
 
 
Stereotypes:  A unique love triangle between race, culture, and work identity.  
 
 Positive and negative stereotypes restrict, reinforce, and perpetuate prejudices and 
biases one may hold about another group’s race, culture, or work identity. These 
generalizations are equally present and powerful forces within and between minority groups. 
Stereotypes can also regulate professional aspirations or choices for people who identify with 
these populations. The interplay between race, culture, and work identity is complicated, 
nuanced, multifaceted, and personal. According to the cultural theorist Stuart Hall one’s 
cultural identity is not fixed; it is always in process, and always constituted within, not outside, 
representation. Race, culture, and work identity, subsequently, influences the other in 
unprecedented and dynamic ways precisely because they are always influx. 
 
 The stereotypes and values associated with certain opportunities and professions vary 
with each racial minority group. For example, first-generation immigrants to the U.S. may have 
a favorable view of law, engineering, or medicine – roles that have historically been for white, 
wealthy males. To pursue a certain career is one approach to adhering, assimilating, and living 
out the “American” dream. In comparison, minority groups that have a longer history with this 
country and who acquire the same kind of roles may consequently be viewed as a sell-out from 
their own in-group (family members and peers).  
 
The following items are worth considering while you navigate this process. 
 

 What is the added value and cost of aligning with societal expectations?  
 

 How do you define success? Is it based on income, title(s), or something else? The value 
placed on titles, for example, has evolved with the younger generation.  
 

 How will your decision to fulfill (or not) certain stereotypes associated with jobs 
influence the dynamic of your respective in-group?  

 
Pressure from your in-group to fulfill racial norms and expectations around jobs and 

industries is understandably, psychologically and emotionally exhausting. What exacerbates 
things is having to unpack and balance this, alongside subscribing to or reinforcing 
professionalism defined by white counterparts. Below is just one model for how one’s 
professional identity can develop. How things unfold is an individual and fluid process; focus on 
what you can control! 
 
 

https://scholarship.law.cornell.edu/cgi/viewcontent.cgi?referer=https://www.google.com/&httpsredir=1&article=2814&context=clr
https://www.nbcnews.com/news/asian-america/behind-model-minority-myth-why-studious-asian-stereotype-hurts-n792926
https://www.sciencemag.org/careers/2010/11/reducing-impact-negative-stereotypes-careers-minority-and-women-scientists
https://en.wikipedia.org/wiki/Stuart_Hall_(cultural_theorist)
https://www.npr.org/sections/talk/2008/02/what_it_means_to_be_called_a_s.html
https://www.psychologytoday.com/us/blog/light-and-shadow/201409/people-pleasing-short-term-benefits-and-long-term-costs
https://qz.com/work/1560390/why-millennials-care-so-much-about-job-titles/
https://qz.com/work/1560390/why-millennials-care-so-much-about-job-titles/
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To further discuss this topic, please schedule an appointment with the Internship Coordinator, 
Ned Khatrichettri.  
 
 

https://utah.craniumcafe.com/group/internship-advising/scheduler
https://humanities.utah.edu/internships/index.php
https://faculty.utah.edu/u6021591-Ned_KHATRICHETTRI/hm/index.hml

