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	Title of Research (this must reflect the essence of your proposed research question, study design and study population and should be more specific than the broad topic area provided in the dissertation topics selection book).
An experimental study exploring two independent variables, the relationship of attractiveness and gender, and the effect that has on the dependant variable, being the hiring decision, within an academic role. This is a within subjects design, using a parametric test.  
This is to investigate the relationship between perceived attractiveness and its role within hiring selections, with the secondary element of implicit gender bias amongst selectors against individuals applying for a university lecturer position. This is to examine the occupational prejudice that women may potentially be currently facing in hiring selection for an academic position due to the number of women compared to men within current academic positions. The population target is hiring selectors, (e.g. human resources, head of departments etc.) but this research will be conducted using undergraduate students. 



	Please state your main research question(s) and hypothesis/hypotheses
“Does your face fit?” – An investigation into whether attractiveness creates bias on hiring decisions, and does gender affect hiring selections for an academic role.  
Hypothesis 1– Attractiveness will influence a participants perceived suitability of an applicant to fill a position of a university lecturer, participants will rate CV’s with attractive faces as more suitable for a position than CV’s with less attractive faces.
Hypothesis 2 – Gender will influence participants choice when ranking the CV’s, the attractive male CV will receive the highest number of most suitable candidate, and the attractive female CV will rate higher than the less attractive male and female.  



	What empirical evidence supports your research question? (Please provide a 1500 word review of relevant psychological literature and theory and a minimum of eight references).  If you have already drafted a review of literature please attach it to the end of this document – you do not need to complete this section if so).
As humans we form judgements every day, particularly within our social settings and according to evolutionary psychology, is essential for our survival. We make mental shortcuts in order to process the cast amounts of information that we receive. There are many demographic traits that are taken into consideration when evaluating people, or a person when forming a judgment, things such as race, age, and gender. One characteristic that is more salient during forming a judgment is physical attractiveness, this is particularly prevalent within job roles and employment selection  (Cristofaro, M., 2017; Hakan, B. O. Z., & YILMAZ, Ö., 2017) and can cause bias. 
Recruitment decisions can affect a company greatly, especially the performance of that organisation. Therefore, hiring decisions requires individuals making those selections to be objective and rationale. However, evidence provided by Aharon, et al, (2001), Ariely (2008), and Caplan (2000) suggest that under certain circumstances humans can be biased and irrational, particularly in their decision making process. Furthermore, what is interesting is that there is legislation in place to prohibit employment discrimination based on non-job related factors such as age, gender, ethnicity, race and disability. However, there is no legislation in place regarding physical attractiveness (Watkins & Johnson, 2000). 
Whilst there is an abundant amount of literature on attractiveness, in a variety of contexts such as social hierarchy, romantic attraction, political candidates, and evaluation of pupils by teachers (Goldman & Lewis 1976; Mobius & Rosenblat, 2006 as cited in Ford, et al. 2018) it was more difficult to find research relating to attractiveness, gender and hiring decisions within academia. Within this present study the first aim is to investigate the relationship that attractiveness has on initial job applications within the form of a CV, and secondly, to investigate the impact that gender has on the decision making process for an academic role within higher education. 

Within occupational settings, research suggests that physically attractive candidates are more likely to be hired because of the belief that they are more successful (Goldman & Lewis, 1976 as cited in Ford, R., Price, G., Hofmeyr, K. B., & Chiba, M. , 2018) more capable (Mobius & Rosenblat, 2006 as cited in Ford, et al. 2018), and more credible (Patzer, 1983 as cited in Ford, et al. 2018) than their less attractive competitors. Contradictory to this, Marlowe, Scheider & Nelson, (1996) states that biases may decrease as an individual has repeated exposure to qualifications and performance of candidates, on which to base judgments during selection, and as a result experienced managers may be less susceptible to biases related to attractiveness. 

Within real world settings, usually the first encounter that a hiring selector has with a candidate is via a Curriculum Vitae’s (CV’s). As our brains can only process a limited amount of information when making a decision, we tend to use mental shortcuts (Whysall, Z., 2018). This would suggest that a picture within a CV of an attractive candidate may influence initial impressions along with the content of that CV, Bóo, Rossi, & Urzúa, (2013) state that a picture of an attractive individual will increase the likelihood of call back rate by 30%, in the initial perceptions and assessment of the suitability that that candidate has for the applied job, hopefully leading to an invitation for interview for the applicant.

Furthermore, Dipboye, et al. (1975) states with his intelligence competence theory, that individuals tend to project intelligence onto attractive people more so, than the unattractive, suggesting that less attractive people are more conscientious than attractive individuals. However, there is little evidence to support this projection. Solnick & Schweitzer (1999, as cited in Ford, et al. 2018) found within their study that recruiters claimed that physical appearance was a significant factor when assessing candidates for their fit within an organisation. 

Even though literature indicates the raise in equality of men and women, within the UK during 2016-2017 the number of individuals employed within an academic contract were 206,870, of those only 94,475 were women. Furthermore, those described as professor level were 20,550, of those only 5,050 were women, in addition, other senior academic staff within contract were 6,050 of those 2,175 were female (Mantle, R., 2018). Indicating, that women are still not employed at the same rate of men, (Madera, Hebl, & Martin, 2009). 
Eagly’s (1987) social role theory states that gender stereotyping and sex-differences within society portrays that men and women have different sets of skills, behaviours, and personalities. Gender can also cause bias within a hiring selection (Heilman, M. E., Manzi, F., & Braun, S., 2015), and this bias is seen cross-culturally (Ruffle and Shtudiner, 2014) however, within our current climate, it is not socially acceptable to have an explicit gender bias. 

Bias within evaluations and selection processes within occupational settings can occur when two candidates are deemed equal. This bias only generally tends to occur by some stigmatised characteristic or quality outside of their qualifications or job performance (Rudolph, wells, Weller & Baltes, 2009). Therefore, when regulators or legislation against discrimination are in place, selectors are more likely to display prejudice or discriminative attitudes implicitly rather than explicitly, and a wealth of research suggests that bias exists within people regardless of their age (Koch, D’mello & Sackett, 2015).  
One way that may be beneficial to reform potential bias within gender differences is sensitization (Yengar, 2016). By encouraging more women from all races and ethnicity into applying for higher education roles such as professors and senior lecturer positions, this may help recruiters to examine their own personal attitudes and biases and change potential thought processes used within recruiting. Recruiters need to be aware of their own personal prejudices and biases in order to select the most suitable candidate. 
Recently, current investigations in gender inequality within careers have focused in on choice as a persistent element of disparities amongst men and women in achieving top jobs (Stephens & Levine, 2011 as cited in Rivera, L. A. , 2017), including academia (Ceri & Williams, 2011, as cited in Rivera, L. A. , 2017). From a student’s perspective, perceptions are likely to be influenced by cultural norms related to attractiveness, and gender. 

Freng and Webster (2009) found that professor attractiveness still accounted for 8% of variance in student ratings even after controlling for a number of other factors. Felton, Mitchell & Stinson (2004) found attractiveness linked to higher ratings of teacher effectiveness, and perceptions of being more approachable, likeable and higher enjoyment in class (Gurung & Vespia, 2007).  Indicating that student perception of lecturers is an important factor within a learning context, therefore would interviewers also have an implicit attractiveness bias within hiring selections. 

Lopez Boo, et al. (2013) study on attractiveness and gender discrimination used only digitally manipulated photos and found within this study that there was a beauty premium within particular roles such as receptionist, administrative support, secretary and customer service jobs, and found a beauty premium against women.  Ruffle and Shtudiner (2014) tested the impact of attractiveness on Israelis, and also found a beauty premium against women, they received a significantly lower call back rate than no photo, or plain women. Whereas for men the beauty premium for the most attractive males across all occupations had the opposite effect, and received the highest call back rate.  
To conclude, from the literature examined above, it would indicate that attractiveness is seen as an asset within society, whether male or female. We as humans are primed from a young age to perceive and assess physical attractiveness, as part of our societies stereotyping schema. This in turn influences our decision making process, and can cause an issue with our prejudgments of individuals, whether implicitly or explicitly. Lopez Boo (2013) and Ruffle and Shtudiner (2014) provide evidence within their studies of a beauty premium within job roles, however this negative effect was worse for women and a positive effect for men amongst multiple roles, and this can affect call back rates. Stephens & Levine, (2011, as cited in Rivera, L. A. , 2017), found disparities amongst men and women in achieving top jobs, including academia (Ceri & Williams, 2011, as cited in Rivera, L. A. , 2017). 

Felton, Mitchell & Stinson (2004) found attractiveness linked to higher ratings of teacher effectiveness, and perceptions of being more approachable, likeable and higher enjoyment in class (Gurung & Vespia, 2007) suggesting that correct lecturer selection has an influence on the students attention and learning experience, indicating the importance of correct lecturer selection. Finally, Mantle, R., (2018) states that individuals employed within an academic contract were 206,870, in 2016-2017, of those only 94,475 were women which would suggest an improvement or better equality within higher education roles. However, of those senior academic staff and Professors within contract in total were 26,600, of those 19,375 were male, suggesting that gender discrimination and bias at the higher level jobs is still worth investigation. The impact that attractiveness may have on hiring decisions (Cristofaro, M., 2017; Hakan, B. O. Z., & YILMAZ, Ö., 2017) is still a current issue which would be beneficial to examine.




	Please describe your participant group (including anticipated number of participants required) and any specific inclusion/exclusion criteria.  

The participants will be undergraduates of UWTSD, the number of participants required due to two IV’s and one DV is approx. 60. This figure was calculated by each variable requiring 20 participants per condition to ensure that enough viable data can be collected and used for analysis. The participant group will be university students studying at UWTSD, therefore, there is no exclusion criteria, unless the candidates are sensitive to discussing gender and gender bias, a prior warning of this, whilst recruiting, will be on the sign up on SONA EMS system. 



	Please provide brief details of the anticipated design (e.g., between, within, mixed, regression, focus groups, interviews, experimental, questionnaires) and main procedure for your study (it should be clear from this how you are actually planning to carry out your study, and what will be happening to your participants).

An experimental study exploring two independent variables, the relationship of attractiveness via questionnaire, and gender via a ranking system to investigate the effect that has on the dependant variable, the hiring decision. This is a within subjects design, using a non-parametric test.  

This is a two phase experiment, 

Phase one - will consist of a panel of 12 fellow undergraduates to rate 20 pictures of individuals all of Caucasian males and females, (10 of each), the pictures will consist of head and shoulder shots chosen for them to assess for levels of attractiveness, as attraction is subjective and to limit personal bias in photo selection. The scale will rate from 1 (not very attractive) – 8 (very attractive) to select the two most attractive and two least attractive pictures. The pictures will be sourced from an online picture gallery RafDDownload-4C326C51A27EFE006FCDF56A4443DD6B. 
The Second phase – The participants will be conducting the experiment online to allow for more anonymity due to the topic being investigated, undergraduates will be conducting the experiment via computer screen using Qualtrics. The consent form will explain the aims of the experiment, however, deception is required within the consent stage as participants are less likely to answer honestly if gender prejudice is stated as being investigated due to being socially unacceptable. 
The first element of this phase will ask participants to read a fictitious job description via computer screen, they will then be asked to assess 4 CV’s via keyboard using the number keys from 1- 8. All CV’s will be of A4 size, containing a photo of either an attractive male, attractive female, or an unattractive male or unattractive female for job suitability.
The CV’s shall be numbered one to four to allow for easy identification. 
This data, the demographic data, age, gender, race and programme of study taken and undergraduates evaluations of the CVs using the attractiveness rating scale by Walster, E. et al. (1966) (8-point scale, where 1 = 'Extremely unattractive' and 8 = 'Extremely attractive') will be collected upon one screen, to simplify the collection of information of participants, and to reduce the risk of exhaustion to participants. 
Once this element is completed, the second element of this study will require the participants to rank the same four CV’s in the order that they would most like to hire/invite the applicants for an interview, rating from 1 (being the most favourable candidate) – 4 (being the least). This will complete the experiment. 
The participant’s will be given a debrief form with an explanation as to why the study was conducted and what the experiment was investigating along with the disclosure of deception due to looking for implicit gender bias within selections. The experimenters student email and supervisors contact details will be included should they have any further questions or wish to withdraw, or wish to request the study outcomes. This interaction will also allow the experimenter to check via verbal communication that the participants are returned to their original state prior to the experiment. 



	What measures are you planning to use for data collection and how will this data be used in the analysis in order to answer your research question?  (Be as specific as possible here – what type of data will you be obtaining, what specific topics/measures/scales/instruments will you be using and what will you do with this data?)
The design of the study is an experimental design, using a parametric test, within subjects, 2 x 2 Anova this will be used to analyse the data collected. This test will allow the exploration of the relationship between the two independent variables attractiveness and gender, with four conditions attractive male, attractive female, unattractive male and unattractive female, and the effect they have on the dependant variable, potential hiring. This test will allow for observed frequencies within the data. 
The scale used to rate the pictures amongst the panel of fellow undergraduates to assess attractiveness of the initial 20 pictures selected for consideration will be 1 (least attractive) – 8 (most attractive). And will be obtained anonymously, via a sheet of paper with pictures numbered 1-20 and a space for the scale number to be inserted. This will be a hard copy, and shall be kept safe by the experimenter within a non-see though file until given to the supervisor for correct data storage within a locked facility. 

The scale for attractiveness will be used to collect data to assess the attractiveness of the pictures included within the CV’s. Then data shall be entered onto SPSS for analysis and be encrypted onto memory stick. Restricting access to the experimenter and supervisor only. 
A ranking scale from first (most desirable) to fourth (least desirable), will be used to assess the implicit gender bias that may be present within role suitability and interview selections. This data will be transferred into SPSS for data analysis and will also be encrypted onto memory stick, limiting access to the experimenter and supervisor only. 



	What are the main ethical issues that you will need to address in this study? (Please note all students will need to complete the full ethics form prior to final approval for data collection being given).
To ensure that all participants are aware of what is required of them, and that they are comfortable to do so, along with the knowledge that they have the right to withdraw at any point without consequence. Also, experimenter has an awareness that the subject is socially sensitive, and therefore not deemed appropriate for participants to be seen to have a gender bias. 
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