
EQUALITY
IN

HIRING:
HOW GENDER 

AFFECTS
HIREABILITY



ABSTRACT
The purpose of this project was to discover the affect gender has on someone's ability to get a job. The world 

is getting more focused on gender equality. Gender equality is defined by Wikipedia (n.d.) as, “the state of equal 
ease of access to resources and opportunities regardless of gender.” As a female I am interested in how my gender 
might affect my ability to get a job in the future. 

To do my project I found a sample resume online, put a female first name on one copy and a male first name 
on another copy. All other information on the resumes were the same. I created a survey to evaluate the male and 
female resumes using 3 attributes; Competency, Hireability, and Likability, and 3 questions per attribute. The 
resumes and evaluations were given to 60 of my Dad's colleagues. 30 Evaluations were done for the female 
applicant and 30 for the male applicant. There was an equal split of male and female evaluators for each applicant.

The project showed that men and women applying for a job with the same experience and education are 
viewed differently. The combined data from both male and female evaluators had the female applicant getting 
higher scores on all three attributes. Separating the male and female evaluators’ scores showed that both male and 
female evaluators valued Competency the same. However, female evaluators gave male applicants higher scores, 
especially for the Hireability attribute and male evaluators gave female applicants higher scores, especially for the 
Likability attribute. The results showed that gender can affect someone’s ability to get a job, both the gender of the 
applicant and the gender of the interviewer. If a job required someone to be likeable, like a customer service job, a 
female applicant might be more likely to get a job from a male interviewer but if the job required someone to be 
hireable, like in a knowledge based job, a female interviewer might be more likely to hire a male. 



SCIENTIFIC QUESTION
     How does a person's gender affect whether or not they will get a job? Or the kind of job 
they can get? It is hard for a person to hide their gender when interviewing for a job. On a 
resume people put their names and their names are normally male or female. If we learn the 
affect gender has on someone’s ability to get a job, employers can educate their interviewers 
about these affects to make hiring employees based on  skills and experience versus gender.

HYPOTHESIS
     If I change the gender on the resume of an imaginary job applicant, a female applicant will 
be perceived as more qualified than a male applicant by female evaluators and a male 
applicant will be perceived as more qualified than a female by male evaluators. This will be 
done by having 60 people read the resume and complete a survey to evaluate the applicant. 30 
People will evaluate a man for a job based on his resume. 30 People will do the same for a 
woman using the same resume. Evaluators will be both male and female. I believe, the female 
applicant will score higher by 5% on the attribute of Likability and the male applicant will 
score higher by 10% on Competency and Hireability.



REVIEW OF LITERATURE
For my Science Fair Project on how gender affects a person's ability to get a job I did research online. From the way 

our brains work in creating biases to biases being a part of deciding how much people get paid or how intelligent we think 
other people are, I learned there are many ways that gender affects a person trying to get a job. I also learned about how to 
create a project that could show the affect of gender on getting hired. 

To understand gender inequality I read about how people form biases. Bias is a reason that some people think women 
are not as smart as men or that men make better leaders. Bias is not something we know we are doing and it affects why we 
do things like discriminate (Vedantam, 2010). Biases like gender discrimination have a bigger impact on women than men. 
“In a 2001 Pew Research Center Survey, about four-in-ten working women (42%) said they had experienced gender 
discrimination at work compared to about two in ten men (22%)” (Barroso et al., 2021). This information helped me write 
part of my hypothesis that women would favor women and men would favor men. It also helped with my think about how I 
might be able to use the results of my project in the future, to make people aware of their biases.

Most of my research involved gender and jobs. I read about how men are perceived to be more intelligent than women 
and how men are favored over a woman in politics, science and income. For example, there are not a lot of women in politics 
due to perceptions that women are not strong. Huddy et al. (1993) found that “masculine instrumental traits increased the 
candidate's perceived competence on a broader range of issues than the feminine traits of warmth and expressiveness.” I used 
this in writing my hypothesis that the attribute of Likability would be attributed more to the female applicant than the male.



Scientific jobs are another area that not a lot of women work in. Eileen Pollack started college to be a scientist but her 
experiences in college made her quit. She gives information about a study done at Yale University in 2012 that reported,  
“Science faculty’s subtle gender biases favor male students” (Pollack, 2015). Her experiences and research prove that 
women are not supported to do science in college or jobs compared to men. I used this information in my hypothesis by 
saying that male applicants would be more valued for the attributes of competency and hireability.

I found a clue about why women may not be in as many political and scientific jobs as men in one of the articles I 
read. The article is about a study about metaphors and gender. It says, “Essentially, innate “light bulb” genius was associated 
with male inventors while women were associated with nurturing ideas to fruition over time.” and “...these metaphors reflect 
subtle gender stereotypes that can have a real effect on assessments of competence and creativity in the workplace” 
(Association of Psychological Science, 2016). It surprised me that words people use to describe thoughts or ideas can be 
negatively or positively viewed as male or female. Knowing this helped me make sure the wording in my survey was not 
directed at men or women.

Most of the information I read was about the difference in pay between men and women. “On average, women in 
America are paid only 82 cents for every dollar paid to men. At the current rate of progress,the pay gap will not close until 
2093” (American Association of University Women, 2019). That is 73 years from now! Women making less money than men 
based just on gender is wrong. A woman can not hide her gender to get better pay. There has been a slight increase in pay 
since 2019. “In 2020, women earned 84% of what men earned. Based on this estimate, it would take an extra 42 days of 
work for women to earn what men did in 2020” (Barroso et al., 2020). Also, there is no US state that women have a higher 
average salary than men (Mosteller, 2021). The difference in pay follows women into retirement. Women receive less in 
Social Security and pensions, about 70% of what men have (American Association of University Women, 2019). The 
difference in earning does not match with the results of an experimental study that found most people want “pay equity” no 
matter how someone is performing in their job (Hamidullah et al., 2021).



A behavioral science project can be difficult because of using human participants. One complicated study I read about 
gender bias talked about how a behavioural science project has to be put together. It stressed how important it is to have a big 
group of people with different backgrounds. For the participants they used they said, “This sample was chosen because they 
typically represent a much wider range of ages, backgrounds, and occupations...a fact that could be expected to increase the 
external validity of the results” (Stewart-Williams, 2002). This information showed me that for my project I had to figure out 
how to get a large group of people with different backgrounds. 

The literature I used to research my Science Fair Project on how gender affects a person getting a job taught me a lot. I 
used the information to decide how I would create the resume and survey for the evaluators to score the male and female job 
applicants. My decision to survey a group of 60 people with a variety of backgrounds also came from my research.  All of 
my research influenced my hypothesis on the outcome of the project. 



VARIABLES
INDEPENDENT:
The change of the gender/name of 
the job applicant on the resume and 
the male and female evaluators. 

DEPENDENT:
The change in how the job applicants 
are perceived as shown in their 
evaluation scores. 
CONTROL:
The resume and the survey. The 
same resume will be used for both 
genders, the only difference 
will be changing the name from male 
to female. The same instructions and 
survey will be used 
to evaluate the male and female 
applicants for the attributes of 
Competency, Hireability and 
Likability. Equal split of male and 
female evaluators.

       MATERIALS
1. Computer with Google Forms.
2. One female name (same last name as male.)
3. One male name (same last name as female.)
4. Dictionary.
5. Thesaurus.
6. 75 People with email addresses.



PROCEDURES
1. Found a sample resume online for an applicant looking for a position as a college psychology teacher.
2. Used sample resume to create a resume with a female name; Janet Rousse.
3. Used sample resume to create a resume with a male name; Joe Rousse.
4. Used dictionary and online thesaurus to create a list of 3 attributes to score each applicant.
5. Created 3 questions per attribute with scoring range of 1 - 5 (1 being lowest and 5 being highest.)
6. Created instructions for survey.
7. Created survey for female applicant using instructions, 3 attributes, 3 questions per attribute and scoring 
range.
8. Created survey for male applicant using instructions, 3 attributes, 3 questions per attribute and scoring 
range.
9. Sent female resume with survey to 30 people/evaluators (15 male, 15 female.)
10. Sent male resume with survey to 30 people/evaluators (15 male, 15 female.)
11. Analyzed data from 60 completed surveys by calculating average score per question per attribute and 
the percentage difference between attribute averages. Higher percentage score is more favorable.

- Calculated data of female and male applicants individually with both male and female evaluator 
scores together. 

- Calculated data of female and male applicant individually with male and female evaluator scores 
separated. 



Joe Rousse
100 Broadfest Lane, Waukegan, IL 91010

Home: (555) 123-4567 | Cell: (555) 987-1234
JoeRousse@mmail.net

 
CAREER OBJECTIVE
With considerable experience, I am looking forward to similar opportunities as that of a Psychology 
Teacher and wishing to work with some of the re-owned institutions of Illinois. I wish to work with 
degree colleges and conduct sessions for students pursuing a major in psychology.
 
CAREER SUMMARY
Having worked as a Psychology Teacher for almost 8 years, I am currently working with Templeton 
High School as a Psychology Teacher. Prior to this, I worked as a Psychology Teacher with Pandem 
High School while pursuing my Ph.D in Psychology. Having developed the required skills and 
expertise in teaching this subject and excelled my job, I am looking forward to work as a Psychology 
Professor with a degree college.
 
SUMMARY OF SKILLS
* Proven ability of developing a training approach and course materials according to the grasping 
power and learning abilities of the students
* Expertise in explaining the concepts of psychology by making use of the day-to-day life examples, 
certain past instances, etc.
* Excellent communication skills – English and Spanish
* Expertise in providing evaluation and feedback, drafting test papers, assignments, etc., to track the 
students' progress
* Expertise in making audio-visual presentations to make sessions interactive and interesting
* Well-acquainted with the requirements of classroom teaching and expertise in handling a class of 
students independently
 
PROFESSIONAL EXPERIENCE
Current Employer:                                                   Templeton High School, Waukegan IL (2010 
- 2020)
Designation:                                                            Psychology Teacher
Roles and Responsibilities:
* Report to the Head of Department (HOD) – Psychology
* Teach psychology to students of grades VII, VIII, IX, and X
* Plan sessions as per the syllabus drafted for students
* Divide the sessions into theoretical discussion, practical experimentation, factual analysis and 
discussion, case study analysis, etc.
* Make sessions interesting by motivating student participation, making audio-visual presentations, 
getting examples from students, etc.
* Draft evaluation papers, conduct regular class tests, take students on field visits, analyze and review 
test papers, provide feedback to students, etc.
 
 
 

 
 
Previous Employer:                                                Pandem High School, Waukegan IL (2006 - 2010)
Designation:                                                               Psychology Teacher
Roles and Responsibilities:
* Report to the HOD of Psychology
* Conduct sessions for students of grades VII and VIII
* Complete the syllabus on time
* Conduct regular class tests and evaluate the same
* Make use of various presentations, factual information, case studies, etc., to make sessions simpler 
and interesting
 
QUALIFICATIONS
* Ph.D in Educational Psychology, Waukegan University of Arts, Waukegan IL – 2008
* Master of Arts with Honors in Psychology, Waukegan University of Arts, Waukegan IL – 2004
* Bachelor of Arts with Honors in Psychology, Waukegan University of Arts, Waukegan IL – 2002
 
REFERENCES
Available on request.
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ATTRIBUTE EVALUATION
Janet Rousse

 
For each Attribute below, answer the questions by circling/marking the number that best fits your answer using 
a scale of 1 to 5 with 1 being “Not At All” and 5 being “Highly”.

 
COMPETENCY

1. How competent do you think Janet is?
 
       1           2           3           4           5
            (not at all)                                                             (highly)
 

2. How likely is it that Janet has the necessary skills for a teaching job?
 
     1           2           3           4           5
             (not at all)                                                             (highly)
  

3. How qualified do the think Janet is?
 
       1           2           3           4           5
            (not at all)                                                             (highly)
 

HIREABILITY
1. If you were a student at a community college how likely is it you would want Janet to be invited for 

an interview?
 
       1           2           3           4           5
            (not at all)                                                             (highly)
 

2. If you were making the hiring decision, how likely would you be to hire Janet?
 
       1           2           3           4           5
            (not at all)                                                            (highly)
 

3. How likely is it that Janet was hired for the teaching job she applied for?
 
       1           2           3           4           5
            (not at all)                                                              (highly)
 

LIKABILITY
1. How likeable is Janet?

 
       1           2           3           4           5
            (not at all)                                                              (highly)
 

2. How likely is it that you would want to get to know Janet  better?
 
       1           2           3           4           5
            (not at all)                                                             (highly)
 

3. How likely is it that Janet would fit in with a community college teaching staff?
 
       1           2           3           4           5
            (not at all)                                                             (highly)
 

 What is your gender: ___________________ THANK YOU FOR YOUR TIME!

SAMPLE
ATTRIBUTE 

EVALUATION
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DATA ANALYSIS
Joe Rousse and Janet Rousse

Comparing Scores - Male and Female Evaluators Combined 
When combining Male and Female Evaluation scores Janet scored higher than Joe for each Attribute Evaluated:  

Competency 4.1 vs 3.8 (8% Higher) 
Hireability 3.9 vs 3.6 (9% Higher) 
Likability 4 vs 3.8 (5% Higher) 

Joe Rousse 
Comparing Male and Female Evaluators Scores

Male and Female Evaluators gave the same score to Joe for 1 of 3 Attributes Evaluated:  
Competency 3.7 vs 3.7 (0% Difference in Scores)

Female Evaluators gave higher scores to Joe than Male Evaluators did for 2 of 3 Attributes Evaluated:
Hireability 3.7 vs 3.2  (16% Higher)
Likability 3.7 vs 3.6 (3% Higher)

Janet Rousse 
Comparing Male and Female Evaluators Scores 

Male Evaluators gave higher scores to Janet than Female Evaluators did for 3 of 3 Attributes Evaluated: 
Competency 3.8 vs 3.6 (6% Higher) 
Hireability 3.7 vs 3.4 (9% Higher) 
Likability 4 vs 3.6 (11% Higher) 



60 People read and evaluated the identical resumes of a female job applicant and a male applicant (each 
applicant had 30 evaluations, 15 from female evaluators and 15 from male evaluators.) When looking at the 
scores from male and female evaluators combined for each applicant, the female applicant consistently had higher 
scores for each of the three attributes evaluated: Competency higher by 8%, Hireability higher by 8% and 
Likability higher by 5%. If percentage differences under 10% are not significant then none of these scores for the 
female applicant were significantly higher than the scores for the male applicant. 

When separating the scores from male and female evaluators by applicant, some big differences showed. 
For the female applicant, male evaluators gave higher scores for each of the three attributes evaluated: 
Competency higher by 6%, Hireability higher by 9% and Likability higher by 11%. On the other hand, for the 
male applicant, male and female evaluators gave the same scores for Competency but female evaluators gave 
higher scores for two attributes evaluated: Hireability higher by 16% and Likability higher by 3%. 

This data from a sample population of people reveals that female evaluators were more critical of the 
female applicants, giving male applicants higher scores, while male evaluators were more critical of the male 
applicant, giving female applicants higher scores. Also revealed is the significant difference in what seems to be 
important to a male evaluator versus what is important to a female evaluator. Male evaluators gave their highest 
scores to a female applicants Likability at 11% and female evaluators gave their highest scores to a male 
applicants Hireability at 16%.



CONCLUSION
My hypothesis stated that by changing the gender on the resume of an imaginary job applicant, a female 

applicant will be perceived as more qualified than a male applicant by female evaluators, a male applicant will be 
perceived as more qualified than a female applicant by male evaluators, the female applicant will score higher by 
5% on the attribute of Likability and the male applicant will score higher by 10% on the attributes of Competency 
and Hireability. The results of my project disproved my hypothesis with one exception. 

My hypothesis was disproved in several big ways. The statement that females evaluators would favor female 
applicants and male evaluators would favor male applicants was incorrect. The opposite was observed in the data 
from both male and female evaluators. Male evaluators favored female applicants and female evaluators favored 
male applicants. Additionally, I stated that male applicants would score higher by 10% on the attributes of 
Competency and Hireability. But the data from the combined scores of male and female evaluators rated the female 
applicant 8% higher than the male applicant in Competency and 9% higher in Hireability. 

My hypothesis was proved in one area. The statement that the female applicant will score higher for the 
attribute of Likability of 5% turned out to be accurate in the combined data from male and female evaluators. The 
actual result for the female applicants Likeability was 5% higher than the male applicants score. 

I was surprised by the fact that male evaluators favored female applicants, however I was not surprised that 
they scored the attribute of Likability as the highest attribute. Males seem to value a female applicants likability 
over her skill and experience. The same seems to be true for female evaluators scoring male applicants highest in 
Hireability, perhaps focusing mostly on a males skill and experience and less on who he is as a person. Both of 
these data points prove what I learned in my research about gender bias and discrimination. 



Though I learned a lot from this project I wanted to do it with a different procedure. In 2019 I did this project 
with a very small group of 20 evaluators. My plan was to do the same project this year but do it with 60 to 100 
students at Pima Community College. Unfortunately, the person I contacted and my Mom followed up with several 
times was not able to confirm whether or not I could do the project there. That is why I ended up using my Dad’s 
business associates. I actually sent 37 of the female applicants resume and survey and 38 of the male applicants 
resume and survey to his business associates. From these I was able to get an equal amount of 15 male and 15 
female evaluations for each applicant. 

If I repeat this project I would want to do it with a larger group, ideally with college students since the 
resume is for a psychology instructor at a college. I would also like to present the project in person to the 
evaluators so I can observe their responses to the project as well as get the experience of presenting to a large 
audience.

Though the project did not go as I had originally planned, I learned more from this version than I did from 
the project I did in 2019. The data from this sample population showed me that gender does affect a person’s ability 
to get a job, both their gender and the gender of the evaluator. The data also showed how gender bias and 
discrimination affects how the attributes of Competency, Hireability and Likability are perceived by male and 
female evaluators. In my future I know that being a female I may be evaluated differently by interviewers 
depending on their gender. Lastly, this is important information for employers. Businesses can use this information 
for training employees that do interviews and hiring. With so many businesses advertising these days, saying they 
need employees, perhaps changing the way we view the people we are interviewing and being aware of our own 
gender biases will result in more people getting jobs and more gender equality in pay. 
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