Justice 1967, p. 87; Skogan 1986a, 1986b;
Zhao, Lawton, and Longmire 2015). Fear heightens people’s perceptions
of risk, amplifies fears of victimization, and can activate the body’s endocrine
system to alert a person to danger (Silberman 1978; Perkins andTaylor 1996;
Rountree and Land 1996). Fears of violent crime lead people tomake behav-
ioral changes such as staying homeat night, carrying aweapon for protection,
or avoiding public transportation (Sacco and Nakhai 2001). For employers,
fear of future crime is motivated not only by concerns about their own safety
but also by concerns about the safety of their customers and their employees
and, by extension, the growth of their business (Moss and Tilly 2001).
Under conditions of fear and threat, such as those that occur after being

recently exposed to violent crime, individuals are likely to narrow their field
of attention and increase the tendency towardwell-learned responses (Staw,
Sandelands, and Dutton 1981; Gilbert and Hixon 1991). This tendency
makes it more likely that violent crime will activate a particular kind of
stereotype for employers—stereotypes associating blacks with criminality
(Loury 2002; Loury et al. 2008; Muhammad 2011). The concurrent rise of
violent crime and the era of mass incarceration in the United States both re-
flected and reinforced the links between violence, perceptions of blackness,
and perceptions of criminality, yielding cultural stereotypes about blacks as
hostile, aggressive, violent, and criminal. Such perceived links are particu-
larly surprising given that rates of actual crime and actual risk of exposure
to crime in the United States have declined; yet many people continue to be-
lieve that violence has increased (Sharkey 2018). These cultural stereo-
types about blacks persist deep in people’s minds and affect people’s per-
ceptions, feelings, and behaviors (Duncan 1976; Sagar and Schofield 1980;
Devine 1989; Bobo and Kluegel 1993; Devine and Elliot 1995; Fiske 1998;
Peffley andHurwitz 1998; Payne 2001;Correll et al. 2002;Greenwald,Oakes,
andHoffman 2003). For example, a white person’s fear of being a victim of a
crime is greater when imagining an encounter with a black stranger than
with a white stranger (St. John and Heald-Moore 1996). Similarly, blacks
are more likely than whites to be perceived as a criminal holding a gun, even
when blacks are holding harmless hand tools or are police officers (Green-
wald et al. 2003).
The connotation between blacks and violent crime is so strong, in part,

because it is consistent, bidirectional, and automatic. For example,Eberhardt
et al. (2004) demonstrate that stereotypes about blacks and criminality are au-
tomatically triggered both by seeing black people and by merely thinking
about crime. Therefore, even minimal exposure to violent crime—for exam-
ple, when one employer hears from another about recent, nearby violence—is
likely to activate stereotypes about blacks and criminality.
Violence captures people’s attention and, because it is sporadic, quickly

becomes salient. Thus, it is more likely that employers will use activated ste-
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reotypes when evaluating job applicants. Exposure to violent crime also
leads to mortality salience for individuals, which amplifies recency effects,
such that information about proximate violent criminal activity is dispro-
portionately influential in shaping social judgments (Asch 1946; Landau
et al. 2004). Thus, any information related to crime or criminality will loom
larger in employers’ decisions.

Hiring decisions are already fertile ground for the use of stereotypes be-
cause information about job applicants’ skills and future abilities is scarce
and uncertain (Heckman and Siegelman 1993). Applying stereotypes about
blacks and criminality makes it even harder for employers to pay attention
to individuating information about a particular black job applicant (Roth-
bart, Evans, and Fulero 1979; Devine 1989; Dovidio et al. 2010). For exam-
ple, when evaluating job applicants, employers may draw on hypothetical
scenarios to consider how a candidate would perform on the job. During
these hypothetical forecasts, employers are more likely to use stereotypes
about blacks as criminals to fill in the gaps to estimate a candidate’s future
performance.

The arguments above lead me to hypothesize that, for employers, any
kind of recent exposure to proximate violent crime amplifies fears, activates
stereotypes about blacks and criminals, and draws attention to information
that reinforces stereotypes about blacks and criminality. Thus, employers
will be more likely to use stereotypes about blacks and criminality when
“judging” a job application, leading them to select another candidate that
is dissimilar to blacks and criminals (Newman 1999). I argue that employ-
ers’ preference for a job applicant who is not associated with violence or
crime will lead to fewer callbacks for both black job applicants and job ap-
plicants with a criminal record.
HYPOTHESIS 1.—Black job applicants are less likely to receive callbacks
from employers in establishments that have been recently exposed to violent
crime than are white or Hispanic job applicants.
HYPOTHESIS 2.—Job applicants with a criminal record are less likely to
receive callbacks from employers in establishments that have been recently
exposed to violent crime than are job applicants without a criminal record.
Discrimination toward the Doubly Stigmatized

The link in people’s minds between perceptions of those who are black and
those who bear a criminal record has been calcifying as the prison system
continues to incarcerate a higher proportion of young black men, relative
to the population, and as media outlets disproportionately cover such sto-
ries, relative to white men (Gilliam and Iyengar 2000; Muhammad 2011).
What, then, is expected for the outcomes of black job applicants who bear
a criminal record? To the extent that employers already hold deep-rooted
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prejudicial beliefs about black men being more prone to criminal behaviors
and criminals beingmore likely to be black, then receiving a job application
from a black man with a criminal record may be only redundant informa-
tion that serves to confirm their deleterious beliefs. In such a case, employ-
ers’ preference for nonblackworkerswithout a criminal recordmay already
be reflected in the lower callback rates for black job applicants. Then, em-
ployers will be less likely to differ in their behavioral responses to a black
job applicant as compared to a black job applicant with a criminal record
because, in the minds of employers, the two job applicants were already
quite similar. In contrast, some employers may even respond positively to-
ward black applicants with a criminal record because attitudes may vary
across a city or stereotypical associations between black men and violence
may be weaker in less violent areas, where people have less contact with
crime events.
On the other hand, a résumé from a job applicant who bears both marks

together may compound employers’ concerns. It is then likely that recent
exposure to nearby violent crime will intensify activated stereotypes about
blacks and criminals, such that black job applicants with a criminal record
are perceived to be even worse candidates than black job applicants with-
out a criminal record.
DATA AND METHODS

I employed a quasi-experimental research design using an original field ex-
periment (correspondence study) and archival data (crime events). I first
conducted a correspondence study in which I submitted résumés of hypo-
thetical but realistic job applicants to real job postings across neighbor-
hoods within the city of Oakland, California, where real violent crime events
occurred. I measured employer callbacks, which are an indicator of an em-
ployer’s real interest in moving a job applicant from the initial application
stage to the next stage of the hiring process. Although a callback at the initial
application stage is not representative of a job offer, it is an important out-
come that affects job applicants’ subsequent access to opportunities in the la-
bor market (Pager et al. 2009). By randomly assigning résumés of hypothet-
ical job applicants, which were equivalent across all employment-relevant
characteristics, except for two that were experimentally manipulated, to real
job openings, this methodology offered more compelling causal evidence
than archival or observational data (Pager 2007b).
The quasi-experimental research design relies on three dimensions of

variation. First, I experimentally varied the perceived race of the job appli-
cant using racialized names on hypothetical résumés. Second, I experimen-
tally varied whether or not job applicants had a criminal record, which was
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also indicated on their résumé. The thirdwas an employer’s recent exposure
to violent crime—that is, the number of real violent crimes that occurred in
a hiring establishment’s neighborhood in the time period just before I sub-
mitted a hypothetical job application. While a hypothetical job applicant’s
perceived race and criminal record were experimentally manipulated using
random assignment, I used naturally occurring variation in the timing and
location of violent crime events in the city. By controlling for historical base
rates of crime to focus on the effect of recent exposure to violence, this quasi-
experimental approach is conceptually similar to the Mundlak mixed-
effects estimator, which decomposes variation into group means and devi-
ations from the mean (Mundlak 1978).
Sample of Jobs

I sampled all unskilled jobs in the food, beverage, and hospitality industry
inOakland that required only a high school diploma as listed in job postings
on Craigslist. Since two hypothetical job applicants’ résumés were submit-
ted to each job posting, the unit of analysis is each application that was sub-
mitted to an employer. To identify the types of real jobs that formerly incar-
cerated job applicants apply towithin low-wage labormarkets, I conducted
seven interviews with local nonprofit organizations, employers, and policy
organizations that hired and served the ex-offender population and pro-
vided reentry services. I gained access to these informants through referrals
that snowballed more referrals. These informants confirmed that Craigslist
is a dominant job search tool used by job applicants with a criminal record
seeking employment in low-wage labor markets, alleviating concerns about
external validity. In fact, Craigslist was one of the job search sites recom-
mended by job training program managers working with prison popula-
tions before their release.8 This is consistent with current trends in audit
study research and with research showing that the share of unemployed ap-
plicants using the internet for job searches tripled from 24% in 1998 to 74%
in 2008 (Kuhn and Mansour 2012; Lahey and Beasley 2018).

In an effort to generate unbiased estimates of how employers’ callback
rates vary for different kinds of stigmatized job applicants, I constructed
a sample of jobs that closely resembled actual jobs that black job applicants
and job applicants with a criminal record would apply for, based on infor-
mants’ feedback. Estimating employer callback rates from jobs that stig-
matized job applicants may not qualify for or choose to apply for would re-
8 Some job postings on Craigslist explicitly asked applicants not to drop off their appli-
cation materials in person because of employers’ busy schedules.
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sult in overestimates of labor market discrimination, so I focused on jobs in
the food and beverage industry, particularly “back of the house” jobs in the
kitchen. My informants suggested that job applicants with a criminal rec-
ord were less likely to apply for “front of the house” jobs that often involved
customer service or monetary transactions. Stigmatized job applicants them-
selves believed that themark of a criminal record eroded any trust employers
had in their ability to serve as a representative of an establishment with cus-
tomers or to handle money. Therefore, I monitored job postings daily and
submitted job applications for all job postings on Craigslist that advertised
a need for a back of the house job, which included postings for a dishwasher,
sous chef, prep cook, or line cook. Figure 1 provides an example of the format
and content of a job posting.
To maximize comparability across jobs and minimize the influence of fac-

tors such as commuting distance or public transportation on callback rates,
I sampled all jobs in the same city, Oakland: Oakland’s population is 28%
black, 26% white, 25%Hispanic, 17% Asian, and 6% self-reporting as iden-
tifying with two or more races. Twenty-eight percent of Oakland residents
are foreign born, and the median household income is $51,563, as compared
FIG. 1.—Example job posting. Color version available as an online enhancement.
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to $61,400 for the state of California (U.S. Census Bureau 2015).9 The racial
and economic diversity ofOakland residents reduced concerns that this study
would be revealed if prospective employers reviewed nonwhite résumés.

A total of 368 job applications were submitted to 184 jobs over fivemonths
from August 2014 through December 2014. Within the sample of 184 jobs,
I was able to identify the addresses of 146 employment establishments using
the information contained within the online job posting (not all job postings
included the name or address of the hiring establishment). For models con-
taining variables measuring neighborhood crime, sample size will be limited
to the 292 job applications submitted to these 146 employment establish-
ments. No significant differences were found for callback rates by month
of the study. I also randomized the order in which applications were submit-
ted to minimize the likelihood of any order effects and found no significant
differences in callback rates resulting from order of application.
Randomization

Two dimensions of hypothetical job applicants’ résumés were experimen-
tally manipulated using random assignment: (1) the job applicant’s per-
ceived race: black, white, or Hispanic; and (2) whether or not the job appli-
cant was perceived to have a criminal record. To avoid disrupting the normal
set of job applications that employers review and arousing any suspicions
about the job applications, I submitted two hypothetical job applicants’ résu-
més for each job opening identified, with zero to five days in between so that
all résumés were received by employers within the same week.

While some prior audit studies utilize amatched pair design in which em-
ployers evaluate pairs of résuméswithin one dimension of variation, such as
race, I selected an unmatched pair research design, which meant that em-
ployers did not always evaluate hypothetical résuméswithin the same racial
category (Vuolo, Uggen, and Lageson 2018). Randomization across two di-
mensions meant that some employers, therefore, received two résumés from
job applicants with a criminal record or other employers received two résu-
més from job applicants of the same race. One key reason for the selection
of this approach was to reduce the risk that employers would detect the
study. The relatively small set of applications and job openings heightened
the potential risk of discovery. The unmatched pair approach also reduced
concerns about detection in cases in which one employer could be hiring for
9 Monthly unemployment rates steadily declined during the study’s time period in the
Oakland, Hayward, and Berkeley metropolitan area, from 6.2% in August to 5.7% in
September, 5.6% in October and November, and 5.1% in December (Bureau of Labor
Statistics 2015). Although the unemployment rate was declining, year-over-year change
in the unemployment rate was merely 1.3%. It is thus possible that callback rates were
slightly higher because of the increase in hiring activity in the metropolitan area.
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multiple restaurants that would have receivedmultiple sets of similar appli-
cation materials.
Study Design—Developing Fictitious Résumés

To create realistic job applicationmaterials, I sought assistance frommy in-
formants. They shared real résumés of job applicants with and without a
criminal recordwho had recently reentered the labormarket or had recently
been hired; I reviewed them to better understand the language used to de-
scribe prior work experience and the aesthetic design of their job materi-
als.10 Both baseline résumés and those signaling a criminal recordwere built
on the actual résumés I obtained through these contacts to ensure external
validity. Baseline résumés described back of the house work experience at
different restaurants for the exact same amount of time; however, the dates
of employment varied across templates. All résumés indicated that hypo-
thetical applicants had approximately 44 months of work experience (for
résumés with a criminal record, 44 months of experience include 18 months
of experience gainedwhile serving a prison sentence) and gaps in their work
experience that amounted to two months of unemployment. Prior work ex-
perience across résumés consisted of job roles such as dishwasher, stocker,
prep cook, or line cook.
All hypothetical résumés were aesthetically equivalent on all dimensions,

such as the amount of text on the résumé, except for the content of the two
experimentally manipulated dimensions (race and criminal record). Regres-
sion analyses revealed no relationship between the aesthetic format of the
hypothetical résumés and the likelihood of employer callback. All résumés
had between nine and 13 bullet points describing the hypothetical job ap-
plicants’ work experience.
All résumés developed for hypothetical job applicants listed graduation

from the largest public high school in Oakland, which had approximately
2,100 students enrolled. The high school is also among the most diverse in
the city: 37% African-American, 23% Caucasian, 18% Latino/Hispanic,
15%Asian, 5% Pacific Islander, and 2% other. This high school was selected
for all hypothetical job applicants’ résumés to limit potential confounds intro-
duced by educational background. Because none of the résumés used in this
study indicated any history of college or university, an important scope con-
dition of this study is that it is limited to male job applicants with only a high
school diploma.
10 From this review, I learned that, on average, this population rarely used cover letters,
although many job postings asked for them. When sampling jobs for this study, hypo-
thetical applicants submitted only résumés to job postings, even in cases in which the
job posting directed applicants to submit additional materials such as cover letters or an-
swers to specific questions.
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Résumés did not include information about the hypothetical job appli-
cant’s place of residence, as is increasingly common for online job applica-
tions. Given evidence that more disadvantaged neighborhoods can be stig-
matizing, as compared to less disadvantaged neighborhoods, excluding any
information about a home address enabled me to reduce employers’ use of
additional potentially stigmatizing evidence when evaluating résumés
(Besbris et al. 2015). Two additional factors supported the choice to not in-
clude place of residence. First, concerns about applicants’ safety as well as
the potential for employers to discriminate on the basis of perceived com-
muting distance fuel a debate around the need to include home address
on résumés (Moss and Tilly 2001; Morris 2016). Second, my informants dis-
cussed how rising housing costs in Oakland pose challenges for formerly in-
carcerated individuals seeking permanent housing, leading them to often
not include their place of residence on job application materials.

Finally, all résumés indicated that the applicants were certified with a
California FoodHandler Card, which is required by state law. All examples
of real résumés used in job searches provided evidence that the California
Food Handler Card requirement was widely known across job applicants
from various racial and socioeconomic backgrounds.
Signaling Race of Male Job Applicants

I manipulated the racialized names of hypothetical applicants to vary em-
ployer perceptions of the job applicant’s race. I began by compiling the
most commonmale first names from 1988 to 1998 fromSocial Security Card
applications for the State of California.11 This produced a list of the most
commonmale names of boys who ranged from 16 to 26, which corresponded
to the ages ofmen applying for entry-level jobs. Across the 11 years of Social
11 This study focuses on callback rates for male job applicants with and without a crim-
inal record, in part because men are more likely to be convicted of violent crimes and face
higher incarceration rates (Bureau of Justice Statistics 2001; Federal Bureau of Prisons
2018). Although the bulk of empirical work on the impact of incarceration on employ-
ment has focused on men’s employment outcomes, women are a growing proportion
of the prison population, which increases the need to understand how race, incarceration,
and violence affect women’s labor market outcomes (Lalonde and Cho 2008; Galgano
2009). For example, incarcerated mothers are three times more likely to be single parents
than incarcerated fathers and are increasingly more likely to report being their family’s
primary source of financial support (Bureau of Justice Statistics 2004). Criminal convic-
tion patterns also vary greatly by gender; women are more likely to be convicted of non-
violent crimes than men, demanding scholarly attention to the perceived relationships
between race, gender, and criminality (Bureau of Justice Statistics 2006). Finally, the
paucity of scholarship on female criminality prevents us from fully understanding how
potential gender differences in criminality relate to other outcomes across the life course
and limits our theories to focus on the criminality of men (for further discussion, see
Bloom [2003]).
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Security data, many names were consistently popular every year, resulting
in a list of 130 different male names. In addition, I supplemented this list of
130 names with male first names that have been used in prior research stud-
ies to signal race (Bertrand and Mullainathan 2004).12

To pretest the effectiveness of the perceived race signal on a random sam-
ple of the population, I used AmazonMechanical Turk to sample 50 partic-
ipants from the United States, who were all employed full-time and were
over 18 years of age.13 I asked participants to “indicate what race/ethnicity
a personwith that namewould be” and used the survey responses to identify
the first and last names that the highest percentage of respondents indicated
were perceived to be a white, black, and Hispanic male. The racialized first
names used in the field experiment were Brett, Alan, John, and Richard to
signal a white male; Jermaine, Tremayne, Jamal, and Tyrone to signal a
black male; and Alejandro, Julio, Eduardo, and Armando to signal a His-
panic male. The racialized last names selected were McCarthy, Sullivan,
Ryan, andKelly to signal white; Jackson,Washington, Robinson, and Jones
to signal black; and Hernandez, Garcia, Rodriguez, and Martinez to signal
Hispanic.
Signaling a Criminal Record

I signaled whether or not job applicants bore a criminal record through
their résumés. Past correspondence studies have used two tactics to signal
a criminal record (Schwartz and Skolnick 1962). One approach is to list a
parole officer as a reference. However, there is scant evidence that employ-
ers in low-wage labor markets use or pay attention to references, raising
concerns that this type of signal may go unnoticed (Pager 2003, 2007a). A
second approach is to indicate work experience gainedwithin a correctional
facility while incarcerated. This work experience can be listed using the
name of the correctional facility or, if time was served at a facility that con-
12 Although the use of racialized names is prevalent in research, it is possible that
racialized names may also signal information about a job applicant’s social class, vary
in the extent to which they signal a particular race (e.g., names can be perceived as more
or less black vs. black or nonblack), and vary on the basis of how people perceive race
(Pager 2007a; Gaddis 2014, 2017).
13 I also collected demographic information about participants such as marital status,
age, race/ethnicity, socioeconomic status, and education levels to ensure that perceptions
of race were uncorrelated to other characteristics of the evaluator. Of the participants,
56% were male. Participants self-reported their race, resulting in a sample that was
86% white, 10% Asian, 8% black, and 6% Hispanic. (Note that the sum is greater than
100 because participants were able to select multiple racial categories.) Although the high
proportion of white participants in the sample raised slight concerns about generalizabil-
ity to the racial diversity of employers inOakland, actual experimental findings tend to be
similar across online survey platforms regardless of the racial differences in subject pools
(Weinberg, Freese, and McElhattan 2014).
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tracts prison labor, work experience can be listed under the name of the em-
ployment contractor. However, listingwork experience gainedwithin a cor-
rectional facility under the name of a federal contractor, such as UNICOR,
can be interpreted as misleading by prospective employers, who may be fa-
miliar with the tactic and therefore understand that theworkwas conducted
within a correctional facility. To avoid appearing deceptive to employers,
the signal of a criminal record was explicitly conveyed using work experi-
ence listed under a state prison.14 Work experience in a correctional facility
was listed as the most recent employment experience to reduce the potential
influence of signals associated with a hypothetical applicant’s work experi-
ence after being incarcerated—for example, to limit concerns about why the
applicant was seeking new employment.

Because the focus of this study is the impact of violent events on employ-
ers’ evaluations of job applicants, I aimed to develop a signal of incarcera-
tion that was weakly correlated with violence to examine whether employ-
ers’ responses to violence extend beyond job applicants with violent
convictions. Survey results indicate that employers are more averse to job
applicants with violent or property-related convictions, compared to job
applicants with drug convictions (Holzer, Raphael, and Stoll 2004; Pager
2007a). Thus, the signal of a criminal record was designed to signal a non-
violent drug conviction that would be interpreted as a possession convic-
tion, as compared to a possession for sale or distribution conviction. Insights
from my informants confirmed that employers who typically receive appli-
cations from applicants with a criminal record would be able to detect the
difference between nonviolent and violent convictions. Influenced by deter-
minate sentencing laws in California, the median time served for a nonvio-
lent conviction such as possession of marijuana is 18.2 months.15 In con-
trast, the length of a sentence served for a violent crime conviction of robbery
ranges between 36 and 108months, with amedian time served of 43.5months
(California Department of Corrections and Rehabilitation 2014). To con-
struct a conservative test of the stigma of a criminal record, hypothetical job
applicants had shorter, 18-month sentences.

Next, I worked with local nonprofits specializing in prisoner reentry to
obtain examples of real résumés used by ex-offenders who had served prison
14 State prison was selected because sentences that are greater than one year are typically
served at facilities operated by state systems (as compared to county jails, which are de-
signed for short sentences for felonies ormisdemeanors or holding people awaiting trial or
arraignment). The federal prison system, meanwhile, is designed for individuals who vi-
olate federal laws.
15 Since 43.4%, the largest proportion, of male inmates in the California state prison sys-
tem have sentences based on determinate sentencing laws, employers who attempt to in-
fer the type of conviction on the basis of the length of a prison sentence are most likely to
draw inferences that are aligned with determinate sentencing laws.
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sentences between one and two years in length, resulting from nonviolent
criminal convictions. My informants advised job applicants with a criminal
record to describe prison work in the “work experience” section of their
résumé because low-wage employers increasingly use internet platforms
such as Craigslist to post job openings. The most common kinds of prison
work that were included on job applicants’ résumés were work in the laun-
dry room and kitchen. Figure 2 provides an example of work experience de-
scriptions on résumés with and without a criminal record.
Violent Crime Events

Analyses investigating exposure to violent crime are based on 5,226 dated
and geocoded crime events that occurred over 18 months. Data included
all crime events for which police reports were filed from July 1, 2013, to De-
cember 31, 2014, allowing me to account for up to one year of historical
crime events, which I define as the stable base rates of crime. Thirty percent
of crime events were violent crimes, which included simple assault, aggra-
vated assault, gun robbery, strong-arm robbery, carjacking robbery, knife
robbery, all other kinds of robbery, and suspicious events (most often re-
ported because of concerns about physical safety).16 Crime victim surveys
reveal that victims are more likely to report violent crimes than property
crimes, enhancing data quality and reducing measurement error of violent
crime events (Bureau of Justice Statistics 2018). Figure 3 depicts the spatial
distribution of violent crime events in Oakland over the 18 months for
which data are available.
In total, there were 78 different kinds of crime events in the data set, 25 of

whichwere different types of homicide. To streamline analyses, crimeswere
consolidated into seven categories, which were provided by the Oakland
Police Department (OPD). Table 1 displays the frequency of the seven con-
solidated crime categories in the data set, which included property, violent,
quality of life, homicide, weapons, sex, and gambling. It seems likely that
these crime categories influence information about city crime that was dis-
seminated by OPD, by news affiliates, and by other media outlets, because
OPD uses these same crime categories in their own routine, internal track-
ing, and reporting systems. Such consistency in how crime events are cate-
gorized increases the likelihood that the crime event report data capture
16 For example, there were 782 events of simple assault, which the California Penal Code
240 defines as an unlawful event to cause a violent injury on another person. Twenty-five
percent of violent crime events were various types of robbery, which is considered more
severe than assault. In California Penal Code 211, robbery is defined as “the felonious
taking of personal property in the possession of another, from his person or immediate
presence, and against his will, accomplished by means of force or fear.”
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exposure to the same violent crime events that employers would have cat-
egorized in their minds as such.
Measures

The study’s dependent variable is whether or not an employer calls back a
hypothetical job applicant whose résumé was submitted to a real job open-
ing. Most often, “callbacks” are phone calls placed either to conduct a brief
phone interview or to schedule an interview in person. Sometimes employ-
ers used hypothetical job applicants’ e-mail addresses, which were listed on
the hypothetical applicants’ résumés, to invite them for an interview. I also
considered such e-mails “callbacks” and included them in the data set.
To measure the independent variable of an employer’s exposure to vio-

lent crime, I follow Sharkey and colleagues in defining an employer as “ex-
posed” if a violent crime occurredwithin a specified geographic radius of the
employment establishment within a given time period before a hypothetical
job applicant’s résumé was submitted (Sharkey 2010; Sharkey et al. 2012).
FIG. 3.—Spatial distribution of violent crime events from July 1, 2013, to December 31,
2014. Darker areas represent a concentration of violent crime events. Color version avail-
able as an online enhancement.
82



Race, Place, and Crime
Identifying the causal impact of exposure to violence on employers’ call-
back rates is challenging because employers do not randomly sort into the
neighborhoods where they locate. I assume that temporal variation in expo-
sure to violent crime is random, conditional on a historical rate of crime,
which I control for. To assess the importance of geographic and temporal
proximity in analyzing the effects of violent crime, I used multiple defini-
tions of exposure, with a geographic radius ranging from 0 to 1,000 meters
and a temporal radius ranging from 0 to 80 days preceding the hypothetical
job applicant’s résumé submission. For example, I beganwith a geographic
radius of 250meters, followed by 300meters, followed by 350meters, and so
on. I used a similar approach to measure recency by beginning counting vi-
olent crime events that occurredwithin the geographic radius in thefive days
preceding the résumé submission, followed by 10 days, followed by 15 days,
and so on. Thismeasure of exposure to violent crime is a count of the number
of violent crimes (excluding homicide events) that an employer was exposed
to at the firm’s establishment, which, in this study, is a firm in the food, bev-
erage, and hospitality industry.17 For simplicity, I report models in which
employers’ exposure to violence was captured up to 70 days before job ap-
17 I
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TABLE 1
Frequency Table of Crime Events from July 1, 2013, to December 31, 2014

Type of Crime Count Percentage

Property . . . . . . . . . . . . . . . . . . . . . . . . . . . . 2,836 54.3
Violent . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1,546 29.6
Quality of life . . . . . . . . . . . . . . . . . . . . . . . . 454 8.7
Homicide . . . . . . . . . . . . . . . . . . . . . . . . . . . 226 4.3
Weapons . . . . . . . . . . . . . . . . . . . . . . . . . . . 100 1.9
Sex . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 62 1.2
Gambling . . . . . . . . . . . . . . . . . . . . . . . . . . . 2 .0
Overall total . . . . . . . . . . . . . . . . . . . . . . . 5,226 100.0
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plications were submitted andwithin 450meters of the hiring establishment;
this variable ranged from0 to 10. Imean-centered exposure to violence to aid
the interpretation of main effects in the presence of interactions, reported as
violence (MC).
Other independent variables included binary indicators forwhether a hy-

pothetical job applicant’s résumé signaled black, white, orHispanic, as well
as whether the résumé signaled a criminal record. These dummy variables
captured the presence of the stigmatizing marks of being black or bearing a
criminal record. The reference group in all models is a white job applicant
without a criminal record.
Controls

A crucial control formy arguments is the baseline level of crime in the neigh-
borhood. This was measured by taking the number of all crime events that
occurred up to one year before the hypothetical job applicant’s résumé was
submitted. The range of dates that determine what is historical crime var-
ied depending on the definition of exposure to violent crime, which varied
across models. For example, if exposure to violent crime was defined as the
number of violent crimes within 60 days preceding the submission of a ré-
sumé, then historical crime in that model measured crimes that occurred in
the last 365 days (one year) excluding the 60 days preceding the résumé sub-
mission.
In addition, I constructed controls for variation in job postings—specifi-

cally, whether a job posting explicitly stated a preference for Spanish-speaking
applicants (Spanish-speak in table 3 below)—and the graphical format of the
hypothetical résumés submitted to job openings (résumé format in table 3 and
collectively referred to as job controls in table 4 below). I also constructed ad-
ditional neighborhood-level control variables using data from the 2014 Amer-
ican Community Survey (ACS) five-year estimates to control for other factors
that influence employers’ decisions to work in certain neighborhoods. To use
these census estimates at the block group level, I geocoded each hiring estab-
lishment to identify its block group. The 146 hiring establishments with
known addresses represented 62 unique block groups. I used four control
variables from these data that extant theory suggested might influence em-
ployers and hiring. First, since population density per squaremile may have
influenced the number of customers and applications received by employ-
ers, I controlled for this variable, which ranged from 0 to 2,451 people with
a mean of 1,204. Second, I controlled for the number of black residents near
employers’ establishments that potentially shaped their perceptions about
blacks, using the percentage of black residents, which ranged from 0% to
63.3% with a mean of 18.5%. The third and fourth controls were median
household income and the unemployment rate, both potentially shaping
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the establishment’s selected location and the set of job applications re-
ceived. Median household income ranged from $0 to $154,875, with a mean
of $68,323. The unemployment rate varied from 0% to 31.9% with a mean
of 7.8%.

Across all model specifications, these controls fail to reach significance
and do not affect the point estimates of other variables. Because these con-
trols are available only for employers with known addresses and ACS data
are available only at the block group level, including them in model speci-
fications reduces statistical power. Therefore, I report models with and
without controls (referred to as neighborhood controls in table 4).
Analytical Strategy

I report linear probability models predicting the probability that a hypo-
thetical job applicant receives a callback, with standard errors clustered
at the job level since two applications were submitted for each job opening.
I also estimated logistic regression models, which produced substantively
equivalent results (see fig. 4 below). In principle, relying on variation within
individual employers by including employer fixed effects could sharpen the
causal identification. In practice, however, there was not enough variation
in exposure to recent and proximate violence within employer to do so.
RESULTS

I submitted 368 résumés and received 91 callbacks from employers, result-
ing in an overall callback rate of 24.7%. Both this callback rate and the call-
back rates by racial/ethnic group fall within the range that has been reported
in prior research (Schwartz and Skolnick 1962; Pager 2003, 2007a; Pager
et al. 2009).

Table 2 tabulates actual callback rates by race and criminal record.
White job applicants received a callback or job offer 38.2% of the time, as
compared to 39.1% for Hispanic job applicants and 18.2% for black job ap-
plicants. Employers’ preference for nonblack job applicants is clear from the
wide gap between callback rates. A black job applicant must apply to twice
as many jobs to earn the same number of callbacks as his white or Hispanic
counterparts. The lack of a sizable gap in callback rates between Hispanic
and white job applicants distinguishes these results from those reported in
prior studies (Pager et al. 2009). It is worth noting that the Hispanic share
of Oakland’s population is 25.4% and is growing (U.S. Census Bureau
2015). Consequently, 7% of job postings explicitly included text stating that
it would be beneficial if job applicants were Spanish/English bilingual, and
I controlled for this. It is likely that even more employers favored perceived
Hispanic applicants for this same reason but did not explicitly state this in
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their posting. Employers’ nearly equivalent treatment towardwhite andHis-
panic applicants suggests that in this sample the most salient boundary is be-
tween perceived black and nonblack job applicants.
Callbacks for Black Job Applicants

Black job applicants received a callback rate thatwas 11.6 percentage points
less (P < .01) than that of white andHispanic job applicants in model 1, pro-
viding support for baseline hypothesis A (see table 3). In contrast, the aver-
age expected callback rate for nonblack job applicants was 28.9%. Model 2
includes a term forHispanic so that the effect of being perceived as black can
be compared relative to a white job applicant, while teasing out the effect of
Hispanic job applicants. In model 2, being black continues to have a detri-
mental effect on callback rates of210.6 percentage points, resulting in an av-
erage callback rate of 17.3%. The coefficient on “black” is negative but not
statistically significant across models 2–6 (P < .10). For example, a white
manwho applies to seven back of the house job openings inOakland is likely
to be called back by approximately two employers (equivalent to a 27.9%
callback rate). In comparison, a black man will need to apply to more than
11 jobs in order to receive those same two callbacks from employers (equiv-
alent to a 17.3% callback rate). To contextualize this finding, a black job ap-
plicant would need to apply to four or five more jobs than his white counter-
part merely to earn two callbacks in the first phase of the hiring process. In
model 2, the coefficient forHispanic is slightly positive, 1.9 percentage points,
but not significant (P5 .761). Thus it appears that, on average, employers do
not draw a statistically significant large distinction between white and His-
panic job applicants.18
TABLE 2
Frequency of Receiving Callbacks by Race and Criminal Record

Callbacks/Total Jobs Callback Rate (%)

White—no criminal record . . . . . . . . . . . . . . . 21/55 38.2
White—criminal record . . . . . . . . . . . . . . . . . . 10/56 17.9
Black—no criminal record . . . . . . . . . . . . . . . 11/67 16.4
Black—criminal record . . . . . . . . . . . . . . . . . . 12/66 18.2
Hispanic—no criminal record . . . . . . . . . . . . . 25/64 39.1
Hispanic—criminal record . . . . . . . . . . . . . . . 12/60 20.0
18 As expected, the coefficient on the interaction
ings that explicitly state a preference for Spanis
ing that these employers are statistically signifi
job applicants (P < .01). Because of space cons
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Callbacks for Job Applicants Perceived to Bear
a Criminal Record

Models 3 and 4 provide strong and robust support for the detrimental im-
pact of a criminal record on callback rates. Model 3 reveals that employers
penalize applicants with a criminal record by reducing their likelihood of a
callback by 11.9 percentage points (P < .01), independent of the effects of a
job applicant’s race. This effect is highly significant when compared to the
33.9% callback rate that can be expected for white applicants without a
criminal record. Model 4 approximates the effect of a criminal record when
controlling for a job applicant’s race, job postings stating a preference for
Spanish-speaking applicants, and the format of the hypothetical applicant’s
résumé. In model 4, the stigmatizing mark of a criminal record continues to
reduce the likelihood of a callback by 11.9 percentage points (P < .01). For
example, these estimates suggest that job seekers with a criminal record
must work even harder for employer callbacks, applying to 50%more jobs,
than otherwise equivalent job applicants.
TABLE 3
Linear Probability Models Predicting Employer Callbacks to Job Applications

Model 1 Model 2 Model 3 Model 4 Model 5 Model 6

Black . . . . . . . . . . . . . . . . . . . 2.116** 2.106 2.107 2.112 2.113 2.119
(.0447) (.0580) (.0576) (.0577) (.0641) (.0644)

Hispanic . . . . . . . . . . . . . . . . . .0191 .0166 .0166 .0382 .0393
(.0627) (.0616) (.0615) (.0699) (.0701)

Criminal record . . . . . . . . . . . 2.119** 2.119** 2.140** 2.141**
(.0455) (.0456) (.0527) (.0530)

Violence (MC) . . . . . . . . . . . . .0547 .0524
(.0298) (.0322)

Black � violence (MC) . . . . . 2.0970** 2.0959**
(.0292) (.0307)

Hispanic � violence (MC) . . . 2.0609 2.0639
(.0310) (.0327)

CR � violence (MC) . . . . . . . 2.0077 2.0062
(.0231) (.0234)

Historical crime (00s) . . . . . . . .00377
(.0125)

Spanish-speak . . . . . . . . . . . . .122 .0435
(.104) (.108)

Résumé format . . . . . . . . . . . . .0556 .0642
(.0379) (.0458)

Constant . . . . . . . . . . . . . . . . . .289** .279** .339** .248** .373** .262**
(.0348) (.0486) (.0572) (.0764) (.0617) (.0930)

Observations . . . . . . . . . . . . . 368 368 368 368 292 292
Adjusted R2 . . . . . . . . . . . . . . .014 .012 .028 .032 .049 .044
NOTE.—MC 5 mean centered. SEs are in parentheses.
* P < .05.
** P < .01.
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Effect of Exposure to Violent Crimes on Callbacks
for Black Job Applicants

I turn next to investigating the effect of exposure to recent and proximate
violent crime events on employers’ likelihood of callbacks for black job ap-
plicants and job applicants with a criminal record.19 Employers who were
exposed to a greater than average level of proximate violent crimes had a
significantly lower likelihood of calling back black job applicants as com-
pared to white and Hispanic job applicants. Model 5 indicates that a black
job applicant submitting his résumé to an employer that has been exposed
to above-average violent crimes is 9.7 percentage points (P < .01) less likely
to receive a call than his white or Hispanic counterparts who submit résu-
més to the same employer. This finding suggests that employers’ prefer-
ences for black job applicants—or the extent to which being perceived as
black is stigmatizing in the labor market—vary across neighborhoods with
different levels of exposure to violence. On the one hand, blackmenmay face
higher callback rates in nonviolent neighborhoods relative to neighborhoods
exposed to greater violence. On the other hand, inOakland, where employers
were exposed to an average of 1.9 violent crime events, black job applicants
may face barriers finding employment opportunities in neighborhoods with
lower than average exposure to violent crime events. In contrast, the coeffi-
cient of violence (MC) indicates the effect of recent exposure to violence for
white job applicants without a criminal record and is positive but not statis-
tically significant. This suggests that employers may have a more positive re-
sponse towhite job applicants relative to black job applicants after recent ex-
posure to proximate violence.
The same pattern of effects emerges when controlling in model 6 for his-

torical base rates of crime, that is, for the number of crime events that oc-
curred in the same geographic radius up to one year ago as well as job appli-
cants’ résumé format and job postings seeking Spanish-speaking applicants.
Thus, employers’ exposure to violence captures the effect of recent violent
crimes, above and beyond routine, ordinary levels of crime that are less likely
to influence employers’ minds because they may already be desensitized to
base rates of crime. Exposure to above-average levels of recent, proximate vi-
olent crime events reduces callback rates for black job applicants by 9.6 per-
centage points (P < .01), net of the impact of historical crime rate, résumé for-
matting, and job postings with a preference for Spanish speakers. The same
pattern of results emerges inmodels that control for neighborhood character-
istics at the block group level, which include the percentage of black resi-
19 In models 6 and 7, exposure to violent crime is reported using violent crime events that
occurred within 450 meters up to 70 days preceding the submission of a hypothetical job
applicant’s résumé. In a subsequent section, I further discuss results across the range of
time and distance bands.
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dents, population density, unemployment rate, and median household in-
come (not reported).
Effect of Exposure to Violent Crimes on Callbacks for Job Applicants
with a Criminal Record

In contrast, employers’ likelihood of calling back a job applicant with a
criminal record is unchanged after recent exposure to proximate violence.
In models 5 and 6, the interaction term of a job applicant with a criminal
record and an employer who has recently been exposed to violent crime
(CR � violence [MC]) is slightly negative and fails to reach significance.
These results indicate that employers’ perceptions of job applicants with
a criminal record do not seem to be associated with the violent crime events
that occur near the establishment. The constant term and positive coeffi-
cient of violence (MC) in models 5 and 6 suggest that employers have a pref-
erence for white applicants in neighborhoods with average exposure to vi-
olence. In other model specifications that are not reported, I explored the
role of other types of crime and found no evidence of a relationship between
crime and callbacks for applicants with a criminal record. One possible in-
terpretation is that employers’ stereotypes of criminals are less precise, co-
herent, and consistent than stereotypes of blacks. Therefore, the link be-
tween local events of violent crime and criminals, as signaled through a
drug conviction,maynot always activate prejudicial stereotypes about crim-
inals. Along the same lines, it is possible that drug-related crime events, not
violent crime events, are more closely linked to prejudicial beliefs about
criminals. Unlike violent crime events, drug arrests are less visible and less
likely to be reported in the media, so perhaps the relevant event that acti-
vates stereotypes about criminals is the reporting of news about drug-related
criminal activity, which is not always consistently alignedwith the actual oc-
currence of crime events.
Callbacks for Black Job Applicants with a Criminal Record

I turn next to investigating callback rates for blackmenwith a criminal rec-
ord, applicants bearing both types of potentially stigmatizing marks, in
models 7–11 (see table 4). The coefficient for the interaction black � crim-
inal is positive and significant (P < .05), suggesting, at first glance, that em-
ployers are more likely to call back black job applicants with a criminal rec-
ord. At the same time, themain effects of being perceived both as a black job
applicant and as an applicant with a criminal record are negative and sta-
tistically significant (P < .01). One interpretation of this result is that em-
ployers are sympathetic to or reward the honest act of openly disclosing a
criminal record on a black man’s job application, when employers may
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have already assumed that black men were involved in some type of crim-
inal activity. A closer examination of predicted callback rates in figure 4
(discussed in detail below) reveals that black men with a criminal record
are more likely to receive callbacks from employers in areas with less than
average exposure to violence. Thus, the positive, significant coefficient of
black � CR is driven, in part, by higher callback rates for black applicants
with a criminal record from employers with below-average exposure to vi-
olence.
Model 11 does not find support for the notion that employers’ likelihood

of providing callbacks to black job applicants with a criminal record is influ-
enced by their recent, proximate exposure to violent crime events (black �
CR � violence [MC]) interaction term coefficient estimate of 23.4% and
P 5 .47). It is possible that the impact of exposure to violence has an effect on
a job applicant’s callback rates only when no other conflicting information
TABLE 4
Linear Probability Models Predicting Callbacks to Job Applications

Model 7 Model 8 Model 9 Model 10 Model 11

Black . . . . . . . . . . . . . . . . . . . . . . . . . 2.218** 2.228* 2.235* 2.257** 2.236*
(.0805) (.0921) (.0929) (.0972) (.0929)

Hispanic . . . . . . . . . . . . . . . . . . . . . . . .00881 .0258 .0246 .0130 .0233
(.0863) (.0945) (.0945) (.0993) (.0964)

Criminal record . . . . . . . . . . . . . . . . . 2.203** 2.229** 2.233** 2.255** 2.231**
(.0768) (.0825) (.0830) (.0881) (.0849)

Violence (MC) . . . . . . . . . . . . . . . . . . .0361
(.0378)

Black � violence (MC) . . . . . . . . . . . 2.0788*
(.0393)

Hispanic � violence (MC) . . . . . . . . . 2.0380
(.0415)

CR � violence (MC) . . . . . . . . . . . . . .0290
(.0393)

Black � CR . . . . . . . . . . . . . . . . . . . . .221* .249* .253* .271* .242*
(.0996) (.116) (.116) (.121) (.115)

Hispanic � CR . . . . . . . . . . . . . . . . . .0126 .0195 .0240 .0348 .0235
(.102) (.114) (.113) (.119) (.116)

Black � CR � violence (MC) . . . . . . 2.0339
(.0470)

Hispanic � CR � violence (MC) . . . 2.0683
(.0494)

Job/neighborhood/historical
crime controls . . . . . . . . . . . . . . . . .

No/No/
No

No/No/
Yes

Yes/No/
Yes

Yes/Yes/
Yes

Yes/No/
Yes

Constant . . . . . . . . . . . . . . . . . . . . . . . .382** .419** .318** .422* .314**
(.0688) (.0830) (.104) (.198) (.103)

Observations . . . . . . . . . . . . . . . . . . . 368 292 292 280 292
Adjusted R2 . . . . . . . . . . . . . . . . . . . . .037 .039 .039 .031 .050
90
NOTE.—MC, mean centered. Standard errors are in parentheses.
* P < .05.
** P < .01.
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is provided. For example, when a black applicantwith a criminal record sub-
mits a résumé to an employer who has recently been exposed to violence, the
employermay paymore attention to the details about the criminal record that
are provided on the résumé. In this case, the signal of a criminal record was
designed to suggest a nonviolent criminal record. Thus, exposure to violence
may lead employers to paymore attention to criminality, but the presence of
conflicting information about the job applicant’s violent tendencies may re-
sult in a null effect. It is also possible that a larger sample size is needed to
better understand the role of exposure to violence on callback rates for black
job applicants with a criminal record.

To aid in the interpretation of the core results, figure 4 illustrates how
callback rates from employers exposed to below- and above-average levels
of violence vary by race and criminal record. Lighter and darker gray bars
represent callback rates for employers in neighborhoods with below- and
above-average exposure to violent crimes, respectively. Figure 4 shows that
differences in callback rates across groups seem larger for employers ex-
posed to greater levels of violence (dark gray), suggesting that race matters
more for those employers who are exposed to higher, rather than lower, lev-
els of violence. In areas with greater exposure to violence, black men with a
criminal record face the lowest callback rates and white applicants without
a criminal record face the highest callback rates. In areas with lower expo-
sure to violent crime events, differences between callback rates forwhite job
FIG. 4.—Callback rates, by race and exposure to violent crime events. Source: Data are
from the original experimental audit study. Reported here are predicted probabilities
from a logistic regression analogous to model 11 reported in table 4. “Low” and “high”
correspond to below- and above-average levels of exposure to violent crimes, respec-
tively. “CR” indicates a criminal record. For example, “black” represents black job appli-
cants without a criminal record and “black CR” represents black job applicants with a
criminal record. I report predicted probabilities from a logistic regression (instead of lin-
ear probability models) because logistic regression bounds predicted probabilities be-
tween zero and one. Results are substantively similar with linear probability models,
which are reported in tables 3 and 4.
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applicants compared to black andHispanic job applicants are smaller, sug-
gesting that advantage accrued to white males, even those with a criminal
record, may be concentrated in particular places.20 Taken together, these
predicted values unearth employers’ preference for white applicants in
neighborhoods with greater levels of violence. Thus, figure 4 sheds further
light on how greater exposure to violence shapes callback rates formembers
of different racial groups.
Varying Measures of Exposure

To further investigate the sensitivity of the effect of recent and proximate
exposure to violent crime, I also estimated models using measures of expo-
sure that varied the time and distance band up to 1,000 meters surrounding
a hiring establishment and up to 80 days preceding the submission of a hy-
pothetical job applicant’s résumé; specifically, exposure is measured within
25, 45, 65, and 80 days preceding the submission of a job application from
250 to 1,000meters around an employer’s establishment. These models (not
reported) demonstrate that employers exposed to violent crimewithin 500me-
ters of their establishment and up to 80 days before the submission of a ré-
sumé by a black job applicant will be significantly less likely to call back that
black job applicant, ranging from a 1% to 11% reduction in callback rates
across time and distance bands (negative and statistically significant interac-
tion term of black � violence [MC]). These results suggest that the effects of
exposure taper beyondparticular geographic and temporal boundaries,which
is consistent with my argument emphasizing the recency and proximity of vi-
olent crime events.
Robustness Checks

I also estimated additional models to test the robustness of the findings that
callback rates are shaped by exposure to violent crime events—the place
and time of violence—for job applicants perceived to be black. First, I tested
whether employers’ exposure to nonviolent (rather than violent) crime had
any effect on employers’ callback rates for black job applicants. I used the
same geographic and temporal bands to define exposure (within 450 meters
and 70 days preceding the submission of a résumé) and test whether the
place and time of nonviolent events shape callback rates. In a model speci-
fication including the interaction term of a black job applicant and an em-
ployer’s exposure to nonviolent crime, the term failed to reach significance.
20 Further analyses (not reported) reveal no statistically significant differences between
callback rates for black, white, and Hispanic job applicants with criminal records from
employers exposed to below-average levels of violent crime.
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That employers’ callback rates appear to be influenced by exposure to recent
and proximate violent crime, but are unaffected by exposure to recent and
proximate nonviolent crime, lends additional support to arguments that vi-
olence distinctly influences employers’ hiring decisions as compared to non-
violent events of crime.

Second, I conducted a falsification or placebo test, in which I aim to show
that exposure to violent crimes that occur after (not before) hypothetical
job applications were submitted is not associated with callback rates, as this
is an unlikely and unexpected outcome. If these models were to produce sta-
tistically significant estimates of a relationship between exposure to vio-
lence after job application submissions and applicants’ callback rates, then
concerns about identifying spurious relationships would be heightened.
This analysis specifically tests the role of time and of violence, in particular,
for callback rates. In these models, I constructedmultiple measures of expo-
sure to recent and proximate violent crime as the count of violent crime in-
cidents that occurred within 350 meters and within 500 meters and took
place 25, 45, 65, and 80 days after the hypothetical job applicants’ résumés
were submitted. The coefficients of the interaction terms (e.g., interaction
of exposure to recent proximate violent crime within various time and dis-
tance bands � black, which were each estimated in separate models) were
negative, which was expected given the high serial correlation of crime.
Across all these models, the interaction term was null, providing support
that employers’ evaluations of black job applicants are distinctly influenced
by proximate crime that occurs in the time period just before (and not just
after) a résumé is received.

A third robustness check further tested the importance of the place and
time of violent crime events by exploring the interaction termof black job ap-
plicants and employers’ exposure to violent crime incidents that occurred in
the 365 days (full year) preceding the submission of the résumé and within
100, 250, 500, 750, and 1,000 meters of employers’ establishments. Across
these models, none of the interaction terms were significant, demonstrating
that exposure to violent crime over a longer time horizon does not influence
employers’ evaluations of black job applicants and lending support for the
argument that the recency of proximate violent crime has a distinct effect
on employers’ evaluations of black job applicants.

Finally, I conducted randomization inference as a final robustness check.
This tests the likelihood of obtaining the same results under the sharp null
hypothesis that if there were no actual treatment effect, then all the callback
rates in the control groups would have been unchanged if they had been in
the treatment groups (Gerber and Green 2012).21 For example, hypothetical
21 Randomization inference is particularly valuable when distributions of outcomes are
skewed, sample sizes are small, or random assignment methods are complex. When an
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résumés were randomly assigned a signal of race (either black, Hispanic, or
white). I randomly reassigned the variable across observations and then
reconducted the same analyses. Simulating this 1,000 times created a refer-
ence distribution (under the null hypothesis that the treatment had no effect)
of estimated coefficients for the rerandomized variable. I then examine
where the coefficients identified in this article lie in the distribution of the
simulated results given 1,000 possible randomizations. I find that the esti-
mates produced from this study lie outside the 95% confidence interval of
the simulated coefficients, making it highly unlikely that the coefficients re-
sulting from this sample emerged in the absence of any real treatment effect.
DISCUSSION AND CONCLUSION

This study finds that callback rates for black male job applicants are signif-
icantly reduced by 10 percentage points when employers have been recently
exposed to proximate violent crime events. In contrast, recent and proxi-
mate violent crime events do not affect employers’ callback rates for white
or Hispanic job applicants in the sameway. By turningmy attention to how
the timing of and proximity to recent violent crime eventswithin an employ-
er’s neighborhood impose penalties on applicants with two potentially stig-
matizing, potent, and prevalentmarks—being black and bearing a criminal
record—this article addresses a gap in our understanding of the social con-
textual factors that shape employers’ hiring decisions.
More than 10 years after Pager’s (2003) seminal study on the mark of a

criminal record, this study finds that job applicants with a criminal record
continue to face lower callback rates than equally qualified job applicants
without a criminal record. No evidence emerged of a relationship between
employers’ exposure to neighborhood violence and callbacks for job appli-
cants with a nonviolent criminal record, suggesting that the time and place
of hiring matter for how some, but not all, potentially stigmatizing charac-
teristics are evaluated and warrants future investigation.
The revolving door between young black men and the American prison

system serves to perpetuate stereotypes about black men as hostile, aggres-
sive, and violent (Bobo and Kluegel 1993; Fiske 1998; Peffley and Hurwitz
1998). Thus, a more nuanced understanding of the ways in which the place
and time of violent crime events in the neighborhood influence employers’
experiment involves random assignment of individual subjects or units, outcomes are
distributed more or less symmetrically around the mean, and the sample is greater than
100, the difference between conventionalP-values and randomization inferenceP-values
may be negligible. Note that this approach cannot be used to test hypotheses where sub-
groups are unobserved—e.g., estimating complier average causal effect if noncompliance
is unknown (Gerber and Green 2012).
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evaluations of job applicants’ race and criminality is of growing importance
for prisoner reentry into communities, in particular, racism, labor market
inequality, and demand-side models of hiring, more broadly (Morenoff and
Harding 2014). Thorough consideration of how place and time of events
shape employer perceptions extends prior work from demonstrating that in-
equality in hiring decisions exists to identifying where and when it is more
likely to happen.

Empirical evidence for this finding was collected quasi-experimentally
from back of the house jobs in the low-wage labor market in Oakland, Cal-
ifornia. Using a field experimental correspondence study, I submitted two
job applications for each job opening, randomizing the hypothetical job ap-
plicant’s perceived race andwhether or not the applicant had a criminal rec-
ord. I exploited natural variation in the occurrence of violent crime events
in an employment establishment’s neighborhood to analyze differences in
callback rates. Results, stable across various robustness checks, indicate
that employers recently exposed to nearby violent crime events are 10 per-
centage points less likely to call back job applicants perceived as black, pro-
viding evidence for spatially and culturally selective hiring practices. Over-
all callback rates were 11 percentage points lower for black job applicants
than for white or Hispanic applicants and 12 percentage points lower for
those with a criminal record relative to those without one.
Limitations

This article is not without limitations. First, this study takes place in one
city, posing limits to the generalizability of these findings to other cities
across the United States.22 While there are strong theoretical reasons to be-
lieve that exposure to violent crime events influences employers’ callback
rates for black job applicants empirically testing the generalizability of
these findings across other cities, with varying racial compositions, is an im-
portant step for future research. Second, this study could not identify em-
ployers’ race, which may affect hiring dynamics and can be extended in fu-
ture research. Third, this study captures a sample of employers’ hiring
decisions at one phase of the job application process—limiting our visibility
into other phases of employment such as interviews, performance evalua-
tions, promotions, or terminations—and one type of job search (direct rather
than through social networks). Future research can adapt this research de-
sign to investigate the extent to which these findings generalize across other
phases of employment and types of job searches. A fourth limitation is that
22 In particular, Oakland has a larger Hispanic population than other cities, which may
be influencing the results that employers fail to distinguish between white job applicants
and Hispanic job applicants.
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this study focuses on callbacks for male, not female, job applicants. Thus,
our understanding of the relationship between perceived race and incarcer-
ation is limited to the labor market outcomes of men. As a growing propor-
tion of women are incarcerated and women are increasingly likely to serve
as primary caregivers andfinancial supporters of their families, understand-
ing whether and how violent crime events shape callback rates for women
with and without a criminal record is imperative. Furthermore, this study
signals race through specific names, which are also likely to be associated
with perceptions about one’s socioeconomic status or the extent of one’s ra-
cial identity andmay vary on the basis of perceivers’ characteristics (Gaddis
2017). Future research can expand the use of racialized names to better ac-
count for other characteristics of a hypothetical job applicant that may also
be associated with particular racialized names or can construct alternative
signals of race. Finally, the research design employed here assumed that vi-
olent events are salient in employers’minds, which future research canmore
directly observe by manipulating employers’ exposure to information about
violence more directly.
Contributions

These limitations notwithstanding, this article extends our understanding
of how racially prejudicial views lead to harmful labor market outcomes
by injecting dimensions of social contextual nuance. Sociologists have long
recognized that the stigmatization ofmarks is contextually constituted (Goff-
man [1963] 1986). Past research on potentially stigmatizing marks in labor
markets has not yet explored how the evaluation of and penalties accompa-
nying potentially stigmatizing marks might vary across places and times
within a city. Overlooking place and time implicitly assumes that employer
perceptions do not vary, limiting us to a static understanding of employer
hiring decisions, instead of a dynamic process in which the social construc-
tion of stigmatizing marks in hiring decisions is contingent on contextual
characteristics. By focusing on violent crime events, this article unearths
important temporal and geographic variation in a social context—remind-
ing us that one’s subjective experience can vary both across neighborhoods
and across time.
Second, this article contributes to the growing literature that seeks to

bridge labormarket inequality andurban sociology by examining howneigh-
borhood characteristics influence the job search process for black job appli-
cants with and without a criminal record (Beggs and Villemez 2001; Cohen
2001; Cohen and Huffman 2003; Fernandez and Su 2004). Neighborhoods
and the events that transpire within them have heterogeneous effects for dif-
ferent people: this article provides evidence that neighborhood violence neg-
atively shapes outcomes for black job applicants, but not white andHispanic
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job applicants with a criminal record (Sharkey 2006; Sharkey and Faber
2014). While some neighborhood characteristics, such as the racial composi-
tion of neighborhood residents, evolve over long periods of time, the events
that take place within neighborhoods occur intermittently and can be disrup-
tive for people’s lives even over the short term. My findings suggest a micro-
process in which not only do neighborhoods contribute to the formation of
stereotypes, but the geographic and temporal sequences of events that take
place within neighborhoods contribute to the salience and use of prejudicial
perceptions in hiring decisions. Discriminatory behaviors and prejudicial at-
titudes take on various forms, and unlike the overt racism that characterized
the period preceding the Civil Rights era, the nature ofmodern racism is sub-
tle and covert—and, can be triggered by relevant events (Merton 1970;
Bonilla-Silva 2003).23 If modern prejudice is so cloaked that it can lie deep
in a person’s unconscious, understanding the social contextual characteristics
that trigger these beliefs is critical for investigating when and how racial
prejudiceisconsequential.Overall, thisstudyextendsknowledgeof howneigh-
borhood characteristics shape outcomes across the life course, including cul-
ture, health, and education outcomes, by illustrating a new dynamic relation-
ship between neighborhood effects and labor markets.

Third, I highlight the importance of another aspect of neighborhoods, ex-
posure to violent crime events, demonstrating that the effects of local vio-
lence extend far beyond victims of crime. This work joins a burgeoning
literature on thewidespread effects of violence ranging from children’s func-
tioning and academic performance to police stop, question, and frisk activ-
ity to people reporting crime through 911 calls (Sharkey and Sampson 2015;
Desmond et al. 2016; Lacoe and Sharkey 2016; Legewie 2016). The psycho-
logical ripples of violence linger, such that prejudicial stereotypes about
blackness are activated and lead to discriminatory outcomes. Thus violence
has the potential to affect some social groups, such as blackmen, twice: first,
through mere exposure and, second, through exclusion from the labor mar-
ket. But the short-term impact of indirect exposure to violence is not limited
merely to discriminatory labor market outcomes. Rather, these findings in-
troduce the possibility that indirect exposure to violence can affect other
outcomes resulting from microinteractions in which stereotypes can be
brought to bear on individuals’ decisions. In contrast and at a broader level,
these data also suggest that exposure to violence has the potential to shape
perceptions of whiteness in evaluation processes, including where and
when advantages accrue to white men with and without a criminal record.
23 In fact, researchers utilizing techniques designed to study less conscious or automatic
cognitions have shown that, to some extent, people may be unaware of their own racial
prejudices (Greenwald, McGhee, and Schwartz 1998; Wittenbrink and Schwarz 2007;
for a review, see Quillian [2006]).
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Contrary to prior research findings, this study provides new evidence of
the extent to which perceptions of black men are intertwined with criminal-
ity. So ingrained is this view in employers’minds that this sample revealed
only a slight gap in callback rates for blackmen and blackmenwith a crim-
inal record, suggesting that the assumption that a job applicant has a crim-
inal disposition is already accounted for when an applicant is perceived to
be black. Regardless of whether this is based on a small sample of personal
experiences, statistical generalizations, or distorting stereotypes, widely
held and deep-rooted cultural perceptions about the characteristics of black
men shape, in this case, opportunities that are available to them in the labor
market. These findings raise important questions about whether perpetuat-
ing perceptions of a black culture of violence or failing to effectively reduce
racialized violence is more detrimental for employment outcomes than con-
tact with the criminal justice system (Kennedy 2011; Leovy 2015).
Directions for Future Research

This study paves the way for several future research directions. First, the
place and time of other phases of the hiring process can be investigated
(e.g., the social context in which interviews are conducted, negotiations take
place, or wages are set). Additional research can explore whether social con-
textual factors affect various job search behaviors that precede hiring deci-
sions. For example, exposure to violence may activate stereotype threat for
certain job applicants, consequently altering their job search behaviors.
Second, future research can explore how other kinds of neighborhood

events serve as racialized cues, whichmay also have important implications
for potential interventions. For instance, protest events about police treat-
ment of blacks may have an impact on teachers’ evaluations of black stu-
dents’ intelligence in the classroom or landlords’ decisions in the rental
housing market. Furthermore, future research can extend this work by in-
vestigating potentially heterogeneous effects of neighborhood events and
characteristics for different types of people.
Finally, while indirect exposure to violence may shape an individual’s

fears and perceptions, less explored is how individuals carry the psycholog-
ical effects of even indirect exposure to violence with them in future inter-
actions inways thatmay consequently influence life outcomes for themselves
and others. Examining the particular mechanism through which people are
exposed to violence—for example, through print or television news coverage,
social media, network ties, or direct observation—is an important avenue for
future inquiry. Future scholarship can also tease apart the impacts of differ-
ent levels of exposure to various types of violence such as terrorism or gun
violence, which may be linked to other kinds of religious and racialized per-
ceptions, on outcomes in labor markets and across the life course.
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Conclusion

In conclusion, this study highlights the merits of combining insights from re-
search on labormarket inequality and cultural and urban sociology to under-
stand how employer perceptions of job applicants are influenced by elements
of their local neighborhood context. This work sets the stage for future inves-
tigations into the place and time of hiring and the interrelationships among
neighborhood characteristics, perceptions, and labor market outcomes.
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