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Effects of Gender on the Evaluation of Applicants for Managerial Positions: An Experimental Study


ABSTRACT
The experiment examined the effects of gender on the evaluation of applicants for a human resources managerial position. A total of 111 undergraduate students (79 women and 32 men; M = 22.05 years, SD = 2.47) participated in the study. All were in the final years of degree programs in human resources, business administration, or business engineering at a public university, and 70% had active work experience. Each participant was randomly assigned to evaluate one of two identical résumés that differed only in perceived gender, indicated by name and photograph: Daniela (female) or Daniel (male). Statistical analyses revealed no significant differences in competence (p = .243), hireability (p = .321), or suggested salary (p = .287). However, participants rated Daniela significantly higher in mentoring (p = .012), social likeability (p < .001), and physical attractiveness (p < .001), with medium to large effect sizes. These findings suggest that while technical and compensation-related evaluations may appear gender-neutral, social and aesthetic judgments act as latent selection criteria influenced by gender bias.
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RESUMEN
El experimento examinó los efectos del género en la evaluación de aplicantes a un cargo de jefatura en el área de recursos humanos. Un total de 111 estudiantes de licenciatura (79 mujeres y 32 hombres; M = 22.05 años, DE = 2.47) participaron en el estudio. Todos se encontraban en los últimos años de licenciaturas en recursos humanos, administración de empresas o ingeniería en negocios en una universidad pública, y el 70 % contaba con experiencia laboral activa. A cada participante se le asignó aleatoriamente la evaluación de uno de dos currículums idénticos, que solo diferían en el género percibido, señalado mediante el nombre y la fotografía: Daniela (mujer) o Daniel (hombre). Los análisis estadísticos no revelaron diferencias significativas en competencia percibida (p = .243), contratabilidad (p = .321) ni salario sugerido (p = .287). Sin embargo, Daniela recibió calificaciones significativamente más altas en mentoría (p = .012), agradabilidad social (p < .001) y atractivo físico (p < .001), con tamaños de efecto de moderados a grandes. Estos hallazgos sugieren que, aunque las evaluaciones técnicas y salariales puedan parecer neutrales al género, los juicios sociales y estéticos funcionan como criterios de selección latentes sensibles al sesgo.
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Efectos del género en la evaluación de aplicantes a puestos de jefatura: un estudio experimental
Introduction
In organizational settings, individuals in charge of recruitment and selection processes may exhibit systematic preferences for one gender over another, regardless of applicants’ actual competencies. This pattern, known as gender bias, influences hiring decisions even in formal and highly professionalized contexts (Chang & Milkman, 2020; Moss-Racusin et al., 2012). As a result, discriminatory practices are perpetuated, hindering equity in employment access. In Mexico, this issue persists: at least 56% of the population reports having experienced discrimination based on gender or physical appearance when seeking employment (Consejo Nacional para Prevenir la Discriminación, 2023; El País, 2024; OCCMundial, 2023).
In experimental psychology, a common strategy to study this phenomenon involves presenting evaluators with one of two identical résumés, manipulating only the perceived gender of the applicant. Findings suggest that gender bias manifests in more complex and nuanced ways than typically assumed (Koch et al., 2015; Olian et al., 1988; Park & Oh, 2025).
On the one hand, the literature reports systematic disadvantages for women, even when they exhibit comparable levels of competence (Emeka, 2024; González et al., 2019; Kubiak et al., 2023). For example, Moss-Racusin et al. (2012) found that faculty in biology, chemistry, and physics evaluated an applicant named Jennifer less favorably than her male counterpart (John) for a laboratory manager position. Jennifer was rated as less competent, less hireable, deserving of a lower salary, and considered less suitable for mentoring, regardless of the evaluator’s gender, age, discipline, or academic status. 
Similarly, Solano Gómez and Smith Castro (2017) found that both gender and physical attractiveness influenced the evaluation of applicants for a call center position, with the most attractive male applicant being rated as more competent.
On the other hand, empirical evidence is not entirely consistent. Godoy and Mladinic (2009) observed that for a managerial finance position, there were no significant gender differences in perceived competence, leadership, or likeability. Nonetheless, applicants with highly agentic profiles (showing initiative, ambition, and confidence) were penalized, regardless of gender.
Some studies have shown that gender bias is not unidirectional. For instance, Carlsson et al. (2023) found that female applicants for academic positions in disciplines such as economics, law, physics, political science, psychology, and sociology were evaluated by peers as more competent and hireable than their male counterparts. These trends held regardless of parental status (with or without children) or academic productivity (number of publications).
Field experiments offer further nuance. Ahmed et al. (2021) reported that in traditionally female-dominated occupations (e.g., preschool education, nursing), women received more positive responses to job applications than men. No gender bias was detected in mixed-gender (e.g., sales, administration) or male-dominated occupations (e.g., construction, plumbing). Zarb (2022), meanwhile, found no significant discrimination based on gender or motherhood in interview invitation rates, with job ad format and sector playing a more decisive role.
These findings suggest that gender bias is shaped by contextual variables. Kübler et al. (2018) showed that men were favored in technical occupations but not in female-dominated fields, and that bias diminished when applicant availability was low. Similarly, Escot Mangas et al. (2008) found evidence of occupational segregation rather than direct discrimination: women were preferred for traditionally female sectors.
Selection stage may also be a determining factor. Bosak and Sczesny (2011) found that inexperienced male applicants for managerial business positions were preferred in final selection stages, but not in early screening.
The type of information included in résumés is also relevant. Pireddu et al. (2021) demonstrated that evaluators infer compensatory stereotypical attributes from photographs, which influence decisions: a woman perceived as highly dominant was favored, as was a man perceived as highly sociable. Barron et al. (2022) found that gender bias disappeared when résumés included quantitative information about competencies, but reemerged when qualitative descriptions were used (this time favoring men).
Even technological formats may influence outcomes. Martínez-Moreno et al. (2024) found that women were more frequently selected when evaluated through prerecorded video interviews. Conversely, Martínez et al. (2021) found no gender differences in responses to job ads on automated digital platforms.
Taken together, these findings suggest that gender bias in personnel selection is neither universal nor unidirectional. Instead, it is dynamic and sensitive to job characteristics and context. It is also shaped by the format and medium of the job application and posting, as well as by the stage of the evaluation process.
However, a largely unexplored question is whether human resource professionals (the very individuals responsible for implementing equity policies and managing hiring processes) are themselves subject to gender bias when applying for positions within their own field. This possibility is theoretically and practically significant. If confirmed, it would reveal a contradiction: those charged with promoting equity may be vulnerable to the very discrimination they are tasked with eliminating.
In the Americas, women represent between 58% and 80% of the human resources workforce, including leadership roles. This feminization may influence how gender bias is expressed (or mitigated) within hiring processes (Factorial, 2021; Galos & Coppock, 2023; Meza Rodríguez, 2025; U.S. Bureau of Labor Statistics, 2022; YCharts, 2023).
Nevertheless, the reviewed literature classifies human resources as a gender-integrated occupation, without a clear gender predominance. It is therefore plausible that gender bias does not disappear in this field but instead takes on different forms depending on the position, perceived role, or type of evaluation applied.
Based on the above, the present experiment examined the effects of perceived gender on the evaluation of applicants for a human resources managerial position. An experimental design was used in which participants evaluated fictitious applicant résumés on dimensions such as competence, hireability, suggested salary, mentoring, likeability, and physical attractiveness. It was hypothesized that perceived gender would significantly influence these evaluations.
Method
Participants
A total of 111 undergraduate students voluntarily participated in the study (79 women and 32 men), aged between 18 and 30 years (M = 22.05; SD = 2.47). Participants were in the final semesters of bachelor’s programs in human resources (46%), business administration (27%), and business engineering (27%) at a public Mexican university. Approximately 70% reported active work experience in their field.
Participation was entirely voluntary, without any incentives, and conducted individually at the end of the academic semester. Prior to participation, all students read and signed an informed consent form detailing the study’s purpose, data confidentiality, and their right to withdraw at any time without consequences. These procedures complied with the Universal Declaration of Ethical Principles for Psychologists (IAAP & IUPsyS, 2008), the International Ethical Guidelines for Health-Related Research Involving Humans (CIOMS, OMS & OPS, 2016), and the ethical statements issued by ISP (1978, 2008a, 2008b, 2014, 2016, 2018, 2019).

Design and Procedure
A between-subjects experimental design was used with two conditions based on the applicant’s gender: female (Daniela) or male (Daniel). Participants were randomly assigned using a balancing procedure to ensure a similar number in each group. Each participant evaluated a single fictitious résumé corresponding to one of the two experimental conditions. In total, 59 participants evaluated Daniela’s résumé and 52 evaluated Daniel’s. Among those who evaluated Daniela, 47 were women (80%) and 12 were men (20%); for Daniel, 32 were women (62%) and 20 were men (38%).
Data collection was conducted via an online questionnaire hosted on Google Forms and distributed through WhatsApp. The study was independent of the courses taught during the semester, although the researcher had previously served as an instructor for the participants in work psychology classes. The survey was completed asynchronously, in unsupervised and natural settings, with a one-week deadline. A text-message channel was made available for participants to ask questions during the process.
Materials and Experimental Task
Two identical versions of a fictitious résumé were created, differing only in the applicant’s name, photo, and gender: Daniela Padilla Torres (female) and Daniel Padilla Torres (male), both aged 27. Two photographs (generated and anonymized using the Generated Photos Anonymizer tool) were included to manipulate the applicant's gender (along with a corresponding gender label) and to assess potential effects of physical attractiveness, following standard practices in this line of research. It is worth noting that résumé photographs are common in the Mexican labor market, and thus were included to enhance the ecological validity of the experiment.
To confirm the aesthetic comparability of the photos, three independent evaluators rated each image on a 7-point scale (1 = not at all attractive, 7 = very attractive). The average attractiveness scores were 3.7 for Daniela and 3.4 for Daniel, suggesting a moderate and balanced level of physical attractiveness across conditions.
The experimental task consisted of reviewing the assigned résumé and responding to a series of evaluative items regarding the applicant. The position in question was a department head role in human resources at a private university (selected for its formality and relevance to the participant pool). The résumés included the applicant’s age, name, address, and photograph, as well as information about academic background, work experience, and soft and hard skills (see Figure 1).
The fictitious résumé matched the typical profile of a graduate from the human resources degree program at the same institution as the participants. It listed two job experiences: one as a human resources generalist in a technology development company, involving recruitment, training, payroll management, performance evaluation, and conflict resolution; and a prior role as a retail sales associate in a cellphone store.
Soft skills included empathy, effective communication, conflict resolution, and teamwork; hard skills included psychometric assessment, job board management, payroll software, and proficiency with office productivity software. The applicant also reported 80% command in english.
The applicant’s gender, name, and photograph were the only experimentally manipulated elements, with minor grammatical adjustments made for gender congruency. All other content (including layout and color) remained identical across versions. Complete résumés of the female (Daniela Padilla Torres) and male (Daniel Padilla Torres) applicants are presented in Figure 1.
Figure 1
Résumés used for the experimental conditions
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Note. (a) Female applicant (Daniela Padilla Torres). (b) Male applicant (Daniel Padilla Torres).

Subsequently, participants completed a Spanish-translated and adapted version of the questionnaire developed by Moss-Racusin et al. (2012), which assesses perceptions of competence, hireability, suggested salary, mentoring, and social likeability. This adaptation was reviewed by the research team and validated through a pilot test with ten students, who confirmed its clarity and appropriateness. Additionally, one item measuring physical attractiveness was included, adapted from the work of Solano Gómez and Smith Castro (2017). All items were grammatically adjusted according to the assigned experimental condition. Responses were recorded using 7-point Likert-type scales, with anchors varying depending on the construct assessed (e.g., from “not at all likely” to “very likely”). The variables and their corresponding items are detailed in Table 1.
Table 1
Description of variables and questionnaire items
	Variable
	Definition
	Items

	Competence
	Perception of the applicant’s ability to perform the job.
	1. Do you consider the applicant competent?
2. How likely is it that the applicant possesses the necessary skills for the position?
3. How qualified do you believe the applicant is?


	Hireability
	Intention to move the applicant forward in the hiring process.
	4.  How likely are you to invite the applicant to an interview for the position?
5.  How likely are you to hire the applicant?
6.  How likely is it that the applicant has been hired?


	Suggested Salary
	Estimated monthly net salary suggested for the applicant.
	7. If you had to choose one of the following starting net monthly salaries (in Mexican pesos) for the applicant, which would it be?

	Mentoring
	Degree to which evaluators perceive the applicant as deserving of professional guidance and support.

	8. What is the likelihood that you would encourage her to stay if she is considering changing companies?
9. What is the likelihood that you would encourage her to continue working in human resources?
10. How likely is it that you would help her with a work-related challenge?


	Social Likeability
	Impression of social warmth and likability toward the applicant.
	11. Did you like the person from the résumé?
12.  Would you describe the applicant as someone you would like to get to know better?
13.  Do you think the applicant would fit well with the team?


	Physical Attractiveness
	Perception of the applicant’s physical attractiveness.
	14. How physically attractive do you consider the applicant to be?


Note. Questionnaire adapted from Moss-Racusin et al. (2012) and Solano Gómez and Smith Castro (2017).

Data Analysis
Data were automatically collected using Google Forms and exported to an Excel spreadsheet. Subsequently, the data were processed and analyzed using IBM SPSS Statistics software, version 25. Descriptive statistics were calculated for all variables, and independent samples t-tests were conducted. Effect sizes were assessed using Cohen’s d coefficient, following conventional criteria for interpretation.
Results
Scores obtained for each evaluated variable were compared between the two experimental conditions (female and male) to identify possible differences attributable to the applicant’s gender. The analyzed variables included perceived competence, hireability, suggested salary, mentoring, social likeability, and perceived physical attractiveness. In all cases, the assumption of homogeneity of variances was verified using Levene’s test. In addition to the p-value associated with each comparison, effect sizes were calculated using Cohen’s d coefficient to estimate the practical magnitude of differences between conditions (see Table 2).
Table 2
Comparison of Evaluations by Applicant Gender Using Independent Samples t Tests
	Variable
	Levene’s Test (F, p)
	t (df)
	p
	M (SD) Female
	M (SD) Male
	Mean Difference (95% CI)
	Cohen’s d

	Competence
	0.015, .903 (equal var.)
	-0.247 (109)
	.805
	16.59 (2.59)
	16.71 (2.44)
	-0.12 [-1.07, 0.83]
	-0.05

	Hireability
	0.265, .608 (equal var.)
	0.289 (109)
	.773
	16.31 (3.42)
	16.12 (3.48)
	0.19 [-1.11, 1.49]
	0.06

	Suggested Salary
	4.442, .037 (unequal var.)
	0.489 (99.72)
	.626
	17.63 (3.10)
	17.31 (3.71)
	0.32 [-0.98, 1.62]
	0.09

	Mentoring
	4.26, .041 (unequal var.)
	2.35 (97.76)
	.021*
	17.90 (2.30)
	16.73 (2.86)
	1.17 [0.18, 2.15]
	0.45

	Social Likeability
	5.30, .023 (unequal var.)
	3.52 (90.23)
	.001**
	17.47 (2.49)
	15.40 (3.54)
	2.07 [0.90, 3.24]
	0.68

	Physical Attractiveness
	0.14, .705 (equal var.)
	4.66 (109)
	<.001**
	5.05 (1.33)
	3.83 (1.44)
	1.22 [0.70, 1.75]
	0.88


Note. *p* < 0.05; **p** < 0.01. According to Cohen (1992), *d* ≈ 0.20 indicates a small effect size, *d* ≈ 0.50 a medium effect size, and *d* ≥ 0.80 a large effect size.

No statistically significant differences or meaningful effects were observed for three of the main variables: competence, t(109) = -0.25, p = .805, d = -0.05; hireability, t(109) = 0.29, p = .773, d = 0.06; and suggested salary, t(99.72) = 0.49, p = .626, d = 0.09. In all cases, the effect sizes were negligible, suggesting that the applicant’s gender did not impact these evaluative dimensions.
In contrast, significant differences were identified in three variables. First, participants rated the female applicant as more deserving of mentoring (M = 17.90, SD = 2.30) than the male applicant (M = 16.73, SD = 2.86), t(97.76) = 2.35, p = .021, d = 0.45, reflecting a medium effect size.
Similarly, social likeability attributed to Daniela was higher than that attributed to Daniel (M = 17.47 vs. 15.40), t(90.23) = 3.52, p = .001, d = 0.68, representing a medium to large effect. Finally, perceived physical attractiveness was significantly greater for the female applicant (M = 5.05, SD = 1.33) compared to the male applicant (M = 3.83, SD = 1.44), t(109) = 4.66, p < .001, d = 0.88, constituting a large effect.
These findings suggest that, although perceptions of competence, hireability, and suggested salary did not vary by gender, favorable biases toward the female applicant emerged in social and appearance-related aspects, such as mentoring, social likeability, and physical attractiveness. This pattern underscores that gender biases may persist in less objective domains, potentially impacting selection and professional development processes.    
Discussion
This experiment provides relevant evidence on how gender operates in personnel selection processes, specifically in the evaluation of résumés for managerial positions in human resources.
Contrary to classical research documenting systematic disadvantages for women (Moss-Racusin et al., 2012; Heilman et al., 2015), this study found no significant gender differences in the evaluation of perceived competence, hireability, or suggested salary. This finding aligns with more recent studies showing a reduction of negative biases against women in highly professionalized or feminized contexts (Carlsson et al., 2023; Godoy & Mladinic, 2009).
A possible explanation is the academic training of the participants in this study (university students in economic-administrative sciences), who may have internalized evidence-based principles and objective, standardized criteria for personnel selection. Their education emphasizes focusing on competencies, qualifications, and work experience, excluding irrelevant factors such as gender, age, or other private life aspects of applicants.
This learning is reinforced by the Mexican legal framework, which explicitly prohibits labor discrimination based on gender, marital status, religion, political beliefs, ethnic origin, among other personal dimensions (Cámara de Diputados del H. Congreso de la Unión, 2025). Thus, the results may reflect not only solid academic training but also the incorporation of legal and scientific principles in selection processes.
Moreover, the absence of significant salary differences between applicants suggests a trend toward greater pay equity in newer generations, especially among future human resources professionals. This result could foreshadow a gradual reduction in the gender pay gap in managerial positions as these generations assume decisive roles in organizations (Instituto Mexicano para la Competitividad, 2022).
In contrast, significant gender differences emerged in other aspects: the female applicant was rated as more socially likeable, more deserving of mentoring, and physically more attractive.
The greater mentoring to the female applicant may reflect intragender solidarity (71% of participants identified as women), but also gender stereotypes associating femininity with sociability, openness, and empathy. However, this advantage is ambivalent: as Moss-Racusin et al. (2012) caution, mentoring can function both as support and as surveillance and control, potentially limiting professional autonomy.
Higher ratings in social likeability and physical attractiveness for the female applicant may respond to social and aesthetic stereotypes traditionally associated with femininity. In contrast, such traits are less valued (or even considered irrelevant) for men in professional settings (Solano-Gómez & Smith Castro, 2017; Pireddu et al., 2022). Although seemingly positive, this differential valuation may reinforce disproportionate expectations and aesthetic pressures on women, perpetuating subtle forms of discrimination. Conversely, the male applicant scored significantly lower on these dimensions, potentially disadvantaging him in informal organizational dynamics such as team integration, networking, and access to professional guidance
Methodologically, this study contributes to the literature by exploring gender bias within the human resources field itself (a topic rarely addressed). However, limitations include the professor-student relationship between the researcher and participants, which may have induced social desirability bias despite anonymity assurances. Additionally, the asynchronous and unsupervised nature of the study may have affected response quality and context. Although photographs were carefully designed and selected, the slight difference in physical attractiveness found in the pilot test may have amplified gender-related effects.
Future research should manipulate variables such as age or non-binary gender identity to deepen the understanding of how visual and social cues operate in applicant evaluation. Furthermore, as blind résumés (containing only work and contact information) begin to be promoted in Mexico, it would be pertinent to investigate the effect of eliminating photographs in selection processes.
Overall, the results reveal a paradox: while no gender bias was detected in variables related to competence, hireability, or salary, the male applicant consistently received lower ratings on interpersonal and aesthetic dimensions. This pattern aligns with findings in feminized fields, such as those reported by Ahmed et al. (2021), who found that men received fewer positive responses in nursing and early childhood education despite having equivalent résumés. Similarly, Kübler et al. (2018) observed that the higher the female representation in a profession, the lower the preference for male applicants.
These findings suggest that social evaluations in personnel selection are shaped by environmental contingencies, such as visual cues (e.g., name, photograph, perceived gender) that interact with the occupational context. From this perspective, gender bias does not reflect a stable internal predisposition but rather a choice behavior molded by antecedents and consequences. This can be analyzed through the framework of experimental analysis of behavior.
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Lee completamente el curriculum profesional de Daniel Padilla Torres, quien se esté
postulando para el puesto de Jefatura de Recursos Humanos dentro de una universidad
privada. Después de leer su curriculum, contesta las preguntas dispuestas enseguida.
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Lee completamente el curriculum profesional de Daniela Padilla Torres, quien se estd
postulando para el puesto de Jefatura de Recursos Humanos dentro de una universidad
privada. Después de leer su curriculum, contesta las preguntas dispuestas enseguida.
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