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a b s t r a c t
Physically attractive women are discriminated against when applying for masculine sex-typed jobs, a
phenomenon known as the beauty is beastly effect. We conducted three studies to establish an
intervention for mitigating the beauty is beastly effect and to determine mediators and moderators of
the intervention. As expected, physically attractive women were rated higher in employment suitability
when they acknowledged that their sex or physical appearance is incongruent with the typical applicant
for a masculine sex-typed job. Acknowledgement increased inferences of positive masculine traits,
allowing the female applicant to be perceived as more suitable for the job, while reducing perceptions that
she possessed countercommunal traits, decreasing the violation of her gender role. Finally, sexist beliefs
interacted with the acknowledgment intervention, such that the acknowledgement intervention reduced
the negative relationship between hostile sexism and employment suitability and increased the positive
relationship between benevolent sexism and employment suitability, relative to the control condition.
Ó 2014 Elsevier Inc. All rights reserved.

Introduction
In April 2012, Samantha Brick published a column in The Daily
Mail titled ‘‘There are downsides to looking this pretty.’’ The subsequent backlash and media criticism were not surprising given that
the beneﬁts of physical attractiveness far outweigh any disadvantages (Eagly, Ashmore, Makhijani, & Longo, 1991). Physically
attractive women are, however, discriminated against when applying for masculine sex-typed jobs—a phenomenon known as the
beauty is beastly effect (Heilman & Saruwatari, 1979; Heilman &
Stopeck, 1985). Although the beauty is beastly effect may not
evoke strong feelings of sympathy, it demonstrates a subtle form
of sex discrimination. The Civil Rights Act makes sex discrimination illegal in the workplace, including situations in which a
neutral characteristic (i.e., physical attractiveness) becomes linked
to a protected characteristic (i.e., sex).
Theoretically, the beauty is beastly effect occurs because of
inferences related to a lack of ﬁt and gender role violations
(Eagly, 1987; Heilman, 2001). Speciﬁcally, salient features such
as physical attractiveness and sex trigger stereotype inferences
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that attractive women lack the traits necessary to succeed in a
masculine job (Cash, Gillen, & Burns, 1977; Gillen, 1981;
Heilman, 1983). Conversely, if a woman demonstrates that she
has the requisite skills and experience needed for a masculine
job, she violates her gender role and is, therefore, seen as lacking
communal traits (Eagly, 1987). In fact, Heilman and colleagues
have found that when women are successful in masculine jobs
they are seen as possessing characteristics that are the opposite
of the communal stereotype; they are seen as bitter, quarrelsome,
selﬁsh, deceitful, and devious (Heilman, Block, & Martell, 1995;
Heilman, Block, Martell, & Simon, 1989). These traits are deﬁned
as countercommunal and reﬂect the image of an individual who
is cold, hostile, and devoid of interpersonal skills (Heilman,
Wallen, Fuchs, & Tamkins, 2004).
Due to the lack of ﬁt expectations and social role violation,
attractive women are viewed negatively when applying for masculine sex-typed jobs (Cash et al., 1977; Gillen, 1981; Heilman &
Saruwatari, 1979; Heilman & Stopeck, 1985; Jackson, 1983;
Johnson, Podratz, Dipboye, & Gibbons, 2010). Role violations may
be seen as particularly egregious among attractive women because
of their perceived femininity, which is incompatible with the traits
necessary to succeed in the position at hand (Heilman, 2001).
Further, the bias against physically attractive women is intensiﬁed
in jobs where physical attractiveness is not advantageous for
performing the job duties because there is greater misﬁt between
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the job requirements and women’s physical appearance (Beehr &
Gilmore, 1982; Johnson et al., 2010).
Although a breadth of research has examined the beauty is
beastly effect, there are no established techniques for mitigating
discrimination against attractive women applying for masculine
sex-typed jobs. We advance discrimination theory surrounding
this effect by developing an intervention—namely, acknowledging
that one’s physical appearance and sex are incongruent with the
typical job applicant—and testing the effect of this intervention
across three studies. Study 1 proposes that the acknowledgement
intervention mitigates the beauty is beastly effect. Study 2 examines mediators of the effect of the intervention on ratings of
employment suitability. Speciﬁcally, we propose that acknowledging one’s physical appearance and sex leads evaluators to perceive
that the female applicant is a better ﬁt for the position because she
possesses traits typically viewed as favorable in male job
applicants (e.g., willing to take risks, independent, assertive). In
addition, the acknowledgement intervention reduces inferences
that the applicant possesses countercommunal traits. Finally,
Study 3 proposes that sexist beliefs interact with acknowledging
one’s atypical appearance during a job interview, such that the
intervention reduces the negative relationship between hostile
sexism and employment suitability and increases the positive
relationship between benevolent sexism and employment
suitability, relative to a no acknowledgement control condition.

physical attractiveness as a stigma for women applying for masculine sex-typed jobs.
Study 1 examined the effect of acknowledging a stigma when
applying for a masculine sex-typed job in which physical attractiveness is not advantageous for performing the job duties (i.e.,
construction worker). Speciﬁcally, the applicant acknowledged
her physical appearance (i.e., I know I don’t look like your typical
construction worker) or sex (i.e., I know there are not a lot of women
in this industry) and we hypothesize that either manipulation will
mitigate the beauty is beastly effect.
Hypothesis. Acknowledging one’s physical appearance or sex will
result in more favorable employment suitability ratings for a
physically attractive female job applicant, relative to a physically
unattractive female job applicant.

Study 1
Method
Participants
Participants were 180 undergraduate students from a human
subject pool. The subject pool consists of primarily white business
school students (74%) and is about 55% male. The second largest
racial category is Asian (16%). The mean age is approximately
26 years (SD = 5.68).

Theoretical overview of acknowledging a stigma
There are no established techniques for reducing discrimination
against attractive women applying for masculine sex-typed jobs.
Attractiveness and sex are salient physical features making stereotype inferences particularly strong and automatic (Eagly et al.,
1991; Fiske & Taylor, 1991; Hosoda, Stone-Romero, & Coats,
2003; Langlois et al., 2000; Stangor, Lynch, Duan, & Glass, 1992).
Therefore, common methods for reducing stereotypes, such as providing more information about the stereotyped individual, are
ineffective at reducing attractiveness effects (Hosoda et al., 2003;
Langlois et al., 2000). Given the automatic nature of stereotypes
related to physical attractiveness and sex, it should be most
effective to directly address, rather than try to avoid, perceivers’
stereotype inferences.
Acknowledging a stigma can reduce the effect of the stigma on
evaluations by bringing perceivers’ stereotypes to their attention,
interrupting the automatic effects of stereotypes on social information processing and resulting in a more thorough evaluation of the
target (Hebl & Kleck, 2002; Kunda & Thagard, 1996; Singletary &
Hebl, 2009). In one study, Hebl and Kleck (2002) ran mock-job
interviews in which an interviewee was in a wheelchair and either
acknowledged or did not acknowledge his stigma. Acknowledgement took the form of (p. 229), ‘‘When people meet me, one of
the ﬁrst things that they notice is that I use a wheelchair.’’ Stigmatized individuals were more likely to be hired when they acknowledged their disability. The beneﬁts of acknowledging a stigma are
enhanced when acknowledgment occurs early in the social interaction and when it is accompanied by information that reduces the
stereotype in question (DeJong, 1980; Hebl & Kleck, 2002; Hebl &
Skorinko, 2005).
Although physical attractiveness is generally beneﬁcial, it can
be thought of as a stigma when it is not perceived as desirable in
a given domain. Goffman (1963) deﬁned stigma as an ‘‘undesired
differentness’’ (p. 5) and suggested that a particular characteristic
can be advantageous in one situation but a stigma in another situation. Crocker, Major, and Steele (1998) note that because stigmas
are socially constructed, the extent to which a characteristic is a
stigma can vary across situations. Therefore, we conceptualize

Procedure
Participants were randomly assigned to one of six conditions in
a 2 (unattractive female, attractive female)  3 (control, acknowledge appearance, acknowledge sex) between-person design. Participants were told that they would be evaluating four ﬁnalists
for a job in construction. Construction represents a masculine
sex-typed job in which physical attractiveness is unimportant;
thus, it should elicit the beauty is beastly effect (Johnson et al.,
2010). The application packet consisted of interview transcripts
with the same four interview questions for each applicant and a
picture of each applicant on the transcript. Three of the applicants
were male and were used as ﬁller applicants. The focal applicant
was female, and she was always the second applicant in the packet.
We experimentally manipulated whether the women in the
photos were physically attractive or unattractive. The photos were
headshots from a university yearbook, and the women were similar on a variety of dimensions including age and race. They were
also both wearing interview-appropriate clothing, had shoulder
length hair, and neither was wearing eyeglasses. However, the
women differed based on physical attractiveness; Johnson et al.’s
(2010) research established that the attractive and unattractive
women were one standard deviation above and below the mean
on ratings of physical attractiveness made by 204 college students.
Acknowledgement was manipulated by altering the response to
a question regarding why the applicant should be hired. In the control condition the applicant said, You should hire me because my
skills and work experience are a perfect ﬁt for this job. If you look at
my work history, you will see that I have been successful in this industry and I am motivated to do the job. In the acknowledge physical
appearance condition, I know that I don’t look like your typical
construction worker, but. . . was inserted at the beginning of the second
sentence of the control condition response; in the acknowledge sex
condition, I know that there are not a lot of women in this industry,
but. . . was inserted in the same place in the transcript. We placed
the manipulation early in the transcript because acknowledging at
the beginning or middle of an interview is more effective than at
the end of an interview, and we linked the acknowledgement with
stereotype-inconsistent information (i.e., you will see that I have
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been successful in this industry. . .) to enhance its effect (Hebl &
Skorinko, 2005).
Participants rated each applicant with three questions assessing
employment suitability. The questions were I feel that this applicant
answered the interview questions well, I have a favorable impression
of this candidate, and I would be likely to offer this applicant the
job. Participants responded on a seven-point Likert scale ranging
from Strongly Disagree to Strongly Agree (Cronbach’s a = .86).
Results
A 2 (unattractive, attractive)  3 (control, acknowledge
appearance, acknowledge sex) ANOVA revealed no main effect
for physical attractiveness, F(1, 173) = 3.61, p = .06, g2p = .02, and
no main effect for acknowledgement, F(2, 173) = 1.17, p > .05,
g2p = .01. However, the physical attractiveness by acknowledgement
interaction was signiﬁcant, F(2, 173) = 5.81, p < .01, g2p = .06, and
the effect size was medium (Cohen, 1988).
To explain the interaction, we compared the acknowledgement
and no acknowledgement conditions for the physically unattractive and attractive job applicants (Fig. 1). The physically attractive
applicant performed signiﬁcantly better when she acknowledged
either her appearance, F(1, 67) = 6.27, p < .05, g2p = .09, or sex,
F(1, 63) = 8.16, p < .01, g2p = .12, compared to when she did not. Both
effect sizes were medium. The physically unattractive applicant
performed signiﬁcantly worse when she acknowledged her
appearance, F(1, 59) = 4.17, p < .05, g2p = .07, although there was
no effect of acknowledging her sex, F(1, 49) = .41, p > .05, g2p = .01.
These were medium and small effect sizes, respectively. There
were no signiﬁcant differences between acknowledging appearance and acknowledging sex for either applicant. Thus, the ﬁndings
reveal that acknowledging either appearance or sex mitigated the
beauty is beastly effect.
Study 2
Study 1 demonstrated that a physically attractive female job
applicant was rated higher in employment suitability when she
acknowledged that her sex or physical appearance is incongruent
with the typical applicant for a masculine sex-typed job. The goal
of Study 2 is to uncover the reasons why acknowledgment results
in higher employment suitability ratings for attractive women.
There are two primary reasons why the beauty is beastly effect
occurs based on the lack of ﬁt model and social role theory
(Eagly, 1987; Heilman, 1983; Heilman et al., 2004). First, attractive
women are perceived to be too feminine to perform the job duties

Unattractive
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Fig. 1. Effects of acknowledging appearance and sex on ratings of employment
suitability for attractive and unattractive female job applicants.
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of a masculine sex-typed job and, thus, are rated low on the
masculine traits that are necessary to fulﬁll the job requirements.
Second, attractive women are seen as violating their gender role
by applying for a masculine sex-typed job, and gender role violations give rise to inferences that women possess countercommunal
traits, such as being arrogant, cynical, and hostile. We argue that
acknowledgment mitigates both of these processes.
Heilman’s (1983, 1995) lack of ﬁt model clariﬁes that performance expectations are formed based on whether a job applicant’s
personal characteristics are aligned with the requirements of the
job. Applicants for masculine sex-typed jobs are evaluated based
on whether they possess the masculine traits that are perceived
as necessary to fulﬁll the job requirements. For women, attractiveness results in automatic inferences that the applicant is feminine
(Cash et al., 1977; Gillen, 1981)—which is inconsistent with the job
requirements for a masculine sex-typed job. As Heilman (2001, p.
660) suggests, ‘‘the greater the degree of stereotyping or the more
masculine in sex-type the job, the worse the perceived ﬁt and the
more negative the expectations are apt to be. These expectations of
failure give rise to a clear bias toward viewing women as ill
equipped to perform the job competently.’’
Processes that interrupt stereotype inferences that an attractive
woman lacks masculinity should result in greater perceived ﬁt
between the woman and the job. Gender stereotypes are easily
and automatically activated, but people are able to reduce the
effect of stereotypes on decision making under some circumstances (Banaji & Hardin, 1996; Banaji, Hardin, & Rothman, 1993;
Blair & Banaji, 1996; Devine, Monteith, Zuwerink, & Elliot, 1991;
Kunda & Sinclair, 1999). Acknowledging one’s appearance and
sex can interrupt automatic stereotype inferences because it gives
the female applicant a chance to point out that she does have the
ability to do the job and allows the perceiver to make a more substantive evaluation of the job candidate (Kunda & Thagard, 1996).
This is consistent with Heilman’s (2001) suggestion that women
are perceived to have the masculine traits necessary to succeed
in a masculine sex-typed job if they have successfully performed
the job requirements in the past.
However, when women are successful in a masculine sex-typed
industry, they may be perceived negatively due to the belief that
they possess countercommunal traits (Eagly, 1987; Heilman,
2001). Heilman and colleagues have shown that gender role violations related to the workplace do not simply result in the perception that a woman is somewhat low in warmth or sensitivity, but
actually give rise to the inference that she is truly hostile and
uncivil (Heilman & Okimoto, 2007; Heilman et al., 2004). Women
who violate their gender roles in the workplace ‘‘are characterized
as the antithesis of the female nurturer—as the quintessential
‘bitch’ who is concerned not at all about others but only about herself’’ (Heilman & Okimoto, 2007, p. 82).
Other studies have shown that successful female managers are
perceived as abrasive, untrustworthy, selﬁsh, pushy, bitter, quarrelsome, deceitful, and devious (Heilman & Okimoto, 2007;
Heilman et al., 1989; Heilman et al., 1995; Heilman et al., 2004).
Heilman et al. (2004) characterize these traits as countercommunal. Countercommunal traits have a moderate, negative relationship with communal/feminine traits (r = .37) and a weak,
positive relationship with agentic/masculine traits (r = .12),
suggesting that countercommunal is not a component of agentic or
communal but represents its own distinct construct (Helmreich,
Spence, & Wilhelm, 1981).
Acknowledgment may reduce stereotype inferences of countercommunal traits by providing information that the woman is
aware of her gender role. When woman recognize their female
gender role, it reduces inferences related to counter-communion
(Heilman & Okimoto, 2007; Rudman & Glick, 2001). Ultimately,
female applicants must convey that they possess the traditional
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masculine traits necessary to perform the job duties. Further, they
must avoid coming across as hostile, arrogant, and cynical (i.e.,
countercommunal) because competent women also risk being
labeled an ice queen, battle axe, or other disparaging terms that
can be used to derogate successful women (Heilman, 2001).
Acknowledgment may serve a dual role: interrupting inferences
about lacking masculine traits while maintaining that the female
applicant does not possess countercommunal traits, despite the
fact that she has been successful in a traditionally male industry.
Hypothesis 1. Acknowledging one’s physical appearance and sex
will result in more favorable employment suitability ratings for a
physically attractive female job applicant, relative to the no
acknowledgement control condition.

Hypothesis 2. Acknowledging one’s physical appearance and sex
will result in higher ratings of masculine traits and lower ratings
of countercommunal traits for a physically attractive female job
applicant, relative to the no acknowledgement control condition.
Hypothesis 3. Inferences of masculine and countercommunal
traits will fully mediate the relationship between acknowledgment
and employment suitability ratings.
Method
Participants
Participants were 81 undergraduate business students from a
human subject pool. The sample was primarily white (N = 64)
but there were also eight Asians, one African American, three Hispanics, and ﬁve participants from other races. There were 34 men
and 47 women and the mean age was 21.41 years (SD = 3.78).
Procedure
We followed the same procedure as Study 1 with four main differences. First, to maximize the strength of the manipulation, the
applicant acknowledged both her appearance and sex (i.e., I know
that I don’t look like your typical construction worker and there are
not a lot of women in this industry. . .). Second, we were interested
in the mediating process by which acknowledgement increases
ratings of employment suitability, rather than establishing the
beauty is beastly effect. Thus, all participants rated an attractive
job applicant. Third, we used a picture of a different attractive
female applicant than was used in Study 1 to increase the generalizability of the ﬁndings. Fourth, no ﬁll candidates were used and
participants were told that they would evaluate one ﬁnalist for a
job in construction. This decision was made to ensure that we
did not distract and confuse participants by having them
examine several applicants before rating the mediating processes
underlying the acknowledgment effect. Thus, Study 2 contained
one experimental manipulation with two levels (acknowledgement
and control conditions) and measured two mediating variables
(masculine and countercommunal traits).
Measures
Masculine traits
Consistent with Martin (1987), masculine traits were assessed
with a 10-items scale that contains a combination of items from
the Bem Sex-Role inventory (Bem, 1981) and the Extended Personality Attributes Scale (Spence, Helmreich, & Holahan, 1979). The
scale items are leadership abilities, assertive, strong personality,
aggressive, forceful, willing to take a stand, takes risks, defends beliefs,
independent, and dominant. Participates rated the extent to which

these characteristics described the job applicant on a nine-point
Likert scale ranging from Not at All Characteristic to Extremely
Characteristic (Cronbach’s a = .83).
Countercommunal traits
Eight items from Spence et al. (1979) were used to assess countercommunal traits: hostile, arrogant, boastful, greedy, dictatorial,
looks out only for self, egotistical, and cynical. Participates rated
the extent to which these characteristics described the job applicant on a nine-point Likert scale ranging from Not at All Characteristic to Extremely Characteristic (Cronbach’s a = .89).
Employment suitability
The same items from Study 1 were used to assess employment
suitability. The scale’s internal consistency was the same as Study
1 (Cronbach’s a = .86).
Results
Manipulation checks
Participants completed three manipulation check items as a
ﬁnal step before ﬁnishing the experiment, and the items were
rated on a ﬁve-point Likert-scale ranging from Strongly Disagree
to Strongly Agree. The ﬁrst question asked if they agreed that the
applicant was good looking. Participants reported that the
applicant was good looking (M = 4.03, SD = .79), and ratings of
attractiveness did not signiﬁcantly differ across experimental
conditions. We also included two items that asked whether the
applicant mentioned her sex and appearance. Participants in the
acknowledgment condition provided signiﬁcantly higher ratings
than participants in the control condition, indicating that the job
applicant acknowledged her sex (M = 4.46, SD = 1.23; M = 1.43,
SD = .90, respectively, F(1, 79) = 160.56 p < .05, g2p = .67) and
appearance (M = 4.54, SD = 1.23; M = 1.45, SD = .90, respectively,
F(1, 79) = 181.21, p < .05, g2p = .70).
Hypothesis tests
Means, standard deviations, and correlations are presented in
Table 1. We used regression analysis to test the three hypotheses.
To test Hypothesis 1 (i.e., acknowledgment increases ratings of
employment suitability), we regressed employment suitability on
a dummy coded variable comparing the acknowledgment (coded
1) and control (coded 0) conditions. The intervention had a significant effect on ratings of employment suitability (b = .29,
t(79) = 2.68, p < .05, R2 = .08). The mean for employment suitability
was 3.76 (SD = 0.90) in the control condition and 4.24 (SD = 0.69) in
the acknowledgement condition.
Next, we tested Hypothesis 2—acknowledging one’s physical
appearance and sex will result in higher ratings of masculine traits
and lower ratings of countercommunal traits for a physically
attractive female job applicant, relative to the control condition.
Acknowledgment resulted in signiﬁcantly higher masculinity ratings (b = .23, t(79) = 2.07, p < .05, R2 = .05). The mean was 5.38
(SD = 1.23) in the control condition and 5.94 (SD = 1.20) in the
acknowledge condition. In addition, acknowledgment resulted in
signiﬁcantly
lower
countercommunal
ratings
(b = .23,
t(79) = 2.09, p < .05, R2 = .05). The mean was 2.45 (SD = 1.30) in
the control condition and 1.94 (SD = .85) in the acknowledge
condition.1
1
We also examined whether the sex of the rater moderated the effects of the
acknowledgement intervention on ratings of masculine traits, countercommunal
traits, and employment suitability. None of the interactions were signiﬁcant,
suggesting that the acknowledgement manipulation is equally effective for male
and female interviewers.
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Table 1
Means, standard deviations and correlations from Study 2.
M
1. Condition: 0 = Control,
1 = Acknowledge
2. Masculine Traits
3. Countercommunal Traits
4. Ratings of Employment Suitability

SD

.51

.50

5.67
2.19
4.00

1.24
1.12
0.83

1

2

.23*
.23*
.29*

3

.13
.61*

.34*

Note. N = 81. Masculine and countercommunal traits were assessed on a nine-point
scale, whereas employment suitability was assessed on a ﬁve-point scale.
*
p < .05.

Hypothesis 3 suggests that inferences of masculine and countercommunal traits fully mediate the relationship between
acknowledgment and ratings of employment suitability. A single
model with both mediators was analyzed using the SPSS macro
created by Hayes (2008) to construct bias-corrected conﬁdence
intervals (CIs). Bootstrapped CIs avoid power problems introduced
by asymmetric and other non-normal sampling distributions
(MacKinnon, Lockwood, & Williams, 2004). There was a signiﬁcant
indirect effect of acknowledgment on ratings of employment suitability through both masculine traits (M = .21, SE = .11, 95%
CI = .003, .45) and countercommunal traits (M = .09, SE = .06, 95%
CI = .004, .28). Further, the direct effect of acknowledgment on
employment suitability was not signiﬁcant with the meditators
in the model (M = .17, SE = .15, 95% CI = .11, .46). Thus, the results
support Hypothesis 3 and full mediation.
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conventional gender roles (Glick & Fiske, 1996; Glick & Fiske,
2001). The duality of wanting to support women while also trying
to protect them may lead to null effects of benevolent sexism on
evaluations of women in employment situations (Masser &
Abrams, 2004; Salvaggio et al., 2009). The support component
should result in positive evaluations of women, but the desire to
protect woman from the challenges of a masculine sex-typed job
might temper those positive feelings. Consistent with this idea,
King et al. (2012) found that benevolent sexism negatively affected
men’s assignment of challenging job experiences to women
because men attempt to ‘‘protect’’ women from the difﬁculties,
struggles, and frustrations of challenging work.
For benevolent sexists, the stereotype that is activated upon
seeing an attractive woman is that she needs support and protection by men because she lacks the masculine qualities needed to
do the job. Acknowledgment may reduce paternalistic beliefs
about wanting to take care of and nurture women by suggesting
that the woman possesses the masculine traits necessary to do
the job (Fiske, 1998; Fiske, Glick, Cuddy, & Xu, 1999; Fiske, Xu,
Cuddy, & Glick, 1999; Glick & Fiske, 2001). If women acknowledge
their sex, they may cue the evaluator that they do not need protection and, thus, the positive aspects of benevolent sexism may lead
to more favorable evaluations of female applicants (Glick & Fiske,
1997). Therefore, we predict that benevolent sexism will not affect
the evaluation of an attractive female applicant in the control condition. However, benevolent sexism will have a positive effect on
ratings of employment suitability when a female applicant
acknowledges her sex and appearance.

Study 3
We have demonstrated that acknowledging one’s physical
appearance or sex reduces the beauty is beastly effect and the
intervention works because raters assume that the female applicant possesses masculine traits while not inferring that she possesses countercommunal traits. The next question we want to
address is whether this intervention interacts with sexist beliefs.
Thus, Study 3 examines whether the intervention alters the effect
of hostile and benevolent sexism on ratings of employment suitability and enhances the external validity of the effect by having
construction workers rate the attractive female applicant.
Despite the extensive literature on sex discrimination, relatively
few studies have shown that overtly held sexist beliefs inﬂuence
applicant evaluations (Salvaggio, Streich, & Hopper, 2009). There
is some support for the idea that sexist individuals discriminate
against women applying for masculine sex-typed jobs (King &
King, 1983), but these ﬁndings have not been extended to the
beauty is beastly effect. Glick and Fiske (1996), Glick and Fiske
(2001) suggest that sexist beliefs can take both negative and positive forms, labeled hostile and benevolent sexism, respectively.
Hostile sexism relates to resentful attitudes toward women,
such as seeing women as competitive, manipulative, devious, and
threatening to men (Glick & Fiske, 1996; Glick & Fiske, 2001).
Hostile sexism evokes particularly negative reactions when
women violate their gender role, such as when women pursue
careers outside the home (Glick, Diebold, Bailey-Werner, & Zhu,
1997; Glick & Fiske, 1996). Thus, men high in hostile sexism may
react negatively when attractive women apply for masculine
sex-typed jobs. However, acknowledging that one’s appearance is
atypical for a given job may moderate the effect of hostile sexism
on ratings of employment suitability because it reduces inferences
that women are violating their gender role (Heilman & Saruwatari,
1979; Heilman & Stopeck, 1985). This is consistent with Study 2’s
results indicating that acknowledgment reduced perceptions that
the attractive female applicant possessed countercommunal traits.
Benevolent sexism relates to men’s beliefs that women ought to
be protected and supported but are weak and best suited for

Hypothesis 1. Acknowledging one’s physical appearance and sex
will result in more favorable employment suitability ratings for a
physically attractive female job applicant, relative to the no
acknowledgement control condition.

Hypothesis 2. Acknowledging one’s physical appearance and sex
will interact with hostile sexism when predicting employment
suitability ratings. Relative to the no acknowledgement control
condition, acknowledgement will result in a less negative relationship between hostile sexism and employment suitability ratings.
Hypothesis 3. Acknowledging one’s physical appearance and sex
will interact with benevolent sexism when predicting employment
suitability ratings. Relative to the no acknowledgement control
condition, acknowledgement will result in a more positive relationship between benevolent sexism and employment suitability
ratings.
Method
Participants
Participants were 94 construction workers who were recruited
from a construction union hall to participate in a study on hiring in
the construction industry. All participants were male (which
reﬂects the nature of the industry) and most were white (N = 60).
There were also six African American, one Asian, and four Hispanic
participants, and 25 participants failed to indicate their race. The
mean age was 30.05 years (SD = 7.40).
Procedure
The same general procedure as Study 2 was employed except
for one key difference: a trained actress was employed to create
a video of a job interview to maximize the realism of the materials.
The actress followed the same script used in Study 2, and the applicant acknowledged both her appearance and sex (i.e., I know that I
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Results
Means, standard deviations, and correlations are presented in
Table 2. To replicate our previous results, we began by testing
Hypothesis 1—acknowledgement will result in more favorable
employment suitability ratings of an attractive woman applying
for a masculine sex-typed job, relative to the no acknowledgement
control condition. We ran a multiple regression analysis with condition (acknowledgement coded 1 and control coded 0), hostile
sexism, and benevolent sexism predicting employment suitability.
There was a signiﬁcant effect of acknowledgment on employment
suitability ratings (b = .24, t(90) = 2.35, p < .05). Participants rated
the applicant as more suitable for employment in the acknowledgment condition (M = 3.58, SD = 0.62) than in the control condition
(M = 3.27, SD = 0.67), supporting Hypothesis 1. Also, consistent
with expectations, hostile sexism was negatively related to
employment suitability ratings (b = .26, t(90) = 2.53, p < .05),
whereas benevolent sexism was not signiﬁcantly related to
employment suitability ratings (b = .18, t(90) = 1.85, p > .05).
Table 2
Means, standard deviations and correlations from Study 3.
M
1. Condition: 0 = Control,
1 = Acknowledge
2. Benevolent Sexism
3. Hostile Sexism
4. Employment Suitability
Note. N = 94.
*
p < .05.

SD

.50

.50

3.32
2.84
3.43

1.16
1.24
.65

1

2

.10
.22*
.16

3

4.75
Control Condition
Acknowledge Condition

Employment Suitability

don’t look like your typical construction worker and there are not a
lot of women in this industry. . .). Thus, Study 3 contains one
experimental manipulation with two levels (acknowledgement
and control conditions) as well as two individual differences
that may interact with the manipulation (hostile and benevolent
sexism).
Participants gathered in groups and each group was randomly
assigned to watch either the control or acknowledgement video.
The videos were identical except that phrases acknowledging sex
and physical appearance were included in the acknowledgement
video. The camera remained focused on the job applicant throughout the interview and the candidate was dressed professionally in a
business suit. The interviewer was male, and although his voice is
heard asking the interview questions, he never appeared in person
in the video.
After watching the video, participants rated the applicant on
employment suitability using the same scale as Studies 1 and 2
(Cronbach’s a = .76). They also rated the applicant on physical
attractiveness using a single item (The applicant was good looking).
The average rating was 3.20 (SD = 0.72). This rating is similar to the
attractive female candidate in Study 1; the average rating of the
attractive female in Study 1 was 3.28 (SD = 1.09; Johnson et al.,
2010).
Participants also completed eight items from the ambivalent
sexism inventory (Glick & Fiske, 1996) before watching the job
interview. Four items were used to measure benevolent sexism
(e.g., Women ought to be rescued ﬁrst in emergencies; Cronbach’s
a = .76). Hostile sexism is comprised of only one factor so the four
items with the highest factor loadings were chosen for this study
(Glick & Fiske, 1996). These items are, Women exaggerate the problems they have at work, Women are too easily offended, Most women
interpret innocent remarks or acts as being sexist, and Women seek
special favors under the guise of equality (Cronbach’s a = .86). Ratings were made on a 6-point Likert scale ranging from 0 (Strongly
Disagree) to 5 (Strongly Agree).

4.25

3.75

3.25

2.75

2.25
Low

High

Hostile Sexism
Fig. 2. Effect of acknowledging appearance and sex on the relationship between
hostile sexism and employment suitability.

Hypothesis 2 predicts that acknowledgment will interact with
the effect of hostile sexism on employment suitability ratings, such
that acknowledgement will decrease the negative relationship
between hostile sexism and employment suitability ratings, relative to the control condition. We ran a multiple regression analysis
with hostile sexism (b = .49, t(93) = 3.28, p < .05), experimental
conditions (b = .24, t(93) = .97, p > .05), and their interaction
(b = .60, t(93) = 2.02, p < .05) as predictors of employment suitability. In the control condition, there was a negative effect of hostile
sexism on employment suitability ratings (r(47) = .44, p < .05),
but the effect was reduced in the acknowledgement condition
(r(47) = .09, p > .05). Fig. 2 shows employment suitability ratings
by condition for individuals who were one standard deviation
above and below the mean on hostile sexism and reveal that the
results support Hypothesis 2.
Next we tested Hypothesis 3—acknowledgment will interact
with the effect of benevolent sexism on employment suitability
ratings, such that acknowledgement will increase the positive relationship between benevolent sexism and employment suitability,
relative to the control condition. We ran a multiple regression
analysis with benevolent sexism (b = .04, t(93) = .28, p > .05),
experimental conditions (b = 1.29, t(93) = .28, p > .05), and their
interaction (b = .62, t(93) = 1.99, p < .05) as predictors of employment suitability. There was not a signiﬁcant relationship between
benevolent sexism and employment suitability in the control condition (r(47) = .04, p > .05), but the relationship was signiﬁcant and
positive in the acknowledgement condition (r(47) = .42, p < .05; see
Fig. 3). Thus, the results support Hypothesis 3.
4.75

Control Condition
Acknowledge Condition

Employment Suitability
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3.25

2.75

2.25
.08
.18

Low
.22*

High

Benevolent Sexism
Fig. 3. Effect of acknowledging appearance and sex on the relationship between
benevolent sexism and employment suitability.
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General discussion
Our research demonstrates that acknowledging appearance and
sex reduces the beauty is beastly effect. For over three decades,
researchers have been aware that attractive women are discriminated against when applying for masculine sex-typed jobs
(Heilman & Saruwatari, 1979; Heilman & Stopeck, 1985), and the
Civil Rights Act decrees that this form of discrimination is illegal.
However, the current research is the ﬁrst to develop and test the
effect of a theory-driven intervention for mitigating the beauty is
beastly effect. Thus, the current research is valuable for reducing
discrimination and demonstrates that simply acknowledging
one’s atypical physical appearance and sex reduces employment
discrimination against attractive women applying for a masculine
sex-typed job.
The intervention works by increasing inferences that attractive
women possess the masculine traits perceived as necessary do a
masculine sex-typed job and by reducing inferences of countercommunion elicited by the social role violation (Eagly, 1987;
Heilman, 1983). Speciﬁcally, when an attractive female applicant
acknowledged her appearance, she was perceived as higher in
masculine traits than when she did not acknowledge her
appearance, suggesting that she has the characteristics necessary
to succeed in the construction industry. Furthermore, she was
rated as lower in countercommunal traits than when she did not
acknowledge her appearance, suggesting that she is low in
the antagonistic traits that could interfere with interpersonal
relationships with colleagues. Ultimately, viewing the applicant
as possessing masculine traits while lacking countercommunal
traits improved ratings of employment suitability.
In addition, the acknowledgement intervention reduced
discrimination against attractive women among raters high in
hostile sexism. Relatively few studies have demonstrated that
overtly held sexist beliefs inﬂuence applicant evaluations (Salvaggio
et al., 2009). Thus, our ﬁndings not only add to the literature on
the beauty is beastly effect, but also add to research on sexism
by demonstrating how hostile sexism impacts evaluations of
attractive women applying for traditionally masculine jobs.
The ﬁndings related to benevolent sexism are particularly interesting given that most previous research has failed to ﬁnd an effect
of benevolent sexism on ratings of women (e.g., King et al., 2012).
In the control condition, we found no effect for benevolent sexism
on the evaluation of an attractive female job applicant. That is not
to say, however, that benevolent sexism does not inﬂuence perceptions of women because benevolent sexism enhanced the evaluation of an attractive female applicant in the acknowledgment
condition. The duality of wanting to support women while trying
to protect them may lead to null effects of benevolent sexism on
evaluations of women in employment situations (Masser &
Abrams, 2004; Salvaggio et al., 2009). Yet, acknowledging that
one’s appearance is atypical for the job at hand may signal that
the applicant is conﬁdent and capable (Hebl, Tickle, &
Heatherton, 2000). Thus, benevolent sexists may decide that
protection is unnecessary and may instead show their support by
providing more a favorable evaluation of an attractive female
applicant.
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often have unrealistic views of their physical attractiveness
(Feingold, 1992). In Study 1, we found an unattractive applicant
was rated signiﬁcantly worse when she acknowledged her appearance so acknowledgment could result in negative repercussions if
one is not as physically attractive as she believes. Therefore, individuals should possess accurate self-perceptions before using
acknowledgment to reduce the negative effect of stigmas.
It is also possible that this intervention could be used to reduce
negative evaluations of individuals with other stigmas. For example, Hebl and Kleck (2002) found that acknowledgment was beneﬁcial for individuals in a wheelchair. However, there is also
evidence that acknowledgment can be detrimental, so acknowledgment should be tested with different groups and in different
contexts before being widely used to reduce discrimination. Hebl
and Kleck (2002) found that acknowledging obesity resulted in
lower ratings in an employment context, and Hagiwara, Wessel,
and Ryan (2012) found that acknowledging race resulted in more
negative evaluations of Barack Obama in the 2008 election among
highly prejudiced individuals. Further, Hagiwara et al.’s (2012)
study found no beneﬁt of acknowledging sex for Sarah Palin in
the 2008 election.
Study limitations
Like any study, there are some limitations to this research. Foremost, we used fake applicants to study the attractiveness bias.
Although there is concern over the artiﬁciality of such manipulations, meta-analytic evidence suggests that attractiveness effects
are similar in face-to-face encounters (Hosoda et al., 2003;
Langlois et al., 2000). Despite this fact, it would be useful to study
the effects of acknowledging appearance on stereotypes in actual
interviews to ensure that effects persist even in high-stakes situations and to better understand the dynamic effects of acknowledgement in two-way interactions. Acknowledgement may
inform interviewers that it is ﬁne to talk about a stigma
(Belgrave & Mills, 1981; Hastorf, Wildfogel, & Cassman, 1979),
even though interviewers may be afraid to do so because sex is
protected under the Civil Rights Act. This could give interviewers
the opportunity to allay any concerns that they have about stigmatized applicants’ ability to do the job.
Another limitation is Studies 1 and 3 did not contain a manipulation check to conﬁrm that participants were consciously aware
that the female applicant acknowledged her atypical appearance.
Yet, Study 2 did contain a manipulation check and the acknowledgement results were similar to the other studies, lending
credence to the theoretical rationale underlying the hypothesized
effects. Also, only Study 1 required participants to rate male job
applicants who were not part of the experimental manipulation.
The lack of ﬁller applicants in subsequent studies may have
increase participants’ awareness of the purpose of the study, producing a demand characteristic. Finally, in Study 3 we measured
sexist beliefs before participants viewed the interview. It is possible that completing this inventory created a demand characteristic
or primed raters to be more sexist.
Conclusion

Practical implications
There are clear practical implications for this research. Foremost, these ﬁndings can be used to reduce sex discrimination
against physically attractive women. The intervention is straightforward to implement, making it possible to easily coach attractive
women who are applying for masculine sex-typed jobs. However,
acknowledgment should be used with caution because people

In conclusion, stereotypes continue to impact evaluations of
women in the workplace. The beauty is beastly effect represents
a subtle form of sex discrimination whereby physically attractive
women are evaluated negatively when applying for masculine
sex-typed jobs. Simply acknowledging that one’s sex and appearance is atypical for a masculine sex-typed job proved sufﬁcient
for reducing the beauty is beastly effect. The intervention works
by clarifying that the applicant possesses the traditionally
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masculine traits that are needed to succeed in the industry while
simultaneously not possessing countercommunal traits that may
hamper her ability to get along with co-workers. Finally, the
intervention interacted with hostile and benevolent sexism, such
that directly addressing one’s atypical appearance reduced the
negative effect of hostile sexism on evaluations of employment
suitability and increased the positive effect of benevolent sexism
on evaluations of employment suitability, making it doubly
effective.
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