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Abstract: The influence of a candidate’s physical appearance on interview evaluations is well documented. However, few models exist that
explain how and why specific components of physical appearance influence interviewer perceptions. We address this discrepancy by
identifying the primary components of appearance and integrating findings from the appearance literature to explain the relationship between
candidate appearance and interview evaluations. We propose that interviewers compare traits inferred from a candidate’s physical
appearance with traits associated with their prototype for the job position. Interviewers perceive a strong person-job fit when these traits align,
which is indicated by a prototype match. By detailing this progression in the proposed conceptual model, this paper answers calls from recent

research and provides new directions for future inquiry.
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One of the more ubiquitous and frequently studied
selection practices for identifying potential employees is
the job interview (e.g., Levashina, Hartwell, Morgeson, &
Campion, 2014). The interview process entails a social
interaction, wherein an interviewer evaluates candidates
on various criteria to determine whether or not the individ-
ual should advance in the hiring process (e.g., Levashina
et al., 2014; Macan, 2009). The efficacy of the process
assumes that this evaluation results from the verbal
exchange between the interviewer and the candidate.
However, non-verbal information conveyed by the candi-
date also contributes to the evaluation process (e.g., Burnett
& Motowidlo, 1998; DeGroot & Gooty, 2009).

One of the primary sources of non-verbal information -
and subsequently interview evaluations - is the candidate’s
appearance (e.g., Burnett & Motowidlo, 1998; DeGroot &
Gooty, 2009). This type of non-verbal information is
conveyed to the interviewer almost instantaneously, as it is
unavoidably one of the first things an interviewer notices
(Ambady & Rosenthal, 1992; Derous, Buijsrogge, Roulin,
& Duyck, 2015; Willis & Todorov, 2006). These initial
impressions formed by the candidate’s appearance have a
lasting effect on the interviewer, influencing post-interview

© 2019 Hogrefe Publishing

evaluations and subsequent hiring decisions (Barrick et al.,
2012).

A possible explanation for the association between
candidate appearance and interviewer evaluations is the
inference of traits based on appearance (Borkenau &
Liebler, 1992; Willis & Todorov, 2006). For instance, indi-
viduals often infer personality traits such as extraversion
from non-verbal (visual) cues such as attractiveness
(Borkenau & Liebler, 1992). Although some appearance-
derived inferences may be accurate (Borkenau & Liebler,
1992; Penton-Voak, Pound, Little, & Perrett, 2006), overre-
liance on them can easily lead to biased evaluations of
candidates, thereby hampering an organization’s ability to
identify high-quality employees (e.g., Rule & Tskhay,
2014). Therefore, understanding the role of heuristics on
how interviewer evaluations are influenced by candidates’
appearance is critical in developing optimal and fair selec-
tion practices.

An important initial point is that forming judgments
based on an individual’s appearance is inevitable and often
subconscious (Hassin & Trope, 2000). As such, it is not
unusual for interviewers to use a candidate’s appearance
to infer traits when forming perceptions of person-job fit
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(Edwards, 1991). Person-job fit represents how well the
interviewer perceives the candidate’s personality, knowl-
edge, skills, and abilities align with those demanded by
the job (Kristof-Brown, 2000). Establishing this is a critical
component of the job interview, as person-job fit is strongly
associated with intent to hire (Kristof-Brown, Zimmerman,
& Johnson, 2005) and explains more variance in hiring
recommendations than broader person-organization fit
(Kristof-Brown, 2000). Therefore, understanding how
interviewers’ perceptions of person-job fit are influenced
by a candidate’s appearance can provide valuable informa-
tion regarding how to address overreliance on heuristics
that may lead to discrimination, and what approaches
might improve evaluation of fit.

To help model this relationship between job candidates’
appearance and interviewer evaluations of person-job fit,
we propose an appearance-based prototype matching
model (Figure 1). In proposing the model, we first provide
a brief review of related models and the literature investi-
gating the associations between common components of
appearance and the inference of traits. Next, we explain
the process by which interviewers develop job-specific
prototypes, how these prototypes are used, what factors
may influence the reliance and accuracy of prototypes,
and the consequences of fit. This is followed by a discussion
of the implications of the model as well as related proposals
for future research stemming from the model’s proposi-
tions. Although far from encompassing all factors that are
evaluated during an interview (e.g., job knowledge), the
proposed model details how evaluations specific to com-
mon components of appearance might be inferred and uti-
lized during the job candidate evaluation process.
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Expansion on Prior Models Within
the Appearance and Interview
Context

The lack of fit model (Heilman, 1983, 1995) is often used as
a lens through which to view person-job fit. The model
proposes that evaluators (here, interviewers) compare the
perceived attributes of an individual to the perceived job
requirements to conduct a fit assessment. If the individual’s
perceived attributes align with the perceived job require-
ments, it creates an expectation of success, whereas if there
is a misalignment it creates an expectation of failure. These
expectancies then largely determine the outcome of the
evaluation or personnel decision (e.g., intent to hire).
Although the lack of fit concept generalizes to a variety of
contexts, Heilman (1983) proposed the model as a means
of explaining sex bias due to stereotyping and the influence
of sex-typing jobs. In doing so, she also noted that the
incidence of sex bias can be influenced by altering percep-
tions of sex-typed jobs to be more gender ambiguous
(i.e., stereotypes applied to jobs) and by providing job rele-
vant information about the individual to the evaluator.
More recently, Heilman’s work has been utilized in build-
ing conceptual models detailing the processes by which
interviewers respond to veterans and applicants with stig-
mas and disabilities. For instance, Stone and Stone (2015)
proposed a model wherein evaluators’ treatment of
veterans is determined by organizational characteristics,
attributes of the veteran, attributes of the evaluator (e.g.,
patriotism), and the nature of the job influencing job-related
expectations and the consequences for the veteran. Related
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to the Heilman (1983) model, the model is built around the
use of stereotypes and stigmas as a means of categorizing
and inferring attributes to veterans. The model further relies
on Heilman’s (1983) work by proposing interview outcomes
(e.g., job suitability ratings and hiring decisions) are deter-
mined by stereotype-job fit. Although presented as a general
model of veteran interview evaluations, as opposed to a
model that focuses solely on the role of appearance as
proposed here, the Stone and Stone (2015) model does note
the importance of general “aesthetic appeal” (p. 72) as an
influence on how interviewers evaluate veterans.

Derous et al. (2015) proposed a related conceptual model
built on the dual-process framework for understanding how
stigmas influence the interview process. Specifically, the
model is built on the premise that an individual’s intuition
(i.e., Type I process) is predominately determined by the
individual’s cognitive scripts and heuristics (e.g., stereo-
types and prejudice). Further, these processes require min-
imal cognitive demand and can be activated quickly to
process and categorize information. In contrast, an individ-
ual’s reasoning or reactive processing (i.e., Type II process)
is a function of activating working memory, is slower, and
presents a higher cognitive demand than Type I processing.
Derous et al. (2015) suggest that stigmas trigger Type I
processing, which can lead to an inaccurate assessment of
person-job fit for stigmatized job candidates. In addition,
the model suggests a number of options for stimulating
the use of Type II processing, such as the use of structured
interviews, enforcement of antidiscrimination policies, and
diversity training.

Here, we expand on these prior models by shifting the
focus from the use of job stereotypes to job prototypes and
by designing a model specifically for examining the role of
common aspects of job candidate appearance on interview
evaluations. Doing so provides three significant contribu-
tions to the literature beyond those of earlier models. First,
stereotypes represent attributes that a target is assumed to
possess due to their membership within a specific group
(Taylor, Fiske, Etcoff, & Ruderman, 1978). Applied to the
job context, stereotyped jobs are assumed to require the
attributes associated with the type of individual generally
perceived as holding that position (e.g., managerial positions
and males). In contrast, prototypes are cognitive structures
containing a set list of attributes used to identify objects or
concepts (e.g., Rosch, 1973). Therefore, while stereotypes
rely on a specific identifier (e.g., skin color, gender) to imply
attributes of the target based on group membership, the use
of prototypes (a) does not utilize group membership to
assign attributes to the target, and (b) categorizes the target
by comparing multiple attributes of the target against the
attributes previously assigned to an individual’s cognitive
categories. This allows for a much broader application of
attributes identified by the interviewer as necessary for the
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job position, as the attributes are not identified using group
membership (e.g., male sex-typed jobs requiring male attri-
butes) and are free to vary based on the actual requirements
of the job (i.e., attributes that cross multiple groups).

Second, examining how interviewers evaluate person-job
fit from a prototype perspective allows for an integration of
the connectionist perspective of implicit theories (e.g., Lord,
Brown, Harvey, & Hall, 2001) to formulate a model that
identifies the antecedents by which interviewer prototypes
are developed and the information-processing that occurs
when interviewer prototypes are activated. Specifically, the
connectionist perspective suggests that attributes within a
prototype can be viewed as a network of interconnected
nodes, where the structure of the network is relatively stable
and the importance (or value) placed on the different nodes
varies based on contextual factors (Cantor & Mischel, 1977;
Lord et al., 2001). For instance, Lord et al. (2001) identified
culture, leader, follower, and current task as the primary
contextual (or input) layer influencing individual’s implicit
leadership prototype. In this way, contextual factors
determine what attributes (e.g., agreeableness and consci-
entiousness) populate the individual’s prototype and the
importance placed on these attributes. Further, the model
proposes that the attributes within the network are generally
ordered, such that certain nodes are expected to co-occur
(Horowitz & Turan, 2008). This leads to gap-filling, where
identification or categorization of information is a function
of both the information received by an individual and infor-
mation inferred due to the relationships between nodes
(Cantor & Mischel, 1977; Schneider & Blankmeyer, 1983).
Prototype activation occurs when an individual compares
the pattern of attributes within their prototype against the
pattern of attributes observed or inferred. The degree of
overlap between the two patterns (e.g., the degree to
which traits comprising the prototype align with traits
observed or inferred) determines the strength of the catego-
rization (e.g., strong or weak perceived person-job fit).

This approach differs from Heilman’s (1983) suggestions
for dampening the effect of stereotypes by providing addi-
tional job information, such that we propose more of a
developmental model wherein prototypes are formulated
to be accurate representations of the job requirements
and potentially a useful cognitive heuristic, as opposed to
erroneous stereotypes. Further, while prior models note
how the nature of the job influences perceived job require-
ments (e.g., Stone & Stone, 2015), we expand on this by
highlighting how multiple contextual factors (i.e., economic
context, job domain, and job tasks) influence how inter-
viewers conceptualize job requirements and how factors
surrounding the interview process (e.g., information
overload, stress, and structure) influence the reliance on
appearance-based prototype matching when determining
person-job fit.
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Third, while stereotypes are often associated with biases
and prior models have focused solely on the negative
aspects of how interviewers use heuristics, the greater
accuracy of prototypes can provide a justifiable means of
assessing a job applicant. In this way, an appearance proto-
type matching approach aligns with research suggesting
that traits inferred from appearance can be accurate (e.g.,
Borkenau & Liebler, 1992), and therefore useful when eval-
uating job candidates. We detail this possibility by utilizing
evolutionary theory to identify what traits are most easily
inferred by interviewers, and Brunswik’s (1956) lens model
to explain variation in the accuracy of traits inferred from a
job candidate’s appearance.

In proposing a prototype-based approach to how
interviewers evaluate job candidates’ appearance, we also
contribute to the interview literature more broadly by identi-
fying the common aspects of job candidates’ appearance
(face, hair, body type, height, clothing, and overall attractive-
ness) and which traits are most likely to be inferred based on
appearance. This moves beyond demographic constants and
nondescript “attractiveness” (e.g., aesthetic appeal; Stone &
Stone, 2015) that dominates the appearance bias literature,
and provides a taxonomy for future research investigating
the role of various components of appearance within the
interview context. As such, the proposed model addresses
calls for research on the influence of appearance on inter-
viewer perceptions, and incorporates into a single model
various aspects of appearance often examined in isolation
(Barrick et al., 2012; Derous et al., 2015; Huffcutt, 2011).

Components of Appearance
and the Inference of Traits

Appearance encompasses a person’s manifest physical attri-
butes (Hurley-Hanson & Giannantonio, 2006), and has
been identified as one of seven factors commonly assessed
in interviews (Huffcutt, Conway, Roth, & Stone, 2001). In
the development of models for how interviewers form per-
ceptions of applicants, appearance is often conceptualized
as simply attractiveness or appropriate clothing, or is other-
wise poorly operationalized as a single or vague construct
(e.g., Judge, Higgins, & Cable, 2000). This has led to stud-
ies traditionally examining the aspects of appearance in iso-
lation. The proposed model integrates findings from these
piecemeal studies into a more comprehensive model that
provides a framework for examining appearance as multi-
faceted. In addition, we (1) take on an evolutionary perspec-
tive to identify what traits are most readily inferred based
on a candidate’s appearance, and (2) utilize Brunswik’s
(1956) lens model to explain the variation in the accuracy
of these inferences.

Journal of Personnel Psychology (2019), 18(2), 55-70

Face

Traits are often inferred from an individual’s facial
appearance (e.g., Walker & Vetter, 2015; Willis & Todorov,
2006). For instance, facial appearance is particularly
predictive of leader selection within military, political, busi-
ness, and sports contexts (Olivola, Eubanks, & Lovelace,
2014). Specifically, individuals making selection deci-
sions prefer congruence between traits inferred from
facial appearance (e.g., competitive or cooperative) and
the problems associated with the situation the candidate
will be entering (e.g., need for competition or cooperation;
Spisak, Homan, Grabo, & Van Vugt, 2012; Trichas &
Schyns, 2012).

As an example of trait inference, bearded men are
perceived as notably more masculine and dominant as
compared to clean-shaven men, particularly clean-shaven
men with small jaws (Dixson, Lee, Sherlock, & Talamas,
2016). Additionally, facial age appearance can influence
selection outcomes as interviewers perceive individuals
with younger faces as healthier and more physically fit
(Kaufmann, Krings, & Sczesny, 2015). Such personality
inferences derived from facial characteristics have been
found to alter how interviewers perceive candidates (Hassin
& Trope, 2000) and perceptions of person-job fit
(Kaufmann et al., 2015).

Hair

Research involving the impact of candidates’ hair, such as
style or color, on interviewer perceptions is comparatively
sparse. However, extreme hair styles and unnatural hair
color can have a significant negative impact on a candi-
date’s interview ratings. For instance, hair styles or colors
that diverge from what the interviewer perceives as appro-
priate for the position will likely result in a negative evalu-
ation (Barrick, Shaffer, & DeGrassi, 2009). Additionally,
hair style and color may serve as a social cue (e.g., indicator
of warmth or likability) or intellectual cue (e.g., indicator of
responsibility or respect) during the formation of first
impressions (Lennon & Miller, 1984). A lack of hair can also
influence the traits inferred about a candidate. For exam-
ple, recent research found that men with shaved heads
are viewed as more confident, mature, and dominant than
are men with a full head of hair (Mannes, 2013).

More broadly, government employees often view
unconventional hair styles and hair color as having a nega-
tive impact on customers’ perceptions of service quality
(Karl, Hall, & Peluchette, 2013), thus emphasizing the
importance of the job-relevant context. Considering that
some of these incumbents are likely to participate in the
selection process, even conducting interviews of candi-
dates, this bias against unconventional hair styles and
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colors likely plays a role in how evaluators form judgments
of candidates.

Body Type

The majority of current research on body type involves
understanding bias against overweight individuals, which
is a growing concern in the workplace. Stereotypes applied
to overweight individuals include emotional impairments,
social handicaps, and undesirable personality traits (e.g.,
Roehling, Roehling, & Odland, 2008). These negative
stereotypes have the potential to impact almost all stages
of the employment process (Rudolph, Wells, Weller, &
Baltes, 2009), particularly the selection and interview stage
(e.g., Bartels, 2016). For instance, despite comparable
qualifications, overweight individuals are less likely than
average-weight applicants to be rated as employable (Grant
& Mizzi, 2014), to be moved forward in the selection process
(Agerstrom & Rooth, 2011), and to be presented with a job
offer (Pingitore, Dugoni, Tindale, & Spring, 1994). Further,
overweight applicants are rated lower on punctuality,
manners, and trustworthiness than average-weight appli-
cants in the context of sales positions (Zemanek, McIntyre,
& Zemanek, 1998).

However, in some circumstances, individuals who are
above average weight are not impacted by negative stereo-
types. As an example specific to sales positions, insurance
companies have been known to hire men who weigh more
than the national average due to a perception by sales man-
agers that larger salesmen are better performers in such a
sales role (Murry, 1980). Further, the economic context
and job tasks can influence interviewers’ perspectives on
how well overweight candidates might fit the job position
(Roehling, 1999). For instance, overweight candidates
may be seen as unfit for the more customer-facing and
physically demanding external sales roles, however, may
be seen as a better fit than non-overweight candidates for
internal sales positions (Bellizzi & Hasty, 1998).

Height

Another prominent aspect of physicality is height, such that
there is a general preference for taller individuals in the
selection process (Little & Roberts, 2012). This aligns with
complementary findings that taller individuals are
perceived as better leaders (Re et al,, 2012). Judge and
Cable (2004) presented a theoretical model specific to
height, with initial tests indicating that tall individuals
enjoyed “advantages in several important aspects of their
careers and organizational lives” (p. 428), including leader
emergence and associated income (controlling for other
potential factors such as sex, age, and weight). For both

© 2019 Hogrefe Publishing

men and women, height has also been linked to perceptions
of positive personality traits (e.g., Jackson & Ervin, 1992).
However, the extent to which some of these traits, such
as assertiveness and ambition, are valued is likely some-
what contextually dependent. For instance, assertiveness
and ambition (often stereotyped as male traits) might be
desirable for managerial positions, but may be detrimental
for a candidate applying for a more supportive or adminis-
trative position (which is more likely stereotyped as a
female-oriented role; Little & Roberts, 2012). As a result,
the type of role the organization is intending to fill can play
an important role in influencing the value placed on traits
inferred from the candidate’s height.

Clothing

The few studies that explore this aspect of appearance have
found support for the contention that candidate clothing
influences how interviewers perceive job applicants
(Damhorst, 1990). For example, even minor alterations in
clothing can influence interviewer perceptions of a candi-
date’s competence (Howlett, Pine, Cahill, Orak¢ioglu, &
Fletcher, 2015), and well-dressed candidates are generally
rated higher by interviewers as compared to candidates
perceived by the interviewer as being poorly dressed
(Riggio & Throckmorton, 1988).

Job candidates’ formality of dress has also been found to
correlate positively with social skill, such that higher
formality of clothing is related to higher self-ratings and
other-ratings of social skill (Gifford, Ng, & Wilkinson,
1985). Neatness and formality of clothing have also been
found to positively relate to conscientiousness (Albright,
Kenny, & Malloy, 1988). Perceptions of other traits, such
as dominance, competence, professionalism, and openness
to experience, creativity, and extraversion, have also been
associated with attire (e.g., Borkenau & Liebler, 1992;
Penton-Voak et al., 2006). Moreover, particular colors of
clothing can convey symbolic meaning, and have been
associated with traits such as high social status or perceived
power (Rafaeli & Pratt, 1993).

Overall Attractiveness

In addition to more tangible physical attributes, attractive-
ness is an important aspect of perceived physical appearance
(e.g., Hurley-Hanson & Giannantonio, 2006) and can be
defined as the degree to which one’s physical appearance
“elicits favorable reactions from others” (Morrow, 1990,
p- 47). Perceived attractiveness has been found to be associ-
ated with a number of favorable traits and outcomes, such as
perceived intelligence, social skills, and sense of humor
(Eagly, Ashmore, Makhijani, & Longo, 1991; Langlois et al.,
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2000), and often leads to favorable interview evaluations
(e.g., Hosoda, Stone-Romero, & Coats, 2003). However,
the true effects of attractiveness are often difficult to isolate,
as they are easily conflated with evaluations of other aspects
of appearance. That is, each aspect (e.g., body type, clothing)
contributes to a more general impression of whether or not
an individual is considered holistically “attractive.”

Notably, information conveyed by attractive candidates
is generally received more positively than information con-
veyed by non-attractive candidates (Burnett & Motowidlo,
1998). This resembles a type of halo error (e.g., Cooper,
1981; Murphy, Jako, & Anhalt, 1993; Nisbett & Wilson,
1977), wherein evaluations of one attribute (i.e., attractive-
ness) correlate highly with evaluations of other attributes
(e.g., competence), and is representative of the “what is
beautiful is good” heuristic (Dion, Berscheid, & Walster,
1972). As a result, attractive individuals are levied a positive
stereotype and generally experience better selection out-
comes as compared to less attractive individuals (Hosoda
et al., 2003). However, in some cases, being attractive
can have a negative or neutral impact on evaluations
(Heilman & Saruwatari, 1979). As an example, although
not always the case (e.g., Marlowe, Schneider, & Nelson,
1996), individuals may prefer slightly unattractive candi-
dates over attractive candidates when making hiring deci-
sions for a managerial position (Geys, 2014). Additionally,
for evaluations of integrity and concern for others, attrac-
tiveness provides no advantage, or may even provide a dis-
advantage in the case of the “beauty is beastly” effect, as it
too may generalize to trait inferences (e.g., that attractive
individuals may be arrogant or egocentric; Gallucci &
Meyer, 1984). In addition to the types of inferences made,
the level of customer contact required of the job also influ-
ences the impact that attractiveness has on interview
evaluations (e.g., Eagly et al, 1991), again emphasizing
the importance of context.

Inference of Traits

A review of the literature indicates that a multitude of traits
may be inferred from a job candidate’s appearance, and
that these inferences are often developed subconsciously.
This process aligns with evolutionary theory (e.g., Spisak,
Nicholson, & van Vugt, 2011) and the proposed use of phys-
ical cues to evaluate social fitness found in ecological theory
(McArthur & Baron, 1983; Zebrowitz & Montepare, 2008;
Zebrowitz & Rhodes, 2004), as both suggest that people
are naturally attuned to detecting signals in their physical
and social environment that may either pose a threat to sur-
vival or provide an opportunity for reproduction. In the
interpersonal domain, such signals are sometimes provided
by physical characteristics that either reflect a history of
past behaviors (e.g., scars from prior combat) or the
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phenotypic expression of one’s genetic make-up (e.g.,
Hamilton, 1964). For example, male facial width-to-height
ratio is related to testosterone levels (Lefevre, Lewis,
Perrett, & Penke, 2013), which is considered an accurate
indicator of aggressive behavior (e.g., Carré, McCormick,
& Mondloch, 2009). Therefore, based on evolutionary
theory, we expect individuals to readily generate informa-
tion from appearance, given that survival is enhanced by
knowing who is (or is not) a threat. Here, we propose this
general principle as an evolutionary mechanism that is
often subconsciously triggered when the interviewer is
exposed to a job candidate’s appearance.

Proposition la. Interviewers are subconsciously influ-
enced by components of a job candidate’s physical
appearance (face, hair, body type, height, clothing,
and overall attractiveness) in making trait inferences
about the candidate.

Types of Traits Inferred

In addition to informing a general proposition, evolutionary
theory suggests that certain traits may be more salient to
individuals due to their proximal association with survival
and reproduction. Four behavioral dynamics, in particular,
are considered paramount for human survival and repro-
duction (Spisak et al., 2011). The first is resource attain-
ment, which on the most basic level includes things like
food and water. However, in the context of organizations
and employment, this might entail prestige, wealth, or
social networks that grant individuals access to valued
resources, and may be reflected in traits such as extraver-
sion and proactivity. The second is adaptability, which
refers to an individual’s ability to adjust to the environment
and modify behavior to acquire resources. In the modern
context, this could be indicated by how well an individual
aligns with social norms, such as modifying their clothing
to appropriately fit the attire expectations for an interview.

The third behavioral dynamic is intragroup relations.
As Spisak et al. (2011) note, “selection does not operate
on the genotype but on the phenotype” (p. 167), suggesting
that physical attributes play a central role in determining an
individual’s perceived potential for contribution and poten-
tial level of cooperation with the group. For a job candidate,
ability to maintain intragroup relations likely relates to traits
such as competence and likeability. The last primary behav-
ioral dynamic is intergroup relations, such as organizing
allied groups for war or establishing trade between groups.
Within the interview context, intergroup relations are likely
associated with traits such as dominance and charisma,
depending on the level of competition or collaboration
required of the position. Although the types of traits
inferred from a job candidate’s appearance are extensive,
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Table 1. Proposed evolutionary dynamics and examples of associated traits and appearance components

Evolutionary dynamic Trait

Example appearance component

Trait-appearance reference

Resource Attainment Assertiveness

Extraversion
Power Height

Adaptability Cognitive Ability Height
Conscientiousness

Openness to Experience

Obesity (negative)

Facial symmetry

Neatness of clothing
Culturally deviant hairstyle

Pomerantz, Pomerantz, Greenberg,
and Blackburn (1977)
Pound, Penton-Voak, and Brown (2007)

Judge and Cable (2004)

Case and Paxson (2008)

Albright et al. (1988)

Nathanson, Paulhus, and Williams (2006)

(e.g., unusual dye)

Intragroup Relations Competence Well-dressed clothing
Honesty Babyfaced
Likeability Low/Normal Weight
Intergroup Relations Charisma Height (for men)
Confidence Shaved head (for men)
Dominance

Facial width-to-height ratio

Riggio and Throckmorton (1988)
Brownlow (1992)

Carels and Musher-Eizenman (2010)
Hamstra (2014)

Mannes (2013)

Geniole and McCormick (2015)

we posit that traits associated with resource attainment,
adaptability, intragroup relations, and intergroup relations
will be the most readily inferred by interviewers when
exposed to a job candidate’s appearance (examples pro-
vided in Table 1).

Proposition 1b. Interviewers most readily infer traits
related to resource attainment, adaptability, intra-
group relations, and intergroup relations based on a
job candidate’s appearance.

Prototype Theory and Interviewer
Reliance on Prototypes

The traits inferred from the components of appearance are
consistent in different contexts (e.g, a tall candidate is
likely to be viewed as assertive and ambitious regardless
of whether the job is for a management or front-line
employee position). However, how the interviewer evalu-
ates the desirability of the traits inferred from a candidate’s
appearance is determined by the interviewer’s prototype for
the given situation (Cantor, Mischel, & Schwartz, 1982) - in
this case the job position. According to prototype theory,
individuals have templates (prototypes) representing speci-
fic characteristics and attributes used for purposes of cate-
gorizing novel stimuli (e.g, Rosch, 1973). When an
individual is exposed to a new stimulus, the individual uses
prototypes to determine the extent of match between the
new object (here, the applicant) and existing descriptive cat-
egories (e.g., a job-specific prototype). The more similar the
new object is to its prototype, the stronger the perceived
association between the object and its category member-
ship (e.g., Rosch, 1973).
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In relation to the proposed model, when an interviewer is
tasked with evaluating job candidates for a particular
position, the interviewer has a specific set of attributes he
or she has deemed representative of the ideal or typical
employee in that role. These characteristics comprise the
interviewer’s job-specific prototype, and represent the traits
the interviewer expects will lead to success in the job. When
an interviewer is exposed to a job candidate’s appearance,
the candidate’s appearance triggers a pattern of inferred
traits (e.g., high in competence, low in trustworthiness,
etc.). In order to process this information and categorize
the job candidate, the interviewer then compares the pat-
tern of traits representing his or her job specific prototype
to the pattern of traits inferred about the candidate. If there
is congruence between an interviewer’s perceptions of the
candidate and the interviewer’s prototype for the position,
the candidate will be viewed as having high person-job fit
and will be expected to be successful on the job (Heilman,
1983; Perry, 1994). Therefore, the formation and use of
job-specific prototypes can provide insight into how job
candidates are evaluated in general, but also how candidate
appearance influences interview evaluations.

The value placed on different features (e.g., high
extraversion or low aggressiveness) within an interviewer’s
job-specific prototype can be reinforced or changed over-
time. This is considered one of the major advantages of
prototype theory and the connectionist perspective, as it
acknowledges that the values an individual places on fea-
tures comprising a particular prototype are malleable
(Hampton, 1995). However, this also means that not all
individuals have the same perception of certain prototypes,
and everyone processes information differently - even for
the same job (e.g., Busenitz, 1996). This has noteworthy
implications for the interview process, as interviewers
may hold different views on what qualities are most needed
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to be effective in the position the organization is intending
to fill. Further, it also means that the “quality job candi-
date” prototype will change based also on the job character-
istics as well as the interviewer’s assessment of the
corresponding prototype.

Proposition 2. Interviewers have job-specific proto-
types comprising the perceived traits needed to
accomplish the job position the interviewer is intend-
ing to fill.

The Role of Economic Context, Job
Domain, and Job Task in Prototype
Development

Economic and contextual conditions can impact which
traits are most valued when forming prototypes used in
evaluations to select a leader (Rule & Tskhay, 2014). For
instance, perceptions of warmth, likability, and trustworthi-
ness derived from the candidate’s physical appearance are
viewed as detrimental to a leader’s ability to navigate finan-
cial uncertainty. Similarly, when the organization is follow-
ing a growth strategy, a younger appearance is preferred,
whereas when the organizational strategy is based on stabil-
ity, an older appearance is more likely to be favored (Spisak,
Grabo, Arvey, & van Vugt, 2014).

The specific domain or position within the organization
can also influence the desired traits for the position. For
instance, warmth and attractiveness are valued for business
and political leaders, while masculinity and maturity are
more valued for sports leaders (Olivola et al., 2014). As
another example, controlling for age, attractiveness, sex,
race, and competence, Geys (2014) found that employees
prefer managers who are perceived as less likeable, and
interviewers prefer managerial candidates who look
assertive and competitive. In contrast, for other positions
(e.g., salesperson) likability or being cooperative might be
highly valued.

Tasks specific to the job also influence which traits are
considered the most important for the position. Individuals
select potential leaders based on congruence between traits
associated with facial appearance and the particular tasks
the leader will be undertaking (Little, 2014). For instance,
when presented with a cooperative task, leaders are
selected based on traits associated with cooperation. In a
similar manner, individuals whose appearance leads to
inferences of strength and aggression are preferred in situa-
tions involving competition and conflict (Hehman, Leitner,
Deegan, & Gaertner, 2015). However, strength and aggres-
sion are viewed as negative traits when selecting team-
mates for an intellectually demanding situation, such as a
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chess tournament (Hehman et al., 2015). In this way, desir-
able traits are associated with specific job tasks.

Proposition 3. The traits the interviewer perceives as
needed to accomplish the job are influenced by the
economic context, job domain, and job tasks.

Using Prototypes to Evaluate Candidate
Person-Job Fit Based on Appearance

Prototype activation occurs when an interviewer infers
traits about a job candidate and then attempts to categorize
the candidate as having high or low person-job fit. This pro-
cess begins when the job candidate’s appearance triggers a
pattern of inferred traits about the candidate. In attempting
to categorize the pattern of traits, an interviewer’s previ-
ously dormant prototype (comprised of specific traits) is
activated and the degree of overlap (i.e., the number and
strength of shared traits) determines how well the inter-
viewer perceives the job candidate to align with his or her
conceptualization of a high person-job fit candidate.

Prior findings suggest that interviewers conduct this
evaluation of a candidate’s traits within seconds of observ-
ing the candidate’s appearance (Willis & Todorov, 2006).
If the traits inferred from the candidate’s appearance match
those identified as valuable for achieving success in the
position, the interviewer will perceive the candidate as
having a strong person-job fit, a form of contingent selec-
tion (Little & Roberts, 2012). However, if the traits inferred
do not align with the traits comprising the prototype, the
interviewer will perceive the candidate as having a weak
person-job fit. The degree of person-job fit will then influ-
ence the candidate’s interview evaluations and chances of
receiving a job offer (Kristof-Brown, 2000).

Proposition 4. Interviewers’ evaluation of person-job
fit will be influenced by the degree of congruence
between the interviewer’s prototype for the job and
the traits inferred from the candidate’s appearance.

Enhanced Use of Appearance Prototype
Matching: Interview Characteristics

Interviewers are particularly prone to rely on prototype
matching as a cognitive shortcut (Fiske & Taylor, 1984).
Although the process is often subconscious, certain charac-
teristics common to the interview setting can heighten the
use of prototype matching to form evaluations. The first
interview characteristic is cognitive overload or limited cog-
nitive ability at the time of the interview (e.g., Bodenhausen,
1990). This is when an interviewer is presented with too
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much information to process at one time and becomes
unable to process detailed or specific information about a
candidate. Instead, an interviewer is forced to rely on
appearance-based heuristics rather than objective measures
and information. The second interview characteristic that
can predispose an interviewer to reliance on prototypes in
evaluations is when the interviewer is faced with high levels
of uncertainty, such as a candidate providing indecipherable
or irrelevant verbal responses to interview questions (Fiske
& Taylor, 1984; Tajfel, 1981). In these situations, an inter-
viewer’s ability to process information is hampered due to
the uncertainty surrounding unexpected behavior by the
candidate or the ambiguity (or sheer lack) of information
received. Additionally, irrelevant information received from
interviewee responses unrelated to the interview question or
non-job-related questions can also create uncertainty for the
interviewer. As a result, an interviewer may rely on more
easily accessible information, such as appearance, to com-
pensate for the lack of available, discernable, and relevant
information.

A third interview characteristic that we propose would
increase interviewers’ reliance on a candidate’s appearance
to formulate an evaluation is an emotionally charged or
stressful situation (e.g., Huffcutt, 2011). Although a typical
employment interview is unlikely to produce an extremely
emotionally charged situation for an interviewer, it is an
inherently stressful situation and the questions and answers
may trigger some strong emotions, which may result in an
interviewer having a biased recall of information and an
overreliance on heuristics. Finally, the fourth interview
characteristic that may increase an interviewer’s reliance
on heuristics is significant time pressure, such as having
to conduct numerous interviews within a condensed time-
frame (Wyer & Srull, 1994). The added pressure of report-
ing these evaluations quickly leads to the use of cognitive
shortcuts. As a result, instead of processing the more objec-
tive and relevant information presented by a candidate, an
interviewer will over-rely on first impressions and snap
judgments.

Proposition 5a. The interviewer will rely more heavily
on appearance prototype matching when experienc-
ing high cognitive overload, information uncertainty,
stress, and/or time pressure.

In addition to cognitive overload, information uncer-
tainty, stress, and time pressure, interview structure can
also play a role in determining an interviewer’s reliance
on appearance prototype matching. Structured interview
questions are designed to evaluate job characteristics and
help interviewers focus on collecting objective information
about the candidate (e.g., Burnett & Motowidlo, 1998).
Unstructured interviews, in contrast, are often conducted
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in an idiosyncratic manner, which leads to interviewers
relying on their subjective impressions of the candidate to
form an evaluation (Arvey & Campion, 1982; Dipboye,
1994). This often results in low quality or ambiguous infor-
mation about the applicant, leading the interviewer to rely
on stereotypes to form an evaluation (Bruner, 1957,
Dipboye, 1994). Although interviewers will still infer traits
from a job candidate’s appearance regardless of the degree
of structure in the interview (DeGroot & Gooty, 2009), the
use of appearance prototype matching likely decreases as
the structure of an interview increases.

Proposition 5b. The interviewer will rely less heavily
on appearance prototype matching when structured
interviews are used.

As a component of interview structure, the use of rating
scales (e.g., behaviorally anchored rating scales [BARS];
Bernardin & Smith, 1981; Smith & Kendall, 1963) for items
asked during the interview can decrease the variance
between interviewer evaluations based on job candidate
appearance, including moderating the effect of biases
against overweight candidates (Kutcher & Bragger, 2004).
The purpose of rating scales such as BARS is to provide inter-
viewers with exemplars of behavior given the definition of
the evaluation criteria (Bernardin & Smith, 1981). With the
prototype-matching model, we suggest that results from
Kutcher and Bragger’s (2004) study extend to all compo-
nents of appearance. This is due to a reduction in the use
of interviewer prototypes during the interview process.
Specifically, by using rating scales (e.g., BARS) the inter-
viewer is no longer inferring traits from the job candidate’s
appearance, but rather is comparing the applicant’s behavior
or responses to the exemplars provided by the scale. This
aligns with the consistent finding that providing interviewers
with job relevant information (e.g., specific behaviors identi-
fied as anchors) can lead to a reduction in the use of
heuristics.

Proposition 5¢. The interviewer will rely less heavily
on appearance prototype matching when rating
anchors are used.

The Accuracy of Traits Inferred

Although interviewers more readily infer certain traits,
the accuracy of those inferences varies. According to
Brunswik’s (1956) lens model, environmental features can
function as a lens through which observers indirectly
perceive underlying constructs within the environment.
Further, the accuracy of these perceptions is determined
by cue utilization and cue validity. The former represents
the perceived association between an observable cue and
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its underlying trait, such as making an association between
the organization of an individual’s desk and the individual’s
level of conscientiousness (e.g., Gosling, Ko, Mannarelli, &
Morris, 2002). The latter represents the actual association
between the observable cue and the trait. If the two con-
verge, such that the cue utilized is also a valid cue, the infer-
ence made about the underlying trait will be accurate.

The validity of cues can be interpreted through the
behavioral residue model (e.g., Gosling et al., 2002), which
proposes that physical objects left behind in an individual’s
environment can be used to infer traits about the individual.
Within the context of a job candidate’s appearance, the
model suggests that repeated expression of emotion or
behavior may result in physical cues that can be used to
accurately infer traits, where both static cues (e.g., clothing)
and dynamic cues (e.g., facial expression) are associated
with the inference of relevant personality traits (Naumann,
Vazire, Rentfrow, & Gosling, 2009). For instance, repeated
emotional expression over time can lead to physical
alterations in a person’s face (e.g., laugh lines) and the sub-
sequent inference of personality traits by observers
(Malatesta, Fiore, & Messina, 1987). However, other physi-
cal cues might lead to inaccurate trait inferences due to the
utilization of invalid cues. For example, an individual’s body
weight is often utilized as a physical cue to indicate an indi-
vidual’s punctuality and trustworthiness (e.g., Zemanek
et al., 1998), despite this being a generally invalid indicator
of an individual’s true level of punctuality and trustworthi-
ness. In this way, the validity of physical cues utilized by an
interviewer when inferring traits based on a job candidate’s
appearance is likely to fluctuate.

Proposition 6. The validity of the physical cue utilized
will positively moderate the relationship between per-
ceived person-job fit based on appearance prototype
matching and accuracy of hiring decision.

The Accuracy of Job-Specific Prototypes

One of the advantages of the proposed model is that unlike
when job requirements are determined by stereotypes (e.g.,
sex-typed in Heilman’s model), job requirements based on
prototypes can represent accurate cognitive structures com-
prising a variety of traits that are useful to evaluate in the
interview context. For instance, when an organization’s
business model is built on employee image and places a
high value on “aesthetic labor” (e.g., Warhurst & Nickson,
2007), the traits inferred from a candidate’s appearance are
likely a justifiable concern for the organization. In turn,
interviewers with accurate prototypes of the desired traits
who also utilize valid appearance cues will be more likely
to hire candidates that appropriately fit the image of the
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organization. Therefore, while the economic context, job
demands, and job tasks influence the development of
prototypes, interviewers vary in how they interpret these
factors as indicators for what traits are required for the posi-
tion (Borman, 1987). Therefore, how an individual responds
to these factors and the validity of the prototype developed
can play a significant role in the utility of the interviewer’s
prototype when inferring traits about candidates based on
their appearance.

Here, we propose two techniques by which organizations
can improve the accuracy of interviewer prototypes. The
first is the use of strategic job analysis (SJA; Schneider &
Konz, 1989) to help interviewers develop a more accurate
understanding of what is required of the position they
intend to fill. A SJA is “a purposeful, systematic process
of collecting current and future work-related aspects of a
job, within the organization’s strategic context” (Singh,
2008, p. 92). The process consists of conducting an envi-
ronmental and internal analysis, evaluating how the
requirements of the position are anticipated to change in
the future, and evaluating the effectiveness of the SJA over
time (Singh, 2008). In following this process and providing
the resulting information to interviewers, organizations can
help prevent interviewers from developing prototypes for
the position based on their idiosyncratic, and potentially
inaccurate, perception of the position. For instance, an
interviewer might have inaccurate perceptions of the orga-
nizational strategy or the organization’s current economic
context. By providing the interviewer with the results of
an SJA for the position, subsequent perceptions by the inter-
viewer should more closely align with the intentions of the
organization regarding what traits are most relevant for the
position in actuality.

In a similar manner, frame-of-reference (FOR) training
(Bernardin & Buckley, 1981) can be used to facilitate valid
interviewer prototypes. FOR training is one of the most
widely supported training techniques for improving perfor-
mance appraisal quality (Roch, Woehr, Mishra, &
Kieszczynska, 2012; Woehr & Huffcutt, 1994). The training
consists of (1) emphasizing the various components or
dimensions of performance, (2) providing definitions for
performance dimensions, (3) utilizing behavioral incidents
to represent the dimensions identified and their corre-
sponding level of performance, and (4) allowing raters the
opportunity for practice and feedback using the perfor-
mance standards developed. The effectiveness of FOR
training is built on the premise that creating a shared per-
formance prototype for all raters (here, interviewers) leads
to a more accurate and consistent prototype for identifying
low- and high-performing job candidates (e.g., Bernardin &
Buckley, 1981; Roch et al.,, 2012). This can be particularly
beneficial when raters have idiosyncratic perceptions about
the job requirements (Uggerslev & Sulsky, 2008).
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Proposition 7. The use of (a) job analysis and (b)
frame-of-reference training to inform an interviewer
what traits are needed to accomplish the job will pos-
itively moderate the relationship between perceived
person-job fit based on appearance prototype match-
ing and accuracy of hiring decision.

Discussion

Integrating the concept of prototype matching with contex-
tual considerations, as put forth in the proposed model,
expands our understanding of when, how, and why candi-
date appearance influences interviewers’ evaluations, and
subsequently hiring decisions. In this way, the proposed
model provides direction for organizations in relation to
interviewer evaluations and job candidate appearance.
Importantly, the model emphasizes the criticality of SJA
and FOR training and their roles in influencing interviewer
prototype accuracy. Specifically, organizations should facil-
itate the development of accurate prototypes by providing
information about the position - such as results from a
SJA and use of FOR training - to the interviewer before con-
ducting candidate interviews. The organization can then
ask the interviewer to describe the traits, and the level of
those traits, that they believe are necessary for success in
the particular position of interest. Congruence can then
be assessed by comparing the traits identified by the inter-
viewer with the necessary traits determined by the organi-
zation. This will allow the organization to determine if the
traits associated with an interviewer’s activated prototype
align with the traits the organization has deemed important
for the position, and to resolve any discrepancy. Walking
through this process with interviewers and tracking changes
to interviewers’ prototypes before and after interview train-
ing (e.g., FOR-based), provides an opportunity for the inter-
viewer to make the appropriate adjustments to his or her
activated prototype, to develop congruence between multi-
ple interviewers to facilitate consistency throughout the
process and across candidates, and to develop congruence
with organizational hiring objectives.

Second, the proposed model emphasizes the importance
of clear and relevant communication between the inter-
viewer and the candidate. As previously noted, traits
inferred from physical appearance are not always accurate
(e.g., Rule, Krendl, Ivcevic, & Ambady, 2013). This can
prove problematic, especially since the evaluation of traits
based on appearance is often unavoidable. Further, reliance
on information derived via the applicant’s appearance
increases when the verbal information exchanged is limited
or ambiguous (Hassin & Trope, 2000). Therefore, inter-
viewers should be trained regarding how to not only ask
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job-related and relevant questions, but also how to clarify
responses from applicants that seem ambiguous or
irrelevant given the question asked. Similarly, providing
the interviewer with sufficient job-related information
about the candidate at the outset (e.g., qualifications,
performance) should likewise reduce or even prevent
overreliance on the applicant’s appearance for evaluations
(e.g., Kunda & Thagard, 1996).

Third, interviewers should be aware of social affordance
and correspondence bias. Social affordance refers to situa-
tions where particular traits or personality characteristics
are more pronounced (Zebrowitz & Collins, 1997). Within
the context of an interview, these situations should be rela-
tively constant across evaluations. However, interviewers
should be aware that the social interaction required in an
interview will enhance their ability to assess certain traits
(e.g., extraversion) while diminishing others (e.g,
dominance) (Zebrowitz & Collins, 1997). Correspondence
bias (Gilbert, 1998; Gilbert & Malone, 1995), which is
similar to social affordance, is traditionally applied to
behavior as opposed to the more static attribute of appear-
ance, but might also exist within the interview context.
Specifically, behavioral and psychological constraints within
in the interview context might inform the type of appear-
ance a job candidate presents, thereby limiting variance
across candidates, and potentially leading to inaccurate trait
inferences. For instance, an applicant typically low in
conscientiousness might wear clothing consistent with high
conscientiousness due to the perceived situational con-
straints of appropriate attire in an interview.

To address these issues, organizations should train
interviewers to adjust the interview context to highlight
particularly relevant traits (e.g., questions that target specific
traits). Additionally, organizations could employ multiple
selection techniques - such as different job simulations in
an assessment center or a multiple hurdle approach that
involves a variety of selection procedures - to better evaluate
a range of job-relevant traits. Utilizing these techniques -
along with training interviewers to be cognizant that some
traits may be enhanced, dampened, or constrained due to
the social affordance and correspondence bias associated
with interviews - could be particularly useful for improving
interview evaluations in relation to job candidates’
appearance.

Future Research Directions

The appearance and interview evaluation model provides a
new perspective for examining the effects of central aspects
of a candidate’s appearance on interview evaluations
beyond the more commonly examined demographics of
sex and race. Researchers should empirically test the
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underlying assumptions of the model to determine if it
provides an accurate representation of how candidate
appearance influences interviewer evaluations. This should
include attention to how the various aspects of appearance
may impact trait inferences not only in isolation (by holding
other appearance aspects constant), but also in combina-
tion, as well as whether some aspects function more
strongly than others. In a similar manner, empirical testing
should be conducted to examine the application of evolu-
tionary theory to identify the traits most readily inferred
by interviewers. This will provide novel insight into what
traits and associated physical components play prominent
roles in influencing interviewer evaluations.

Future research should also seek to compare the efficacy
of improving prototype accuracy versus decreasing the
reliance on prototype matching. For instance, is it more
effective to utilize SJA or FOR training to develop accurate
prototypes or simply employ behavioral rating scales to
limit the use of prototype matching? Empirical investiga-
tions should compare these approaches to determine
whether (and when) a particular method represents the
optimal approach for organizations to limit biases and
enable interviewers to effectively select the best job
candidate.

From the applicant’s perspective, and similarly to the
aforementioned correspondence bias, social desirability
and impression management might influence the inference
of traits based on appearance. For instance, individuals high
on dark personality traits tend to utilize clothing as a means
of manipulating how they are perceived by others (Holtzman
& Strube, 2012). Future research should aim to establish the
effectiveness of intentional manipulation of appearance
specifically within the interview context, as well as the extent
of manipulation compared with the individual’s actual trait
score.

Finally, while our model is more thorough than prior
models by discussing a variety of common components of
appearance, it is worthwhile to note that even within the
proposed model, more nuanced aspects of appearance -
such as fingernail paint/manicure, facial acne, port wine
stains, and so forth - are subsumed under the appearance
facets herein. While future research would do well to exam-
ine the functionality of these nuanced appearance facets,
such examinations may be best undertaken after the field
develops a more thorough conceptual understanding of
the broader facets of appearance identified here. Further,
the proposed model is developed specifically for under-
standing how interviewers are influenced by job candidates’
appearances and how those inferences influence perceived
person-job fit. Additional factors relevant to the interview
evaluation (e.g., job knowledge, work experience) are not
modeled here, but should be given due weight when eval-
uating job candidates.
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Conclusion

The present model answers recent calls from researchers
emphasizing the need for a process model dissecting inter-
viewer evaluations and biases in context. In drawing on the
model herein and heeding the recommendations for
training and future research, practitioners and researchers
alike can begin formulating strategies to develop effective
interviewer training that targets the often subconscious pro-
cesses used by interviewers in evaluating job candidates
based on appearance. This can be accomplished by devel-
oping a stronger understanding of how aspects of appear-
ance work independently and collectively in forming trait
inferences, as well as how job-specific prototypes are
formed and utilized in determining perceived person-job
fit. Doing so will advance our ability to develop selection
methods and techniques that not only reduce negative
biases due to candidates’ appearance, but also improve
the overall accuracy and effectiveness of interviews for
optimal selection.

References

Agerstrom, J., & Rooth, D. (2011). The role of automatic obesity
stereotypes in real hiring discrimination. Journal of Applied
Psychology, 96, 790-805. https://doi.org/10.1037/a0021594

Albright, L., Kenny, D. A,, & Malloy, T. E. (1988). Consensus in
personality judgments at zero acquaintance. Journal of Per-
sonality and Social Psychology, 55, 387-395. https://doi.org/
10.1037/0022-3514.55.3.387

Ambady, N., & Rosenthal, R. (1992). Thin slices of expressive
behavior as predictors of interpersonal consequences: A meta-
analysis. Psychological Bulletin, 111, 256-274. https://doi.org/
10.1037/0033-2909.111.2.256

Arvey, R. D., & Campion, J. E. (1982). The employment interview:
A summary and review of recent research. Personnel Psychol-
ogy, 35, 281-322. https://doi.org/10.1111/j.1744-6570.1982.
tb02197 .x

Barrick, M. R., Dustin, S. L., Giluk, T. L., Stewart, G. L., Shaffer,
J. A, & Swider, B. W. (2012). Candidate characteristics driving
initial impressions during rapport building: Implications for
employment interview validity. Journal of Occupational and
Organizational  Psychology, 85, 330-352. https://doi.org/
10.1111/}.2044-8325.2011.02036.x

Barrick, M. R., Shaffer, J. A., & DeGrassi, S. W. (2009). What you
see may not be what you get: Relationships among self-
presentation tactics and ratings of interview and job perfor-
mance. Journal of Applied Psychology, 94, 1394-1411. https://
doi.org/10.1037/a0016532

Bartels, L. K. (2016). Fat women need not apply: Employment
weight discrimination against women. In M. L. Connerley & J.
Wu (Eds.), Handbook on well-being of working women (pp. 868-
881). New York, NY: Springer. https://doi.org/10.1007/978-94-
017-9897-6_3

Bellizzi, J. A., & Hasty, R. W. (1998). Territory assignment deci-
sions and supervising unethical selling behavior: The effects of
obesity and gender as moderated by job-related factors.
Journal of Personal Selling & Sales Management, 18, 35-49.
https://doi.org/10.1080/08853134.1998.10754129

© 2019 Hogrefe Publishing



This document is copyrighted by the American Psychological Association or one of its allied publishers.
This article is intended solely for the personal use of the individual user and is not to be disseminated broadly.

G. H. Lowman et al., Appearance Prototype Matching

67

Bernardin, H.J., & Buckley, M. R. (1981). Strategies in rater
training. Academy of Management Review, 6, 205-212. https://
doi.org/10.5465/AMR.1981.4287782

Bernardin, H. J., & Smith, P. C. (1981). A clarification of some
issues regarding the development and use of Behaviorally
Anchored Ratings Scales (BARS). Journal of Applied Psychology,
66, 4568-463. https://doi.org/10.1037/0021-9010.66.4.458

Bodenhausen, G. V. (1990). Stereotypes as judgmental heuristics:
Evidence of circadian variations in discrimination. Psychological
Science, 1, 319-322. https://doi.org/10.1111/}.1467-9280.1990.
tb00226.x

Borkenau, P., & Liebler, A. (1992). Trait inferences: Sources of validity
at zero acquaintance. Journal of Personality and Social Psychol-
ogy, 62, 645-657. https://doi.org/10.1037/0022-3514.62.4.645

Borman, W. C. (1987). Personal constructs, performance sche-
mata, and “folk theories” of subordinate effectiveness: Explo-
ration in an army officer sample. Organizational Behavior and
Human Decision Processes, 40, 307-322. https://doi.org/
10.1016/0749-5978(87)90018-5

Brownlow, S. (1992). Seeing is believing: Facial appearance,
credibility, and attitude change. Journal of Nonverbal Behavior,
16, 101-115. https://doi.org/10.1007/BF00990325

Bruner, J.S. (1957). On perceptual readiness. Psychological
Review, 64, 123-152. https://doi.org/10.1037/h0043805

Brunswik, E. (1956). Perception and the representative design of
psychological experiments. Berkeley, CA: University of California
Press.

Burnett, J. R, & Motowidlo, S.J. (1998). Relations between
different sources of information in the structured selection
interview. Personnel Psychology, 51, 963-983. https://doi.org/
10.1111/}.1744-6570.1998.tb00747 .x

Busenitz, L. W. (1996). Research on entrepreneurial alertness.
Journal of Small Business Management, 34, 35-45.

Cantor, N., & Mischel, W. (1977). Traits as prototypes: Effects on
recognition memory. Journal of Personality and Social Psychol-
ogy, 35, 38-48. https://doi.org/10.1037/0022-3514.35.1.38

Cantor, N., Mischel, W., & Schwartz, J. C. (1982). A prototype
analysis of psychological situations. Cognitive Psychology, 14,
45-77. https://doi.org/10.1016/0010-0285(82)90004-4

Carels, R. A., & Musher-Eizenman, D. R. (2010). Individual differ-
ences and weight bias: Do people with an anti-fat bias have a
pro-thin bias? Body Image, 7, 143-148. https://doi.org/
10.1016/j.bodyim.2009.11.005

Carré, J. M., McCormick, C. M., & Mondloch, C. J. (2009). Facial
structure is a reliable cue of aggressive behavior. Psychological
Science, 20, 1194-1198.

Case, A., & Paxson, C. (2008). Stature and status: Height, ability,
and labor market outcomes. Journal of Political Economy, 116,
499-532. https://doi.org/10.1086/589524

Cooper, W. H. (1981). Ubiquitous halo. Psychological Bulletin, 90,
218-244. https://doi.org/10.1037/0033-2909.90.2.218

Damhorst, M. L. (1990). In search of a common thread: Classifi-
cation of information communicated through dress. Clothing
and Textiles Research Journal, 8, 1-12. https://doi.org/
10.1177/0887302X9000800201

DeGroot, T., & Gooty, J. (2009). Can nonverbal cues be used to
make meaningful personality attributions in employment inter-
views? Journal of Business and Psychology, 24, 179-192.
https://doi.org/10.1007/s10869-009-9098-0

Derous, E., Buijsrogge, A., Roulin, N., & Duyck, W. (2015). Why your
stigma isn’t hired: A dual-process framework of interview bias.
Human Resource Management Review, 26, 90-111. https://doi.
org/10.1016/j.hrmr.2015.09.006

Dion, K., Berscheid, E., & Walster, E. (1972). What is beautiful is
good. Journal of Personality and Social Psychology, 24,
285-290. https://doi.org/10.1037/h0033731

© 2019 Hogrefe Publishing

Dipboye, R. L. (1994). Structured and unstructured selection
interview: Beyond the job-fit model. In G.R. Ferris (Ed.),
Research in personnel and human resource management (pp.
79-123). Greenwich, CT: JAI Press.

Dixson, B. J.W., Lee, A.J., Sherlock, J. M., & Talamas, S. N.
(2016). Beneath the beard: Do facial morphometrics influence
the strength of judgments of men’s beardedness? Evolution
and Human Behavior, 38, 164-174. https://doi.org/10.1016/].
evolhumbehav.2016.08.004

Eagly, A. H., Ashmore, R.D., Makhijani, M. G., & Longo, L.C.
(1991). What is beautiful is good, but...: A meta-analytic review
of research on the physical attractiveness stereotype. Psycho-
logical Bulletin, 110, 109-128. https://doi.org/10.1037/0033-
2909.110.1.109

Edwards, J. R. (1991). Person-job fit: A conceptual integration,
literature review, and methodological critique. In C. L. Cooper &
|. T. Robertson (Eds.), International Review of Industrial and
Organizational Psychology (pp. 283-357). Oxford, UK: Wiley.

Fiske, S. T., & Taylor, S. (1984). Social cognition (2nd ed.). New
York, NY: Random House.

Gallucci, N. T., & Meyer, R. G. (1984). People can be too perfect:
Effects of subjects’ and targets’ attractiveness on interper-
sonal attraction. Psychological Reports, 55, 351-360. https://
doi.org/10.2466/pr0.1984.55.2.351

Geniole, S. N., & McCormick, C. M. (2015). Facing our ancestors:
Judgements of aggression are consistent and related to the
facial width-to-height ratio in men irrespective of beards.
Evolution and Human Behavior, 36, 279-285. https://doi.org/
10.1016/j.evolhumbehav.2014.12.005

Geys, B. (2014). Better not look too nice? Employees’ preferences
towards (un)likeable managers. The Leadership Quarterly, 25,
875-884. https://doi.org/10.1016/j.leaqua.2014.02.001

Gifford, R., Ng, C. F., & Wilkinson, M. (1985). Nonverbal cues in the
employment interview: Links between applicant qualities and
interviewer judgments. Journal of Applied Psychology, 70,
729-736. https://doi.org/10.1037/0021-9010.70.4.729

Gilbert, D. T. (1998). Ordinary personology. In D. T. Gilbert, S. T.
Fiske, & G. Lindzey (Eds.), The handbook of social psychology
(pp. 788-827). New York, NY: McGraw Hill.

Gilbert, D. T., & Malone, P. S. (1995). The correspondence bias.
Psychological Bulletin, 117, 21-38. https://doi.org/10.1037/
0033-2909.117.1.21

Gosling, S. D., Ko, S., Mannarelli, T., & Morris, M. E. (2002). A room
with a cue: Personality judgments based on offices and
bedrooms. Journal of Personality and Social Psychology, 82,
379-398. https://doi.org/10.1037//0022-3514.82.3.379

Grant, S., & Mizzi, T. (2014). Body weight bias in hiring decisions:
Identifying explanatory mechanisms. Social Behavior and Per-
sonality, 42, 353-370. https://doi.org/10.2224/sbp.2014.42.3.353

Hamilton, W. D. (1964). The genetical evolution of social behavior.
Il. Journal of Theoretical Biology, 7, 17-52. https://doi.org/
10.1016/0022-5193(64)90039-6

Hampton, J. A. (1995). Testing the prototype theory of concepts.
Journal of Memory and Language, 34, 686-708. https://doi.org/
10.1006/jmla.1995.1031

Hamstra, M. R. W. (2014). “Big” men: Male leaders’ height posi-
tively relates to followers’ perception of charisma. Personality
and Individual Differences, 56, 190-192. https://doi.org/
10.1016/.paid.2013.08.014

Hassin, R., & Trope, Y. (2000). Facing faces: Studies on the
cognitive aspect of physiognomy. Journal of Personality, 78,
837-852. https://doi.org/10.1037/0022-3514.78.5.837

Hehman, E., Leitner, J. B., Deegan, M. P., & Gaertner, S. L. (2015).
Picking teams: When dominant facial structure is preferred.
Journal of Experimental Social Psychology, 59, 51-59. https://
doi.org/10.1016/].jesp.2015.03.007

Journal of Personnel Psychology (2019), 18(2), 55-70



This document is copyrighted by the American Psychological Association or one of its allied publishers.
This article is intended solely for the personal use of the individual user and is not to be disseminated broadly.

68

G. H. Lowman et al.,Appearance Prototype Matching

Heilman, M. E. (1983). Sex bias in work settings: The lack of fit
model. Research in Organizational Behavior, 5, 269-298.

Heilman, M. E. (1995). Sex stereotypes and their effects in the
workplace: What we know and what we don’t know. Journal of
Social Behavior and Personality, 10, 3-26.

Heilman, M. E., & Saruwatari, L. R. (1979). When beauty is beastly:
The effect of applicant sex and information tpe on preliminary
employment decisions. Organizational Behavior and Human
Performance, 33, 174-186. https://doi.org/10.1016/0030-5073
(79)90003-5

Holtzman, N. S., & Strube, M. J. (2012). People with dark person-
alities tend to create a physically attractive veneer. Social
Psychological and Personality Science, 4, 461-467. https://doi.
org/10.1177/1948550612461284

Horowitz, L. M., & Turan, B. (2008). Prototypes and personal
templates: Collective wisdom and individual differences. Psy-
chological Review, 115, 1054-1068. https://doi.org/10.1037/
a0013122

Hosoda, M., Stone-Romero, E. F., & Coats, G. (2003). The effects
of physical attractiveness on job-related outcomes: A meta-
analysis of experimental studies. Personnel Psychology, 56,
431-462. https://doi.org/10.1111/j.1744-6570.2003.tb00157.x

Howlett, N., Pine, K., Cahill, N., Orake¢ioglu, i., & Fletcher, B. (2015).
Unbuttoned: The interaction between provocativeness of
female work attire and occupational status. Sex Roles, 72,
105-116. https://doi.org/10.1007/s11199-015-0450-8

Huffcutt, A. (2011). An empirical review of the employment
interview construct literature. International Journal of Selection
and Assessment, 19, 62-81. https://doi.org/10.1111/j.1468-
2389.2010.00535.x

Huffcutt, A., Conway, J. M., Roth, P. L., & Stone, N. J. (2001).
Identification and meta-analytic assessment of psychological
constructs measured in employment interviews. Journal of
Applied Psychology, 86, 897-913. https://doi.org/10.1037/
0021-9010.86.5.897

Hurley-Hanson, A. E., & Giannantonio, C. M. (2006). Recruiters’
perceptions of appearance: The stigma of image norms. Equal
Opportunities International, 25, 450-463. https://doi.org/
10.1108/02610150610713755

Jackson, L., & Ervin, K. (1992). Height stereotypes of women and
men: The liabilities of shortness for both sexes. Journal of
Social Psychology, 132, 433-445. https://doi.org/10.1080/
00224545.1992.9924723

Judge, T. A, & Cable, D. M. (2004). The effect of physical height on
workplace success and income: Preliminary test of a theoret-
ical model. Journal of Applied Psychology, 89, 428-441. https://
doi.org/10.1037/0021-9010.89.3.428

Judge, T. A., Higgins, C., & Cable, D. (2000). The employment
interview: A review of recent research and recommendations
for future research. Human Resource Management Review, 10,
383-406.

Karl, K., Hall, L., & Peluchette, J. (2013). City employee percep-
tions of the impact of dress and appearance: You are what you
wear. Public Personnel Management, 42, 452-470. https://doi.
org/10.1177/0091026013495772

Kaufmann, M. C., Krings, F., & Sczesny, S. (2015). Looking too old?
How an older age appearance reduces chances of being hired.
British Journal of Management, 27, 727-739. https://doi.org/
10.1111/1467-8551.12125

Kristof-Brown, A. (2000). Perceived applicant fit: Distinguishing
between recruiters’ perceptions of person-job and person-
organization fit. Personnel Psychology, 53, 643-671.

Kristof-Brown, A., Zimmerman, R., & Johnson, E. (2005). Conse-
quences of individuals’ fit at work: A meta-analysis of person-
job, person-organization, person-group, and person-supervisor
fit. Personnel Psychology, 58, 281-342.

Journal of Personnel Psychology (2019), 18(2), 55-70

Kunda, Z., & Thagard, P. (1996). Forming impressions from stereo-
types, traits, and behaviors: A parallel-constraint-satisfaction
theory. Psychological Review, 103, 284-308. https://doi.org/
10.1037/0033-295X.103.2.284

Kutcher, E. J., & Bragger, J. D. (2004). Selection interviews of
overweight job applicants: Can structure reduce the bias?
Journal of Applied Social Psychology, 34, 1993-2022.

Langlois, J. H., Kalakanis, L., Rubenstein, A.J., Larson, A,
Hallam, M., & Smoot, M. (2000). Maxims or myths of beauty?
A meta-analytic and theoretical review. Psychological Bulletin,
126, 390-423. https://doi.org/10.1037/0033-2909.126.3.390

Lefevre, C. E., Lewis, G. J., Perrett, D. |., & Penke, L. (2013). Telling
facial metrics: Facial width is associated with testosterone
levels in men. Evolution and Human Behavior, 34, 273-279.
https://doi.org/10.1016/j.evolhumbehav.2013.03.005

Lennon, S., & Miller, F. (1984). Attire, physical appearance, and
first impressions: More is less. Clothing and Textiles Research
Journal, 3, 1-8. https://doi.org/10.1177/0887302X8400300101

Levashina, J., Hartwell, C. J., Morgeson, F. P., & Campion, M. A.
(2014). The structured employment interview: Narrative and
quantitative review of the research literature. Personnel Psy-
chology, 67, 241-293. https://doi.org/10.1111/peps.12052

Little, A. C. (2014). Facial appearance and leader choice in
different contexts: Evidence for task contingent selection
based on implicit and learned face-behaviour/face-ability
associations. The Leadership Quarterly, 25, 865-874. https://
doi.org/10.1016/j.leaqua.2014.04.002

Little, A. C., & Roberts, S. C. (2012). Evolution, appearance, and
occupational success. Evolutionary Psychology, 10, 782-801.
https://doi.org/10.1177/147470491201000503

Lord, R.G., Brown, D.J., Harvey, J. L., & Hall, R.J. (2001).
Contextual constraints on prototype generation and their
multilevel consequences for leadership perceptions. The Lead-
ership Quarterly, 12, 311-338. https://doi.org/10.1016/51048-
9843(01)00081-9

Macan, T. (2009). The employment interview: A review of current
studies and directions for future research. Human Resource
Management Review, 19, 203-218. https://doi.org/10.1016/j.
hrmr.2009.03.006

Malatesta, C. Z., Fiore, M. J., & Messina, J.J. (1987). Affect,
personality, and facial expressive characteristics of older
people. Psychology and Aging, 2, 64-69. https://doi.org/
10.1037/0882-7974.2.1.64

Mannes, A. E. (2013). Shorn scalps and perceptions of male
dominance. Social Psychological and Personality Science, 4,
198-205. Retrieved from http://spp.sagepub.com.ezproxy.lib.
gla.ac.uk/content/4/2/198

Marlowe, C. M., Schneider, S. L., & Nelson, C. E. (1996). Gender
and attractiveness biases in hiring decisions: Are more expe-
rienced managers less biased? Journal of Applied Psychology,
87, 11-21. https://doi.org/0021-9010/96/S3.00

McArthur, L., & Baron, R. M. (1983). Toward an ecological theory of
social perception. Psychological Review, 90, 215-238. https://
doi.org/10.1037/0033-295X.90.3.215

Morrow, P. C. (1990). Physical attractiveness and selection deci-
sion making. Journal of Management, 16, 45-60. https://doi.
org/10.1177/014920639001600104

Murphy, K. R., Jako, R. A., & Anhalt, R. L. (1993). Nature and
consequences of halo error: A critical analysis. Journal of
Applied Psychology, 78, 218-225. https://doi.org/10.1037/
0021-9010.78.2.218

Murry, J. H. (1980). The role of height and weight in the
performance of salesmen of ordinary life insurance. Journal
of the American Society of CLU, 34, 56-64.

Nathanson, C., Paulhus, D. L., & Williams, K. M. (2006). Person-
ality and misconduct correlates of body modification and other

© 2019 Hogrefe Publishing



This document is copyrighted by the American Psychological Association or one of its allied publishers.
This article is intended solely for the personal use of the individual user and is not to be disseminated broadly.

G. H. Lowman et al., Appearance Prototype Matching

69

cultural deviance markers. Journal of Research in Personality,
40, 779-802. https://doi.org/10.1016/j.jrp.2005.09.002

Naumann, L. P., Vazire, S., Rentfrow, P. J., & Gosling, S. D. (2009).
Personality judgments based on physical appearance. Person-
ality and Social Psychology Bulletin, 35, 1661-1671. https://doi.
org/10.1177/0146167209346309

Nisbett, R. E., & Wilson, T. D. (1977). The halo effect: Evidence for
unconscious alteration of judgments. Journal of Personality
and Social Psychology, 35, 250-256. https://doi.org/10.1037/
0022-3514.35.4.250

Olivola, C. Y., Eubanks, D. L., & Lovelace, J. B. (2014). The many
(distinctive) faces of leadership: Inferring leadership domain
from facial appearance. The Leadership Quarterly, 25, 817-834.
https://doi.org/10.1016/j.leaqua.2014.06.002

Penton-Voak, I, Pound, N., Little, A, & Perrett, D. (2006).
Personality judgements from natural and composite facial
images: More evidence for a “kernel of truth” in social
perception. Social Cognition, 2441, 607-640. https://doi.org/
10.1521/s0c0.2006.24.5.607

Perry, E. P. (1994). A prototype matching approach to understand-
ing the role of applicant gender and age in the evaluation of job
applicants. Journal of Applied Social Psychology, 24, 1433-1473.
https://doi.org/10.1111/}.15659-1816.1994.tb01558.x

Pingitore, R., Dugoni, B. L., Tindale, R. S., & Spring, B. (1994). Bias
against overweight job applicants in a simulated employment
interview. Journal of Applied Psychology, 79, 909-917. https://
doi.org/10.1037/0021-9010.79.6.909

Pomerantz, A. S., Greenberg, |., & Blackburn, G. L. (1977). MMPI
Profiles of obese men and women. Psychological Reports, 41,
731-734.

Pound, N., Penton-Voak, I. S., & Brown, W. M. (2007). Facial
symmetry is positively associated with self-reported extraver-
sion. Personality and Individual Differences, 43, 1572-1582.
https://doi.org/10.1016/j.paid.2007.04.014

Rafaeli, A, & Pratt, M. J. (1993). Tailored meanings: On the
meaning and impact of organizational dress. Academy of
Management Review, 18, 32-55. https://doi.org/10.5465/
AMR.1993.3997506

Re, D. E., Dzhelyova, M., Holzleitner, I. J., Tigue, C. C., Feinberg,
D. R., & Perrett, D. I. (2012). Apparent height and body mass
index influence perceived leadership ability in three-dimen-
sional faces. Perception, 41, 1477-1485. https://doi.org/
10.1068/p7342

Riggio, R. E., & Throckmorton, B. (1988). The relative effects of
verbal and nonverbal behavior, appearance, and social skills on
evaluations made in hiring interviews. Journal of Applied Social
Psychology, 18, 331-348. https://doi.org/10.1111/}.1559-
1816.1988.tb00020.x

Roch, S. G., Woehr, D. J., Mishra, V., & Kieszczynska, U. (2012).
Rater training revisited: An updated meta-analytic review of
frame-of-reference training. Journal of Occupational and Orga-
nizational Psychology, 85, 370-395. https://doi.org/10.1111/
j.2044-8325.2011.02045.x

Roehling, M. V. (1999). Weight-based discrimination in employment:
Psychological and legal aspects. Personnel Psychology, 52,
969-1016. https://doi.org/10.1111/}.1744-6570.1999.tb00186.x

Roehling, M. V., Roehling, P. V., & Odland, L. M. (2008). Investi-
gating the validity and normal personality traits: The relation-
ship between body weight and normal personality traits. Group
& Organization Management, 33, 392-424. https://doi.org/
10.1177/1059601108321518

Rosch, E. (1973). On the internal structure of perceptual and
semantic categories. In T. E. Moore (Ed.), Cognitive development
and the acquisition of language. New York, NY: Academic Press.

Rudolph, C. W., Wells, C. L., Weller, M. D., & Baltes, B. B. (2009). A
meta-analysis of empirical studies of weight-based bias in the

© 2019 Hogrefe Publishing

workplace. Journal of Vocational Behavior, 74, 1-10. https://
doi.org/10.1016/].jvb.2008.09.008

Rule, N., Krendl, A., Ivcevic, Z., & Ambady, N. (2013). Accuracy and
consensus in judgments of trustworthiness from faces: Behav-
ioral and neural correlates. Journal of Personality and Social
Psychology, 104, 409-426. https://doi.org/10.1037/a0031050

Rule, N., & Tskhay, K. (2014). The influence of economic context
on the relationship between chief executive officer facial
appearance and company profits. The Leadership Quarterly,
25, 846-854. https://doi.org/https://doi.org/10.1016/j.leaqua.
2014.01.001

Schneider, B., & Konz, A. (1989). Strategic job analysis. Human
Resource Management, 28, 51-63.

Schneider, D. J., & Blankmeyer, B. L. (1983). Prototype salience
and implicit personality theories. Journal of Personality and
Social Psychology, 44, 712-722. https://doi.org/10.1037/0022-
3514.44.4.712

Singh, P. (2008). Job analysis for a changing workplace. Human
Resource Management Review, 18, 87-99. https://doi.org/
10.1016/j.hrmr.2008.03.004

Smith, P. C., & Kendall, L. M. (1963). Retranslation of expecta-
tions: An approach to the construction of unambiguous
anchors for rating scales. Journal of Applied Psychology, 47,
149-155. https://doi.org/10.1037/h0047060

Spisak, B. R., Grabo, A. E., Arvey, R. D., & van Vugt, M. (2014). The
age of exploration and exploitation: Younger-looking leaders
endorsed for change and older-looking leaders endorsed for
stability. The Leadership Quarterly, 25, 805-816. https://doi.
org/10.1016/j.leaqua.2014.06.001

Spisak, B. R., Homan, A. C., Grabo, A., & Van Vugt, M. (2012).
Facing the situation: Testing a biosocial contingency model of
leadership in intergroup relations using masculine and femi-
nine faces. The Leadership Quarterly, 23, 273-280. https://doi.
org/10.1016/j.leaqua.2011.08.006

Spisak, B. R., Nicholson, N., & van Vugt, M. (2011). Leadership in
organizations: An evolutionary perspective. In G. Saad (Ed.),
Evolutionary psychology in the business sciences (pp. 165-190).
Berlin/Heidelberg, Germany: Springer. https://doi.org/10.1007/
978-3-540-92784-6

Stone, C., & Stone, D. L. (2015). Factors affecting hiring decisions
about veterans. Human Resource Management Review, 25,
68-79. https://doi.org/10.1016/j.hrmr.2014.06.003

Tajfel, H. (1981). Human groups and social categories: Studies in
social psychology. New York, NY: Cambridge University Press.

Taylor, S. E., Fiske, S. T., Etcoff, N. L., & Ruderman, A. J. (1978).
Categorical and contextual bases of person memory and
stereotyping. Journal of Personality and Social Psychology, 36,
778-793. https://doi.org/10.1037/0022-3514.36.7.778

Trichas, S., & Schyns, B. (2012). The face of leadership: Perceiving
leaders from facial expression. The Leadership Quarterly, 23,
545-566. https://doi.org/10.1016/j.leaqua.2011.12.007

Uggerslev, K. L., & Sulsky, L. M. (2008). Using frame-of-reference
training to understand the implications of rater idiosyncrasy for
rating accuracy. Journal of Applied Psychology, 93, 711-719.
https://doi.org/10.1037/0021-9010.93.3.711

Walker, M., & Vetter, T. (2015). Changing the personality of a face:
Perceived big two and big five personality factors modeled in
real photographs. Journal of Personality and Social Psychology,
110, 609-624. https://doi.org/10.1037/pspp0000064

Warhurst, C., & Nickson, D. (2007). Employee experience of
aesthetic labour in retail and hospitality. Work, Employment &
Society, 21, 103-120.

Willis, J., & Todorov, A. (2006). First impressions making up
your mind after a 100-ms exposure to a face. Psychological
Science, 17,592-598. https://doi.org/10.1111/].1467-9280.2006.
01750.x

Journal of Personnel Psychology (2019), 18(2), 55-70



This document is copyrighted by the American Psychological Association or one of its allied publishers.
This article is intended solely for the personal use of the individual user and is not to be disseminated broadly.

70

G. H. Lowman et al.,Appearance Prototype Matching

Woehr, D. J., & Huffcutt, Al. (1994). Rater training for performance
appraisal: A quantitative review. Journal of Occupational and
Organizational  Psychology, 67, 189-205. https://doi.org/
10.1111/j.2044-8325.1994.tb00562.x

Wyer, R. S., & Srull, T. K. (1994). Handbook of social cognition.
Hillsdale, NJ: Erlbaum.

Zebrowitz, L., & Collins, M. A. (1997). Accurate social perception at
zero acquaintance: The affordances of a Gibsonian approach.
Personality and Social Psychology Review, 1, 204-223. https://
doi.org/10.1207/s15327957pspr0103_2

Zebrowitz, L., & Montepare, J. (2008). Social psychological face
perception: Why appearance matters. Social and Personality
Psychology Compass, 2, 1497-1517. https://doi.org/10.1111/
j.1751-9004.2008.00109.x

Zebrowitz, L., & Rhodes, G. (2004). Sensitivity to “bad genes” and
the anomalous face overgeneralization effect: Cue validity, cue
utilization, and accuracy in judging intelligence and health.
Journal of Nonverbal Behavior, 28, 167-18b. https://doi.org/
10.1023/B:JONB.0000039648.30935.1b

Zemanek, J. E., McIntyre, R. P., & Zemanek, A. (1998). Salesper-
sons’ weight and ratings of characteristics related to effec-
tiveness of selling. Psychological Reports, 82, 947-952. https://
doi.org/10.2466/pr0.1998.82.3.947

Journal of Personnel Psychology (2019), 18(2), 55-70

History

Received September 2, 2017
Revision received July 30, 2018
Accepted August 12, 2018
Published online July 15, 2019

ORCID
Graham H. Lowman

https://orcid.org/0000-0003-2528-070X

Graham H. Lowman

Michael A. Leven School of Management, Entrepreneurship

and Hospitality

Coles College of Business
Kennesaw State University

560 Parliament Garden Way NW
Kennesaw, GA 30144

USA

glowman@kennesaw.edu

© 2019 Hogrefe Publishing



