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Abstract 
With the prevalence of  workplace 

stereotyping, we examine the effect of  

gender biases on the evaluations between 

mediocre and above average performing 

individuals. We argue and find evidence 

demonstrating favor for men over 

equally qualified women as a function of  

perceived, though absent, differences in 

performance and qualifications. 

Introduction 
While research has established that white males tend to 

be evaluated more positively and treated better than 

their female and racial minority colleagues, less 

research attention has been devoted to investigating  

whether performance level will influence this 

phenomenon. This study investigates differences in 

evaluations between a mediocre-performing man and a 

mediocre-performing female compared to their high-

performing counterparts.  Drawing from social 

characteristics theory we argue that male leaders are 

evaluated more positively due to characteristics that 

symbolize social status including individual traits and 

capabilities. While perceptions of  the social status of  

women have improved, the traditional role of  women 

was of  low status suggesting that deviations from this 

role would be negatively evaluated. 

Method 
▪ Participants were 66 undergraduate students (20male, 46 female) at 

the University of  British Columbia. Participants were asked to assume 

the role of  a Human Resources Manager attempting to hire a new 

Head Accounts Manager.  

▪  Participants reviewed Performance Evaluation forms together with 

pretested photographs presenting a male or female applicant. 

Evaluation forms included performance information and  scores 

averaging either in the 588h or the 83rd  percentile.  (All other 

information was held constant). 

▪ Assessment of  participant evaluations was conducted via two 

questions. First, we asked participants whether they would 

recommend this applicant for hire (Yes/No). We then asked 

participants the extent to which they were confident in their 

recommendation.  

▪  An interaction was tested for using a Linear Regression controlling 

for participant gender and perceived attractiveness. A subsequent 

follow-up analysis was then run looking at post-hoc differences 

between conditions using an ANCOVA. 

Conclusion 
Male job applicants were rated more positively than 

female job applicants at high compared to mediocre  

levels of  performance. Furthermore, there was no 

significant positive relationship between job 

performance and evaluations for female applicants. 

These results underscore the more positive 

experience men have in organizational settings 

compared to their female counterparts. Additionally, 

this study calls into question the theoretical 

completeness of  theories that suggest gender 

discrimination is a results of  a general positive 

evaluation bias  toward men compared to a status-

based explanation. These results indicate that gender 

bias towards women leaders is still alive and well in 

today’s society and this bias may contribute to the lack 

of  female representation in leadership positions. 

Results 
      Manipulation checks found that participants rated the 

performance of  evaluation targets in the each condition as intended 

(F (1,63) = 15.34, p < .01). We then tested for an interaction effect 

between evaluation target gender (TG) and performance level (PL) 

using hierarchical linear regression. The results of  this analysis found 

a significant interaction between evaluation target performance level 

and gender (β = .45, p < .05). To investigate the nature of  this 

interaction we looked at the relationship between performance level 

and recommendation separately for male and female evaluation 

targets. This analysis found a significant and positive relationship 

between performance and recommendation for male targets (β = 

.41, p < .05) but no such relationship was found for female targets (β 

= -.10, ns).  

      Follow-up analysis demonstrated, as predicted, that the degree 

of  difference between the evaluations for male and female evaluation 

targets was greatest at high levels of  performance (males: M = 1.08, 

sd = .05; females: M = .68, sd = .06; F(1,25) = 22.44, p <.01)    

compared to mediocre levels (males: M = .62, sd = .10; females: M = 

.80, sd = .11; F(1, 27) = 1.55, ns).  
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Figure 1:  The Nature of  the Interaction between Evaluation 

Target Performance and Gender Predicting Recommendation 

Figure 2: Photographs used for  Target Gender manipulation 


