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INTRODUCTION 

1 INTRODUCTION 

“What is beautiful is good, and who is good will soon be beautiful” 

(Greek writer Sappho of Lesbos, about 600 b.c.) 

 

It appears that there is an apparent connection between beauty, or rather attractiveness, 

and performance or even that attractive people are seen as more proficient by others. This dis-

sertation will test this and therefore investigate the demeanor of others in face of attractive 

people, distinctively on labor markets. 

1.1 BACKGROUND AND MOTIVATION 

There seems to hold a simple but overarching principle in the world of human beings 

and animals: the physical appearance of a specimen defines its success. This seems true, in 

particular since certain characteristics of appearance hold out the prospect of special skills or 

superior performance. Numerous studies regarding all kinds of animal species have found that 

favorable physical attributes, e.g. large body size (e.g. Zahavi & Zahavi, 1998) or prominent 

colors (e.g. Petrie, Halliday, & Sanders, 1991) of skin or plumage (e.g. Andersson, 1982; Petrie, 

1994) signal health (Hamilton & Zuk, 1982; von Schantz, , et al., 1999) as well as prospective 

potency (Thornhill & Gangestad, 1999) and ultimately increase the likelihood of a successful 

reproduction with many descendants (Andersson, 1982).1 Thus, from a biological perspective 

particular characteristics of physical appearance of animals seem to indicate a higher perfor-

mance potential resulting in benevolent treatment by others. 

The same principle holds true for human beings.2 Already in the early 1970s, Dion, 

Berscheid, & Walster (1972) discovered the attractiveness stereotype3, marking a milestone in 

                                                      

1 Nonetheless, if conspecifics exhibiting these attributes really have actual superior performance capabilities jus-
tifying preferences for them, remains highly controversial in academic research: The Good Genes Hypothesis 
states that extraordinary ornaments are supposed to signal superior genetic preconditions, as potential mate can-
didates in the animal world can resist parasites better (Hamilton & Zuk, 1982) or can afford a handicap (Zahavi, 
1975), e.g. of a long tail in the case of peacocks (Cronin, 1991). Nevertheless, the handicap in itself often pre-
vents superior performance and may decrease survival probability (Moller & de Lope, 1994).  
2 As early as in our childhood we are accustomed that certain attributes of humans' physical appearance have 
certain connotations and serve a signal mechanism for certain character traits, for instance in fairytales: The in-
dulgent yet hardworking Snow White, for instance, is described to be "as white as snow, and as red as blood, and 
her hair was as black as ebony" which is classified by the magic mirror to be attributes of high attractiveness: 
"My Queen, you are the fairest here so true. But Snow White is a thousand times more beautiful than you." With 
reference to Disney's Cinderella Etcoff (2000) points out that the 'good' Cinderella is blue-eyed while the evil 
stepsister and vicious stepmother are dark (p. 127). Ugliness on the other hand embodies, at least at first, fear, 
extortion and death in "The Beauty and the Beast". 
3 Dion, Berscheid and Walster (1972) originally mentioned the What is beautiful is good effect, that later became 
the attractiveness stereotype. 
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attractiveness research. They found that individuals deemed attractive are not only believed to 

be happier and to have more socially desirable personalities (see also Langlois, et al., 2000) by 

fellow human beings, but are also assumed to be more successful than less attractive peers. 

Later studies confirmed that other people associate attractive individuals with higher occupa-

tional success and status only based on their physical appearance (e.g. Cash, Gillen, & Burns, 

1977). Moreover, attractive individuals are also found to be perceived more socially (Feingold, 

1992) and intellectually competent (Eagly, et al., 1991; Langlois & Stephan, 1977) as well as 

to be more assertive (Eagly, et al., 1991) and capable (Hamermesh & Parker, 2005). So, attrac-

tive individuals seem to enjoy a higher social prestige4 and superior consideration.  

This does also influence work related settings: Attractive individuals are, for example, 

considerably more likely to be employed (Roszell et al., 1989; Marlowe, Schneider, & Nelson, 

1996; Biddle & Hamermesh, 1998; Lever et al., 2005; Ruffle & Shtudiner, 2010; López Bóo, 

Rossi, & Urzúa, 2013; Gehrsitz, 2014), are granted evidentially better chances for promotions 

(Mazur, Mazur, & Keating, 1984; Chung & Leung, 1988) and receive on average higher indi-

vidual earnings (e.g., Frieze, Olson & Russell, 1991; Hamermesh & Biddle, 1994; Möbius & 

Rosenblat, 2006; Doorley & Sierminska, 2012). Thus, physically appealing employees seem 

also in labor market settings more capable than their less attractive peers. 

Despite numerous conclusive findings proving that attractive individuals benefit con-

siderably from their attractive appearance with regards to their career advancements on the la-

bor market, the circumstances leading to increased work-related success of attractive people 

still stimulate scientific controversies in attractiveness research. In particular, the correlation 

between physical attractiveness and performance remains disputed. If performance advantages 

of attractive employees were valid, however, then attractive employees are more productive 

than their peers. Thus, they either possess greater capabilities directly influencing their produc-

tivity positively (Sørensen & Sonne-Holm, 1985; Harper, 2000) or attractive employees trigger 

an altered behavior of their stakeholders which leads indirectly to a higher individual produc-

tivity (Becker, 1971; Harper, 2000), e.g. by an increased propensity to buy of customers or a 

more collaborative behavior of co-workers. 

Research investigating enhanced capabilities of attractive employees brought to light 

rather disillusioning results, however. Most investigations cannot confirm that more attractive 

                                                      

4 Elder (1969) finds the marriage mobility of women to be dependent on their physical attractiveness as opposed 
to their intelligence and academic aptitude. Udry and Eckland (1984) show similar results for women, yet the 
opposite for men. Umberson and Hughes (1987), for instance, show attractive individuals to have higher levels 
of happiness and satisfaction and a lower level of stress. 
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employees have better professional skills than their less attractive peers (Möbius & Rosenblat, 

2006; Rosar, Hagenah, & Klein, 2010; Deryugina & Shurchkov, 2013; Pareek & Zuckerman, 

2011). Nevertheless, there are various examples proving physically attractive employees to be 

more effective, in particular involving personal interactions. Thus, a promising explanatory ap-

proach for increased work-related success of physically attractive employees can be indirect 

effects of physical appearance. For example, attractive employees have been found to receive 

apparently higher peer recognition (Hamermesh & Biddle, 1994; Mulford et al., 1998) and to 

be met with a higher degree of cooperativeness by fellow human beings (Mulford et al., 1998; 

Andreoni & Petrie, 2008). Customers, on the other hand, perceive attractive staff more trust-

worthy (Reingen & Kernan, 1993; Pareek & Zuckerman, 2011) and persuasive (Marwick, 

1988).  

Nevertheless, so far it remains widely unexplained under which circumstances the phys-

ical appearance of employees leads to actual behavioral changes of their stakeholders in labor 

markets, such as employers, customers and coworkers. With this dissertation, I intend to shed 

some light on this question. As a result, the center of this dissertation is to investigate which 

stakeholders under which circumstances on actual labor markets (as opposed to experimental 

research settings) are sensitive to physical appearance of employees and what the impact on 

their behavior is. 

1.2 RESEARCH QUESTIONS AND THEORETICAL RELEVANCE  

This overarching theme of the present dissertation is investigated along three separate 

analyses. In a first step, I provide a structured overview of the state of physical appearance 

research in labor market settings. I will then investigate in the second step the limitations of the 

attractiveness stereotype. To be more precise, I will examine whether peers and external stake-

holders are still guided in their judgments and behavior by employees' physical attractiveness, 

even if employee performance contributions are transparent and accessible for the entire labor 

market. Finally, I examine in a third step whether co-workers are influenced by their colleagues' 

physical appearance with regards to collaborative behavior towards them. I investigate in par-

ticular whether co-workers are more likely to collaborate with attractive employees or whether 

the individual performance potential rather determines colleagues' willingness to cooperate. 

The corresponding research questions are: 
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1. What is the current state of research with regards to the treatment of employees based on 
their physical appearance? 

2. Does the attractiveness stereotype in labor markets prevail, even if individual perfor-
mance is transparent? 

3. Does the physical appearance of employees in real labor market settings determine the 
willingness for collaboration of their peers? 

 

The first research question is relevant, as attractiveness research with regards to labor 

market stakeholders is fairly fragmented. This is true in terms of both, the measurement of 

employee attractiveness and with regards to the investigated employee stakeholder groups: 

First, against the backdrop that human attractiveness is subjective, abstract and difficult to de-

fine, there have evolved a variety of measurement methods assessing various appearance char-

acteristics. Nevertheless, a comprehensible classification of which appearance features assessed 

by which measurement methods best account for human physical attractiveness, has not been 

provided. Second, research is also scattered with regards to the investigated employee stake-

holder groups. Although Becker (1971) in his seminal contribution laid the cornerstone by stat-

ing that discrimination on labor markets may only originate from employer discrimination, co-

worker prejudice or customer preference, comparisons regarding investigations across various 

employee stakeholder groups are scarce. Thus, the question remains unanswered which of these 

three labor market stakeholder groups are (mainly) responsible for differentiated treatment of 

employees based on their physical appearance.  

By analyzing the behavior of two different employee stakeholder groups in a real-life 

labor market where performance is measureable and transparent, I intend to contribute to a 

better understanding of the second research question. It is important, because real-life research 

studies have so far fallen short answering whether individuals in labor markets rather ground 

their assessments of employees on their attractiveness or rather on their actual work-related 

performance, if transparently available. While there is broad agreement in academic research 

regarding the existence of an attractiveness stereotype effect (Dion, Berscheid & Walster, 1972) 

in labor markets, to the advantage of employees deemed physically attractive (Chung & Leung, 

1988; Leigh & Susilo, 2009; Johnston, 2010; Gehrsitz, 2014), recent experimental studies (An-

dreoni & Petrie, 2008; Deryugina & Shurchkov, 2013) call the general applicability of the at-

tractiveness stereotype into question. Their findings indicate that individuals provided with the 

possibility to reliably evaluate others' performance, rather base their judgments towards them 

on the actual performance of their counterparts', instead of grounding them on physical appear-

ance along the attractiveness stereotype.  
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The third research question has relevance, since the importance of employees' physical 

attractiveness for collaborative behavior among peers has so far only narrowly been assessed 

academically. While there have been various studies implying an increased tendency of indi-

viduals to collaborate with physically attractive teammates in experimental settings and one-off 

situations (Mulford et al., 1998; Andreoni & Petrie, 2008) as well as suggesting a preference 

for attractive individuals in working environments (Chung & Leung, 1988; Ruffle & Shtudiner 

2010; López Bóo, Rossi, & Urzúa, 2013), an analysis of the impact of employees' physical 

attractiveness on peers' collaborative behavior has not yet taken place in a real-life working 

environment. Thus, the question remains unanswered whether colleagues when their own pro-

fessional advancement is on stake, tend to cooperate with physically attractive peers rather than 

with ones that have recently demonstrated above average performance. 

1.3 RESEARCH APPROACH AND DATA SETS  

Despite all three research questions speak to the overarching theme of this dissertation, 

impact of employees' physical appearance on their stakeholders' behavior in real-life labor mar-

kets; they are sufficiently distinctive and exclusive to be investigated independently. Therefore, 

I will address the introduced research questions in three stand-alone research papers. 

Within my first research paper, I provide an overview of various methods of assessing 

physical attractiveness in academic research. I also structure and categorize the relevant aca-

demic literature investigating appearance-related discrimination towards employees in work-

related environments. Drawing on Becker (1971) the literature review focuses on employers, 

customers and co-workers as main employee stakeholders in labor markets and on facial attrac-

tiveness, body gestalt and ethic type as the most prominent characteristics of physical appear-

ance causing significant effects for employees on labor markets (e.g., Harper, 2000). The com-

prehensive literature review takes into account more than 300 different research contributions 

that have been gathered applying the snowball technique (Greenhalgh & Peacock, 2005; Sayers, 

2007; see also Hepplestone et al., 2011). Both parts of the review, the comparison of relevant 

attractiveness measures as well as the analysis of the impacts of discrimination by the three 

aforementioned main employee stakeholder groups, are intentionally conducted to provide a 

holistic image of the state of attractiveness research, first and foremost when it comes to various 

cultural perspectives. Despite the fact, that a large proportion of attractiveness research in the 

area of employee discrimination due to physical appearance has been conducted in Western 

societies, the paper also represents research investigating appearance-related employee discrim-

ination in other cultures, e.g. in Asia, Africa and Latin America. 
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For my second and third research paper, I compiled separate data sets and apply various 

statistical methods. These include, e.g. multivariate regression analyses (including both inter-

action effects and non-linear effects), probit models, pair-wise correlation analyses as well as 

statistical tests for assessing multicollinearity.  

My second paper employs a rich data set containing both, individual performance data 

of all players in all games of the Bundesliga, Germany's top-tier soccer league, over a period of 

seven consecutive years as well as physical appearance data of all players in terms of their facial 

attractiveness, body gestalt and ethic type. To be precise, having on hand 58,8265 performance 

observations, each calculated from 67 different performance variables, of all 1,363 players in 

all 2,142 games of the Bundesliga over the seasons between 2003/04 and 2009/10, I aggregated 

the data for the sake of the analysis to 20,810 player month performance observations (n = 

20,810). The performance data was made available by Impire AG, the official data provider of 

the Bundesliga during the seasons under consideration who also provided the data regarding 

players' body height, one dimension of their physical appearance under investigation in the 

paper. However, the data on the players' appearance with regards to facial attractiveness, skin 

and hair color I gathered myself, with the help of three additional independent raters, analyzing 

the official autograph cards of all 1,363 players (downloaded from www.kicker.de).  

Finally, my third research paper employs data on the collaborative behavior 1,108 play-

ers in the Bundesliga6 were met with by their peers in games during the seven seasons 2003/04 

and 2009/10, resulting in 52,671 observations (n = 52,671). I created the dependent variable of 

this data set on the collaborative behavior myself by combining several of the above mentioned 

performance variables. The raw data as well as the data on the players' individual performances 

in the games was again provided by Impire AG. Analogous to the data set of the second research 

paper, I collected data on physical appearance also from Impire AG (only for body height) and 

generated own data (together with three raters for players' facial attractiveness, skin and hair 

color). 

Overall, I investigate the theme of this dissertation applying sport, more precise soccer, 

as field of application due to its favorable conditions for organizational as well as behavioral 

research (Pfeffer & Davis-Blake, 1986; Day, Gordon, & Fink, 2012). Through its characteristic 

                                                      

5 Overall there were 58,828 player games during the seven seasons in the Bundesliga. However, we had to drop 
two player games due to a lack of performance observation by the data provider.  
6 As I base the analysis on distinct "last" passes prior to a goal scoring opportunities, I had to drop observations, 
e.g. for goalkeepers, as they through their position on the pitch hardly ever receive a "last" pass putting them in 
the position for a goal scoring opportunity.  



7 

INTRODUCTION 

as a controlled living laboratory, sport provides various advantages: First, through fixed rules 

relevant behavior as well as performance can only be demonstrated in a clearly defined setting, 

e.g. in soccer during play time on the pitch. Thus, relevant behavior is easy to define (Berman, 

Down, & Hill, 2002, p. 20; Wolfe et al., 2005). Second, relevant behavior and performance is 

with relatively little effort through pre-existing key performance indicators reliably measurable 

(Bloom, 1999, p. 25). Third, behavior and performance is traceable and "relatively easy to in-

terpret" (Pfeffer & Davis-Blake, 1986, p. 76) as well as comparable among peers in the same 

labor market. Forth, it is rather easy to compare and analyze behavior and performances of 

sportsmen over longer periods (Bloom, 1999, p. 25). Finally, roles and responsibilities in sport 

and thus tasks and accountabilities, e.g. through positions on the pitch, are clearly assignable 

and distinguishable in sport. 

1.4 OUTLINE AND ABSTRACTS 

In the following I intend to outline the structural composition of my dissertation. Thus, 

the remainder of this first chapter comprises abstracts of the three stand-alone research paper, 

including background information, but without anticipating their results. 

1.4.1  Research Paper 1: Employee Discrimination based on Physical Appearance – A 

Review of the Literature 

Despite the general consent that physically attractive employees are as a general rule 

favored (and less attractive employees discriminated against), research with regards to physical 

appearance on labor markets is surprisingly scattered. This holds true for both, for methods to 

scientifically assess employees' physical attractiveness as well as appearance and for the ques-

tion which of employees' main stakeholder groups -employers, customers or co-workers- is the 

driving force behind employees' discrimination due to their physical appearance. 

The paper intends to structure the research efforts conducted in these regards. Therefore, 

focusing on the three most prominent aspects of physical appearance -facial attractiveness, body 

gestalt and ethnic type- (Dechter, 2015), the paper, firstly, provides an overview of the most 

applied measures in appearance research. Secondly, guided by Becker's (1971) model implying 

that discrimination on labor markets may originate either from employers, customers or co-

workers, the paper reviews and structures relevant literature for all three employee stakeholder 

groups along the three aspects of physical appearance, facial attractiveness, body gestalt and 

ethnic type.  

I wrote this research paper together with my co-author Prof. Dr. Sascha L. Schmidt. 
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1.4.2  Research Paper 2: Does Attractiveness still Matter if Performance Comes into 

Play? – An Assessment of the Attractiveness Stereotype in Professional Soccer 

Despite an extensive body of research indicating various advantages for employees 

deemed physically attractive, factors that limit or even repeal the attractiveness stereotype have 

not been investigated in depth. To the contrary, research seems to predominantly prove that 

attractive individuals are generally associated with greater skills, competencies and a higher 

level of performance, e.g. in labor markets. However, scientific attempts to answer the question 

whether the advantage for physically attractive individuals in work-related settings prevails, if 

performance is measurable and publicly available, are still outstanding. 

This paper addresses this by analyzing the two stage award process of the Player of the 

Month (German: Fußballer des Monats) in the Bundesliga, the German top-tier soccer league, 

as in this labor market work-related performance is transparent and can be measured reliably: 

In the first stage of the award the team captains of the Bundesliga teams nominate one player 

each to the next and final stage. In the second stage the public is asked to vote for one out of 

three players previously short-listed by the captains' votes. In addition, the public was presented 

portrait pictures of the players in the final round. The unique setting in the context of the Player 

of the Month award brings about the rare opportunity to investigate the (voting) behavior of 

two stakeholder groups, namely players' peers/co-workers and the (soccer-) interested public, 

simultaneously. 

The research paper is co-authored by Prof. Dr. Sascha L. Schmidt and Prof. Dr. Benno 

Torgler. I also integrated helpful remarks from Prof. Dr. Christina Günther. 

1.4.3  Research Paper 3: Does Physical Appearance Impact Collaborative Behavior of 

Peers? – An Analysis of a Labor Market 

It is scientifically undisputed that attractive individuals enjoy benefits in working envi-

ronments as they can, for instance, rely on increased career opportunities (Hamermesh & Bid-

dle, 1994; Ruffle & Shtudiner, 2010; Lopez Boo, Rossi & Urzúa, 2013; Borland & Leigh, 

2014). Furthermore, attractive individuals can expect a more collaborative behavior by others 

(Mulford et al., 1998; Andreoni and Petrie, 2008) in everyday situations. However, increased 

collaborative behavior of peers towards their attractive colleagues have so far, at least to my 

knowledge, only be shown in experimental settings and not yet in actual working environments.  

Accordingly, this research paper pursues whether soccer players in the German Bun-

desliga tend to collaborate more likely with physically attractive teammates than with peers that 

have recently proven high performance, taking advantage of the favorable conditions of sports 

for organizational as well as behavioral research (Pfeffer & Davis-Blake, 1986; Day, Gordon, 
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& Fink, 2012). In contrast to research settings in experimental settings, subjects in this field of 

application can be assumed of to act also in their own interest, since collaborative decisions 

may fall back on the success of the entire team. 

I wrote this research paper together with my co-authors Prof. Dr. Sascha L. Schmidt and 

Prof. Dr. Benno Torgler and also integrated valuable remarks from Prof. Dr. Christina Günther. 

The following three main chapters of this dissertation are comprised by the three indi-

vidual stand-alone research papers. That is, the review of the relevant literature of discrimina-

tory behavior of employers, customers and co-workers towards employees in labor markets in 

chapter 2, the investigation with regards to the persistence of the attractiveness stereotype in 

labor markets where performance contributions are measureable and transparent in chapter 3 

and the examination whether peers tend to collaborate more likely with attractive colleagues in 

chapter 4. Finally, chapter 5 summarizes and evaluates the results as well as suggests areas for 

further research. Figure 1.1 visualizes the structural composition of this dissertation. 

 

Figure 1.1: Structure of the Dissertation 
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2 EMPLOYEE DISCRIMINATION BASED ON PHYSICAL APPEAR-

ANCE – A REVIEW OF THE LITERATURE7 

2.1 INTRODUCTION 

It seems that throughout their entire life attractive people can expect a preferential treat-

ment: Starting in infancy (e.g. Samuels & Ewy, 1985; Langlois et al., 1987; Langlois et al., 

1991; Langlois et al., 1995), throughout youth (e.g. Landy & Sigall, 1974; Hamermesh & Par-

ker, 2005; Süssmuth, 2006) and during adulthood (e.g. Elder, 1969; Roney, Mahler, & 

Maestripieri, 2003; Maner et al., 2003) research has found advantages for individuals with an 

attractive physical appearance. Human preference for attractive people seems apparent in vari-

ous settings and situations of day-to-day life. More attractive individuals are, for instance 

helped more often (e.g., Benson, Karabenick & Lerner, 1976; Mulford et al., 1998), are met 

with greater leniency (Efran, 1974; Sigall & Ostrove, 1975; Kulka & Kessler, 1978) and receive 

more attention (e.g., Maner et al., 2003) than less attractive persons.  

Advantages for physically appealing individuals are also apparent in labor-related con-

texts. For more than four decades now, since Dion, Berscheid and Walster (1972) discovered 

the attractiveness stereotype, scientists have proven employees deemed attractive to benefit and 

to be treated more favorably on the labor market. In fact, in academic research there appears a 

wide consensus regarding the positive impacts of an attractive physical appearance in working 

environments. At the same time, employees with negatively connoted physical aspects suffer 

remarkable disadvantages. 

However, despite the prevailing opinion that in particular on labor markets "beauty mat-

ters" (Rosar, Klein & Beckers, 2008, p. 64), research regarding the effects of physical appear-

ance in work-related settings is rather scattered. For instance, since various aspects of physical 

appearance determine the attractiveness of an individual (Loureiro, Sachsida, & Cardoso de 

Mendonça, 2011) research has not yet reached agreement regarding which feature of human 

physical appearance determines advantages on the labor market. Consequently, an abundance 

of aspects have been under investigation with multifaceted results. Furthermore, the question 

of which employee stakeholder groups in the labor market – employers, customers or co-work-

ers – actually drive discrimination, is still unresolved and highly controversial.  

With this work we intend to shed light on these topics, foremost by a systematical review 

of the relevant literature. In doing so, we first provide an overview of the most applied measures 

                                                      

7 Ulrich, F.,& Schmidt, S. L. (2016). Employee Discrimination Based on Physical Appearance – A Review of 
the Literature. Unpublished Working Paper. 
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and measurement procedures of the three most prominent aspects of physical appearance, 

namely facial attractiveness, body gestalt and ethnic type (Dechter, 2015). All three areas under 

consideration have lately shown a critical contribution to the assessment of humans' physical 

appearance as well as have recently been applied in research setups in work-related settings 

documented in academic literature (Persico, Postlewaite & Silverman, 2004; Heineck, 2005; 

Leigh & Susilo, 2009; Johnston, 2010; López Bóo, Rossi, & Urzúa, 2013, Scholz & Sicinski, 

2015; Gehrsitz, 2014). 

Second, we apply Becker's (1971) model whereupon there are only three possible 

sources of employee discrimination on labor markets: discrimination by employers, customers 

or co-workers. For each of these three employee stakeholder groups we review relevant litera-

ture investigating discrimination for employees stemming from facial attractiveness, body ge-

stalt or ethnic type. As discrimination by employers, as opposed to discrimination by customers 

and co-workers, may take various forms beyond behavior in personal interactions, we addition-

ally differentiate here between discrimination for employees in the process to access the labor 

market as well as regarding employees' career perspectives once working and their work-related 

financial compensation.  

For the course of this work we define discrimination as an unequal treatment of equally 

qualified employees (Kahn, 1991). For this review we selected articles representing the current 

state of research as well as scientific controversies and applied the snowball technique (Green-

halgh & Peacock, 2005; Sayers, 2007; see also Hepplestone et al., 2011) to determine further 

sources from references in the articles. In the entire course of our review we focused on peer-

reviewed journals and specialist literature.  

The remainder of this article is structured into three more chapters: The following chap-

ter 2.2 introduces the most common methods to assess employees' facial attractiveness, body 

gestalt and ethnic type applied in discrimination research on labor markets. In chapter 2.3, we 

provide a review of the relevant literature regarding employer, customer and co-worker dis-

crimination with respect to physical appearance of employees along the three dimensions facial 

attractiveness, body gestalt or ethnic type. Finally, we provide our concluding remarks, includ-

ing the identification of further research areas in chapter 2.4. 
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2.2 ASSESSMENTS OF PHYSICAL APPEARANCE  

2.2.1 Measures of Facial Appearance 

There is broad consensus in attractiveness research that facial appearance can be con-

sidered to be the most determining feature of a person's look (Berscheid & Walster, 1974; Sy-

mons, 1995; Wade, 2000). Consequently, facial appearance has been most commonly studied 

as aspect of attractiveness in appearance research literature (Scholz & Sicinski, 2015). None-

theless, researchers have used various methods to evaluate the facial attractiveness of subjects. 

These can be categorized in three main general approaches: peer evaluation, self-evaluation and 

the measurement of facial symmetry (Henss, 1993; as well as Henss 1998).8 

There seems to be a general tacit agreement among individuals whether another indi-

vidual is attractive or not. Consequently, the majority of research studies investigating the im-

pacts of facial appearance on labor markets appraised facial attractiveness by peer evaluations; 

namely the assessment of a single individual or by a larger group of (independent) raters to 

which degree another person is facially attractive. In fact, a large body of research has shown 

that the differences among the evaluations of individuals' attractiveness by large numbers of 

people are rather small (e.g., Henss, 1992; Marcus & Miller, 2003).9 Following the peer evalu-

ation method, there have been an abundance of studies investigating the impacts of physical 

appearance on labor markets assessing individuals' (facial) attractiveness on the basis of raters' 

evaluations, either in person (e.g., Harper, 2000; Fletcher, 2009) or on video tape (e.g. Riggio 

& Throckmorton, 1988), but most commonly on the basis of portrait photographs (e.g. Reingen 

& Kernan, 1993; Biddle & Hamermesh, 1998; Möbius & Rosenblat, 2006; Süssmuth, 2006).10 

The implied and tacit understanding on what makes an individual's facial appearance attractive, 

seems to hold true in groups of people independent of residence and culture (Iliffe, 1960; Hat-

field & Sprecher, 1986; Umberson & Hughes, 1987; Langlois et al., 2000).  

The self-evaluation method requires subjects themselves, as opposed to independent 

raters, to assess their own attractiveness. Self-evaluation has been applied in particular for re-

search regarding the relationship of attractiveness and self-esteem of individuals (e.g. Franzoi 

& Shields, 1984; Franzoi & Herzog, 1986; Wade, 2000; Marcus & Miller, 2003), but has also 

                                                      

8 While peer evaluations of facial appearance has accompanied attractiveness research -also in the contexts of 
labor markets- since a very early stage (e.g., Iliffe, 1960), assessments of facial appearance based on self-assess-
ments and facial symmetry evaluation have complemented appearance research only recently. 
9 Henss (1992) claims that only twelve raters are necessary to reliably reproduce the overall perception of the 
general public with regards to a persons' attractiveness.  
10 Similarly, cohort and survey studies, such as the ones of Hamermesh and Biddle (1994), Doorley and Siermin-
ska (2012), Gehrsitz (2014) or Borland & Leigh (2014) also refer to the assessment of (facial) attractiveness 
based on the evaluations of the respective interviewers. 
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been deployed in various international studies investigating the impact of physical appearance 

on work-related success. This includes individual compensation, entry level earnings or house-

hold income, e.g. in the US (French, 2002), in Taiwan (Tao, 2006), in Brazil (Loureiro, 

Sachsida, & Cardoso de Mendonça, 2011), in Germany and Luxembourg (Doorley & Siermin-

ska, 2012) and in Australia (Borland & Leigh, 2014). Nonetheless, due to the fact that this 

appearance assessment method, by definition, is subjective and thus does not reveal bias-free 

results, its application in the research area of discrimination in labor market settings due to 

physical appearance is rather limited.  

This detriment is taken up by the third measurement of facial attractiveness, namely the 

one of facial symmetry. According to the Good Genes Hypothesis (e.g., Symons, 1995) indi-

viduals with a more symmetric appearance have more favorable genetic preconditions and are 

thus perceived to be more attractive (Little et al., 2001).11 The theory claims that facial sym-

metry is based on superior, namely by external factors rather unaffected, genetic pools 

(Zebrowitz & Rhodes, 2004, Perrett, May & Yoshikawa 1994; Thornhill & Gangestad, 1999; 

Penton-Voak et al., 2001). For instance, facial symmetry is thought to provide information re-

garding an individual's health condition (Fink, Grammer & Thornhill, 2001; Fink & Penton-

Voak, 2002; Jones et al., 2001; Thornhill & Gangestad, 1999) and immune defense (Perrett et 

al., 1999; Penton-Voak et al., 2001; Rhodes et al., 2003).12 In fact, various studies have con-

firmed preferences for symmetry in the evaluation of others' appearance (Grammer & Thornhill, 

1994; Mealey, Bridgstock, & Townsend, 1999; Penton-Voak et al., 2001). Derived, e.g. from 

the golden ratio (Green, 1995; Rossetti et al., 2013)13 and neoclassical canons (Farkas et al., 

1985), there have recently been developed a variety of assessment methods, which evaluate 

facial attractiveness on the basis of symmetry. Among these are, for instance, approaches com-

paring digitally the symmetry of manipulated faces (Rhodes et al., 1998; Perrett et al., 1999; 

Penton-Voak et al., 2001). Moreover, recent research has also applied measurements based on 

facial landmarks with the help of computer software, including models for the calculation of 

overall facial geometry attractiveness scores, which require placing facial landmarks on sub-

jects' photographs in order to assess the facial symmetry and thus the attractiveness (Schmid, 

                                                      

11 In fact, there has been scientific support for the role of attractiveness signaling good health conditions (Hamil-
ton & Zuk, 1982; Thornhill & Gangestad, 1993; Thornhill & Gangestad, 1999) as well as cognitive abilities in-
telligence (Thornhill & Gangestad, 1993; Thornhill & Gangestad, 1999), higher education levels (Sørensen & 
Sonne-Holm, 1985; Sargent & Blanchflower, 1994; (Persico, Postlewaite, & Silverman, 2004) and performance 
potential (Miller & Todd, 1998; Zebrowitz et al., 2002).  
12 See Hamilton and Zuk (1982) for an investigation regarding animals. 
13 Recently there have been a few studies questioning the explanatory contribution of the golden ration to per-
ceived attractiveness (e.g. recently Friedenberg, 2012; Stieger & Swami, 2015). 
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Marx, & Samal, 2008). These methods have also been applied with respect to labor market 

settings. For instance, there have been similar applications to assess facial attractiveness of 

subjects in research with respect to corporate leaders (Halford & Hsu, 2013) as well as regarding 

athletes in the field of sports (Hoegele, Schmidt, & Torgler, 2015). 

2.2.2 Measures of Body Gestalt 

Despite that "facial attractiveness is the most commonly used measure of beauty in the 

literature" (Scholz & Sicinski, 2015, p. 1), there is a broad consensus that a person's attractive-

ness is comprised of more than just facial attractiveness (e.g., Loureiro, Sachsida, & Cardoso 

de Mendonça, 2011; Liu & Sierminska, 2014). The attractiveness of the human body has been 

shown to have comparable effects on attractiveness ratings, equal to facial attractiveness (Al-

icke, Smith, & Klotz, 1986).  

Body-related measures have been adopted in many cases in empirical research in the 

course of discrimination investigations on labor markets. This comprises in particular assess-

ments with regards to a persons' body height (Frieze, Olson, & Good, 1990; Averett & Koren-

man 1996; Mitra, 2001; Persico, Postlewaite, & Silverman, 2004; Heineck, 2005), body weight 

(McLean & Moon, 1980; Averett & Korenman 1996; Cawley, 2000; Mitra, 2001; Han, Norton 

& Powell, 2011), the body mass index (BMI) (Averett & Korenman, 1996; Harper, 2000; Caw-

ley, 2004; Conley & Glauber, 2005; Tao, 2006; Holway & Guerci, 2012) and the waist-to-hip-

ratio (WHR) (Singh, 1993; Barber, 1999). 

While body height and body weight are assessments of an individual's body measured 

on the metric scale14, BMI15 and WHR are ratios of body gestalt measures. While height, weight 

and BMI are applied frequently in research regarding discrimination on the labor market with 

both genders, the WHR, in contrast, is only applicable to women.16 Moreover, despite confirm-

ing results of various international studies (e.g. Henss, 2000; Furnham, Moutafi & Baguma, 

2002; Streeter & McBurney, 2003; Schützwohl, 2006), there have also been opposing findings 

questioning the general validity of the WHR as a valuable attractiveness measure for females 

(e.g., Henss, 1995; Tassinary & Hansen, 1998; Furnham, Swami & Shah, 2006). 

One reason for the vogue of body-related assessments of attractiveness is to avoid sub-

jectivity and dependence on rater assessments (Loureiro, Sachsida, & Cardoso de Mendonça, 

                                                      

14 For body height, measures are, as a rule, either expressed in feet or meters and for body weight in pounds or 
kilograms, respectively. 
15 The formula for BMI calculation is: BMI = body weight / (body height)². 
16 Singh (1993) introduced the ideal score of 0.7 for women for the ration between waist circumference and hip 
circumference. 
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2011). Interestingly, however, only in exceptional circumstances are height and weight actually 

measured by an independent third party in the academic context. In most studies applying body 

gestalt measures as expression of attractiveness probands are asked to provide their personal 

height or weight measure themselves. This holds true also for investigations regarding out-

comes of physical appearance in labor market settings; e.g., for body height (Frieze, Olson, & 

Good, 1990; Averett & Korenman 1996; Mitra, 2001; Persico, Postlewaite, & Silverman, 2004; 

Heineck, 2005), for body weight (McLean & Moon, 1980; Averett & Korenman 1996; Cawley, 

2000; Mitra, 2001; Han, Norton & Powell, 2011) and for BMI (Averett & Korenman, 1996; 

Cawley, 2004; Harper, 2000; Conley & Glauber, 2005; Holway & Guerci, 2012). Therefore, 

despite its impartial semblance and its application in many studies, attractiveness measured in 

the form of height and weight, has rather rarely been assessed objectively in research with re-

spect to discrimination on labor markets. 

2.2.3 Measures of Ethnic Type 

Despite the affiliation of an individual to a certain ethnic group has caused a multitude 

of research studies, there is no universally accepted measure or set of criteria for the determi-

nation of a person's race (Hirschman, Alba & Farley, 2000). So far, most scientific definitions 

of the term race assign it a social connotation rather than a biological one (Williams, 1997).17 

In social sciences, however, a race is seen as a sociological group to which individuals sort or 

associate themselves to (Kaufman, 1999).  

The majority of studies regarding discrimination on labor markets based on appearance 

by ethnic type adopt the sociological perspective rather than the genetic. Consequently, re-

searchers let the subjects either sort themselves into race categories, as a rule during surveys or 

interviews (e.g., Wilson, Tienda, & Wu, 1995; Wilson, 1997; Holzer, Offner & Sorensen, 2005, 

Wilson, 2005), or they conduct the classification of their subjects' race themselves (e.g., Tim-

merman, 2000; Sagas & Cunningham, 2005; Pager, Western & Bonikowski, 2009; Goddard & 

Wilson, 2009). A central role in this classification plays the US Census Bureau.18 It distin-

guishes between Hispanic and Latino origin and six different races (e.g. Humes, Jones, & 

Ramirez, 2010).19  

                                                      

17 Nevertheless, there have been methods developed with which scientists, on the basis of genetics, can deter-
mine origin, ancestry and consequently also a human's race (e.g., Guo et al., 2014; Rosenberg et al., 2003). 
18 The US is the first country collecting race data on census (Travassos & Williams, 2004). 
19 The six races are: “White”, “Black or African American”, “American Indian or Alaska Native”, “Asian”, “Na-
tive Hawaiian or Other Pacific Islander” and “Some Other Race”. 
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An alternative approach to determine the extent of racial discrimination is the assess-

ment of a subject's skin color on the basis of the Fitzpatrick scale (Fitzpatrick, 1988). Having 

its origin in the field of dermatology, this prominent approach measures the tolerance for direct 

solar radiation based on, e.g. an individual's hair and eye colors and the tendency for freckles 

or sun burn, and assigns an individual to one of six Fitzpatrick skin type categories.  

Yet another alternative to measure discrimination based on ethnic affiliation on labor 

markets is the avoidance of any direct disclosure of subjects' races. Certain triggers, such as 

applicants' first names generally typical for a certain ethnical background, are the only cues 

provided in order to test whether the employer associates a certain name with a race and in 

consequence discriminates against the respective candidate (e.g., Bertrand & Mullainathan, 

2004; Nunley et al., 2015).  

2.3 FORMS OF DISCRIMINATION IN LABOR MARKETS 

2.3.1 Employer discrimination 

Granting certain employees benefits over their peers only based on determined aspects 

of physical appearance is all but rare among employers on labor markets. Employer discrimi-

nation takes place in various dimensions, in particular when it comes to get access to the labor 

market for employees, their career progression and their work-related financial compensation. 

As opposed to labor market discrimination by customers and co-workers, employer discrimi-

nation can rather easily be identified through publically available socio-economic data, such as 

country-specific employment statistics or compensation trackers. In the following we will in-

vestigate on the state of research regarding the above mentioned three main dimensions of em-

ployer discrimination, namely access to the labor market, career progression and financial com-

pensation. In doing so, we will systematically examine each of the three dimensions with re-

gards to the aspects of physical appearance introduced in chapter 2, namely facial appearance, 

body gestalt and ethnic type. 

2.3.1.1 Access to the Labor Market 

2.3.1.1.1 Discrimination to Access the Labor Market through Aspects of Facial Appear-

ance 

Doubtlessly, employees with an attractive facial appearance have advantages on the la-

bor market, since preferences for employees with an outstanding facial attractiveness are proven 

for a number of sectors, professions and even for entire birth cohorts (Harper, 2000; Persico, 

Postlewaite, & Silverman, 2004; Han, Norton & Powell, 2011). Research has in particular 

shown remarkable and measureable advantages for facially attractive individuals to enter the 
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labor market in the first place. This holds evidently true during both, the oftentimes impersonal 

application process and the physical job interview. 

Recent studies show that attractive candidates sending out application documents to po-

tential employers for a job are more likely to be contacted than unattractive contenders. López 

Bóo, Rossi, & Urzúa (2013), for instance, find that job applications including portrait pictures 

of the applicant, receive over one third more responses when the depicted person is deemed 

attractive compared to applications of candidates perceived as rather unattractive. Rooth (2009) 

as well as Ruffle and Shtudiner (2010) come to similar results: Facially attractive applicants are 

preferred over less attractive ones. Apparently, facial attractiveness in the eyes of independent 

raters is oftentimes associated with higher expectations towards performance; facially attractive 

applicants seem to hold out the prospect of increased competence and abilities. Interestingly, 

increased expectations towards facially attractive employees even hold for experts. Cash, Gillen 

& Burns (1977) show professional personnel consultants to favor resumes of more facially at-

tractive applicants over less attractive that only differ on the included photographs. Dipboye, 

Arvey & Terpstra (1977) conducting a similar study with peer raters come to the same result, 

namely preferences for facially attractive employees. Moreover, they can even show that the 

raters' gender and level of attractiveness does not influence the judgments; attractive applicants 

are preferred over their unattractive, regardless. 

Furthermore, after the application, the initial step in a job hunt, attractive applicants, 

again, benefit from their physical appearance in job interviews. If already a photograph in the 

application lets people lean towards selecting more attractive candidates, attractive facial ap-

pearance assuredly influences judgments regarding the appropriateness of the applicants for 

certain positions significantly. Riggio and Throckmorton (1988), for example, prove that in job 

interviews the evaluators' assessments are biased by attractiveness in favor of appealing appli-

cants.20 Again, attractive applicants are esteemed to be more suited for most positions as they 

are evidently perceived more intellectually (Eagly at al., 1991; Langlois & Stephan, 1977) com-

petent as well as more capable (Hamermesh & Parker, 2005) than their less attractive peers. A 

long the same lines, Gehrsitz (2014), find that facially attractive employees for both genders 

have a higher probability to be employed (see also Marlowe, Schneider & Nelson, 1996). 

                                                      

20 Riggio and Throckmorton (1988) asked raters to assess the overall physical appearance of subjects. Mindful of 
Wade (2000), Wade, Irvine & Cooper (2004) and Scholz & Sicinski (2015), however, indicating that facial at-
tractiveness is the most important determinate in the attractiveness evaluation of an individual, we attribute the 
study to the effects of facial appearance in the application process. 
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In summary, facial appearance matters in the labor market entry process. Various studies 

have shown advantages for facially attractive employees, both in the application process as well 

as in job interviews. The selecting party, mostly (potential) employers, concede facially attrac-

tive a higher degree of competences and abilities which is expressed in increased chances for 

consideration for employment. 

2.3.1.1.2 Discrimination to Access the Labor Market through Aspects of Body Gestalt 

Similar to facial attractiveness, body gestalt appears also to influence applicants' pro-

spects to be considered for a position. However, opposed to facial attractiveness, which seems 

to substantiate the prospect for higher abilities, body gestalt appears to be associated with a 

certain social stand and seems to alter the perception of a person's assigned status. The connec-

tion between (perceived) body height and professional status was detected already in the 1960s, 

as Wilson (1968) proved a significant relationship between ascribed status of a male individual 

and perceived body size. Jackson and Ervin (1992) gain a similar result for both genders: Short 

men in the study are indeed perceived of lower professional status than their tall and average-

sized peers.21 Moreover, Jackson and Ervin (1992) confirm these findings also for females, by 

showing that taller women are perceived both, more physically attractive and attributed with a 

higher professional status than shorter women. 

The increased perceived status of taller employees has consequences on their career 

prospects as well as on their individual and household compensation (which will be discussed 

in chapters 2.3.1.2.2 and 2.3.1.3.2, respectively), but in the first place influences their chances 

for employment positively. While shorter job applicants are associated with a lower status and 

are found to have diminished chances of getting hired in various industries, taller job applicants, 

in particular those applying for positions involving personal interactions, are more likely to get 

hired. This holds not only for sales positions (Kurtz, 1969), but also for applicants of both gen-

ders for leadership positions in the education sector (Bonuso, 1983). Similarly, Tao (2006) con-

firms increased chances to enter the labor market for tall individuals: Ceteris paribus, recruiters 

are not only more likely to grant taller applicants entry to the labor market; taller applicants are 

also conceded more leeway when it comes to salary negotiations (see in particular chapter 

2.3.1.3.2). 

While there is general agreement regarding the positive impacts of body height for both, 

women and men, this is different for body weight: Overweight women generally seem to suffer 

                                                      

21 However, tall males were not perceived of higher professional status than their normal-sized peers. 
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more from hurdles to enter the labor market than overweight men. Despite a few studies that 

cannot confirm a relationship between overweight and chances in recruitment (Cawley, 2000; 

Norton & Han, 2008), overweight and obese women are in the majority of studies penalized 

with regards to the probability for employment (e.g., Averett & Korenman, 1996; Sarlio-

Lahteenkorva & Lahelma, 1999; Tunceli, Li, & Williams, 2006; Han, Norton & Stearns, 2009; 

Rooth, 2009). For example, Pingitore et al. (1994) show unfavorable biases for obese women 

in job interviews reducing their chances for employment (see also Pagán & Dávila, 1997; see 

Swami et al., 2008 for recruitments to managerial positions). Similarly, Paraponaris, Saliba, & 

Ventelou, 2005, found the period of unemployment during employable age positively correlated 

with the BMI of a female employee at the beginning of her career (see also Sarlio-Lahteenkorva 

& Lahelma, 1999).  

In turn, men do not suffer disadvantages with regards to their chances to enter the labor 

market. Their likelihood for employment seems statistically unaffected by their weight or BMI 

scores (Averett & Korenman, 1996; Sarlio-Lahteenkorva & Lahelma, 199922; Tunceli, Li & 

Williams, 2006; Norton & Han, 2008). As a result, when it comes to chances for employment, 

women are to a considerable degree more likely to suffer from body weight discrimination than 

men.  

Summing up, size does matter regarding chances to enter the labor market. As body 

height moderated by the attributed personal status coincides with chances for employment, it 

confers taller applicants an advantage over shorter contenders. This finding is independent of 

employees' gender. However, with regards to weight, we can conclude differences between 

overweight women and men: While women seemingly do suffer disadvantages in finding em-

ployment when overweight, men's weight can be considered to have no effect on the chances 

of their job application. 

2.3.1.1.3 Discrimination to Access the Labor Market through Aspects of Ethnic Type 

Despite legislative codification in a wide range of countries, such as Title VII of the 

1964 Civil Rights Act in the United States, making employment discrimination on race and 

ethnicity illegal the chances for employment of Caucasian work force was around the turn of 

the millennium still twice as high as the chances of African-American employees in the US 

(Council of Economic Advisers, 1998; see also Wilson, Tienda, & Wu, 1995; Bertrand & Mul-

lainathan, 2004). These findings are confirmed also for other countries in the Western world, 

                                                      

22 There is even a small indication that men may suffer from being too thin on labor markets (Sarlio-Lahteen-
korva & Lahelma, 1999). 
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as Firth (1981) provides evidence for Great Britain in similar magnitude more than a decade 

after the adoption of the Race Relations Act of 1968.  

In fact, academic research has shown consistent evidence for racial discrimination when 

it comes to accessing the labor market (Turner, Fix & Struyk, 1991; Darity & Mason, 1998; 

Pager & Shepherd, 2008). In almost all studies indicating differences based on race, white in-

dividuals were preferred and were more likely provided access to employment (Heckman & 

Siegelman, 1992; Heckman, 1998; Altonji & Blank, 1999; Newman, 1978 being an excep-

tion23). This holds true for numerous experiments and studies comparing the treatment of indi-

viduals with various different racial backgrounds. For example, black job applicants tend to 

experience disadvantages in the application process, as they receive significantly fewer inter-

view requests than their white counterparts with equal resumes (e.g., Pager, Western & Boni-

kowski, 2009). In order to investigate the chances of African Americans with dark skin tones 

to enter the labor market, Bertrand and Mullainathan (2004) conducted an experiment sending 

out equivalent resumes to employers in two major cities in the US that only allowed the con-

clusion to the ethnical background of the respective applicant by their first names.24 Applica-

tions with names indicating a white applicant led to 50% more callbacks than those of their 

equally qualified, but presumably dark skinned fellow job applicants (see also Nunley et al., 

201525). In addition, various studies have shown that colored employees in comparison to their 

white peers have to invest more time in the job hunting process and gain less work-related 

experience overall (Tomaskovic-Devey, Thomas, & Johnson, 2005; see also Wilson, Tienda, 

& Wu, 1995).  

In fact, the advantage of white candidates seems stable over job types, sectors and com-

pany sizes (e.g. Wilson, Tienda, & Wu, 1995). Yet, if colored employees enter organizations 

they do so at different, namely lower, hierarchical levels compared to the white work force 

(Wilson, 1997). Apparently, darker-skinned applicants cannot compensate their racial handi-

cap with higher educational attainment. Wilson, Tienda, & Wu (1995), for instance, show the 

racial gap in unemployment to be largest for men with high education levels, e.g. college de-

grees. Black college graduates have a 2.24 times higher likelihood of involuntary unemploy-

ment compared to their white peers at the same academic level (Wilson, Tienda, & Wu, 1995). 

                                                      

23 However, the methodology applied by Newman (1978) gave reason for controversies (e.g. McIntyre, Moberg 
& Posner, 1980). 
24 For example, the names "Lakisha" and "Jamal" indicated an applicant with an African American background, 
whereas "Emily" and "Brad" suggested the sender of the application documents to be white.  
25 Nunley et al. (2015) found black college graduates in the US to receive 14% fewer interview requests than 
their white classmates. 
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Hence colored employees are discriminated twice accessing the labor market: Not only do col-

ored applicants have a harder time getting the opportunity to present themselves in application 

processes. If they are accepted for employment, they enter at a lower level though.  

Although labor market discrimination is predominately investigated regarding black 

employees, there is evidence for comparable prejudices against employees with Hispanic eth-

nical backgrounds (e.g., Cross et al., 1990) as well as Maghrebi origin (e.g., Cediey & Foroni, 

2007; Duguet et al., 2010; Combes et al., 2016) in Western countries. Kenney and Wissoker 

(1994), for example, analyzing the chances for success in application processes between His-

panic and Anglo applicants, find, despite equivalent application documents both, higher 

chances for interviews and job offers for Anglo applicants (see Pager, Western & Bonikowski, 

2009 for similar results). In a similar experiment to the one of Bertrand and Mullainathan 

(2004), Arceo-Gomez and Campos-Vazquez (2014) sent out fictitious resumes as a response to 

job advertisements with photographs of the distinct phenotypes in Mexico, namely Caucasian, 

mestizo, and indigenous. Similarly, the study revealed evidence for discrimination of indige-

nous looking job seekers.  

Along the same lines, Duroy (2011) found job applicants with Maghrebi origin less 

likely to get hired in France (see also Cediey & Foroni, 2007; Joseph, Lopez & Ryk, 2008); 

Duguet et al., 2010; Aeberhardt et al., 2010). In accordance with Kim (2009) one may conclude 

that there is clear evidence that darker skinned employees, independent of their gender, suffer 

racial disadvantages in at least Western economies, when it comes to entering the labor market. 

2.3.1.2 Career Progression 

2.3.1.2.1 Discrimination with Respect to Career Progression through Aspects of Facial 

Appearance 

Facial attractiveness, as already indicated in chapter 2.3.1.1.1, is associated with a more 

favorable appraisal of (future) work-related abilities, contributions and performance. Therefore, 

attractive individuals apparently benefit not only during the application process from their phys-

ical appearance, but also throughout their careers. Facially attractive employees are more likely 

to be evaluated more favorably and chosen for higher level roles in the corporate context. A 

study by Chung and Leung (1988), for instance, reveals on the one hand that executives tend to 

promote moderately performing employees more likely when they are physically attractive. On 

the other hand, Chung and Leung (1988) also show advantages in the competence perception 

for mediocre, but attractive employees by their supervisors. Thus, decision makers grant fa-
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cially attractive employees in the absence of truly accessible and transparent performance indi-

cations more confidence regarding individual contributions only based on their facial appear-

ance (see also Andreoni & Petrie 2008; Deryugina & Shurchkov, 2013). This finding seems 

generally valid for employees of both genders.26 

As empirical research has shown, the anticipation of higher skills and future perfor-

mance leading to better career perspectives for facially attractive employees is not limited to 

sectors that have been proven to be affected by occupational sorting based on appearance 

(Hamermesh & Biddle, 1994; Biddle & Hamermesh, 1998); such as, for example, the sales 

sectors. To the contrary, also industries generally known for rational decision making and usu-

ally not under suspicion to be prone to superficial examinations, are affected, e.g. in the military 

or on the stock and investment market. Mazur, Mazur, & Keating (1984), for instance, point 

out that career decisions in the US military, such as promotions to higher ranks through super-

visors, are related to certain aspects of facial appearance of the aspirants. Also, Halford and Hsu 

(2013) show that more attractive CEOs coming into office are associated with a brighter future 

outlook by their investors and thus increasing stock prices. Moreover attractive CEOs achieve 

also higher acquirer returns upon acquisition announcements then their plain peers (Halford & 

Hsu, 2013). 

Therefore, facial appearance matters not only in the job hunt, but also with regards to 

the career perspective: Attractive individuals have an advantage in a wide range of the indus-

tries, demographic segment and age ranges over less attractive peers, which is in line with the 

findings we established in chapter 2.3.1.1.1. Again, the reason that the facially attractive are 

privileged in that regard seems to stem from the evaluators' association of a higher capability 

of attractive employees. 

2.3.1.2.2 Discrimination with Respect to Career Progression through Aspects of Body 

Gestalt 

Similar to the findings outlined previously, there are clear indications that body height 

supports also career progression of employees with a larger body height. Body height is not 

only found to increase employment security (e.g., Hensley & Cooper, 1987) as well as the 

chances for better work-related appraisals, it is also found to be positively related to supervisory 

responsibilities (e.g. Herpin, 2005). Lester and Sheehan (1980), for instance, prove that the 

evaluations of average-sized and tall policemen by their supervisors are significantly better than 

                                                      

26 Nonetheless, there is also evidence indicating effects for employees with attractive facial appearance for 
women only (Heilman & Stopeck, 1985). 
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those of their short colleagues (see also Sheehan and Lester, 1980). This leads to increased 

career advancement opportunities for taller and average-sized officers in comparison to their 

shorter colleagues (see also Herpin (2005) for similar results). Thus, it comes as no surprise that 

the rate of promotions to managerial positions is proven to be positively related to increased 

body height (Melamed & Bozionelos, 1992). 

The positive associations with taller employees can be explained by the circumstance 

that body height is associated with positive character traits supporting the perception of a higher 

social stand of the employee. This results in taller work force being more likely to excel in 

positions where traits such as social competence, dominance, adjustment, and intellectual com-

petence are important (Collins & Zebrowitz, 1995). This is confirmed by Melamed and 

Bozionelos (1992) showing tall employees to be perceived rather dominant and independent. 

As a result, height in work places is found to be significantly related to social esteem, leader 

emergence, performance and success (Judge & Cable, 2004).  

When it comes to career perspectives a larger body height is found to be beneficial for 

both, men and women. Despite controversial findings by Stieger and Burger (2010) implying 

some advantages for short and partial disadvantage for tall women, the majority of studies in-

dicate a positive impact of height on the occupational success of male and female employees. 

Böckerman and Vainiomäki (2013), for example, investigating earnings and employment of 

genetically identical twins, find body height determining females' career outcomes positively. 

Also, Melamed and Bozionelos (1992) confirm that taller women, similar to men, are more 

likely to reach managerial promotions. Similarly, Judge and Cable (2004) find that taller women 

have more occupational success than shorter females. The prospects to prosperity on labor mar-

kets, however, are slightly lower for females than of the men. 

This is again different for weight. In line with the results for accessing the labor market, 

overweight men are found to only moderately suffer disadvantages with regards to their career 

perspectives once they have found employment (Rothblum et al., 1990; Pagán & Dávila, 1997; 

Bordieri, Drehmer & Taylor, 1997). Nevertheless, overweight women, also similar to the results 

presented above, are found to be discriminated against in most studies (e.g., Brink 1988; Puhl 

& Brownell, 2001). Averett and Korenman (1996), for instance, provide evidence for this in 

US labor markets for white overweight employees.27 

                                                      

27 There is only little evidence that obese black women are discriminated against by their weight or other body-
related factors. 
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Overall, height and weight influence advancement of individuals in their career; men's 

as well as women's height is indicated in the majority of studies to have a positive impact on 

the individual career advancement. However, the picture looks different with regards to body 

weight. Whereas men's weight has, if at all, apparently a very limited impact on their career 

path, there is clear indication that a high body weight can be detrimental for women's ascent on 

the career ladder. 

2.3.1.2.3 Discrimination with Respect to Career Progression through Aspects of Ethnic 

Type 

We already described affiliation to an ethnical group to be a possible source for discrim-

ination to enter the labor market. In particular skin color, as shown, constitutes a factor for 

discrimination (e.g., Maddox, 2004), in most cases to the disadvantage of darker-skinned em-

ployees. While there is great evidence to assume that this prevails also when it comes to career 

progression (Goddard & Wilson, 2009), there are also examples indicating evidence for the 

own-race bias (Rhodes et al., 2005; Burke et al., 2013; see also Langlois & Stephan, 1977). 

Leigh and Susilo (2009), for example, prove the skin color of democratic representatives run-

ning for political offices to influence elections in the Australian state Northern Territory: White 

candidates were favored in electorates with a small number of indigenous voters; darker-

skinned candidates in electorates with a high indigenous population received more votes. 

Nevertheless, similar to the findings with respect to the chances to initially enter the 

employment market, most studies find increasing disadvantages of employees with darker skin 

color. Wilson (2005), for instance, finds differences in the likelihood to stay employed early in 

the career between colored and white workers. African-American employees are significantly 

more likely to suffer from dismissals than white employees. A long the same lines, there have 

been multiple studies indicating lower employment rates (Altonji & Blank, 1999) and increased 

chances for long-term unemployment for colored individuals with work experience. Holzer, 

Offner & Sorensen (2005), for example, find a higher unemployment rate of young black men 

in the US, accompanied by a higher risk for long-term unemployment. Similarly, Wilson, 

Tienda, & Wu, (1995) reveal that black college graduates have a 2.24 times higher likelihood 

of involuntary unemployment compared to their white peers with the same academic level. As 

we have shown earlier, it seems that colored employees as a rule enter organizations at a lower 

hierarchical level than white work force. This, in turn, results in a lower likelihood to acquire 

experiences and human capital credentials essential for promotions, e.g. to managerial positions 

(e.g., Wilson, 1997; Sagas & Cunningham, 2005) which in turn impedes subsequent promotions 

and advancements. 



25 

EMPLOYEE DISCRIMINATION BASED ON PHYSICAL APPEARANCE  

Similar to African-American employees there is also evidence implying a strong (neg-

ative) influence for Hispanic and Maghrebi employees by their ethnical backgrounds. Despite 

a decreasing tendency, work force with Hispanic origin still suffers from restricted career op-

portunities, in particular with respect to female workers (Reimers 1983; Mier & Giloth, 1985; 

Woods, 2000; Mason, 2004; Arceo-Gomez & Campos-Vazquez, 2014). A long the same lines, 

Aeberhardt et al. (2010) shows that French workers with at least one African parent not only 

experience discrimination at the hiring level, but also throughout their careers, as they are, for 

instance, less likely considered for promotions (see also Silberman & Fournier, 1999 and 

Meurs, Pailhé & Simon, 2006). Similar to discrimination against Blacks, Aeberhardt and Pou-

get (2007) show employees with North-African origin to suffer in particular from occupational 

segregation (see also Joseph, Lopez & Ryk, 2008; Duroy, 2011) implying increased difficulties 

for Maghrebi employees to improve socio-economically (Silberman, Alba, & Fournier, 2007).  

Summing up, skin tone and race are shown to have an impact on career development. 

Colored employees suffer clear disadvantages because of their skin tone/race and not only have 

to expect curtailments in getting ahead in the workplace, but are also exposed to a higher risk 

for unemployment. 

2.3.1.3 Compensation 

2.3.1.3.1 Discrimination in Compensation through Aspects of Facial Appearance 

Apart from having advantages with respect to employment chances and increased pro-

spects of promotions, facially attractive individuals are found to also receive an above average 

compensation. The positive effects of facial attractiveness on compensation have been investi-

gated and broadly confirmed on an international basis. For instance, analyzing US and Canadian 

household survey data, which include interviewer assessments of respondents' attractiveness, 

Hamermesh & Biddle (1994) show not only a premium for attractive employees and a wage 

penalty for unattractive workers of both genders of five to 10%,28 but also an attractiveness 

sorting effect; thus, attractive individuals are found to seek employment in sectors that reward 

(facial) attractiveness. Consequently, higher earnings for attractive workers have been found 

across certain industries. This holds true in particular in those sectors involving a lot interper-

sonal and customer interactions. For instance, Lynn and Simons (2000) as well as Lynn (2009) 

                                                      

28 The plainness penalty is slightly larger than the attractiveness premium and the effects are at least as great for 
men as for women (Hamermesh & Biddle, 1994). Harper (2000) quantifies the penalties for plainness to even 
15% for men and 11% for women on personal compensation in Great Britain.  
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find higher compensation for attractive workers in gastronomy, but also handsome sales assis-

tants (Sachsida, Dornelles & Wagner Mesquita, 2003) reach higher compensation levels. Sim-

ilarly, Arunachalam and Shah (2010) show evidence for an increased total income for attractive 

workers in prostitution. Also, attractive attorneys in the US are found to earn more throughout 

their practice (Biddle & Hamermesh, 1998). 

If considered each gender separately for a facial attractiveness compensation premium, 

attractive women have a prospect of a higher salary progression throughout their career (Kan-

azawa & Kovar, 2004).29 Analyzing national compensation of two European countries, Ger-

many and Luxembourg, Doorley and Sierminska (2012), for example, find attractiveness pre-

miums for women in particular at lower wage levels and also attractiveness premiums for men 

that were independent of the income level. With the help of a national survey, Borland and 

Leigh (2014) show very similar results for women in Australia. By revealing earnings premi-

ums for women in the US, French (2002) confirms results of previous studies (e.g., Frieze, 

Olson, & Russell, 1991; Hamermesh & Biddle, 1994; Biddle & Hamermesh, 1998). Along the 

same lines, Hamermesh, Meng, & Zhang (2002) analyzing the effects of females' attractiveness 

on earnings in China also confirm a positive relationship. 

On the other hand, facially attractive males are not as often subject of studies. Therefore, 

there are less proof points for men. Although French (2002) cannot confirm premiums for male 

employees, most other studies investigating compensation premiums for facially attractive men 

hold out the prospect of a higher salary also for handsome male employees (e.g., Doorley & 

Sierminska, 2012). Similarly, Roszell, Kennedy, and Grabb (1989) reveal higher earnings for 

attractive male employees in a national sample of Canadian work force. Moreover, Frieze, Ol-

son and Russell (1991) find more attractive male American MBA graduates to have a higher 

starting salary and to earn more over time (see Fletcher (2009) for similar results regarding US 

high school graduates). 

In summary, we assume that compensation is influenced by facial attractiveness. In fact, 

it seems that employees of both genders, men and women, enjoy a salary premium in the labor 

market, when considered facially attractive.30 

  

                                                      

29 On average male graduates were found to earn $2,600 more in 1983 for each unit of attractiveness (on a five-
point scale); women earned $2,150 more. 
30 Interestingly, it seems generally accepted that the attractiveness effect in labor markets is due to appearance, 
while only a small portion is attributed to a related increased self-confidence (e.g., Möbius & Rosenblat, 2006; 
Leigh & Borland, 2007). 
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2.3.1.3.2 Discrimination in Compensation through Aspects of Body Gestalt 

There have been a number of studies proving body height to affect employee compen-

sation positively. A higher body height has been found to be beneficial on the labor market 

across various geographies (e.g., Loh, 1993; Judge & Cable, 2004). Schultz (2002), for instance, 

analyzing national surveys in three different geographies indicates an increase of 1.5% of the 

salary for each additional centimeter body height in labor markets in Ghana and Brazil and an 

increase of 0.4% in the US for an equivalent increase in height. In urban Brazil, Thomas and 

Strauss (1997) also find a positive effect of body height on the compensation. Behrman and 

Rosenzweig (2001), applying a national twin registry as data source, confirm a positive impact 

of height also for American employee wages: An additional inch in body height may lead to 

even three to five percent increase in salary. These findings are also in line with the ones of 

Heineck (2005) for male subjects in Germany.31 

While the very most studies indicate positive compensation effects for both, women and 

men (e.g. Loh, 1993), there seem more studies about men. Likewise, the impacts for male em-

ployees seem to be more stable (Collins & Zebrowitz, 1995). Frieze, Olson and Good (1990), 

for instance, find higher starting salaries and a higher compensation progression only for taller 

male MBA students in the US. Harper (2000) identifies a significant wage premium for rather 

tall and a penalty for short men in the United Kingdom of +5.9% and -4.3% respectively. Male 

employees in the 80-89 percentile (around 6 feet tall) earn 5.9% more than male employees 

with average height. Furthermore, the shortest 10% earn 4.3% less than peers with a medium 

body height (see also Hamermesh and Biddle (1994) for penalties for short male employees). 

Despite some research with ambiguous results (e.g., Frieze, Olson and Good, 1990; Per-

sico, Postlewaite & Silverman, 2004; Hamermesh & Biddle (1994)), various studies document 

advantages through a larger body height also for females. Mitra (2001), for instance, reveals 

salary premiums of 2.5% per each additional inch of body height for women in managerial 

positions analyzing national surveys in the US (see Cawley (2000) for results from a national 

survey in the US indicating lower work-related compensation for shorter females). Böckerman 

and Vainiomäki (2013) using data on Finnish twins, yet also confirm a significant height-wage 

premium for women.32 Overall, body height does make a difference and impacts compensation 

for both genders: The taller an employee, the higher the chances for a higher income. 

                                                      

31 Here, for an upper limit of about 6.4 feet one standard deviation in height is associated with a wage premium 
of about four percent. 
32 Interestingly, Böckerman and Vainiomäki (2013) cannot confirm height-wage premiums for men. 
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In contrast to height and similar to findings with regards to body weight on employment 

chances, weight affects in particular the compensation of women, whereas the results for men 

are somewhat equivocal: Overweight females suffer penalties in occupational compensation 

(Frieze, Olson & Good, 1990; Mitra 2001; Han, Norton & Powell, 2011) and also have higher 

exposure to the risk of a low household and individual income (Sarlio-Lahteenkorva & La-

helma, 1999)33. Harper (2000) estimates the wage penalty for females to be up to five percent. 

Similarly, Cawley (2000) and Han, Norton & Powell (2011) found that a delta of two standard 

deviations affects wages of women by seven percent and that a one-unit increase in BMI for 

females is directly associated with a 1.83% penalty in hourly wages, respectively. Register and 

Williams (1990) analyzing cohort data from the US even estimate the wage penalty for 18-25 

year-old females to by more than 12%. Particularly in sales and service occupations, obese 

women are found to suffer from a compensation disadvantage (DeBeaumont, 2009). Conse-

quently, Averett and Korenman (1996) find obese women to have a significantly lower eco-

nomic status in comparison to normal weighted women. 

The results for men are not as stable as the ones for women. Although there is some 

evidence indicating discrimination for men when it comes to overweight and work-related com-

pensation, there are also studies suggesting no effects by body weight on the compensation of 

male employees: Similar to the results for women, Averett and Korenman (1996) also found 

over- and underweight men to suffer slight penalties. Loh (1993) find obesity to lower men's 

compensation growth rate by about 5.5%. In contrast, analyzing data from a national sample in 

Canada, Perks (2012) even show a slight positive BMI-income relationship for male employees. 

Similarly, McLean and Moon (1980) indicates a small positive effect of obesity on men's in-

come for the US. Han, Norton & Powell (2011) on the other hand, found neither a direct nor an 

indirect BMI wage relation for men, implying that weight has no impact on the compensation 

of men (see also Register and Williams (1990), Mitra, (2001), Behrman and Rosenzweig (2001) 

and Böckerman and Vainiomäki (2013)). 

In summary, we come to the conclusion, that weight of men may stimulate less discrim-

ination on remuneration than that of women. If a woman is considered obese, the wage is more 

likely to be lower to start with and develop also more sluggish. For men, we cannot say the 

same with reasonable certainty. 

 

                                                      

33 The latter is also a risk for extremely thin women (Sarlio-Lahteenkorva & Lahelma, 1999). 
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2.3.1.3.3 Discrimination in Compensation through Aspects of Ethnic Type 

Keeping in mind the reduced chances to enter the labor market in the first place and the 

disadvantages with regards to career perspectives compared to equally qualified white employ-

ees, the fact that skin color also influences the compensation of employees is not surprising. 

Besides a few studies indicating significant advantages for colored employees in certain indus-

tries, such as American Football (Guis & Johnson, 2000)34 and academia (Gordon, Morton, & 

Braden, 1974), the vast majority of studies investigating compensation differences between 

black and white employees come to the result that dark-skinned employees are discriminated 

against with regards to work-related compensation.  

The negative impact for skin color seems to be stronger for dark-skinned women than 

for men, as black women experience discrimination twofold: On average black men working 

full-time in the United States receive about 75% of the equivalent compensation of white em-

ployees (Kim, 2009). Black women, on the other hand, are found to get 84% of the financial 

compensation of white female employees. However, in addition to the penalty of being colored, 

black females also only earn 89% of black men’s average salaries (Kim, 2009). Similarly, 

Greenman and Xie (2008), also analyzing the US labor market, reveal compensation disad-

vantages for females of all 14 minority groups tested compared to respective male employees 

of the minorities (see also Lapidus & Figart, 1998).35 

However, it seems that the earnings disadvantages for Blacks are not static over the 

entire occupational biography, at least not for men. Compensation discrepancies are found to 

be greatest in the beginning of the career and to decrease as the career progresses; however, the 

wage level of black employees is still lower compared to the one of their white peers. Renna 

and King (2007) find that the unexplained wage gap between the salaries of black to white 

employees is 35% for the first job out of school which reduces to still 13% with five years of 

work experience (see D’Amico & Maxwell (1994) and Oettinger (1996) for similar results). 

Nonetheless, the circumstance that colored employees tend to join the work force at lower hi-

erarchical levels and the simultaneously increasing importance of people skills prevent a further 

wage harmonization between black and white employees (Borghans, Ter Weel & Weinberg, 

2014; see Flanagan (1974) for a similar explanatory approach focusing more in education). 

                                                      

34 The findings regarding wage discrimination in the NFL is ambiguous. While Mogull (1973 & 1981) did not 
find any wages discrimination, neither among black nor among white players, Kahn (1991) found discrimination 
against black players.  
35 Greenman and Xie (2008) tested the relative earnings of Chinese, Asian Indians, Koreans, Japanese, Cubans, 
Other Asians, Asian-whites, Black-Asians, Filipinos, Vietnamese, Native Americans, Puerto Ricans, Mexicans 
and Blacks. Nonetheless, interestingly the penalties for females were largest for white women due to a higher 
degree of work specialization in white families compared to those of minorities. 
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A reduced pay for more colored/non-white employees is also found in economies out-

side of the Western world. For example, for labor markets in Peru (Napo, Saavedra, & Torero, 

2007), in Brazil (Valle Silva, 1984; Telles & Lim; 1998) as well as in Cape Verde (Model, 

2013) darker-skinned employees have disadvantages with regards to compensation for work.  

Similarly, there are also studies regarding work-related compensation for the Maghrebi 

population implying a reduced salary level for colored employees. Duroy (2011), for example, 

estimates the salary disadvantage in France between employees with three years of professional 

experience with North African descent and workers whose parents are both born in France to 

four to 12% (see also Silberman & Fournier, 2006; Joseph, Lopez & Ryk, 2008; Aeberhardt et 

al., 2010). 

Summing up, darker-skinned employees are found to earn less than white employees. 

Similar to previous findings, dark-skinned women suffer more from racial discrimination on 

labor markets when it comes to compensation than dark-skinned men. 

2.3.2 Customer Discrimination 

As opposed to employer discrimination, customer discrimination is more difficult to 

capture empirically. As customer discrimination is limited to the consumption behavior of cli-

ents only, it has predominately been investigated in the sales and services sector in terms of 

buying behavior and in professional sports with respect to stadium attendance and viewership 

of fans (Kahn, 1991; DeBeaumont, 2009). In the following we will show that despite the exist-

ence of employer discrimination, also customers with their (buying) behavior, at least indi-

rectly, contribute to advantages of employees deemed attractive and to disadvantages of work 

force with rather unfavorable physical appearance in labor markets. 

2.3.2.1 Customer Discrimination through Facial Appearance 

Apparently, customers associate aspects of a person standing for a product or service 

directly with the offered good. Kamins (1990) show that the characteristics a product or service 

need to be congruent with the physical appearance of the person promoting or endorsing it (for 

the Match-up Hypothesis see also Kahle and Homer (1985)). This has in particular been found 

to hold true in sales and service-provider encounters. Following this, research has shown, par-

ticularly in occupations with a high degree of customer interaction, such as in sales, that clients 

are evidently more willing to consent to sales presentations of attractive customer service per-

sonnel (e.g., Reingen & Kernan, 1993). Consequently, facially attractive personnel on average 

generate higher revenues. Sachsida, Dornelles and Wagner Mesquita, (2003), for example, find 

a reward of approximately nine percent for facially attractive sales employees. Along the same 
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lines, servers in gastronomy with an attractive facial appearance are met with greater generosity 

as they receive more gratuities from their clients (Lynn & Simons, 2000; see also Neumark, 

Bank & Van Nort, 1996) for discrimination in gastronomy)36. 

Nevertheless, discrimination of customers towards employees due to their facial appear-

ance is not limited to sales and also applies to professional service positions. Better-looking 

executives of advertising firms are, for example, found to have higher revenues (Pfann et al., 

2000). Biddle and Hamermesh (1998) investigating earnings of lawyers also find customer 

preferences for attractive attorneys and respective higher individual income. Moreover, in cap-

ital markets attractive investment fund managers are entrusted with more capital by their cus-

tomers, although this is not justified by their past investment performance (Pareek & Zucker-

man, 2011).  

Furthermore, the impact of customer discrimination due to facial attractiveness is also 

overt in the labor market of academia as well as in the one of politics. Students that can be 

considered customers in the labor market academia (similarly voters in the labor market poli-

tics) evaluate the classes of attractive university teachers as more effective, if they are taught 

by attractive instructors, as opposed to classes instructed by less attractive ones. This finding 

has been confirmed both, in North America (Hamermesh & Parker, 2005) and in Europe (Süss-

muth, 2006; Klein & Rosar, 2005). Higher expectations regarding increased work-related per-

formance of facially attractive individuals seem also widely imbedded in public opinion, since 

many empirical studies have shown advantages for politicians with attractive facial appearances 

over their opponents on multiple levels. Bringing them occupational advantages in the form of 

more voters, handsome politicians are found to be on average more appealing and are thus more 

likely to win seats in democratic parliaments, for instance in the federal election in Canada 

(Efran & Patterson, 1974), in Germany (see Klein and Rosar (2005)) for the federal election 

and Rosar, Klein and Beckers (2008) for elections of the German state North Rhine-Westpha-

lia), in Finland (Berggren, Jordahl &Poutvaara, 2010) as well as in the US House of Represent-

atives elections (Praino, Stockemer, & Ratis, 2014).37 Apparently, attractive humans are per-

ceived to be more trustworthy and believable. Thus, their audience is generally, independent of 

respective abilities and performances, more receptive for arguments of facially attractive indi-

viduals (see also Reingen & Kernan, 1993). 

                                                      

36 Again, the effect is found to be stronger for attractive females than for males. 
37 Marwick (1988) indicates that his facial appearance brought about a decisive advantage for John F. Kennedy 
over his opponent Richard Nixon (p. 392-393) in the US presidential election in 1960. 
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Consequently, in order to comply with client expectations, labor markets have appar-

ently adjusted to the customer discrimination effect: Nickson, Warhurst and Dutton (2005) find 

in their study for the retail and hospitality sector that more than 90% of the employers consider 

employee appearance to be either important or even critical to business success, which is ac-

counted for in their hiring decisions as a critical recruitment criterion. Similar results were 

brought to light in an investigation by Martin and Grove (2002): By asking 100 human resource 

professionals they found that taking pride in appearance and showing a good attitude are the 

two most decisive criteria for entering the hospitality industry in the US.38  

2.3.2.2 Customer Discrimination through Body Gestalt 

Discrimination by customers is not limited to the dimensions of facial attractiveness. 

Employees are also shown to alter buying and consumption behavior of customers based on 

their physical appearance with regards to their body gestalt. However, findings of research stud-

ies regarding consequences for employees are comparable to those obtained by investigations 

with respect to employer discrimination: As a general rule, height is in favor and weight is to 

the detriment of the employee with regards to customer behavior. 

In particular men's body height seems to alter behavior of customers favorably. In par-

ticular, as males' increased body height is socially connoted with masculinity, athleticism and 

physical attractiveness (Jackson & Ervin, 1992) as well as associated with power and a higher 

status (Wilson, 1968; Jackson & Ervin, 1992). Proof of this has been obtained again in politics: 

Taller politicians are rated greater and are perceived by voters to have more leadership and 

communication skills (Stulp et al., 2013), supporting an indirect social effect based on height. 

On average those candidates running for the US presidential election that are considered tall, 

get more popular votes than their opponents and are also more likely to be reelected (Stulp et 

al., 2013; see also Sorokowski, 201039). The interpretation regarding indirect effects of height 

is further backed by the fact that US Presidents are found to be much greater in terms of height, 

than the average man from their respective birth cohort. 

In addition to height, employees are also found to be discriminated against by customers 

with regards to weight. Similar to facial appearance, various investigations also regarding the 

weight of employees have confirmed the above mentioned necessity for alignment between the 

                                                      

38 A recent analysis by Warhurst et al. (2009) of the service industry illustrates that employers actively seek out 
to hire employees that physically represent a corporate image to customers and stakeholders. A long the same 
line, Koernig and Page (2002) demonstrate that consumers' attitudes toward the service provider are maximized 
when service-provider attractiveness is congruent with the perception of the service. 
39 Sorokowski (2010) confirms the relation between perceived body height and occupational status by showing 
that assigned body size of politicians by voters varies with their support throughout political campaigns.  
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(positive) characteristics of a product or service and the physical appearance of their represent-

atives (Kahle & Homer, 1985; Kamins, 1990), oftentimes to the disadvantage of overweight 

employees. As a result, these are in labor markets, despite verifiable abilities, oftentimes con-

noted with negative characteristics by customers, e.g. to be lazy and lacking competence (Paul 

& Townsend, 1995; see also Harris, Harris, & Bochner, 1982; Rothblum, Miller, & Garbutt, 

1988; Bellizzi & Hasty, 2000; Sartore & Cunningham, 2007). In particular exposed to disad-

vantages are overweight employees in communication- and interaction intensive occupational 

roles (e.g., Han, Norton & Stearns, 2009): Analyzing wage differences between overweight and 

normal weight employees, DeBeaumont (2009) find large discrepancies in sales and service 

occupations. Due to the high exposure to clients and intensive customer interactions, customer 

discrimination may, at least partially, explain the compensation differences between overweight 

and normal weight staff (DeBeaumont, 2009, Han, Norton & Stearns, 2009). In fact, DeBeau-

mont (2009) testing penalties for female workers with regards to occupational compensation in 

five broad occupational categories reveal significant compensation detriments for overweight 

workers only in those two requiring a higher degree of client interactions, namely sales and 

services.  

Therefore, one can conclude that as a general rule taller employees are given advantages 

by their customers, whereas overweight staff suffers from negative discrimination by their cus-

tomers, at least in those occupations involving much personal interactions. 

2.3.2.3 Customer Discrimination through Ethnic Type 

In line with the presented findings of previous chapters focusing on discrimination by 

employers, where darker skin has been identified to affect employees predominately negatively, 

there is strong indication that this prevails with respect to the treatment by customers. Evidence 

for this has, on the one hand, been furnished by studies investigating attendance behavior of 

sports fans to the ethnical mix of (home) sports teams and, on the other hand, again, by analyses 

of occupations with intensive customer interactions, such as in retail and the services industry 

(e.g., Lever, Kanouse & Berry, 2005).  

Investigating survey data of employers in four major metropolitan areas in the United 

States, Holzer and Ihlanfeldt (1998), for example, find that the racial composition of customers 

indirectly determines recruiting decisions: The more Caucasian customers are expected by the 

businesses, the better the chances for white applicants to be employed; likewise, the higher the 

percentage of black customers, the better chances for job seekers that are themselves of color. 

However, the study also reveals a lower occupational compensation of black employees (see 
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also Holzer (1991) for blacks' discrimination by customers with respect to job suburbanization). 

As a consequence, similar to facial attractiveness, hiring decisions are apparently to a consid-

erable degree influenced by preferences of customers regarding the ethnicity and race of sales 

personnel. And for good reason from a business perspective, as Leonard, Levine and Giuliano 

(2010) show: Analyzing demographics of sales personnel, the study reveals (moderately) higher 

revenues, when the ethnical background of the retail staff and the customer base in the store 

areas resemble each other. Similarly, Ihlanfeldt and Young (1994) find evidence for customer 

discrimination with respect to employment of black employees in US fast-food restaurants. 

Combes et al. (2016) confirm ethnic customer discrimination for African immigrants in France. 

In addition to the retail and services sectors, customer discrimination with respect to 

racial characteristics has also been investigated in the field of sport. Research here has taken 

advantage of the fact that customer behavior is relatively easy traceable with respect to sports 

teams' revenues, but in particular regarding fans' attendance in the stadium: For instance, there 

has been evidence for customer discrimination in baseball (e.g., Scully, 1973, Kahn, 1991) in-

dicating that white supporters' dislikes result in lower sales for teams with more black players. 

Nardinelli and Simon (1990) also found evidence for the existence of fan discrimination, using 

the market for baseball cards as application field. Apparently, the race of a player is directly 

related to the value of the card depicting the respective player. As owner and coworker discrim-

ination can be excluded in this setting, the results confirm the hypothesis of fan discrimination. 

Moreover, there is also evidence for racial discrimination by customers in ice hockey. Using 

the example of the National Hockey League (NHL) various studies presented indication that 

French-Canadians are discriminated against in terms of compensation due to customer discrim-

ination (Jones & Walsh, 1988; see also Kahn (1991)) as well as underrepresentation in NHL 

teams (Longley, 2003). 

Most studies in sports, however, investigating the impact of customer discrimination 

because of athletes' racial differences have been conducted in basketball. Burdekin and Idson 

(1991) not only find that fans favor watching players of their own race in the National Basket-

ball Association (NBA), the study also verifies a higher attendance in the arenas, if the racial 

composition of the team resembled the one of the surrounding neighborhood (see Bodvarsson 

and Humphreys (2013) for recent evidence of customer discrimination with regards to capital 

inputs for sports facility construction). Further, Kahn and Sherer (1988) find that in NBA bas-

ketball replacing one black player by an equally skilled white player would have, ceteris pari-
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bus, increased the attendance of home games by more than 60%. Kahn and Sherer (1988) at-

tribute this, like the salary discrepancy of about 20% to the disadvantage of black basketball 

players to customer (fan) discrimination. 

However, apart from racial composition of the fan base around an NBA team, there have 

been other approaches proving fan discrimination in basketball. Kanazawa and Funk (2001), 

for instance, taking advantage of Nielsen rating data prove the existence of fan discrimination 

in basketball and illustrated the number of viewers of broadcasted NBA games to increase, if 

more white players competed in the game.40 This implies not only a higher interest for white 

players, but also an indirect discrimination of colored players by the audience. Similarly, 

Brown, Spiro and Keenan (1991) even find evidence that fan discrimination negatively affects 

the compensation of colored NBA players.41 

2.3.3 Co-worker Discrimination 

Co-worker discrimination, the remaining source for discrimination on labor markets 

considering Becker's (1971) model, has with respect to employees' aspects of physical appear-

ance disproportionally less intensively been examined than employer discrimination and dis-

crimination by customers. The most decisive reason for a lower number of studies might be the 

measurability of discrimination in this context. On the one hand, preferences or even resent-

ments of employees to work with colleagues with a certain physical appearance hardly show 

clearly assignable effects in macro-economic data. Also, productivity losses through co-worker 

discrimination might be difficult to prove on the micro-economic level either. And on the other 

hand, employees in an existing employment contract, as a general rule, do not have any incen-

tives to publically state individual affectations or rejections regarding the physical appearance 

of their co-workers, as employees otherwise may risk disciplinary measures by the employer. 

Despite these difficulties there have been some studies indicating both, the existence of 

co-worker discrimination with respect to aspects of physical appearance as such and the con-

firmation of the general mode of action regarding the three dimensions of physical appearance 

already outlined for employer discrimination and discrimination by customers: advantages for 

facially attractive, tall and white employees and disadvantages for rather facially unattractive, 

short and colored peers. However, it needs to be stressed that the studies that do exist in this 

                                                      

40 As teams with higher viewership generate more revenues through advertising sales, Kanazawa and Funk 
(2001) concludes this to be the reason for the compensation gap between players of different races in the NBA. 
41 Nonetheless, there are various studies indicating adaptation of salaries between black and white NBA players 
over time (Dey, 1997; see Hamilton, (1997) and for American Football Gius and Johnson, 2000) for indications 
of even lower salaries of white players at the lower end of the distribution, but also for higher salaries of white 
players at the opposite end of the distribution). 
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regard either document the results of experiments (e.g., Mulford et al., 1998; Andreoni & Petrie, 

2008) and hence cannot entirely represent realistic conditions in labor markets; or, they base 

their analysis on statements of intent by their subjects (e.g., Jasper & Klassen, 1990) that are 

difficult to examine on actual applicability in reality. 

2.3.3.1 Co-Worker Discrimination through Facial Appearance 

Various studies provide evidence that the visibility of an interaction partner's face (e.g., 

Bohnet & Frey, 1999, 1999a; Burnham, 2003) and a friendly facial expression in the form of 

smile (Scharlemann et al., 2001) increases the tendency for collaborative behavior. However, 

investigations regarding increased cooperation due to facial attractiveness are scarce in true 

labor markets. In fact, in contrast to discrimination by employers and by customers, co-worker 

discrimination with respect to facial attractiveness has predominantly been indicated by exper-

iments. For instance, Mulford et al. (1998) found people in an experimental prisoner's dilemma 

setup, irrespective of their gender, to cooperate more likely with attractive individuals, since 

they per se expect an increased willingness to cooperate from their attractive peers. Similarly, 

Andreoni and Petrie (2008), investigating the cooperative behavior of teammates with their 

attractive peers in a public goods experiment, find that colleagues behave differently in the 

presence of attractive peers. Comparable to Mulford et al. (1998), Andreoni and Petrie (2008) 

show that individuals, in interactions with attractive teammates, anticipate upfront a more co-

operative behavior from the attractive colleague and are, therefore, more willing to contribute 

and align to the common cause. Analyzing effects of facial appearance in an experiment in the 

context of ultimatum bargaining games, Solnick and Schweitzer (1999) reveal similar results. 

They show that facial attractiveness lead to more collaborative behavior towards attractive 

teammates, since the expectation of a reciprocal behavior increases. 

Considering gender differences, Solnick and Schweitzer (1999) show in particular at-

tractive men to benefit from increased collaborative behavior (see also Solnick, (2001)), as fel-

low players of both genders are more likely to cooperate with attractive men than with women.42 

However, the findings regarding genders are controversial: Scharleman et al. (2001) show that 

smiling females can expect more collaboration from male colleagues. Nonetheless, the same 

study also implies disadvantages for kindly looking females when exposed to a female team-

mate. Thus, facial attractiveness may also be a disadvantage for females in some circumstances.  

                                                      

42 This finding is consistent with Solnick (2001) as well as Eckel and Grossman (2001) who independent of 
physical attractiveness prove a higher collaborative behavior towards male teammates.  
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As a result, it seems too early to make a relevant statement about potential gender dif-

ferences in the context of co-worker discrimination. Here as for the entire topic of co-worker 

discrimination as a whole, further research is needed, in particular in real-life settings. 

2.3.3.2 Co-Worker Discrimination through Body Gestalt and Ethnic Type 

Similarly, research with respect to discrimination, positive as well as negative, due to a 

colleagues' body gestalt or ethnicity is very limited. Nonetheless, the sparse evidence that does 

exist indicates confirmation of the effects presented for employer and customer discrimination. 

Jasper and Klassen (1990) analyzed the personal and social perceptions towards obese individ-

uals. Among other things, the study investigated the desire to work with overweight people and 

revealed a remarkable reluctance to team up with overweight individuals.43 Along with findings 

regarding weight in the context of employer as well as customer discrimination, the results are 

more considerable for obese women than for overweight men. Thus, in terms of collaboration 

overweight women are also seen more critically by (potential) colleagues than men. As we 

concluded above, overweight employees do face discrimination of which women are seemingly 

more impacted than men. With regards to height we cannot provide a feasible result about co-

worker discrimination.  

Regarding co-worker discrimination based on ethnic type, Kahn (1991) (see also Okrent 

and Wulf (1989) as well as Tygiel (1997)) presented anecdotal evidence in baseball.44 However, 

as there is, at least to our knowledge, no academic study to this effect, we cannot conclude for 

sure discrimination by co-workers with regards to ethnic type. 

2.4 CONCLUSION 

Academic research has in particular proven physical appearance with respect to facial 

attractiveness, body gestalt and ethnic type of employees to influence labor market outcomes. 

Interestingly, in none of these dimensions a uniform and universally accepted measurement 

approach has been developed. To the contrary, new findings and the application of digital data 

processing, as for example in the case of measuring facial symmetry, rather lead to the devel-

opment of additional and alternative methods to assess human physical appearance. 

                                                      

43 The literal question asked was: "How much would you like to work with the person you read about on a 3-mo. 
work project?" 
44 When Jackie Robinson, the first black player in the Major League Baseball (MLB), entered the league, several 
of his teammates at the Brooklyn Dodgers protested against his line-up. One teammate even preferred to leave to 
team rather than to play with Robinson in one squad. Moreover, Dodgers' opponent, the St. Louis Cardinals, 
threatened to go on strike before competing with a team setting up a black player. 
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However, despite the fact that the question, which characteristics determine attractive-

ness and what the best measures are to assess these is far from being decided, there is no doubt 

that physical appearance matters for employees in labor markets in all three dimensions facial 

attractiveness, body gestalt and ethnic type. It is undisputed, for instance, that facial attractive-

ness contributes positively to success in work-related settings. Facially attractive employees do 

not only have higher chances for employment, facial attractiveness seems also to influence ca-

reer perspectives and the compensation of employees positively, as facially attractive employ-

ees are more likely to be promoted and earn higher incomes. While there is some indication for 

a taste-base advantage, facial attractiveness is predominately associated with higher profes-

sional competence, abilities and skills. Interestingly, this holds not only for employers, but to a 

comparable extent also for customers and co-workers. All three stakeholder groups have been 

shown to be influenced with regards to the perception of an employee's performance by his/her 

facial appearance, independent of the actually rendered performance. In fact, there is clear in-

dication that employers and customers apply facial appearance unconscious of actual abilities 

as determinates for anticipated future performance. Thus, at least employers and customers tend 

to interact preferably with facially attractive employees, as they anticipate an increased perfor-

mance or superior service from them. The effect of employees' facial appearance, similar to 

most other aspect of physical appearance, on co-workers' behavior, particularly with respect to 

collaboration outside experimental settings, has not been in focus of academic research. Here 

further research is urgently necessary.  

Similar to facial attractiveness, employees' body gestalt also makes a difference with 

regards to labor market opportunities. Tall employees have also an advantage on the labor mar-

ket. Both, tall men and women have increased chances for occupation as well as for promotions, 

since evidently body size is connoted with an increased social standing and represents strength. 

The positive discrimination of tall employees of both genders is also confirmed with respect to 

customers and to some extent also for coworkers. Nonetheless, while men and women are with 

respect to facial attractiveness and size treated fairly comparably, this is different with regards 

to weight. Whereas overweight women suffer remarkable disadvantages regarding likelihood 

of employment, career perspectives and compensation, weight drawbacks, if at all existing, are 

clearly less pronounced for men. Customers, however, seem to take a critical attitude towards 

both, overweight men and women.  

Likewise, with regards to ethnicity of employees, we also found clear indications for 

discrimination in various cultural settings. However, the mode of action of discrimination 

through employees' ethnicity seems to diverge between employers and customers. While with 
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respect to employment, career perspectives and compensation a darker skin tone is found to be 

predominantly detrimental for employees, results regarding customer discrimination are not as 

clear-cut. Yet, there is indication confirming disadvantages for employees with darker skin by 

customers as well. However, there is also evidence that clients prefer, and grand advantages to 

sales personnel, that resemble themselves with respect ethnic background. Employers seem to 

have recognized this and concede to their customers' will, for instance in recruiting and staffing 

decisions.  

Although Becker's (1971) framework was established decades ago, it has been con-

firmed by multiple studies. Discrimination on the labor market can originate by employers, 

customers and co-workers for all aspects of physical appearance. The observation that employ-

ers are willing to comply with customer demands also with regards to personnel decisions, even 

more suggests that appearance-related discrimination of employees originates from various 

stakeholder groups, at least from both, employers and customers. 

While there have been various studies about discrimination on labor markets with re-

spect to physical appearance, there are some aspects that deserve closer scientific attention. In 

particular, we see three main areas: First, although it seems certain that both employers as well 

as customers drive discrimination based on physical appearance of employers, criteria that pro-

mote either employer or customer discrimination remain undetected. In order to further grasp 

employee discrimination a deeper understanding of the circumstances supporting the formation 

of prejudices of employees' stakeholders would be beneficial. 

Second, as indicated above, in contrast to employer and customer discrimination, dis-

crimination by co-workers is surprisingly scarcely been explored scientifically. Even though 

there are some studies that seem to confirm the findings around employers and customers at 

large also for co-workers, the research base available at present is still not satisfactory for final 

judgments in this regard. In particular, so far it remains unclear, if co-workers also outside of 

experimental settings in real labor market contexts are more willing to collaborate more with 

colleagues they find physically appealing, than with other co-workers. Therefore, future re-

search would benefit from investigating the impact of attractiveness on co-workers' willingness 

to cooperate particularly in true working environments. I intend to shed light on this with the 

third research paper in this dissertation (chapter 4). 

And third, until now there have been very little studies investigating labor market-re-

lated discrimination outside the framework proposed by Becker (1971). This is surprising, keep-

ing in mind that the explicit importance of external stakeholders, in addition to internal stake-

holders, such as supervisors, co-workers and customers, has been documented since the mid-
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1980s (Freeman, 1984). As a result, we account for this in the subsequent second research paper 

of this dissertation (chapter 3), where we investigate whether employees' physical appearance 

may also influence decision making of peers and external stakeholders. 
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3 DOES ATTRACTIVENESS STILL MATTER IF PERFORMANCE 

COMES INTO PLAY? – AN ASSESSMENT OF THE ATTRACTIVE-

NESS STEREOTYPE IN PROFESSIONAL SOCCER45 

3.1 INTRODUCTION 

There is consensus in academic research regarding the positive impacts of an attractive 

physical appearance in working environments. Attractive individuals seem to have more occu-

pational success and are treated more favorably than their less attractive peers. More attractive 

employees, for instance, have better chances to enter the labor market (Ruffle & Shtudiner, 

2010; Lopez Boo, Rossi & Urzúa, 2013) 46 , have better career perspectives (Chung & 

Leung,1988; Frieze, Olson, & Russell, 1991; Biddle & Hamermesh, 1998; Pareek & Zucker-

man, 2011) and receive a higher work-related compensation (Doorley & Sierminska, 2012; 

Scholz & Sicinski, 2015; Borland & Leigh, 2014). 

Various studies have investigated the relation between employees' physical appearance 

and performance; particularly, whether more attractive employees are in fact more capable than 

their less attractive peers. Most studies conducted in this area have not identified capability 

advantages of the attractive work force (Möbius & Rosenblatt, 2006; Andreoni & Petrie, 2008; 

Pareek & Zuckerman; 2011; Deryugina & Shurchkov, 2013).47 Thus, more attractive individu-

als do not necessarily perform better than less attractive individuals. Nevertheless, they are 

generally associated with higher performance.  

In fact, according to the concept of the attractiveness stereotype others perceive physi-

cally attractive employees more capable and assess their performance to be superior (Dion, 

Berscheid & Walster, 1972), despite there being rarely any hard evidence backing this percep-

tions.48 Various studies, e.g. in labor-related contexts, have also shown that individuals treat 

more attractive employees more favorably (Reingen & Kernan, 1993; Lynn & Simons, 2000; 

Lynn, 2009), meet them with more attention (Langlois et al., 1987; Samuels & Ewy, 1985) and 

have more trust in them (Pareek & Zuckerman, 2011) for no apparent reason. Moreover, as 

some research suggests, individuals in labor markets are even more likely to be guided in their 

behavior by their attractive counterparts (Andreoni & Petrie 2008; Deryugina & Shurchkov, 

                                                      

45 Ulrich, F., Schmidt, S. L., & Torgler, B. (2016). Does Attractiveness still Matter if Perfromance Comes into 
Play? - An Assessment of the Attractiveness Stereotype in Professional Soccer. Unpublished Working Paper. 
46 See Bertrand and Mullainathan (2004) regarding chances of job applicants with different ethnic backgrounds. 
47 Only very few studies can prove increased performance of physically attractive individuals with respect to in-
dividual, measurable and work-related contributions (Ross & Ferris, 1981; Postma, 2014). 
48 Instead of the nowadays common term attractiveness stereotype Dion et al. (1972) used the expression what is 

beautiful is good stereotype. 
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2013) and are, to a certain degree, even prone to base their decision making in favor of attractive 

individuals (Reingen & Kernan, 1993). So, the existence of the attractiveness stereotype in la-

bor markets seems generally recognized and scientifically undisputed. Appendix Table 1 pro-

vides an overview of selected studies on the effects of physical attractiveness in work-related 

settings. 

Nevertheless, there have been indications of increasing doubts about the general ap-

plicability of the attractiveness stereotype lately. Recent laboratory experiments have shown 

that in situations characterized by complete information about others' performance, individuals 

apparently do not base their behavior towards others on their physical appearance, but rather on 

their actual performance. The investigations by Deryugina and Shurchkov (2013) and by An-

dreoni and Petrie (2008) supply evidence in this regard: Both studies show their experiment 

participants to grant premiums to their respective facially attractive counterparts, if information 

of the counterparts' performance and contributions is unrevealed. However, if the raters in the 

two test settings are able to reasonably assess their counterparts' performances, the beauty pre-

mium disappears. In fact, participants in the experiment are rather found to base their decisions 

on the actual performance of their counterparts'. As these studies indicate that attractive indi-

viduals are not necessarily deemed superior per se, but only under certain circumstances, 

namely when actual performance is nontransparent and not accessible, they raise certain doubts 

about the acknowledged universal application of the attractiveness stereotype. 

Until now however, these findings have only been obtained in laboratory experiments 

outside work-related settings. Hence, they do not incorporate true occupational performance. 

While in the mentioned experimental studies performance of (attractive) employees is measur-

able, transparent and clearly assignable to an individual, this is not the case in most real-life 

labor market research settings. For most evaluators in studies investigating attractiveness-

driven advantages for appealing employees in real occupational settings it is rather questiona-

ble, if a reliable assessment of counterparts' performance is possible at all, and if so, whether 

evaluators can take it adequately into account: Work-related performance is in most studies 

nontransparent, impossible to measure reliably and difficult to assign to a single individual (e.g., 

Ruffle & Shtudiner, 2010; López Bóo, Rossi, & Urzúa, 2013). In fact, as stakeholders in most 

studies are required to perform instant assessments of (attractive) employees (Deryugina & 

Shurchkov, 2013) and since an adequate performance measurement would require time, high 

efforts and costs (Pareek & Zuckerman, 2011), it cannot be ruled out that raters rather base their 

assessments on the obvious, namely the physical attractiveness of the evaluation subjects, as 

opposed to take actual performance into account.  
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As a result, real-life research studies have so far fallen short answering the question 

whether individuals in labor markets ground their assessments on attractiveness or base their 

judgments rather on transparently assessable actual performance, which would ultimately imply 

a remarkable limitation to the generally acknowledged attractiveness stereotype.  

This paper intends to shed light on this question by analyzing the behavior of two em-

ployee stakeholder groups in a labor market where performance is individually assignable, 

measureable and transparent. Specifically, this paper analyzes the entire labor market of the 

Bundesliga, Germany's top-tier soccer competition and one of the most prestigious sports 

leagues worldwide. In order to examine, the guiding question of this research paper, we take 

advantage of the award Fußballer des Monats (English: "Player of the Month"; hereafter POM) 

that was bestowed in the Bundesliga over a time period of seven consecutive seasons. For the 

course of this investigation we take the results of the POM award, being comprised of the voting 

of the Bundesliga team captains, thus players' peers, and the interested non-professionals, as 

proxy for occupational success. 

The remainder of this article is structured into five more chapters: The following chapter 

3.2 introduces our field of application, the POM award and the German Bundesliga in more 

detail. In chapter 3.3 we analyze the peer voting, the first stage of each award round. Chapter 

3.4 focuses on the analysis of the second award stage, namely the public voting. General impli-

cations are presented in chapter 3.5, followed by chapter 3.6 where we address limitations and 

provide our view on further research need. Finally, the paper concludes with chapter 3.7. 
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3.2 THE SETUP OF THE PLAYER OF THE MONTH AWARD 

In order to examine the guiding question we choose the field of sports as field of appli-

cation. By investigating soccer as a labor market, we do not only take advantage of the favorable 

conditions of sport for organizational as well as behavioral research (Pfeffer & Davis-Blake, 

1986; Day, Gordon, & Fink, 2012), but also of the fact that, in contrast to most other labor 

markets, performance here is visible and therefore transparent and rather easy to measure. Fur-

thermore, through the determining characteristics of professional soccer, e.g. that its rules are 

clearly detailed and enforced by referees, performance in this labor market is standardized and 

comparable among employees. Moreover, it is beneficial to our investigation that relevant per-

formance in soccer can be delivered in a limited period of time in a predefined setting only, 

namely during game time on the pitch. As a consequence individual employees' performances 

can be observed rather easily in this labor market.  

One expression of acknowledging performance within the labor market soccer is the 

context of the POM award49 in the Bundesliga, Germany's top-tier soccer league,50 which we 

apply as field of application. During the seven consecutive Bundesliga seasons between 

2003/04 and 2009/10 the POM award procedure was administered on a monthly basis in two 

sequenced steps, the peer votes and the public voting: In the peer voting round in each award 

month all 18 captains of the Bundesliga teams were asked to nominate one player each. In order 

to get the captains' opinion on which player to nominate for the POM award, the award-bestow-

ing media reached out to the players individually, as a general rule right after the last game of 

an award month, and requested an on the spot nomination of a peer player, without reasoning 

by the nominator. In a second step, the nationwide public was asked to vote by phone or online 

                                                      

49 An equivalent in the corporate world could, for instance, be an award, like Employee of the Month. 
50 With the season running from August to May and a winter break between mid-December and mid-/ end-Janu-
ary, the league consists of 18 teams playing each other twice per season; one home and one away game per fix-
ture totalling in 34 game days per season. During the seven seasons under consideration, 2003/04 - 2009/10, the 
Bundesliga has experienced a steady growth, both in terms of revenues, and audience relevance as well as in 
terms of media coverage (e.g.DFL Deutsche Fußball Liga GmbH, 2013). Every game in the respective period 
was broadcasted live at least in pay-TV (some also in free TV). And after each game specialized sport programs 
and nationwide news formats several times showed summaries and discussions in publicly available free TV. 
During the seven season period under consideration 82.2 m visitors saw Bundesliga games in the stadium. 
Hence, during the seven season period on average every German resident saw at least one game of the Bun-
desliga in person in the stadium. Appendix Figure 1 shows the progression of fans visiting games in the Bun-
desliga during the seven seasons 2003/04 to 2009/10. As a result, the Bundesliga can be considered to be a truly 
public event and a matter of public interest in Germany. Due to the extensive public demand for soccer in the 
Bundesliga both in the stadium and via TV the performance of the players on the pitch can be considered to be 
publically available and transparent. The public interest in the Bundesliga and its events is also obvious taking 
the steady revenue growth of the league into account. In this regard the revenues from advertising and from the 
sale of media rights are particularly remarkable. Providing data of these two revenue streams as well as on the 
overall revenue progression of the league Appendix Figure 2 shows growing public demand and interest in the 
Bundesliga.  
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for one player out of the three who have gained the most team captains' votes in the peer voting. 

Participation in the public voting was not restricted and involved no cost. However, in contrast 

to the peer voting, the public voting had a direct link to the physical appearance of the candi-

dates: TV, internet and print media advertisements promoting the award and stimulating public 

participation in the vote (see Appendix Figure 3) displayed portrait pictures of the three players 

standing for election each month along with an introductory brief about each player.51  

The POM award was jointly tendered and administered by independent and overarching 

institutions: a sports magazine, a sports TV channel and the German National Soccer Associa-

tion (Deutsche Fußball Liga - DFL). The award itself was heavily advertised through multiple 

media channels, in particular by the bestowing institutions, which ensured public awareness for 

the award procedure and presentation.  

In total, the POM award was presented in 65 award months by the tendering institu-

tions.52 Thus, we investigate the impact of physical attractiveness on the success of 1,361 play-

ers from the perspective of two different stakeholder groups while taking more than 57,714 

player performance observations into account. As a result, analyzing the context of the POM 

award, one can assume we analyze an entire labor market.  

We apply the results of the POM award as proxy for personal occupational success of 

the players enabled by other stakeholders on their labor market. Due to the natural setup of the 

POM award, we, at least to our knowledge, are first to be able to investigate the question 

whether different labor market stakeholder groups are in fact guided by the attractiveness ste-

reotype or rather driven by actual work-related performance given that it is transparently as-

sessable. 

Against the backdrop of the attractiveness stereotype one would expect advantages for 

attractive players in both voting stages of the award, regardless of the availability of perfor-

mance data. To investigate this, we will analyze the two voting rounds separately, starting with 

the first award stage in each POM award month, the peer voting. 

  

                                                      

51 The portrait pictures of the players used in the internet and TV promotions are to a great extend the same ones 
used for assessing the players' physical appearance parameters applied in this research paper. 
52 The award was not bestowed in months between seasons and sometimes suspended during winter break for a 
month or two. 
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3.3 THE PEER VOTING 

3.3.1 Theoretical Considerations  

3.3.1.1 General Derivation 

According to classical concepts of rationality, rational decisions are based on all infor-

mation available (von Neumann & Morgenstern, 1947; Simon, 1955; Simon, 1957; Becker, 

1978). In situations, however, where resources and information are limited, various studies have 

shown heuristics to be supportive and very effective in human decision making by providing 

cognitive shortcuts or cognitive rules of thumb (Simon, 1955; Gigerenzer & Todd, 1999; 

Gigerenzer & Brighton, 2009; Gigerenzer & Goldstein, 1996; Martignon, Katsikopoulos & 

Woike, 2011). The application of heuristics ensures time-efficient decision making when only 

a reduced amount of relevant information is available (Kunda, 1999). According to Gigerenzer 

and Selten (2001) decision making is highly influenced by available or rather easily accessible 

heuristics that are applied situation-specific, like an adaptive tool box. 

Mindful of the associated limited amount of reliable information on actual performance 

of others in the working life, it is consistent to assume that heuristics are also applied in occu-

pational settings. This has been shown in particular in situations on labor markets where indi-

viduals are required to evaluate others with respect to their performance or performance poten-

tial (Jackson & Ervin, 1992; Pager, Western & Bonikowski, 2009; Han, Norton & Stearns, 

2009; see also Gigerenzer & Goldstein, 2009). In alternative to difficult assessments of (actual) 

performance, evaluations are made on more obvious and easier accessible measures, such as 

physical appearance (Chung & Leung, 1988; López Bóo, Rossi, & Urzúa, 2013). 

The application of heuristics when time and verifiable information is limited has also 

been proven with peer sportsmen (Bennis & Pachur, 2006; Bar-Eli, Avugos & Raab, 2006; 

Oskarsson, Van Boven, McClelland & Hastie, 2009). Both, on and off the pitch, athletes ground 

their situation assessments and consequently their decisions and choices of action on a few cues, 

rather than on detailed analyses of all information available. This applies to various types of 

sports, e.g. to baseball (McLeod & Dienes, 1993; 1996; McLeod, Reed & Dienes, 2001; Shaffer 

& McBeath, 2002; Gigerenzer, 2004), to handball (Johnson & Raab, 2003), to tennis (Serwe & 

Frings, 2006; Scheibehenne & Bröder, 2007) and to handball (Johnson & Raab, 200353).  

                                                      

53 Applying handball as field of application, Johnson and Raab (2003) show that in team sports, players, when it 
comes to decision making involving peer players under time constraints, are guided by heuristics. Players are 
shown to resist evaluating multiple options in a situation on the pitch, simply due to time constraints. Therefore, 
they favor those options coming to their mind first. Thus, applying this take-the-first heuristic (Johnson & Raab, 
2003, see also Gigerenzer & Goldstein, 2009) has proven rewarding for athletes, which ultimately incentivizes 
repeated application (Johnson & Raab, 2003). 
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As a result and given the circumstance that captains in the peer voting of the POM award 

were asked spontaneously with the expectation of an instant response regarding their nomina-

tion of a peer player, it seems reasonable to assume that the selection process was also influ-

enced by heuristics, namely by physical appearance. This seems the more plausible keeping in 

mind that captains have to evaluate roughly 900 player game observations per award month and 

are only allowed to nominate one peer.54  

Attractive people, thanks to their outer appearance, are shown to initially attract more 

attention in situations of human interactions, i.e. people pay more attention to more attractive 

persons (Langlois et al., 1987; Samuels & Ewy, 1985).55 Moreover, Maner et al. (2003) docu-

ment that observers in addition exhibit enhanced recognition memory about them. Furthermore, 

the attention span of other people for attractive individuals is longer than with less attractive 

ones. As a result, above average attractive people are more likely to be memorized and their 

actions are more likely to be remembered by others (Chaiken, 1979). We will next investigate 

the role of physical attractiveness in the peer voting by a most comprehensive analysis of play-

ers' appearance; not only by their facial attractiveness, but also by the players' body gestalt and 

their ethnic type. 

3.3.1.2 Facial Attractiveness 

Since the face carries the most weight in the perception of humans (Wade, Irvine & 

Cooper, 2004, p. 1083; see also Wade, 2000 and Scholz & Sicinski, 2015), facial attractiveness 

can be seen as the most important determinant in the assessment of human attractiveness. Ap-

parently, a variety of facial features contribute to the overall evaluation of facial attractiveness 

(Hoss & Langlois, 2003); not one most important facial feature can be emphasized, but their 

concurrence is important (Cunningham, 1986).56 Perrett et al. (1999) found symmetric faces to 

contribute positively to attractiveness evaluations.57 Valentine, Darling & Donnelly (2004) 

                                                      

54 There were 58,826 player game observations of Bundesliga players and 65 award rounds during the seven sea-
sons. From discussions with Bundesliga club officials we know that Bundesliga teams spend a large part of their 
preparation time for next Bundesliga games with video analyes of prious games of the next opponent teams. 
Thus, the association of performance with the physical appearance of opponent players is intuitive.  
55 The higher attention regarding attractive people is even objectively measureable by the means of an increased 
level of the hormone testosterone (Roney, Mahler & Maestripieri, 2003). 
56 No one characteristic of physical appearance determines attractiveness alone: Cunningham (1986) measured 
the relative size of 24 facial features in 50 female faces. Positively correlated with attractiveness ratings were the 
neonate features of large eyes, small nose, and small chin, the maturity features of prominent cheekbones and 
narrow cheeks, and the expressive features of high eyebrows, large pupils, and large smile. 
57 Building upon early findings of Galton (1879), Langlois and Roggman (1990) introduced their thesis that aver-
ageness is attractive in the early 1990s. Hence, they claim that composite faces are more attractive than the 'com-
ponent faces' selected to create them (see also Rhodes & Tremewan, 1996; Rhodes et al., 1999 and Hoss & 
Langlois, 2003). 
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found both effects of facial geometry and symmetry, independently determining and contrib-

uting to perceived attractiveness. 

Also in sports, facial symmetry has been proven to be a determining factor in evaluation 

processes. For example, Berri et al. (2011) presents evidence that sportsmen with facial attrac-

tiveness, measured by assessing their facial symmetry, achieve greater monetary compensation. 

Apparently, facially attractive quarterbacks in the American National Football League (NFL) 

are assessed to be more productive as they are paid greater salaries by their clubs. Moreover, 

there are further examples in academic research where facially attractive athletes are seen as 

more proficient, e.g. in professional cycling (Postma, 2014), professional tennis (Bakkenbüll & 

Kiefer, 2014) and, again, American football (Williams, Park & Wieling, 2010). 

Consequently, similar to other labor markets, we assume facially attractive players in 

the Bundesliga to benefit from the attractiveness stereotype, as we expect the performances of 

players with a high degree of facial symmetry to be evaluated better than the ones of players 

with less facial symmetry. Thus, we expect these players to be more successful in the peer 

voting of the POM award. 

3.3.1.3 Body Gestalt 

Since one "cannot limit the beauty of people to facial attractiveness" (Loureiro, Sach-

sida, & Cardoso de Mendonça, 2011, p. 258) the consideration of overall physical attractiveness 

characteristics must include other aspects, such as the body gestalt of an individual. A number 

of studies have demonstrated that height in particular is associated with both, physical attrac-

tiveness and occupational success by peers. Alicke, Smith and Klotz (1986), for instance, show 

body attractiveness to have a similar influence as facial attractiveness on the judgment of overall 

attractiveness of peers. Apparently, based on recent research, body height, as one means of 

physical appearance, implies higher chances for personal occupational forthcoming, as taller 

men are perceived to be more competent by their peers and to have more success in their pro-

fessional careers (Herpin, 2005). In fact, taller men do not only have better chances in the hiring 

process, they also earn more than shorter men do (Frieze, Olson, & Good, 1990; Persico, Post-

lewaite, & Silverman, 200458; Heineck, 2005).  

                                                      

58 Persico, Postlewaite, & Silverman (2004) found the height premium to be related to teenage height and there-
fore suggest that social effects might be an important channel for the emergence of access compensation of tall 
individuals. Moreover, the teenage height premium is partially mediated by a participation in high school sports 
and clubs. Both findings may strengthen the assumption of advantages of taller individuals both in interactive 
and physically intense labor market. 
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In the context of sport, height seems the most determining factor among players in this 

labor market, when it comes to body gestalt.59 In fact, height has been identified as one decisive 

advantage in sports, be it in basketball (Gift & Rodenberg, 2014), in rowing (Holway & Guerci, 

2012) or in athletics (Wattie et al., 2014). Consequently, body height is presumably quite likely 

to be attributed with higher performance by peers, also in soccer, as many tackles are held in 

the air and taller players have advantages in their attempts to score header goals (Rosar, Ha-

genah & Klein, 2010). Consequently, we hypothesize a positive impact of body height on the 

peer voting outcome of the POM award. 

3.3.1.4 Ethnic Type 

In order to increase the quality of results with regards to the impact of physical appear-

ance on the outcomes of the POM award, we also take the players' ethnic type into account, 

hence their skin color as well as their hair color. Research has seen some efforts investigating 

physical appearance premiums (or discounts) through the affiliation to skin color by peers. The 

majority of studies examining the relationship between skin color and attractiveness found pre-

dominantly white faces to be viewed more attractive (e.g., Wade et al., 2004; Kramer, Sharma 

& Jones, 2013). Similarly, Van den Berghe and Frost (1986) documenting a universal prefer-

ence for light skin color, also indicate higher prospects of success for light-skinned peers. 

Independent of the validity of a general preference in favor of white individuals or the 

alternative explanation, the hypothesis of an own-race bias, (Rhodes et al., 2005; Burke et al., 

2013; see also Langlois & Stephan, 197760), light-skinned colleagues in many labor markets 

enjoy distinct advantages (Wilson, Tienda, & Wu,., 1995; Darity & Mason, 1998; Tomaskovic-

Devey, Thomas & Johnson, 2005; Pager & Shepherd, 2008, Kim, 2009), e.g. an increased 

amount of work-related authority (Smith, 2002)61. Thus, mindfully that the vast majority of 

team captains in the Bundesliga were Caucasian, allows for the anticipation, that light-skinned 

players had advantages in the POM award peer voting. 

This seems to hold true against the backdrop of findings in the field of sport. Berri and 

Simmons (2009) not only find black athletes on the quarterback position in the NFL to be un-

derrepresented, but also that some of their skills are not adequately compensated. Moreover, 

                                                      

59 Alternative measures, such as relations of height and weight, e.g. BMI, as occasionally used in attractiveness 
research, are not appropriate for application here, since individuals' body weight fluctuate too strongly over time 
and thus cannot be accounted for appropriately. 
60 Langlois and Stephan (1977) found evidence for ethnocentric attractiveness evaluations of Anglo and Mexi-
can-American children regarding other children. 
61 See also Arce, Murguia and Frisbie (1987) for evidence of a higher socioeconomic status of Caucasians in 
Western societies. 
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the circumstance that black quarterbacks, at least in the upper half of the salary distribution, 

experience disadvantages in their compensation, indicates that also industry experts, namely 

representatives of the clubs, are guided by aspects of physical appearance and are not immune 

to appearance biases through skin color.  

Similar to the skin tone, also a person's hair color may indicate ethnic type. Along the 

lines of traditional evolutionary psychology, various studies have identified men's dark hair to 

signal positive traits. Apparently, dark hair seems to be associated with maturity and stability 

and hence influences the perceived look of men positively. Dark-haired men are perceived to 

be more attractive (Etcoff, 2000) and also favored by colleagues. They are also perceived to be 

more mature, but also smarter, more reliable and more successful (Lawson 1971; Matz, Kane 

& Ryan, 2007) than peers with lighter hair.62 Kalisch and Fischbach (2009) confirm the as-

sumption for a preference of dark men's hair for the German-speaking region in central Eu-

rope.63 Moreover, Hinsz, Stoesser and Matz (2013) find, irrespective of geographic influences, 

preferences of peers with respect to dark hair of men.  

Based on the presented literature, we hypothesize also positive impacts for players with 

particular characteristics of their ethnic type on the peer voting. In particular, we expect ad-

vantages for players with rather light (white) skin and dark hair. 

3.3.2 Empirical Model 

Success in the peer voting stage of the POM award is determined by a nomination to the 

second voting round, hence being among those three players who had gained the most captains' 

votes.  

We evaluate the influence of physical appearance on occupational success using a bi-

nary probit model where NOMINEE is the dependent variable and represents whether or not a 

player was nominated by the Bundesliga team captains to the next award round in the respective 

award month. NOMINEE takes a value of 1, if a player is designated for the next round and a 

value of 0 otherwise. More precisely, our full model specification for the analysis of the team 

captains' voting behavior is as follows: 

Pr (NOMINEEi = 1) = Φ (β0 + β1 FACEi + β2 GESTALTi + β3 SKINi  

           + β4 BLACK i+ β5 BROWNi + β6 DIRTYBLONDi + β7 RED + β8 BLOND  

                                                      

62 See Ramachandran (1997) and Johnston (2010) for results regarding female hair colors. 
63 In a recent large-scale German single study in which 7,430 German speaking singles participated, dark hair 
was very famous: 48.9% of the participating females preferred a male partner with brown hair, 24.4% were in 
favor of a black-haired partner (Kalisch & Fischbach, 2009). 
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          + β9 PERFORMANCEi + β10 RELTEAMPERF + β11 AGE i  

          + β12 PRIORGAMESi + β13 LOYALTYi + β14 GERMANi  

          + β15 GOALKEEPERi + β16 DEFENDER + β17 MIDFIELDERi  

          + β18 STRIKERi + εi) (1) 

The first eight independent variables in the model are all measures of physical appear-

ance: FACE is a measure of facial geometry depicting facial attractiveness. It is objectively 

measured applying web-based photo analysis software provided by anaface.com that has also 

been applied in similar research settings recently (e.g. Halford & Hsu, 2013; Hoegele, Schmidt, 

& Torgler, 2015). The software allows the calculation of an attractiveness score based on facial 

symmetry ranging between 1 and 10. 64 To eliminate measurement errors to the highest degree 

possible, we asked four raters to individually execute the necessary course of action applying 

anaface.com and took the mean of their respective picture scores for the analysis (see also 

Hoegele, Schmidt, & Torgler, 2015)65. Regarding the players' body gestalt as a potential deter-

mining factor, we include GESTALT to the model. While being an obvious and distinct char-

acteristic of a person's physical appearance, GESTALT is a measure for the players' body height 

in centimeters. Data were made available by the sports data provider Impire AG, the official 

data provider of the Bundesliga during the entire course of the seven seasons under considera-

tion. In order to investigate the explanatory contribution of players' ethnic types to the award 

result, we add SKIN and the hair color variables BLACK, BROWN, DIRTYBLOND66, RED 

and BLOND to the model. SKIN for each player was, similar to FACE, determined by four 

raters independently applying the in the field of dermatology accepted six-point Fitzpatrick 

                                                      

64 The software first requires uploading photographs of persons' faces to be evaluated and then to place 17 mark-
ers at different predefined facial landmarks. The software measures distance ratios such as the one of nose to ear 
length, the ratio of nose width to face width, the ratio of mouth width to nose width, the ratio of face width to 
face height or the ratio of eye width in comparison to inner ocular distance (Halford & Hsu, 2013) while ignor-
ing appearance features such as eye, skin and hair color or body-related features such as body height. Further-
more, avoiding distortions by picture layout such as background and color vs. black-and-white mentioned by 
Hamermesh and Parker (2005) we took advantage of a single source, namely the official website of the sports 
magazine Kicker, one of the overarching institutions which organized the POM award. From this website we ob-
tained the vast majority of the player portrait pictures that were in the absolute majority also in accordance with 
the players' official autograph cards. Moreover, our overall approach ensures comparability of the overall condi-
tions such as high picture resolution or a straight and relaxed look directly into the camera lens (Hoegele, 
Schmidt, & Torgler, 2015). 
65Hoegele, Schmidt, & Torgler (2015) followed a comparable approach: They asked two independent raters to 
evaluate two player photographs with the anaface software. 
66 This variable comprises dirtyblond as well as middle brown hair. 
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scale (Fitzpatrick, 1988) measuring the lightness of the players' skin.67 A very light skin (rep-

resented by Fitzpatrick skin type I) accounts for a value of 1. An extremely pigmented skin 

(represented by Fitzpatrick skin type VI) accounts for the value of 6. All other skin types ac-

count for values between 1 and 6, respectively. The variable SKIN represents the simple mean 

of the four raters' assessments of the players' skin types. Likewise, the hair color of the Bun-

desliga players was also evaluated by four independent raters.68 In line with Fitzpatrick (1988) 

and Johnston (2010)69, the raters were instructed to assign players the hair color categories 

black, brown, middle brown/dirty blond, red and blond which are all added as dichotomous 

variables to the model.  

As the POM award is supposed to reward the best player within an award month, play-

ers' accomplishments on the soccer field need to be accounted for in our model. We approxi-

mate players' individual performance during an award month by adding the variable PERFOR-

MANCE. Having complete performance data of all players in any Bundesliga game on the pitch 

of the season 2003/04 to 2009/10 available, we focus on those 57,714 player performance data 

points attributable to a month in which the POM award was bestowed. In order to be able to 

compare the individual player performances in each award month, we take the average of the 

performance scores, also provided by Impire, for each player of every game the player played 

during a month in which the POM award was bestowed as reference for individual perfor-

mance.70 The performance scores for each player in each game in an award month are based on 

67 predefined single performance measures.71 This results in a total of 20,810 average player 

award month PERFORMANCE observations.  

                                                      

67 Basis for the assessment was a publication by the Australian Government (2011). The document visualizes the 
six Fitzpatrick skin types by a photograph of individuals representing each skin type. Based on this manual the 
raters were asked to assign each player on the basis of individual portrait photographs to a Fitzpatrick skin type. 
The manual of the Australian Government (2011) can be found in the Appendix, Figure 7. 
68 In the very few cases the four raters did not reach a consistent verdict regarding the players' hair color, a fifth 
independent rater brought about a final decision. 
69 In addition to our categories Johnston (2010) additionally distinguishes blond and light blond. 
70 Since some game days took place right after the season start or the winter break as well as immediately before 
the winter break or season's end, they were not captured in an award month. 
71 The performance score for each player in a game is comprised from 29 performance variables that are inde-
pendent of the position of the player (examples of performance variables independent of the position are whether 
the team won the respective game, whether the player saw a yellow or a red card or lost the crucial tackling im-

mediately before a goal against). Moreover, there are specific performance measures for each of the four posi-
tions goalkeeper (ten additional performance variables; examples are number of goals against, number of crosses 

saved and number of penalties saved), defender (ten; examples are number of tacklings won, number of long 

passes and number of assists for shots outside the box), midfielder (nine; examples are number of assists, number 

of assists for shots inside the box and number of tacklings taken and striker (eight; examples are number of 

ground tacklings won, number of header tacklings won and number of team goals) and thus part for the perfor-
mance score calculation of each player irrespective of the position on the pitch. Hence, the performance score 
takes position-independent and position-specific variables into account. The performance evaluations were ac-
complished by four professional Impire raters per Bundesliga game, two live in the stadium and two reevaluating 
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As the results of the peer voting could have been influenced by the performance and 

success of players' teams, the variable RELTEAMPERF captures the accomplishments of the 

clubs during the award months. RELTEAMPERF takes the expectable performance level into 

account and represents the discrepancy between the average points a team collected during a 

game in an award month and the point average the team earned during a game in the previous 

season.72 

AGE and PRIORGAMES are measures for the players' experience, as there might be 

tendencies for the captains to assign veteran peer players with more Bundesliga experience an 

advantage in the peer voting. Thus, while AGE captures the players' age in years at the end of 

the respective award month, the variable PRIORGAMES represents the number of games the 

players have played in the Bundesliga so far. Since team captains could be tempted to reward 

peer players for their loyalty for a club, instead of real performance on the pitch, we control for 

LOYALTY. This variable is a measure of the loyalty of the players towards their current teams 

and accounts for the number of games the players have played for their clubs in the Bundesliga. 

Likewise, the dichotomous variable GERMAN captures the players' nationalities and takes a 

value of 1 if the respective player has the local nationality (German) and 0 otherwise. We add 

this variable in order to account for the fact that the own-race bias (e.g., Rhodes et al., 2005; 

Kelly et al., 2005; Burke et al., 2013) mentioned above, is not only bound to the players' phys-

ical appearance, but also by their origin.  

Moreover, the dichotomous position variables GOALKEEPER, DEFENDER, MID-

FIELDER and STRIKER capture the position of the players on the pitch and hence their corre-

sponding role on the field. By including these variables we control for potential captains' biases 

with regards to players' roles and responsibility on the pitch, e.g. due to the fact that strikers on 

average score more goals than, for instance, goalkeepers or defenders. Each position variable 

takes a value 1, if the player is deployed on the respective playing position and a value of 0 

otherwise. The variable CLUB accounts for club-fixed effects and measures preferences or re-

sentments regarding the club affiliation of a player. AWARD_ROUND accounts for award 

                                                      

game situations afterwards on tape. All performance measures were then aggregated and by the use of a prede-
fined algorithm converted into a player's performance score per game. Consequently, we use the performance 
scores as proxy of actual PERFORMANCE of the players in the Bundesliga during the seasons under considera-
tion. 
72 Effects through team promotions and relegations were accounted for by assessing the points for the first pro-
moted team (leader of Bundesliga 2 at the end of the season) with the number of points collected by the best rele-
gated Bundesliga team of the past season. Similarly, the points collected by the second-worst team of the previ-
ous season served as expectation for the second best team in Bundesliga 2 during the former season. And so 
forth, if applicable.  
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rounds and may take values between 1 and 65. By controlling for this variable we take potential 

effects associated to certain award month into consideration. Table 3.01 provides a summary 

of the descriptive statistics of the peer voting. 

 

Table 3.01 Descriptive Statistics of the Peer Voting 

            Dependent Variable  M SD MIN MAX 
           * NOMINATION1 Nomination to the public voting  

(Yes = 1; 0) 
0.0093  0 1 

        
Independent Variables      
 FACE Average facial symmetry score of 

four raters 
7.5554 0.5076 5.3050 8.9100 

         GESTALT Body height in centimeters 183.2018 6.4119 164 202 
         SKIN Average facial symmetry score of 

four raters 
2.6278 1.2524 1 6 

         Hair      
 * BLACK Player's hair color 0.2619  0 1 
   (Black = 1; 0)     

  BROWN Player's hair color 0.4442  0 1 
   (Brown = 1; 0)     

  DIRTYBLOND Player's hair color 0.1059  0 1 
   (Dirtyblond/middle brown = 1; 0)     

  RED Player's hair color 0.0069  0 1 
   (Red = 1; 0)     

  BLOND Player's hair color 0.1809  0 1 
   (Blond = 1; 0)     

 PERFORMANCE Average of performance scores for 
games in award month 

5.8131 1.1064 0.8000 10.0000 

         RELTEAMPERF Discrepancy between the average 
points player's team collected dur-
ing a game in award month and 
point average the team earned on 
average during a game in the pre-
vious season 

-0.0185 0.7115 -1.8529 2.1176 

        
 PRIORGAMES Number of games played in Bun-

desliga 
78.289 78.6628 0 555 

         LOYALTY Number of prior games for the 
current own team 

1076.472 1120.62 1 7996 

         AGE Player's age in years at game day 26.7802 4.1215 16.9972 40.6027 
         GERMAN Player's nationality  

(German = 1; 0) 
0.4342  0 1 

         Position      
  GOALKEEPER Player's position is goalkeeper 0.0662  0 1 
   (Goalkeeper = 1; 0)     
  DEFENDER Player's position is defender 

(Defender = 1; 0) 
0.2969  0 1 

          MIDFIELDER Player's position is midfielder  0.4256  0 1 
   (Midfielder = 1; 0)     

  STRIKER Player's position is striker 0.2111  0 1 
   (Striker = 1; 0)     

 

In order to evaluate the influence of the individual attributes of physical appearance on 

the peer voting stage of the POM award, we run a total of eight different specifications consid-

ering a variety of potentially influential variables. While we initially, in specifications (1) to 

(4), consider all four dimensions representing physical attractiveness separately, we provide in 
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specification (5) an analysis including all eight attractiveness variables. Subsequently, we in-

crease the scope of the observation by augmenting the number of independent variables in each 

consecutive specification. By doing so, we test for stable explanatory contributions to the results 

of the peer voting. Thus, specification (6) additionally includes individual player performance, 

while specification (7) incorporates also measures regarding the relative team performance, the 

control variables regarding player's experience as well as variables representing their loyalty, 

nationality, position-fixed and club-fixed effects. In addition, specification (8) takes the effect 

related to the respective award round into account. Finally, specification (9) only incorporates 

those variables that have had a significant effect in previous specifications. It contains variables 

regarding players' hair color, their individual performance as well as the relative performance 

of the players' teams, their position on the pitch and fixed effects with respect to players' clubs 

and award rounds. 

3.3.3 Results 

As Table 3.02 depicts, in the analyses between the dependent variable NOMINEE and 

the different variables representing physical appearance in specifications (1)-(4) none of the 

appearance variables shows a statistically significant effect. Likewise, we cannot report signif-

icant effects of appearance variables for specification (5), where we combine all appearance-

related variables in one analysis, with one exception, namely a slight positive impact (p < .10) 

for players with dirtyblond/light brown hair.  
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Table 3.02 Probit Model of the Peer Voting 
  Dependent Variable NOMINATION 
                        (1) (2) (3) (4) (5) (6) (7) (8) (9) 
                        FACE -0.0470    -0.0198 0.0392 0.0570 0.0519  
  0.0823    0.0921 0.1057 0.0906 0.0890  

           GESTALT  0.0060   0.0060 -0.0037 -0.0032 -0.0032   
   0.0067   0.0069 0.0064 0.0066 0.0064  

           SKIN   0.0278  0.0833 0.0815 0.0749 0.0701  
    0.0273  0.0533 0.0555 0.0477 0.0471  

          Hair73          
 BLACK    Ref. Ref. Ref. Ref. Ref. Ref. 
            BROWN    0.0734 0.2141 0.1962 0.1910 0.1899 n.s. 
     0.1087 0.1660 0.1593 0.1298 0.1227  

 DIRTYBLOND    0.2100 0.3818† 0.3924† 0.4794** 0.4949** 0.3619* 
     0.1310 0.1970 0.2057 0.1814 0.1718 0.1439 
 BLOND    -0.0169 0.1822 0.2101 0.3238† 0.3309* n.s. 
     0.1189 0.2002 0.1856 0.1665 0.1597  

           PERFORMANCE      0.8522*** 0.7905*** 0.8272*** 0.8213*** 
       0.0435 0.0462 0.0490 0.0502 

           RELTEAMPERF       0.3146*** 0.3516*** 0.3567*** 
        0.0523 0.0537 0.0535 

           PRIORGAMES       -0.0004 -0.0004  
        0.0008 0.0008  

           LOYALTY       -0.0000 -0.0000  
        0.0000 0.0000  

           AGE       0.0001 0.0013   
        0.0164 0.0164  

           GERMAN       0.0981 0.1103  
        0.0942 0.0923  

          Position          
 GOALKEEPER       Ref. Ref. Ref. 
            DEFENDER       -0.4134† -0.3949† -0.3976* 
        0.2067 0.2016 0.1828 
 MIDFIELDER       -0.0186 0.0171 n.s. 
        0.1862 0.1820  

 STRIKER       0.5063** 0.5461** 0.5517** 
        0.1939 0.1908 0.1589 

            CLUB FEs NO NO NO NO NO NO YES YES YES 
            ROUND FEs NO NO NO NO NO NO NO YES YES 
              *  *** *** *** *** *** ***  ***  ***   Observations 20810 20810 20810 20666 20666 20666 19675 19675 19675 
Cluster 1361 1361 1361 1351 1351 1351 1268 1268 1268 
              McFadden’s R² 0.000 0.001 0.001 0.003 0.008 0.319 0.381 0.390 0.388 
Observations correctly classified 99.06% 99.06% 99.06% 99.06% 99.06% 99.02% 99.00% 99.00% 98.99% 
          

Abbreviations and notes:  Not significant (n.s.); Reference category (Ref.); Robust standard errors in bold. †, *, ** and *** indicate 

statistical significance at the 10% (p < .1), 5% (p < .05), 1% (p < .01) and .01% (p < .001) level, respectively 

Nonetheless, we observe a constant positive effect of individual player PERFOR-

MANCE on the outcome whether a player is nominated by the team captains in all specifica-

tions this variable is incorporated (p < .001 in specifications (6)-(9)). Likewise, we find a similar 

effect of relative team performance in all specifications to which we include the variable REL-

TEAMPERF (p < .001 in all specifications (7)-(9)).  

                                                      

73 The variable RED hair was omitted in the model. 
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Apparently, the control variables representing the experience of the players (variables 

AGE and PRIORGAMES), their loyalty (LOYALTY) as well as indicating the players' nation-

ality (GERMAN) do not reveal any statistically significant influence on the captains' decision 

which player to nominate for the POM award (specifications (7) and (8)).  

Interestingly, however, as depicted by specifications (7)-(9), the position a player is de-

ployed on, does influence the selection behavior of the Bundesliga team captains: While 

GOALKEEPER being the reference variable in the analysis, it seems that STRIKERS have a 

higher chance to be nominated to the next round than players on other positions (p < .01 in all 

specifications (7)-(9)). To the contrary, DEFENDERS are less likely to be selected for the pub-

lic voting stage of the POM award by the team captains (p < .1 in specifications (7) and (8); p 

< .05 in specification (9). 

Especially since selection processes per se are very difficult to predict, the quality of 

our model can be seen as favorable. This holds in particular against the backdrop of the fact 

that in this case, as mentioned, captains could choose from a myriad of players each award 

month. In particular with respect to the increase in McFadden's R² in specifications (6) - (9), it 

becomes obvious that PERFORMANCE is not only a decisive factor for team-captains' deci-

sion making, but consequently also improves the validity of the model remarkably.  

3.4 THE PUBLIC VOTING 

3.4.1 Theoretical Considerations  

3.4.1.1 General Derivation 

There is indication that sports fans, when it comes to evaluations of and expectations 

towards performance base their reasoning on information cues they have available. Many stud-

ies have proven that sport fans, similar to athletes, base their judgments on heuristics, too. This 

has been shown in the prediction of game outcomes in basketball (Heit, Price & Bower 1994; 

Todorov, 2003), in assessing ice hockey players' career performance (Snook & Cullen, 2006), 

forecasting the results of grand slam tennis tournaments (Serwe & Frings, 2006; Scheibehenne 

& Bröder, 2007) as well as assessing the throwing accuracy of basketball players (Gilovich, 

Vallone & Tversky, 1985). Also, lay sports fans in soccer use heuristics for their assessments. 

Gröschner and Raab (2006), investigating the behavior of fans in the Bundesliga as well as in 

the FIFA World Cup 2002, find soccer fans applying heuristics to make even more accurate 

predictions than soccer experts (see also Andersson, Edman & Ekman, 2005). Similarly, Pachur 

and Biele (2007), analyzing the European Soccer Championships 2004, prove that non-profes-
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sionals in soccer apply heuristics often and successfully for their forecasts regarding perfor-

mance and game outcomes (see also Ayton, Önkal and McReynolds (2011) for the application 

of heuristics in the English Football Association trophy).  

Mindful of the circumstance that the soccer fans participating in the POM award were 

provided with a direct link to players' appearance, namely by portrait pictures of the three nom-

inees in the respective award round, aspects of physical appearance may guide evaluation deci-

sions also for non-professional fans. Similar to our analysis of the peer voting, in the following 

we provide a comprehensive analysis taking the three dimensions of physical appearance, facial 

attractiveness, body gestalt and ethnic type into account.  

3.4.1.2 Facial Attractiveness 

Various studies have proven that facial appearance can serve as an indicator for expected 

performance and guide decision making for non-professionals who are obliged to form opinions 

and to make decisions in limited time and with incomplete information. This may lead to choos-

ing individuals that seem to have characteristics signaling a certain performance level. For in-

stance, it has been shown in occupational settings that facially attractive individuals seem to 

evoke trust, resulting in preferences for these individuals (Hamermesh & Biddle, 1994; Ruffle 

& Shtudiner, 2010; Pareek & Zuckerman, 2011; López Bóo, Rossi, & Urzúa, 2013). Therefore, 

the decision maker dares a leap of faith regarding expected performance based on the chosen 

applicants’ facial attractiveness. The effect of trusting attractive individuals has also been 

proven in politics, where attractive politicians were more likely successfully running for a dem-

ocratic office (Efran & Patterson, 1974; Marwick, p. 392, 1988; Klein & Rosar, 2005; 

Hamermesh, 2006), and in presumably free markets, where attractive corporate leaders coming 

into office caused rising share prices of their companies (Halford & Hsu, 2013). 

Facial attractiveness has also proven to influence assessments and decision making in 

sports-related contexts with regards to supporters. For instance, Postma (2014) finds facial at-

tractiveness to signal endurance to observers of the cycling sport, thus stressing the importance 

of facial attractiveness in the light of performance anticipation in sports.74 Investigating soccer, 

Hoegele, Schmidt, & Torgler (2015), explore the effect of facial attractiveness of sports stars 

on fans’ perceptions and reveal that the assessment of players' skills and capabilities is biased 

                                                      

74 The study relates physical appearance directly with actual performance provision in sports: Respondents of 
both genders rated better cyclists to be more facially attractive.  



59 

DOES ATTRACTIVENESS STILL MATTER IF PERFORMANCE COMES INTO PLAY? 

by facial symmetry.75 Therefore, similar to the peer voting, we expect a positive relationship 

between facial attractiveness, measured by facial symmetry, and the chances to be successful 

in the public voting of the POM award. 

3.4.1.3 Body Gestalt 

Similar to peers, body height is also associated with increased attractiveness, prestige 

and performance abilities by independent laypersons. In fact, males' large body height is so-

cially connoted with masculinity, athleticism and physical attractiveness by independent raters 

(Jackson & Ervin, 1992) as well as associated with power and a higher status (Wilson, 1968; 

Jackson & Ervin, 1992). For example, taller politicians are rated to have certain greatness about 

them which manifests itself in being perceived to have more leadership and communication 

skills (Stulp et al., 2013).  

Also in sports, independent persons attribute body height with increased performance; 

laypersons assume, for instance, better performance of taller soccer players through their phys-

ical conditions, as they may engage more effectively in challenges in the air (Rosar, Hagenah 

& Klein, 2010). Hence, we anticipate also a positive relationship between body height and the 

results in the public voting of the POM award.76 

3.4.1.4 Ethnic Type 

The influence of skin color on forming an opinion in the absence of complete infor-

mation and under time constraints is for laypersons rather ambiguous and follows the theoretical 

considerations for peers discussed above. It seems that laypersons do have preferences and tend 

to favor persons with a particular skin color (Lever, Kanouse & Berry, 2005). However, the 

preference depends on circumstances and situations. Again, there is the tension between the 

own-race bias (Langlois & Stephan, 1977; Rhodes et al., 2005; Leigh & Susilo 2009; Burke et 

al., 2013) and the anticipated universally preference for white individuals that has been proven 

in labor market situations (Bertrand & Mullainathan, 2004; see also Arceo-Gomez & Campos-

Vazquez, 2014). 

Despite predominately conducted for females, the vast majority of research activities on 

the behavior towards individuals with certain hair colors show advantages for blond women 

and dark-haired men. In situations where blond females or dark-haired males seek assistance or 

                                                      

75 Hoegele, Schmidt, & Torgler (2015) evaluating fans' perception on soccer stars' personal characteristics show 
a positive significant effect of the evaluation of behavior, skills and personality of soccer players based on their 
facial attractiveness, in terms of facial symmetry. 
76 It must be noted, however, that in contrast to facial attractiveness and ethnic type, for height the mentioned 
advertisements depicting players' portrait pictures do not represent a visual cue in favor of physical appearance. 
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support, also unfamiliar persons are more supportive (Guéguen, 2012; Guéguen & Lamy, 2013) 

or generous (Price, 2008; Lynn, 2009) then towards persons with other hair colors. Conse-

quently, we expect players with rather light skin and dark hair to be more successful in the 

public voting of the POM award. 

3.4.2 Empirical Model 

In comparison to the peer voting, the independent variables of the public voting remain 

unchanged. However, the dependent variable changes to WINNER. It represents whether or not 

a player preselected in the peer voting round gained the most fan votes and hence was elected 

POM. WINNER takes a value of 1, if a player is awarded POM in the respective award month 

and a value of 0 otherwise. The setup of the POM award, 65 award rounds with three nominated 

players out of which one winner per award month is selected, results in 195 observations in this 

award stage.  

As we apply the same analysis approach as in the peer voting, we use the identical setup 

of specifications, except that we, for obvious reasons, do not consider a control variable for 

award-round-fixed effect. Thus, we also abstain from an equivalent to specification (8) in this 

analysis. Table 3.03 depicts the summary of the descriptive statistics of the public voting. 
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Table 3.03 Descriptive Statistics of the Public Voting 
            Dependent Variable  M SD MIN MAX 
           * WINNER Election to POM 0.3333    
   (Yes = 1; 0)   0 1 
Independent Variables      
 FACE Average facial symmetry score of 

four raters 
7.5222 0.5253 5.9175 8.6425 

         GESTALT Body height in centimeters 183.8718 6.4311 168 196 

         SKIN Average facial symmetry score of 
four raters 

2.7500 1.2412 1 6 

         Hair      
 * BLACK Player's hair color 0.2256    
   (Black = 1; 0)     

  BROWN Player's hair color 0.4666  0 1 
   (Brown = 1; 0)     

  DIRTYBLOND Player's hair color 0.1589  0 1 
   (Dirtyblond/middle brown = 1; 0)     

  RED Player's hair color 0.0000  0 1 
   (Red = 1; 0)     

  BLOND Player's hair color 0.1487  0 1 
   (Blond = 1; 0)     

 PERFORMANCE Average of performance scores for 
games in award month 

7.8174 0.6933 5.9666 10.0000 

         RELTEAMPERF Discrepancy between the average 
points player's team collected dur-
ing a game in award month and 
point average the team earned on 
average during a game in the pre-
vious season 

0.6424 0.6367 -1 2.1176 

         PRIORGAMES Number of games played in Bun-
desliga 

93.1615 83.9064 1 417.5 

         LOYALTY Number of prior games for the 
current own team 

1073.4900 1136.4560 27.5000 5916.0000 

         AGE Player's age in years at game day 26.4171 3.8311 18.5863 37.1342 
         GERMAN1 Player's nationality  

(German = 1; 0) 
0.4410  0 1 

         Position      
  GOALKEEPER Player's position is goalkeeper 0.0923  0 1 
   (Goalkeeper = 1; 0)     
  DEFENDER Player's position is defender 

(Defender = 1; 0) 
0.0769  0 1 

          MIDFIELDER Player's position is midfielder  0.3487  0 1 
   (Midfielder = 1; 0)     
  STRIKER Player's position is striker 0.4820  0 1 
   (Striker = 1; 0)     

 

3.4.3 Results 

As Table 3.04 shows, again, we do not observe stable, statistically significant effects of 

any physical appearance variable. In line with the peer voting, the physical appearance of the 

players does not seem to have an influence on the decision making of the public in the context 

of the POM award at all. This holds true for specifications analyzing appearance variables sep-

arately (specifications (10)-(13)), for the analysis of all appearance variables combined (speci-

fication (14)) and for the analyses incorporating control variables (specification (15) and (16)).  

In contrast, and also similar to the results of the peer voting, individual PERFOR-

MANCE is the only variable with a stable effect on the dependent variable WINNER through-

out all specifications of our model containing the variable (p < .05 in specification (15) and 
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(16); p < .01 in specification (17)).77 Furthermore, it is interesting to note that team performance 

is apparently not at all relevant for the fans' voting behavior and hence, as opposed to individual 

performance, does not determine the outcome of the winner selection. 

The only control variable with a slight significant effect is GERMAN. Hence, domestic 

Bundesliga players enjoy a slight advantage over their foreign peers, in the public voting. None 

of the remaining control variables depict a significant impact on the public voting of the POM. 

Neither the variables controlling for players' experience (AGE and GAMESPRIOR), nor their 

loyalty (LOYALTY) influenced the public voting with statistical significance. Moreover, and 

also in contrast to the peer voting, player positions did not play a role as a selection criteria for 

the soccer fans either. Nevertheless, the quality of the model is reduced compared of the peer 

voting model, but at least specification (16) reaches a McFadden's R² value beyond .2 and can 

thus be considered acceptable.  

  

                                                      

77 With a p-value of 0.055 in specification (11) PERFORMANCE nearly reaches significance level. 
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Table 3.04 Probit Model of the Public Voting 

  Dependent Variable WINNER 
                      (10) (11) (12) (13) (14) (15) (16) (17) 
                    FACE -0.0746    -0.0642 -0.0228 -0.0993  
  0.1653    0.1655 0.1732 0.2389  
          GESTALT  -0.0248†   -0.0239 -0.0200 -0.0319   
   0.0148   0.0150 0.0149 0.0243  
          SKIN   0.0070  0.0854 0.1018 0.0579  
    0.0734  0.0995 0.0997 0.1163  

         Hair78         
 BLACK    Ref. Ref. Ref.   
           BROWN    0.2936 0.4256 0.4539 0.0120  
     0.2604 0.3161 0.3143 0.3949  

 DIRTYBLOND    0.3875 0.5932 0.6473† -0.2839  
     0.2917 0.3829 0.3808 0.4405  

 BLOND    0.2751 0.5101 0.6525† 0.5484  
     0.3062 0.3818 0.3826 0.5029  
          PERFORMANCE      0.2888* 0.4235* 0.4737** 
       0.1400 0.1762 0.1582 
          RELTEAMPERF       0.1849  
        0.2032  
          PRIORGAMES       -0.0006  
        0.0024  

          LOYALTY       0.0001  
        0.0001  

          AGE       -0.0727   
        0.0544  

          GERMAN       0.5232† 0.4111† 
        0.2972 0.2211 

         Position         
 GOALKEEPER       Ref.  
           DEFENDER       -0.9814  
        0.7076  

 MIDFIELDER       0.0119  
        0.4930  
 STRIKER       0.0488  
        0.4883  

          CLUB FEs NO NO NO NO NO NO YES YES 
            *  *** *** *** *** *** ***  ***  *** Observations 195 195 195 195 195 195 175 175 
Cluster 65 65 65 65 65 65 65 65 
            McFadden’s R² 0.001 0.012 0.000 0.008 0.024 0.041 0.233 0.165 
Observations correctly classified 66.67% 66.67% 66.67% 66.67% 66.15% 69.74% 73.71% 74.86% 
         

Abbreviations and Notes:  Reference category (Ref.); Robust standard errors in bold. †, *, ** and *** indicate statistical significance at the 
10% (p < .10), 5% (p < .05), 1% (p < .01) and .01% (p < .001) level, respectively. 

 

3.5 GENERAL DISCUSSION 

Based on our findings one can conclude that the attractiveness stereotype does not hold 

regardless. Apparently, physical appearance does not always determine protagonists' success 

on the labor market; certain conditions have to be met.  

In our setting physical appearance plays a different role than in other research setups 

examining the effects of attractiveness on individuals' demeanor towards attractive employees. 

                                                      

78 The variable RED hair was omitted in the model. 
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Contrary to our expectations, we do not find any evidence supporting the widely accepted sup-

position that physical appearance influences individual occupational recognition. In fact, the 

outcome of both voting stages of the POM award is almost entirely independent of the physical 

appearance of the candidates. Physical appearance in the context of the POM award neither 

played a role for peer players (team captains), nor for the soccer-interested participants in the 

public voting. As a result, physically attractive protagonists did not have an advantage in the 

setting of the POM award over their peers.  

Mindful of various studies proving increased success in labor market settings for em-

ployees deemed attractive, this result is indeed surprising. Bearing in mind the multitude of 

performance observations to evaluate by both, peers and public79, anchoring the nomination 

decisions on physical appearance aspects of the players, would have been plausible: For team 

captains, since they were obliged to make an instant judgment about the best of roughly 300 

peers during an award round and for the interested public, mindful of the visual cue they were 

provided with in the process of the second POM voting stage.  

What did show an effect in both election stages, however, is players' performance. This 

variable showed a stable statistical effect on the result of the respective success parameters. 

Consequently, the performance of the players, as opposed to their physical appearance, deter-

mined the outcome of the POM award to a considerable degree. Given our research setup that 

both, peers and soccer non-professionals were able to recognize players' performance on the 

pitch, we can conclude that both player stakeholder groups were also able to distinguish be-

tween high and lower performances of the protagonists on the pitch. But most importantly, we 

can infer that they based their individual selection behavior on their performance observations 

of the Bundesliga players.  

This finding, however, is remarkable given the current status of appearance research. 

Mindful that in our setting job-related performance was to the highest degree possible transpar-

ent and measureable, the decisive difference to similar studies revealing contrary results, we 

conclude that physical appearance may only be applied as a means to evaluate employees' per-

formance capabilities in situations where an assessment of actual performance is difficult or 

impossible, e.g. when it is too time-consuming, extremely costly or too complex. In situations 

on labor markets, however, where effective performance data is available or can reasonably 

well be inferred, as in the case of professional soccer, physical attractiveness apparently loses 

                                                      

79 Per award month there were as a rule between 3 and 5 games of 18 teams with each team having up to 14 dif-
ferent players on the pitch.  
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the function of a (supposed) indicator for assigned performance. In these situations individuals 

take protagonists' actual performance as basis for their assessments as well as reference for their 

behavior. Consequently, physical appearance in these settings no longer plays the role of a 

proxy, e.g. for anticipated performance. Since we obtain similar findings for peers as well as 

for the interested public, we can infer that our results are independent of the individual relation-

ship of the stakeholder groups to the labor market. Hence, the expertise of and exposure to 

soccer in this case did not influence the outcome. 

While Andreoni and Petrie (2008) as well as of Deryugina and Shurchkov (2013) have 

already indicated limits to the attractiveness stereotype in the context of available performance 

data, we are first to prove its limits for real-life labor markets. Even though our results restrict 

the explanatory power of physical appearance and call for a critical reassessment of the widely 

accepted attractiveness stereotype, we specified the conditions needed for it to influence indi-

vidual judgments. As a result, one may see our findings supporting a possible extension of the 

perspective towards the attractiveness stereotype and of the attractiveness research as such. 

Nonetheless, our findings doubtlessly call for further research backing our results.  

3.6 LIMITATIONS AND FURTHER RESEARCH 

As mentioned, our results are supposed to be viewed as starting point for further inves-

tigations regarding the impacts of individual physical appearance in real labor market settings. 

In particular, we see four areas where further investigations would be beneficial in this context:  

First, despite having controlled for a multitude of outwardly visible cues of physical 

appearance and for various control variables, there is the possibility that appearance cues in 

soccer may be more holistic and rather be based on, e.g. athletics and physical flexibility. Po-

tentially, conclusions on players' performance are also based on the way a player moves, e.g., 

motion sequence or running style, rather than static characteristics of physical appearance. 

Thus, investigating this dimension in further research efforts would complement our findings.  

Second, we focused our consideration on a field of application of one entire, but a rather 

specialized labor market, namely top-tier professional male soccer in Germany. Despite various 

advantages, all outlined in the course of this research paper, our investigations focus on male 

subjects only. A similar research setup investigating an invariably female labor market or, even 

more related to the majority of settings in most other labor markets, one with interactions of 

individuals of both genders, would further benefit the understanding of the attractiveness stere-

otype. This holds true in particular keeping in mind different preferences regarding certain as-
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pects of physical appearance between females and males (Melamed & Bozionelos, 1992; Av-

erett & Korenman, 1996; Sarlio-Lahteenkorva & Lahelma, 1999; Judge & Cable, 2004; Han, 

Norton & Stearns, 2009; Steiger & Burger, 2010). 

Third, against the backdrop of our results further research is also required regarding the 

investigated sector. The findings of Hamermesh and Biddle (1994), Biddle and Hamermesh 

(1998) and Mocan and Tekin (2010) reveal that the degree of individual attractiveness ad-

vantages varies by industry and occupation. In fact, it would be very interesting to gain more 

insights whether or not the attractiveness stereotype under the condition of transparent perfor-

mance provision prevails in other occupations and sectors. In particular, investigations in in-

dustries where employees tend to sort (themselves and others) based on physical appearance 

into certain sectors or positions (Hamermesh and Biddle, 1994; Biddle & Hamermesh, 1998) 

and where an attractive physical appearance has a productivity enhancing effect, also promise 

to reveal further valuable insights. 

And fourth, taking the impact of physical appearance of on peers' willingness to collab-

orate into account is another dimension attractiveness research would benefit from. While so 

far likewise only investigated in the context of research experiments (e.g., Mulford et al., 1998; 

Andreoni & Petrie, 2008), the question whether players' are more likely to work with more 

attractive colleagues or rather prefer to collaborate with peers with a measurably greater per-

formance potential has so far widely been neglected for application fields in real labor markets. 

Whereas this question is beyond the scope of this research study, I will investigate this question 

in the consecutive chapter 4 of this dissertation.  

3.7 CONCLUSION 

To our knowledge, this research paper is the first one to observe the impacts of physical 

attractiveness on occupational success taking two different evaluation panels, in an entire, real-

world employment market of a distinct industry over various years into account. Unlike the vast 

majority of research endeavors investigating effects of physical attractiveness on employees' 

occupational success, we selected a field of application where work-related performance is 

transparent and measurable with regards to objective key performance indicators as well as 

comparable among co-workers. Having assessed attractiveness objectively in multiple dimen-

sions and having controlled for performance in a likewise objective fashion, we find that attrac-

tive individuals do not enjoy benefits over their less attractive peers, when it comes to work-

related evaluations. Thus, the attractiveness stereotype, in contrast to the widespread opinion 
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of large parts of the research community on physical attractiveness, cannot be applied univer-

sally. We demonstrated this in situations where all evaluating instances were able to assess 

performance contributions. In contrast, we find both, peers and the public, to orientate their 

evaluation and hence their final judgments on a fair assessment of actual performance rather 

than on the physical appearance of the evaluees. As a result, we could show that if performance 

of protagonists is measurable and transparent, there is no imperative for a bias with regard to 

the physical appearance of protagonists. We conclude that under the circumstances of transpar-

ently assessable individual performance physical appearance loses its function as a proxy for 

assigned performance. Thus, individuals on the labor market rather ground their behavior on 

the assessable actual performance of the protagonists.  
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4 DOES PHYSICAL APPEARANCE IMPACT COLLABORATIVE BE-

HAVIOR OF PEERS? – AN ANALYSIS OF A LABOR MARKET80 

4.1 INTRODUCTION 

Evaluations among humans with respect to their physical appearance are a daily reality 

in many situations, most of the time to the advantage of attractive individuals.81 Attractive peo-

ple are believed to have more socially desirable personalities than less attractive peers, live 

happier lives, lead happier marriages, are deemed to be more competent spouses and overall 

are more successful (Dion, Berscheid & Walster, 1972; see also Langlois at al., 2000). Moreo-

ver, handsome individuals are not only assigned with positive attributes and characteristics, but 

their mistakes and mishaps are also treated with a higher degree of leniency (Bassili, 1981; 

Rosar, Klein & Beckers, 2008; Rosar, Hagenah & Klein, 2010). In addition, others seem to 

show a higher willingness to collaborate with attractive people. Mulford et al. (1998), for in-

stance, find people in a prisoner's dilemma experiment to cooperate more often with attractive 

individuals. Furthermore, Andreoni and Petrie (2008), investigating the cooperative behavior 

of teammates with their attractive peers in a public goods experiment, find an altered behavior 

of peers in the presence of attractive interaction partners. In effect, teammates seem to be more 

willing to contribute and cooperate with attractive peers. 

Nonetheless, the question whether attractiveness boosts collaboration and inspires peers 

to show more cooperative behavior also in labor market settings, has, so far, only narrowly been 

addressed in academic research. Research shows that in working environments in particular, 

people are in favor of individuals that are deemed handsome. Attractive physical appearance is 

frequently associated with an anticipation of higher skills (Dion, Berscheid & Walster, 1972; 

Efran & Patterson, 1974; Chung & Leung, 1988; Klein & Rosar, 2005; Hamermesh, 2006; 

Pareek & Zuckerman, 2011). Attractive employees have also evidently advantages over their 

colleagues which manifests, e.g. in a greater peer-recognition (Chaiken, 1979; Biddle & 

Hamermesh, 1996; Maner et al., 2003) and increased career opportunities (Hamermesh & Bid-

dle, 1994; Ruffle & Shtudiner, 2010; Lopez Boo, Rossi & Urzúa, 2013; Borland & Leigh, 

2014). However, although generally people in labor markets seem to alter their behavior in 

                                                      

80 Ulrich, F., Schmidt, S. L., & Torgler, B. (2016). Does Phyisical Appearance Impact Collaborative Behavior of 
Peers? - An Analysis of a Labor Market. Unpupblished Working Paper.  
81 This holds true for biology (e.g. Wilson, 1975), sociology (e.g. Udry &Eckland, 1984; Klein & Rosar, 2005), 
economics (e.g. Pareek & Zuckerman, 2011; Halford & Hsu, 2013) and in particular for psychology (e.g. Wil-
son, 1968; Dion et al., 1972; Symons, 1979, Buss, 1994).  
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favor of attractive individuals, there is (if any) only little external validity regarding collabora-

tive behavior (cf. chapter 2): Either it has been proven that more attractive individuals enjoy 

advantages in working environments, without proving though a more collaborative behavior by 

their peers; or it was shown that attractive people can be certain to be met with more collabo-

rative behavior in laboratory environments.  

In fact, a systematic analysis in an actual occupational setting involving real professional 

tasks has, as far as we are aware, not yet taken place. Respectively, the question whether col-

leagues, when their own livelihood depends on it, prefer collaborating with physically attractive 

peers rather than with ones that have in the recent past demonstrated above average perfor-

mance, remains widely unaddressed.82 Potential reason for the scarce examination of collabo-

rative behavior in labor market settings may be that willingness to cooperate is not easy to 

define, hard to compare among colleagues/peers and difficult to measure reliably under real-

world conditions. 

Consequently, in this study we explore the relationship between physical appearance 

and cooperative behavior of peers in a real-world labor market that meets these requirements. 

As field of application of our research we select the team sport soccer and test whether the 

physical appearance of players influences the behavior of their peers with respect to coopera-

tiveness. Due to the fact that "the world of sports mirrors the world of work" (Keidel, 1987, p. 

591) sport in general, and soccer as application domain in particular, for various reasons offers 

a favorable setting for this investigation: First, sports sets a background where relevant cooper-

ative behavior due to its fixed rules can only be demonstrate in a predefined setting, making the 

relevant behavior rather easy to define (Berman, Down & Hill, 2002, p. 20; Wolfe et al., 

2005).83 Second, behavior is, without great cost -due to pre-existing key performance indica-

tors, such as in soccer, the number of fouls committed, the distance ran per game or the number 

of successful passes to teammates played- reliably measurable (Bloom, 1999, p. 25). Third and 

as a result of the above, behavior of protagonists is not only traceable and "relatively easy to 

interpret" (Pfeffer & Davis-Blake, 1986, p. 76), but also comparable among various players in 

the labor market soccer. Fourth, examinations over an extend period of time are also relatively 

easily possible (Bloom, 1999, p. 25). And fifth, roles and responsibilities in sport are rather easy 

                                                      

82 Moreover, there has not yet been a study distinguishing job-related tasks among employees with the same pro-
fession in order to gain deeper insights into the precise circumstances of a potential collaboration effect due to 
physical appearance. 
83 For soccer, this holds true due to the limited play time of 90 minutes and the comprehensive body of rules reg-
ulating the game (DFB, 2015). 
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to characterize and to define, e.g. in soccer by player positions on the field. We take advantage 

of these favorable conditions for behavior research and analyze comprehensively the labor mar-

ket of presumably one of the most competitive sports leagues in the world, i.e. the Bundesliga, 

Germany's top-tier soccer league.84  

The remainder of this paper is organized in six chapters. The subsequent chapter 4.2 sets 

the theoretical basis of this study. Then, in chapter 4.3 we present our data and the empirical 

model. After we present our results in chapter 4.4, we discuss them in chapter 4.5. In chapter 

4.6 we address limitations and provide our view on further research necessary. Finally, we con-

clude our study in chapter 4.7.  

4.2 THEORETICAL CONSIDERATIONS REGARDING APPEARANCE-RE-

LATED COOPERATIVE BEHAVIOR IN THE BUNDESLIGA 

4.2.1 State of Research Regarding Cooperative Behavior towards Attractive Co-work-

ers 

Attractiveness research has shown that more attractive employees have more occupa-

tional success than less attractive individuals. Specifically, recent research studies reveal vari-

ous advantages in different stages throughout a working life: Firstly, attractive individuals have, 

for instance, increased chances to enter the labor market in the first place, as they are more 

likely to be invited to job interviews (Ruffle & Shtudiner, 2010; Lopez Boo, Rossi & Urzúa, 

2013).85 Secondly, once recruited, attractive individuals seem to have better opportunities to 

make a career, as they are more likely to be promoted to powerful positions in comparison to 

their less attractive peers (Frieze, Olson, & Russell, 1991; Biddle & Hamermesh, 1998; Pareek 

& Zuckerman, 2011). Thirdly, more attractive employees gain on average both, a higher indi-

vidual (Doorley & Sierminska, 2012; Scholz & Sicinski, 2015) as well as a higher family in-

come (Averett & Korenman, 1996; Borland & Leigh, 2014). Finally, attractive individuals seem 

also somehow to trigger altered behavior by others, as, e.g. customers' propensity to spend 

(Sachsida, Dornelles & Wagner Mesquita, 2003; Reinigen & Kernan, 1993) and their generos-

ity (Lynn & Simons, 2000) increases in the presence of attractive retail personnel. In addition, 

attractive individuals are met with more confidence and trust in sales conversations and are 

                                                      

84 The Bundesliga hosts 18 teams, which all play each other twice during a season, totaling in 34 game days per 
season. 
85 See Bertrand &Mullainathan (2004) regarding chances of job applicants of different ethnic backgrounds. 
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treated more favorably (Biddle & Hamermesh, 1998; Pfann et al., 2000; Pareek & Zuckermann, 

2011).86  

Furthermore, there is indication that attractive individuals may alter also the behavior 

of co-workers, as attractive appearance apparently fosters collaborative behavior of peers and 

colleagues.87  In various studies, may it be in the context of ultimatum game experiments 

(Solnick & Schweitzer, 1999), in public goods experiments (Andreoni & Pertie, 2008) or in 

prisoner’s dilemma games (Mulford et al., 1998), attractive individuals are met with more co-

operative behavior.88 Additionally, research has also brought to light an altered expectation by 

interaction partners towards attractive individuals. In accordance with Social Expectancy The-

ory (Vroom, 1964; Oliver, 1974) and Status Characteristics Theory (Berger et al., 1972; Wagner 

and Berger 1997), e.g. Andreoni and Pertie (2008) found that "the beauty premium is not due 

to the actions of attractive people, but seems to be due to the expectations of how attractive 

people will behave" (p. 89). This implies that peers are only more willing to cooperate with 

more attractive individuals, since they themselves expect a greater outcome of the interaction. 

Consequently, the collaborative behavior of individuals in the presence of attractive colleagues 

may not have its root cause, for instance in altruism towards their attractive peers, but in an 

anticipated reciprocal collaborative behavior that is hoped to lead to higher individual out-

comes. As a consequence, attractiveness maybe, similar to the results in chapter 3 of this dis-

sertation, be applied as an indicator for assumed actions in the future due to the lack of other 

verifiable information that may alternatively guide decision making. 

The investigations regarding this aspect have so far, however, predominantly been con-

ducted on experimental setups. In fact, external validity through studies analyzing impacts of 

attractiveness on collaboration in real-world settings is rather scarce. Accordingly, this makes 

inferences for real-world labor market settings rather difficult and brings about various short-

comings, for at least five reasons: 

                                                      

86 We also glean from existing attractiveness research that people pay more attention to attractive individuals 
(Langlois et al., 1987; Samuels & Ewy, 1985), they treat attractive individuals in a nicer way (Benson et al., 
1976) and with leniency and indulgences (Bassili, 1981; Rosar, Hagenah & Klein, 2010). Moreover, people trust 
attractive individuals more quickly (Reingen & Kernan, 1993; Pareek & Zuckerman, 2011).  
87 The sheer identification of a counterpart alone is shown to boost collaborative behavior (Bohnet & Frey, 1999, 
1999a; see also Burnham, 2003). Similarly, Sell and Wilson (1991) show more information about the counter-
parts to boost collaborative behavior in public goods experiments. 
88 Similarly, Scharleman et al. (2001) provide indication that a kind facial expression fosters collaborative behav-
ior in one-time interactions. 
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1. Experiments investigating behavior are settings that by definition exclude long-

term consequences of the actions taken in the artificial environment. Hence, sub-

jects, in contrast to real-life labor markets, do not take the future impact of their 

decisions into account; long-term considerations are not incorporated (Take-

mura, 1993; Danzis & Stone-Romero; 2009).  

2. The actions and decisions carried out in experiments seldom represent true work-

related ones. Cooperative behavior in real-life labor markets is most of the time 

bound to the actual work assignments, rather than to collaboration in prisoners' 

dilemmas, ultimatum games or public goods experiments. This may limit the 

explanatory power of the insights gained therewith (Sell & Wilson, 1991; Mul-

ford et al., 1998; Solnick & Schweitzer, 1999; Andreoni & Pertie, 2008).  

3. Since "natural-world encounters are often not one-time affairs" (Mulford et al., 

1998, p. 1588) experiments fall short representing the true conditions on labor 

markets. Here, as opposed to the setup in an experiment (Bohnet & Frey; 1999, 

1999a; Solnick & Schweitzer, 1999; Andreoni & Pertie, 2008), colleagues know 

each other and also their respective strengths and weaknesses well. This is not 

the case in most experimental settings. 

4. As a consequence of above, experiments are likely to fall short representing the 

steady state of human relationships, as experiments, as a rule, focus on sponta-

neous reactions to a visual cue (Danzis & Stone-Romero; 2009; Tsai, Huang & 

Yu, 2012). Besides being more complex, relationships in labor markets have, in 

most instances developed over time and are built on reciprocal interrelationships. 

Thus, incorporating reciprocal reactions to each other's behavior in a research 

setting would come much closer to real-life conditions.  

5. Employees in true labor markets must be assumed to follow a decision making 

regarding their individual forthcoming. While the risk associated with a decision 

to trust an attractive individual by behaving collaboratively is rather low in ex-

perimental settings (Solnick & Schweitzer, 1999; Scharleman et al., 2001), this 

is different in real-world labor markets. In an experimental setting the livelihood 

of the decision maker is not impacted, while in the real world decisions carry 

more weight. Decisions, if taken wrongly in true working environments, may 

also bring about negative consequences for the deciding person. Also, since true 

performance abilities are, as a rule, not transparent in experiments, incorporating 

others' abilities into the decision making in real settings seems not only logical, 



73 

DOES PHYSICAL APPEARANCE IMPACT COLLABORATIVE BEHAVIOR OF PEERS? 

but in line with theoretical considerations, such as Social Expectancy Theory, 

that have been applied explaining collaborative behavior in experiments.  

Consequently, we will investigate the apparently so far unaddressed question, whether 

employees in real-life labor markets are still willing to cooperate more with attractive peers, 

given that they know their colleagues and hence their individual reciprocal cooperative behav-

ior as well as their performance abilities. In doing so, we take advantage of the, in this regard, 

favorable conditions of soccer and investigate the cooperative behavior with respect to physical 

appearance in the German Bundesliga. 

4.2.2 Impacts of Physical Appearance on Collaborative Behavior 

In this research we do not limit our analysis to only one, but take into account multiple 

aspects of physical appearance. The vast majority of studies investigating the relation between 

cooperative behavior and attractiveness only focus on one aspect of physical appearance, 

namely facial attractiveness (Mulford et al., 1998; Solnick & Schweitzer, 1999; Andreoni & 

Petrie, 2008; Danzis & Stone-Romero; 2009). Since the decision whether to cooperate or not, 

is normally taken with the entire counterpart being visible, taking other appearance features into 

consideration is therefore necessary (Loureiro, Sachsida, & Cardoso de Mendonça, 2011). As 

a consequence, to provide a to the highest degree possible comprehensive analysis of impacts 

due to physical appearance on collaborative behavior, we take, in addition to facial attractive-

ness, also players' body gestalt as well as their skin tone into consideration. All three aspects of 

physical appearance have recently been proven to be critical to the assessment of humans' phys-

ical appearance in academic literature (Persico, Postlewaite, & Silverman, 2004; Heineck, 

2005; Leigh & Susilo, 2010; López Bóo, Rossi, & Urzúa, 2013; Scholz & Sicinski, 2015; Gehr-

sitz, 2014). Moreover, as we will outline in the following, there is sufficient reason to believe 

that all three aspects foster collaborative behavior of peers. 

4.2.2.1 Facial Attractiveness 

As the face carries the most weight in the perceptions of human beings (Wade et al., 

2004, p. 1083), facial attractiveness is in the vast majority of studies investigating the impacts 

of physical attractiveness the most distinctive characteristic of appearance (Berscheid & Wal-

ster, 1974; Symons, 1995; Wade, 2000; Scholz & Sicinski, 2015). In fact, there are various 

reasons suggesting that facial attractiveness fosters collaborative behavior among colleagues: 

First, as mentioned above, it is scientifically widely undisputed that performances of 

facially attractive individuals, especially those on the labor market, are evaluated more favora-

bly than performances of their less attractive peers (Hamermesh & Parker, 2005; Süssmuth, 
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2006; Klein & Rosar, 2005; López Bóo, Rossi, & Urzúa, 2013; Scholz & Sicinski, 2015; Gehr-

sitz, 2014). Many empirical studies investigating the influence of facial attractiveness in work-

related environments unveil results suggesting a relation between an attractive facial appear-

ance and increased perceived performance (Ross and Ferris, 1981; Umberson & Hughes, 1987; 

Biddle & Hamermesh, 1998). There are various studies proving more favorable performance 

assessments for facially attractive athletes in sports. Berri et al. (2011), for instance, investigat-

ing the compensation of quarterbacks in the National Football League (NFL), proves higher 

performance evaluations of facially attractive players by their clubs, since salary advantages of 

facially attractive players over less attractive peers sustain even after controlling for players' 

performance. Further studies, again, in American football (Williams, Park & Wieling, 2010), 

professional cycling (Postma, 2014) as well as in professional tennis (Bakkenbüll & Kiefer, 

2014) come to similar findings. 

Second, there is the attractiveness treatment advantage (Rosar, Klein & Beckers, 2008). 

As attractive people are verifiably treated more politely (Reingen & Kernan, 1993) and more 

courteously in comparison to less attractive individuals (Mulford at al., 1998; Solnick & 

Schweitzer, 1999), receive more support and are helped more often (Benson, Karabenick & 

Lerner, 1976; Harrell, 1978). Consequently, attractive players may also receive a more favora-

ble treatment, e.g. in the form of more collaborative behavior on the soccer pitch. 

Third, there may also be an advantage through the attractiveness attention boost effect 

(Rosar, Klein & Beckers, 2008) for facially attractive players due to an increased perception. It 

has been documented that attractive individuals receive more attention especially in personal 

interactions, than less attractive persons (Rosar, Klein & Beckers, 2008).89 Maner et al. (2003), 

for instance, show observers of human interactions to pay more attention to facially attractive 

individuals and to exhibit enhanced recognition memory about them (see also Dion & Ber-

scheid, 1974). As a result, actions, and in particular performance, of facially attractive individ-

uals are more likely to be remembered by others (Chaiken, 1979). Thus, if good actions on the 

pitch of facially attractive teammates attracts greater attention and leads to increased recogni-

tion memory about them, it is also likely that the good performances of facially attractive play-

ers in the Bundesliga resonate longer. This ultimately may trigger teammates' collaborative de-

cision making in favor of their attractive co-players. 

                                                      

89 This effect is objectively measureable by an increased level of the hormone testosterone of people when an 
attractive person is present (Roney, Mahler & Maestripieri, 2003). 



75 

DOES PHYSICAL APPEARANCE IMPACT COLLABORATIVE BEHAVIOR OF PEERS? 

Yet a fourth reason that may lead to more collaborative behavior is that facially attrac-

tive individuals are not only assigned with positive attributes and characteristics, but their mis-

takes and mishaps are also treated with a higher degree of leniency (Bassili, 1981; Rosar, Ha-

genah & Klein, 2010). Through this attractiveness glamour effect (Rosar, Klein & Beckers, 

2008) undesired behavior of attractive people, if at all debunked, is more likely to be excused 

and softened. Meaning, the evaluators use other, external influences that seem outside of the 

sphere of control of the attractive individuals, to rationalize such undesired behavior (Dion et 

al., 1972).90 As a consequence, attractive individuals are evaluated more positively compared 

to less attractive peers (Langlois et al., 2000; Wuensch & Moore, 2004)91 which may also lead 

to the overestimation of attractive teammates' performance on the soccer field. If, for instance, 

intercepted passes, missed opportunities in front of the goal or the likes of attractive players -in 

the context of soccer the equivalent to mistakes and mishaps- are perceived less important or 

severe, their teammates may be more cooperative towards attractive players in next encounters. 

As a consequence, based on the current state of attractiveness research we hypothesize, that 

individuals with increased facial attractiveness are met with more collaborative behavior by 

their teammates. 

4.2.2.2 Body Gestalt 

Despite that facial attractiveness is most commonly used as measure of human attrac-

tiveness in academic research (Scholz & Sicinski, 2015, p. 1), there is a broad consensus that 

one "cannot limit the beauty of people to facial attractiveness" (Loureiro, Sachsida, & Cardoso 

de Mendonça, 2011, p. 258; see also Liu & Sierminska, 2014). In fact, there is reason to believe 

that a person's higher body height though social effects within groups also results in increased 

cooperative behavior of others. 

In fact, remarkable body height seems to lead to a higher perceived status. Body height 

has particularly been identified to be beneficial for men on the labor market, as taller individuals 

are found to enjoy benefits in the recruiting process as well as with respect to the overall com-

                                                      

90 This effect is even verified to be present in situation of jurisdiction leading to more and stricter verdicts if sub-
jects are confronted with attractive plaintiffs (Kulka & Kessler, 1978) and to more lenient sentences if exposed 
to attractive defendants (Downs & Lyons, 1991; Efran, 1974; Sigall & Ostrove, 1975). Sigall and Ostrove (1975) 
prove milder verdicts only in crimes unrelated to the physical attractiveness of the accused, e.g. burglary as op-
posed to swindle. 
91 This behavioral pattern seems innate: Langlois and Stephan (1977) found that attractive children are perceived 
by their peers lower on meanness and violence than less attractive children. Along the same lines, Dion and Ber-
scheid (1974) show that young children's physical attractiveness is related to peers' perception of their social be-
havior.  
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pensation level regardless of actual performance (Frieze, Olson, & Good, 1990; Persico, Post-

lewaite, & Silverman, 2004; Heineck, 2005). Taller men are proven to be more successful in 

their professional career overall, but also to be more competent by their peers (Herpin, 2005). 

Males' large body height is apparently socially connoted with masculinity, athleticism and phys-

ical attractiveness (Jackson & Ervin, 1992) as well as associated with power and a higher status 

(Dannenmaier & Thumin, 1964; Wilson, 1968; Jackson & Ervin, 1992).92 As a result, according 

to the Status Characteristics Theory (Berger et al. 1972; Wagner and Berger 1997) players' 

higher body size may be perceived as a diffuse status characteristic "that generalizes to the 

expectation of cooperative behavior" (Mulford et al., 1998, see also Umberson & Hughes, 1987; 

Jackson, Hunter & Hodge, 1995). This may result in collaboration of teammates with their taller 

peers. As a consequence, we hypothesize an increased collaborative behavior of teammates in 

the Bundesliga towards their taller peers in their team. 

4.2.2.3 Ethnic Type 

Since "the race of a face represents a superordinate category" relative to other social 

categories (Kramer, Jones & Sharma, 2013, p. 1; see also Kelly et al., 2005), the consideration 

of a player's ethnic background as an aspect of his physical appearance is also imperative. Re-

search regarding general human preferences with respect to skin tones has not yet reached 

agreement. There is, on the one hand, the hypothesis of a universal preference for light skin 

(e.g. van den Berghe and Frost, 1986), as rather light-skinned individuals are sensed to be better 

in character as opposed to people with darker skin (Zebrowitz, Montepare & Lee, 1993). White 

people are rated to be socially competent, significantly warmer and overall more attractive, 

whereas individuals with rather dark skin are predominately thought to be more dominant as 

well as more masculine and mature (Wade et al., 2004). As a result, individuals with light skin 

do enjoy advantages in some labor markets (Bertrand & Mullainathan, 2004; see also Arceo-

Gomez & Campos-Vazquez, 2014), as they are more likely to be employed (Heckman, 1998; 

Altonji & Blank, 1999; Bertrand & Mullainathan, 2004; Arceo-Gomez and Campos-Vazquez 

(2014; 2014a) and are more likely to have better chances for career progress (Wilson, 1997; 

Holzer, Offner & Sørensen, 2005; Goddard & Wilson, 2009). 

However, there is also the hypothesis of the own-race bias. Various studies have re-

vealed preferences for individuals with the own respective skin tone (e.g., Rhodes et al., 2005; 

                                                      

92 For example, taller US presidents are rated as ‘greater’ and are assigned with more leadership and communica-
tion skills (Stulp et al., 2013, p. 159), which supports an indirect social effect based on height. Interestingly, 
elected US presidents are found to be indeed much taller than the average man from the same birth cohort (Stulp 
et al., 2013). 
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Kelly et al., 2005; Burke et al., 2013; see also Zebrowitz, Montepare & Lee, 1993), implying 

general predilections for individuals with the same respective ethnical background. This holds 

in particular with regards to interpersonal exchange, such as collaborative behavior. Franzoi 

(1995), for instance, confirms attractiveness preferences for whites in Western cultures (see 

also Kramer, Jones and Sharma (2013). Thus, based on the own-race bias, preferences towards 

interpersonal behavior depend to a considerable degree on the circumstances of the situation 

and on the (ethnic background of the) involved individuals.  

Various studies have provided evidence for racial discrimination also in the field of sport 

(see Kahn (1991) for a review of the respective literature especially of the 1990s). Hoang and 

Rascher (1999), for instance, show black athletes having prospects for a shorter career and a 

lower salary in professional basketball than their white teammates (see also Hamilton, 1997). 

Similarly, there is discrimination in American football, in particular on the quarterback position, 

as dark-skinned players are underrepresented on this position and discriminated against when 

it comes to compensation (Berri & Simmons, 2009).93 

The fact that we investigate the impact of physical appearance on performance in a cen-

tral European country with predominately white individuals, leads to anticipated advantages of 

players with brighter skin from both, from the perspective the own-race bias and the approach 

of universal preference for brighter skin tones. Findings in the field of sport seem to substantiate 

this. Thus, we hypothesize that players with rather light skin tone are more likely to be favored 

for cooperation in the Bundesliga. 

4.3 METHODOLOGY AND EMPIRICAL MODEL  

4.3.1 Methodology and Measurements 

4.3.1.1 Bundesliga as Field of Application  

We examine the collaborative behavior of all players in the German Bundesliga. The 

analysis is applied to a period of seven consecutive years, from 2003/04 to 2009/10, and takes 

performances of 1,108 players in 2,142 Bundesliga games into account. Moreover, with soccer 

we selected a labor market where physical appearance may not influence productivity inher-

ently (Rosar, Hagenah & Klein, 2010), as occupation-specific effects (e.g., Harper 2000) as 

well as effects derived from occupational sorting (e.g., Hamermesh & Biddle, 1994) are not to 

be expected. Analyzing the interactions of soccer players playing with one another in dedicated 

                                                      

93 There is also evidence for fan discrimination of black athletes (e.g., Fort & Gill (2000); Kanazawa, Funk 
(2001); Burdekin et al. (2005)). 
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teams, we can assume that the subjects know each other and their respective, individual 

strengths and weaknesses well. As a result, one can be certain, that players' behavior is, on the 

one hand, the consequence of experiences of various prior interactions while, on the other hand, 

takes also potential effects on expected future behavior into account. Moreover, mindful of the 

fact that due to physiological reasons soccer players have only a limited time period to develop 

their careers,94 the rather low number of job positions in this industry and the few occasions 

players can demonstrate relevant performance,95 decisions, in particular the ones under inves-

tigation in this study, are often decisive not only for the success of the own team, but also for 

the future occupational forthcoming of the individual player. 

4.3.1.2 Measurement of Physical Appearance 

Various studies in the field of facial attractiveness research have revealed facial sym-

metry to be a very good representation of facial attractiveness (e.g. Thornhill & Gangestad, 

1999; Perrett et al., 1999; Valentine et al., 2004, Halford & Hsu, 2013; Hoegele, Schmidt, & 

Torgler, 2015), in particular since the concurrence of facial aspects constitutes the attractiveness 

of a face rather than single aspects (Cunningham, 1986). Therefore, we approximate players' 

facial attractiveness by assessing their facial symmetry. We objectively determine a facial sym-

metry score for each player by applying anaface.com, a photograph analysis software, that re-

quires placing 17 markers on the uploaded facial portrait picture. The software measures dis-

tance ratios, such as the one of nose to ear length or the ratio of nose width to face width (see 

also Halford & Hsu, 2013) while ignoring other appearance features, such as skin color or body-

related features, such as body height. Being a standard facial attractiveness measure in recently 

published studies with only few raters (e.g. Halford & Hsu, 2013; Hoegele, Schmidt, & Torgler, 

2015), we asked four independent raters to assess the players' facial attractiveness by the 

anaface.com application in order to eliminate measurement errors to the highest degree possible 

(Hoegele, Schmidt, & Torgler, 201596). Furthermore, avoiding distortions by picture layout 

such as background and color versus black-and-white mentioned by Hamermesh and Parker 

(2005), we took advantage of a single source, namely the official website of the sports magazine 

Kicker (www.kicker.de). From this website we obtained the vast majority of the player portrait 

pictures that were in the absolute majority also identical with the players' official autograph 

                                                      

94 There is no soccer player actively playing in the Bundesliga younger than 16 and older than 40 years (see de-
scriptive statistics of AGE in table 3.01) 
95 Each team can employ a maximum of 14 players per game. The Bundesliga is comprised by18 teams playing 
each other twice per season; one home and one away game per fixture totaling in 34 game days per season. 
96 Hoegele, Schmidt, & Torgler (2015) also took four scores per player into account. In contrast to our approach, 
they applied two raters generating two anaface symmetry scores each per player.  
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cards. Moreover, our overall approach ensures comparability of the overall conditions, such as 

high picture resolution or a straight and relaxed look into the camera.  

Data for the players' body height have been provided by Impire AG, the official data 

provider of the Bundesliga during the observation period. As this measure can be considered 

constant with full-grown adults, we applied the provided measure for the players over the entire 

evaluation period. 

In order to determine the players' skin tone we apply the in the field of dermatology 

highly accepted six-point Fitzpatrick scale (Fitzpatrick, 1988). Similar to the assessment of fa-

cial attractiveness, we assessed the skin score for each player on the Bundesliga pitch during 

the seven year period under investigation by the help of four independent raters. The raters were 

asked, with the aid of a publication of the Australian Government (2011) depicting reference 

photographs of all six Fitzpatrick skin types (see Appendix Figure 4), to assign each player 

photograph a Fitzpatrick skin score. 

4.3.1.3 Measurement of Collaborative Behavior 

As it is the ultimate aim in a soccer game to score more goals than the opposing team 

and while being a low-scoring game, actions in the goal area of a soccer pitch are of particular 

importance: Decisions in the goal area often make the difference between victory and defeat. 

Thus, collaboration in front of the goal can be seen as most important in the game of soccer. 

Thus, we investigate the collaboration of teammates towards their attractive peers in these de-

cisive situations. Having on hand various different behavior parameters, also provided by Im-

pire AG, for all players over the entire investigation period, we focus our analysis on the last 

passes prior to a goal scoring opportunity (GSO).97 Thus, we proxy relevant collaborative be-

havior of Bundesliga players towards their more attractive teammates by investigating, whether 

they pass the ball in the most important game situations to attractive teammates rather than to 

ones that have been proven to be on a roll, namely that have demonstrated outstanding perfor-

mance in the recent past for the team.  

4.3.1.4 Measurement of Performance 

Recent performance of a player is measured by 67 different performance variables also 

collected for each player in all games during the seven seasons and likewise made available by 

Impire AG. These performance indicators are the basis of an aggregated performance score for 

                                                      

97 For GSO we account for goal from inside the box, goal from outside the box, goal-scoring chance inside the 

box, goal-scoring chance outside the box and clear-cut chance without goal attempt. 
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each player in each Bundesliga game, ensuring a quantitative and objective performance meas-

urement within this distinct labor market. The performance score for each of the four player 

positions constitute of two sets of performance variables: First, there are 29 performance vari-

ables that are independent of the position of the player and thus part for the performance score 

calculation of each player irrespective of the position on the pitch.98 Second, there are specific 

performance variables for each of the four positions goalkeeper99, defender100, midfielder101 

and striker102. Hence, the performance score takes position-independent and position-specific 

variables into account. The performance evaluations were accomplished by four professional 

Impire AG raters per Bundesliga game, two live in the stadium and two reevaluating game 

situations afterwards on tape. All performance measures were then aggregated and by the use 

of a predefined algorithm converted into a player's performance score per game. Consequently, 

we use the performance scores as proxy of actual performance of the players.  

4.3.2 Empirical Model and Variables 

We analyze the impact of physical appearance on collaborative behavior of Bundesliga 

players towards their teammates using ordinary least squares (OLS) with robust standard errors. 

In the model we treat each individual as a cluster. Our baseline specification has the following 

structure: 

GOAL SCORING OPPORTUNITIESi = β0 + β1 PERFORMANCEi + β2 MINUTESi  

 + β3 FACEi + β4 GESTALTi + β5 SKINi  

 + β6 AGEi + β7 GERMANi  

 + β8 LOYALTYi + β9 POSITIONi + εi, (1) 

                                                      

98 Examples of performance variables independent of the position are whether the team won the respective game, 
whether the player saw a yellow or a red card or lost the crucial tackling immediately before a goal against 
99 For goalkeepers there are ten additional performance variables. Examples are number of goals against, number 

of crosses saved and number of penalties saved 
100 For defenders there are also ten additional performance variables. Examples are number of tacklings won, 
number of long passes and number of assists for shots outside the box 
101 For midfielders there are nine additional performance variables. Examples are number of assists, number of 

assists for shots inside the box and number of tacklings taken 
102 For strikers there are eight additional performance variables. Examples are number of ground tacklings won, 
number of header tacklings won and number of team goals 
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where GOAL SCORING OPPORTUNITIES (GSO) is the dependent variable and rep-

resents the number of situations per game the individual Bundesliga player was put in the situ-

ation that he can make an attempt to score a goal, thus where he received the final, decisive 

pass.103 

In the following we outline the independent variables of our models. First we will intro-

duce our three variables representing physical attractiveness. We then detail our control variable 

for players' individual performance and demonstrate how we control for the fact that players 

get substituted in soccer. After that, we outline our variables with which we control for the 

experience of the players'. Finally, we introduce the variables for players' nationality, their po-

sitions on the pitch as well as for seasonal and club-fixed effects. 

4.3.2.1 Physical Attractiveness Variables 

We account for physical attractiveness in this model by applying the variables FACE, 

GESTALT and SKIN. FACE represents the simple mean of the facial symmetry scores assessed 

by the four independent raters applying anaface.com (e.g. Halford & Hsu, 2013; Hoegele, 

Schmidt & Torgler, 2015) and may take values between 1, a very unsymmetrical, hence unat-

tractive face, to 10, a favorable facial symmetry, thus a very attractive face. GESTALT repre-

sents the players' body size and is measured in centimeters on the metric scale for all players in 

scope of our analysis. The variable SKIN represents the skin tone of the players on the Fitzpat-

rick scale with values between 1, a very light skin (Fitzpatrick skin type I), and 6, an extremely 

pigmented skin (Fitzpatrick skin type VI). Similar to FACE, SKIN represents the simple mean 

of the assessments of our four raters for each player. 

4.3.2.2 Control Variables 

As it can be taken for granted, that players in the competitive Bundesliga want to be 

successful in each game, collaborating, i.e. passing decisive, final balls, to players who recently 

displayed good performance on the pitch appears comprehensible. As a result, we control for 

individual recent performance by the variable PERFORMANCE. Being the average of the per-

formance scores of the last five games the player made in the Bundesliga in the particular sea-

son,104 it is a proxy for the current performance level of the player. PERFORMANCE may take 

values between 0, for poor, and 10, for outstanding performance.  

                                                      

103 In order to exclude effects through multicollinearity in our model, we conducted pairwise correlation analyses 
for all five components of GSO. We only found quite week correlation. 
104 In addition to the average of the last five games, we also ran regression analyses with the performance scores 
of the very last game of the player in the Bundesliga as well as with the averages of the last two, three and four 
games as robustness checks. All analyses revealed results similar to the analysis of the 5-game average. 
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In order to account for the fact that up to three players per team per game may get sub-

stituted which up front would reduce the likelihood of collaboration through a sheer time con-

straint, we control for the players' time on the pitch by the variable MINUTES. MINUTES can 

take values from 1, a one minute playtime in the respective game, to 90, indicating that the 

player played a game from the kick-off to the end.  

We also control for possible effects based on the players' experience and experience-

related status in their teams by the variables AGE and LOYALTY. AGE105 represents the play-

ers' age in years at the respective game days and accounts for possible experience-related ad-

vantages, e.g. for older players compared to younger ones. Further, we want to control for ef-

fects that are bound to the length of time the players' have been playing in a team. The under-

lying assumption we account for is, that players with a rather long tenure with a particular team, 

may have achieved a certain social standing within a team structure that may alter also collab-

orative behavior towards them. Hence, we control for these aspect by adding the variable LOY-

ALTY representing the number of prior games the player has accomplished for his current team.  

As we also need to account for the possibility that the own-race bias (e.g., Rhodes et al., 

2005; Kelly et al., 2005; Burke et al., 2013) mentioned above, is not only driven by the appear-

ance of the respective player, i.e. his skin tone, but also by his origin, we include the dichoto-

mous variable GERMAN. It takes the value 1, if the player has the local (German) nationality 

and 0 otherwise.  

In addition, as players have distinct roles and responsibilities on the soccer field and 

play different positions, the likelihood of receiving the distinct, final pass prior to a goal scoring 

opportunity varies accordingly. Consequently, we control for the players' position by including 

respective variables. Possible positions are GOALKEEPER, DEFENDER, MIDFIELDER and 

STRIKER. All four possible characteristics of player positions are consecutively added as di-

chotomous variable to the model.106 

In order to account for time-related and team-inherent effects, we also consider the var-

iables SEASON and CLUB, respectively. With the inclusion of SEASON we control for pos-

sible collaboration changes over time in the Bundesliga as a whole, e.g. through the application 

of different game-related tactics. Finally, accounting for the variable CLUB, controls for special 

conditions and particularities, e.g. special tactical orientations and approaches that are bound to 

the players' teams. Descriptive statistics for the key variables are reported in Table 4.01. 

                                                      

105 As we discover a quadratic effect in the variable AGE, we account for this in our model.  
106 Later, we will provide a robustness check by conducting regressions analyses for the single player positions 
separately. 
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Table 4.01 Descriptive Statistics of Key Variables 
            Dependent Variable  M SD MIN MAX 
           * GSO Cumulated number of passes resulting 

in: goal from inside/outside the box, 

goal-scoring chance inside/outside the 

box and clear-cut chance without goal 

attempt 

1.0141 1.3625 0 15 

        
 ATTEMPTS  Cumulated number of passes to goal 

from inside the box, goal from outside 

the box, goal-scoring chance inside the 

box and goal-scoring chance outside 

the box 

1.0085 1.3571 0 15 

        
 GSOwo  Number of passes to goal-scoring 

chance outside the box 
0.0056 0.0751 0 2 

        
Independent Variables      
 PERFORMANCE Average performance score past five 

games in the respective season 
6.0059 0.8666 3.2200 9.6600 

        MINUTES Number of minutes played in the a 
game 

71.9299 28.4008 1 90 

        FACE Average facial symmetry score of four 
raters 

7.5566 0.5065 5.3050 8.9100 

         GESTALT Body height in centimeters 183.3074 6.4545 164 202 

         SKIN Average facial symmetry score of four 
raters 

2.6150 1.2363 1 6 

         LOYALTY Number of prior games for the current 
own team 

51.1110 54.0604 0 428 

         AGE Age in years at game day 26.8702 4.0486 16.9287 40.5698 

         GERMAN1 Nationality of player  
(German = 1; 0) 

0.4336  0 1 

         Position      
  GOALKEEPER Player's position is goalkeeper 00740  0 1 
   (Goalkeeper = 1; 0)     

  DEFENDER Player's position is defender 0.3102  0 1 
   (Defender = 1; 0)     

  MIDFIELDER Player's position is midfielder  0.4121  0 1 
   (Midfielder = 1; 0)     

  STRIKER Player's position is striker 0.2035  0 1 
   (Striker = 1; 0)     

Notes:  n = 52,671 player game observations of 1,108 players. All figures are form the seasons 2003/04-2009/10. Author calcula-
tions. Data provided by Impire AG, with exception for FACE and SKIN which are collected by four independent raters.  

The analysis of the degree of influence on Bundesliga players' physical appearance on 

their collaborative behavior proceeds by the help of six specifications. Specifications (1), (2) 

and (3), all contain several introduced independent variables as well as controls for season-

fixed and club-fixed effect. The only difference among these three specifications is the depend-

ent variable: In Specification (1), as introduced above, the explained variable is GSO. In spec-

ification (2) as depended variable we focus only on final passes in situations where the player 

made a real attempt to score a goal.107 Thus this contains situations with an even higher potential 

                                                      

107 This comprises the following situations: goal from inside the box, goal from outside the box, goal-scoring 

chance inside the box and goal-scoring chance outside the box 
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to score. Specification (3) is the complementary. Here, we focus only on final passes to situa-

tions leading to clear-cut chance but without goal attempts.  

In the remaining specifications (4)-(6) we ran regressions analyses for each position 

separately. In doing so, we orientate ourselves on basic specification (1). Hence, we keep GSO 

as depended variable and incorporate all independent variables with the exception of position. 

In specification (4) we only ran the analysis for defenders, in specification (5) only for mid-

fielders and, finally, in specification (6) only for strikers. 

4.4 RESULTS 

Drawing on the literature presented in chapter 4.2, we hypothesize an increase in the 

collaborative behavior players are met with, once they exhibit certain aspects of physical at-

tractiveness, such as FACE, GESTALT or SKIN. In Table 4.02 we present the results of our 

model. 
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Table 4.02 Physical Appearance as Determinant of Collaborative Behavior 
                   
Sample  ALL  Defender  Midfielder  Striker 
                                      Dependent Variable  GSO  ATTEMPTS GSOws  GSO  GSO  GSO 
                                         (1)  (2) (3)  (4)  (5)  (6) 
               
PERFORMANCE  0.1580***  0.1565*** 0.0014***  0.0949***  0.1583***  0.1369*** 
   0.0160  0.0159 0.0004  0.0163  0.0257  0.0254 
             MINUTES  0.0165***  0.0164*** 0.0000***  0.0058***  0.0147***  0.0269*** 
   0.0004  0.0004 0.0000  0.0002  0.0005  0.0007 
             FACE  -0.0013  0.0000 -0.0013†  -0.0197  0.0063  -0.0049 
   0.0376  0.0375 0.0008  0.0374  0.0680  0.0597 
             GESTALT  0.0074*  0.0075* -0.0001*  0.0128***  -0.0013  0.0179*** 
   0.0032  0.0032 0.0000  0.0032  0.0053  0.0048 
             SKIN  0.0034  0.0035 -0.0001  0.0189  -0.0080  0.0051 
   0.0178  0.0177 0.0003  0.0184  0.0299  0.0260 
             AGE  0.0770*  0.0774* -0.0003  0.0212  0.2221***  0.1278† 
   0.0348  0.0347 0.0009  0.0443  0.0590  0.0751 
             AGE*AGE  -0.0016**  -0.0016** 0.0000  -0.0004  -0.0045***  -0.0027* 
   0.0006  0.0006 0.0000  0.0008  0.0010  0.0013 
             GERMAN  -0.0005  -0.0003 -0.0001  0.0175  0.0115  0.0415 
   0.0392  0.0391 0.0008  0.0337  0.0682  0.0679 
             LOYALTY  -0.0007*  -0.0007* 0.0000  -0.0001  -0.0011  0.0005 
   0.0002  0.0002 0.0000  0.0003  0.0004  0.0007 
             Position            
 GOALKEEPER  Ref.  Ref. Ref.       
             
 DEFENDER  0.7033***  0.7005*** .0027**       
   0.0410  0.0410 .0008       
 MIDFIELDER  1.6203***  1.6096*** .0106***       
   0.0545  0.0543 .0011       
 STRIKER  2.3527***  2.3416*** .0111***       
   0.0612  0.0612 .0012       
             SEASON FEs  YES  YES YES  YES  YES  YES 
                   CLUB FEs  YES  YES YES  YES  YES  YES 
  *                 *** ***  *** *** *** *** *** *** *** *** *** *** *** *** *** *** *** *** Observations  52,671  52,671 52,671  16,456  21,652  10,662 
Clusters  1,108  1,108 1,108  512  813  404 
                   
Prob > F  0.0000  0.0000 0.0000  0.0000  0.0000  0.0000 
R²  0.3039  0.3028 0.0053  0.0679  0.1567  0.2995 
            Abbreviations and notes:  Goal scoring opportunity (GSO); Goal scoring opportunity without shot (GSOws); Reference category (Ref.); 

Robust standard errors in bold. †, *, ** and *** indicate statistical significance at the 10% (p < .10), 5% (p < .05), 1% (p < .01) and .01% (p < 

.001) level, respectively. 

 

The first two independent variables, PERFORMANCE and MINUTES, indicate stable 

statistical effects throughout all specifications (all at p < .001 level) on GSO. This implies that 

the collaborative behavior towards players increases with higher previous PERFORMANCE. 

Thus, the better players have performed in the recent past, the more final passes they can expect 

to receive leading to a GSO. Our analysis reveals, in fact, a rather strong effect of performance. 

An increase of the performance average of the last five games by one grade point, increases, 

ceteris paribus, in our base specification (specification (1)), one can expect .16 additional final 

pass leading to a GSO in a game. Furthermore, the positive statistical effect of MINUTES is 

also plausible; the longer players are on the pitch, the more likely they are to receive a final 

pass to a GSO. 
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Nevertheless, the results for the independent variables depicting physical appearance 

are surprising. Contrary to our hypotheses, we neither observe a statistically significant effect 

for FACE, nor for SKIN. As a result, apparently collaborative behavior in the Bundesliga does 

not dependent on how facially attractive a peer player is. Likewise, Bundesliga players do not 

seem to care either about the skin type of their teammates. At least they do not base the decision 

whom to provide the final pass for a GSO with. The results for FACE and SKIN are consistent 

in all specifications. Both our robustness checks, the distinction between those GSO that ulti-

mately lead to a goal attempt (specification (2)) and those that did not (specification (3)) reveal 

very similar results. Also, the distinction between players' positions does not reveal any impact, 

neither of FACE, nor of SKIN on collaborative behavior of Bundesliga players.  

However, regarding the third appearance variable, GESTALT, we do find a positive 

effect in our base specification (1) (at p < 0.05 level). Despite the fact, that these results confirms 

our initial hypothesis regarding the impact of players' body height on collaborative behavior in 

terms of final passes towards them, the effect size is only moderate. Also regarding our two 

robustness check analyses, the results are mixed: Whereas we find statistical significance in 

both specifications (2) and (3), we determine even a small negative effect in specification (3). 

Nonetheless, also the results with respect to the different player positions are inconsistent (spec-

ifications (4)-(6)). While we can confirm a positive impact of GESTALT with regards to the 

collaborative behavior towards defenders and strikers (both at p < 0.001 level), the impact of 

GESTALT on the willingness to cooperate towards midfielders is even negative, even though 

if not statistically significant.  

Likewise, the two variables depicting the players' experience, namely AGE and LOY-

ALTY, depict also inconsistent results. We find in specification (1) and (2) a significant quad-

ratic effect (at the 0.05% level) for AGE implying that players towards the midst of their careers, 

to be precise about at age 23.4, have the highest chances to be met with relevant collaborative 

behavior by their teammates.108 Nonetheless, we can only confirm this effect with statistical 

significance for midfielders (at p < 0.001 level) and for strikers (at p < 0.05 level), but not for 

defenders, if player positions are examined separately. With respect to LOYALTY, the likeli-

hood to receive decisive passes for GSO and ATTEMPTS seem to reduce the longer the tenure 

with the own team, at least for specification (1) and (2) (both at the 0.05% level). Thus, inter-

estingly, the more games the player has played for his current club, the lesser the likelihood to 

                                                      

108 The likelihood of receiving decisive passes prior to GSO and ATTEMPTS is lower when players are younger, 
hence in the beginning of their careers, and also decreases once they grow older, namely towards the end of their 
careers. 
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be met with collaborative behavior in the form of final decisive passes to GSO and AT-

TEMPTS, although the effect size is quite small.109 However, it must be pointed out that this 

effect is not robust over the regression analysis for the single positions (specifications (4) - (6)).  

Finally, the nationality of a player does not seem to make any difference with regards 

to collaboration in decisive situations in the Bundesliga. We cannot provide any indication, 

neither in the base specification (1), nor in the robustness analyses (specifications (2) - (6)). 

Overall with respect to the most important variables of this study, namely the measures 

of physical appearance, we can state quite constant results, if we compare the results of the base 

specification (1) with those altering in the dependent variable (specification (2) and (3)) or 

looking at player positions separately. Moreover, mindful of the reported R², the quality of the 

model can be judged as fairly good. 

4.5 DISCUSSION  

Our results are, at first sight, surprising. Against our hypotheses, neither in our models 

incorporating all Bundesliga players at once, nor in any of our models for players' positions on 

the pitch, we find impacts through players' facial attractiveness on the likelihood to be met with 

a more collaborative behavior from their peers. Similarly, there is also no indication that the 

players' skin tones determine the teammates' decision to increase collaboration, as we also nei-

ther can report statistically significant effects of players' skin tones in the analysis for all players 

independent of their position, nor for ones on any single position.  

However, this seems slightly different for height. Players' body height is the only ap-

pearance-related variable in our model with at least some significant effect on the collaborative 

behavior of the Bundesliga players' teammates. Nonetheless, the effect is far from being stable 

over all our specifications and also rather small in those regression analyses where it does have 

a significant impact. If, as hypothesized, the body height of the players had an impact on the 

players' status in their teams, we would have expected a stable effect independent of the players' 

positions. However, mindful that we only can report a statistically significant impact of defend-

ers and strikers on experienced collaborative behavior and conscious of defenders as well as 

strikers being considerably taller compared to midfielders,110 an interpretation with regards to 

physical (performance) advantages of taller players seems more convincing: Defenders and 

strikers are more likely to score (header) goals, which makes it plausible why they are put in 

                                                      

109 In specification (1), the likelihood of receiving a final pass for a goal attempt more decreases, ceteris paribus, 
by about 0.07% per game the player has accomplished for his current club. 
110 The average height of a midfielder in our sample is 181 centimeters. The average height of defenders and 
strikers in our data set is 185 and 184, respectively.  



88 

DOES PHYSICAL APPEARANCE IMPACT COLLABORATIVE BEHAVIOR OF PEERS? 

the limelight by their colleagues. Thus, taking all results of the three analyzed appearance di-

mensions together, we cannot confirm that "beauty matters" (Rosar et al., 2008, p. 64) in our 

study. 

To the contrary, for players in the Bundesliga, we can state that at least to a considerable 

degree beauty or rather physical appearance does not matter, as opposed to performance. The 

recent performance of their teammates does in all six specifications have a very robust impact 

on the collaborative behavior Bundesliga players are met with (all at p < 0.001 level). In truth, 

it seems that the (current) state of a player's performance, as opposed to physical appearance, 

determines whether a player is considered for decisive collaboration by teammates. The better 

a player had performed recently, the more likely that his teammates collaborated with him and 

gave him the opportunity to score a goal. 

However, our results only superficially contradict the current state of attractiveness re-

search; it rather puts it into concrete terms and expands its scope. Certainly, most studies, gen-

erally conducted in an experimental setting, investigating the relationship between the physical 

appearance and cooperative behavior come to the result that co-workers prefer collaborating 

with rather attractive colleagues. But very likely due to self-interest and in order to maximize 

their own outcome and success:  

In experimental settings the level of information regarding the protagonists on their fol-

low players is low. Hence, subjects have only limited information about their co-probands and 

their performance as well as little time to get to know more about them. The most obvious 

information available is the physical (in most cases the facial) appearance of fellow players 

(Mulford et al., 1998; Solnick & Schweitzer, 1999; Andreoni & Pertie, 2008). Thus, in these 

settings certain aspects of physical appearance, following the line of argument of the attractive-

ness stereotype (Dion et al., 1972), seem to hold out the prospect of a better performance of co-

workers (Efran & Patterson, 1974; Chung & Leung, 1988; Klein & Rosar, 2005; Hamermesh, 

2006) and a more reciprocally collaborative behavior (Oliver, 1974; Darley & Fazio, 1980). In 

order to maximize their own chances to success, it is not surprising that probands choose to 

collaborate with teammates that are physically attractive, i.e. teammates with whom they asso-

ciate greater performance abilities.  

In contrast to other research studies, in our setting, however, the protagonists did have 

a higher variety of information on their teammates at their disposal. For example, for our anal-

ysis we can reasonably claim that in the Bundesliga teammates know each other, their strengths, 

weaknesses and collaborative behavior, as they have interacted with one another multiple times 

prior to the observations. Even more important, teammates know about the current performance 
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of their peers and, as indicated by the results of our analysis, apparently make the expectations 

of positive results, i.e. whether the teammate is likely to score a goal, the decisive criterion of 

whether or not to cooperate with him, i.e. providing him with the last pass. This argument is 

also in line with our results regarding players' body height of the players. Passing players on 

the pitch look out for teammates that due to their radiuses of movements and higher reach are 

more likely to score goals. Consequently, it appears comprehensible that Bundesliga players 

prefer cooperating with players who have shown very strong performance and hence hold out 

the prospect of success for themselves rather than with those who teammates that are attractive.  

4.6 LIMITATIONS AND FURTHER RESEARCH 

Despite the rather clear results derived from our study, we think that further research 

regarding the impact of physical appearance on collaborative behavior in real working environ-

ments is necessary. In particular, we see the need for more research investigations in three di-

mensions. 

First, as we are among the first ones investigating the impact of physical appearance on 

collaborative behavior among true colleagues, there is definitely a need to investigate whether 

our results are transferable to other labor markets. It is worth noting that in our setting it was 

recent performance that had a significant impact on collaborative behavior. Hence, for future 

research setups in this regard it is important to likewise select a setting where protagonists are 

also relatively easy able to assess the current performance level of their peers. Moreover, it 

would also be interesting to investigate the research question in a setting that is less competitive 

than high-performance sport. It would be insightful to see, if past performance still prevails as 

main determinant for collaborative behavior, if the dimension of occupational success carries 

less importance for the employee.  

Second, with incorporating not only facial attractiveness, but also body height and skin 

tone as additional aspects of physical appearance, we are complementing other studies investi-

gating the impact of physical appearance on collaborative behavior. As discussed earlier, most 

studies are limited to facial appearance. Nonetheless, investigating the effects of other aspects 

of appearance, such as hair color or eye color, on collaborative behavior would further improve 

the research validity.  

Third, although we have reached already a remarkable coefficient of determination with 

our model, there is no doubt about the fact that there are more factors determining collaborative 

behavior in soccer than the current performance level, the colleagues' roles and responsibilities 

and their body height. In fact, it is to be expected that the determinants leading to collaborative 
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behavior, or preventing it, may vary with respect to labor markets particularities. Of particular 

interest seem the interpersonal relationships between the subjects in this context. Even though 

in our study we ensured for developed relationships between the players, controlling for details 

about the exact relations the subjects had to one another would benefit the further understanding 

of collaborative behavior in real-world labor market settings. 

4.7 CONCLUSION 

There is evidence, that aspects of physical appearance are in general applied as an indi-

cator for assumed actions in the future, such as expected performance or anticipated reciprocal 

collaborative behavior. This seems to hold true, in particular in situations that are characterized 

by a lack of other verifiable information which may alternatively guide individuals' decision 

making. Nevertheless, as we have shown in the context of soccer, this may change in situations 

where more relevant information becomes available. Investigating the collaborative behavior 

in the most important situations in the German Bundesliga, namely the last passes prior to a 

goal attempt opportunity, we found very little indication that physical appearance has an impact 

on collaborative behavior of teammates. In this study, we show that decision making with re-

spect to collaborative behavior is rather guided by the (current) performance level of the poten-

tial collaboration partner. Thus, if more relevant information supporting informed decision 

making is available, the less likely individuals base their collaborative behavior on physical 

appearance. Thus, similar to our results from chapter 3, we again found indication that protag-

onists apply attractiveness as criterion for decision making only, if no better indication is avail-

able. 
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5 CONCLUSION 

5.1 OVERALL SUMMARY 

The objective of this dissertation was to investigate which stakeholders under which 

circumstances on actual labor markets (as opposed to experimental research settings) are sen-

sitive to physical appearance of employees. In order to achieve this objective I broke this over-

arching topic over the course of the analyses down into three research questions: 

 

1. What is the current state of research with regards to the treatment of employees based on 
their physical appearance? 

2. Does the attractiveness stereotype in labor markets prevail, even if individual perfor-
mance is transparent? 

3. Does the physical appearance of employees in real labor market settings determine the 
willingness for collaboration of their peers? 

 

I addressed each research question in one separate research paper. While all stand-alone 

papers contain both, a detailed discussion of results as well as the identification of needs for 

further research endeavors, in this section I will complement them by a high-level summary of 

major results of this thesis. 

In my first research paper I conducted an extensive review of the relevant literature, 

including a comparison of relevant attractiveness measures as well as an analysis of the impacts 

of employee discrimination by the three main employee stakeholder groups, namely employers, 

customers and co-workers, comprised by over 300 relevant publications. Based on the review, 

we derived that physical appearance may have a remarkable impact on employee' opportunities 

on labor markets. Being the most determining characteristics of human physical appearance, 

academic research has in particular found facial attractiveness, body gestalt and ethnic type to 

determine the behavior of employers, customers and co-workers towards employees. An attrac-

tive facial appearance, for instance, is of advantage for employees with respect to all three 

stakeholder groups. Facially attractive employees cannot only expect increased opportunities 

granted by their employers, but also a more favorable (buying) behavior of their customers as 

well as indications for increased willingness for cooperation by co-worker. With regards to 

body gestalt, we find that similar to facial attractiveness taller employees on average can expect 

benefits, at least from employers and customers. The results regarding body weight, however, 

vary with regards to employees' gender. In general, men tend to suffer remarkably less from 

weight-related discrimination on labor markets than women. Customers, however, tend to dis-
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criminate against overweight female and male employees. Finally, we found indication for dis-

crimination of employees with a darker skin tone. While the impact of racial discrimination is 

unequivocal for employers, the results regarding customer discrimination are ambiguous and 

strongly situation-dependent. Interestingly, in none of the three dimensions of physical appear-

ance a uniform and universally accepted measurement approach has been developed. In con-

trast, there are various for each dimension, each with advantages and disadvantages. Going 

forward, it is to be expected that the number of measurement approaches due to new opportu-

nities in digital data processing rather increases than decreases.  

In my second research paper, I assess the question whether advantages for physically 

attractive individuals in work-related settings prevail, if individual performance is measurable 

and publicly available. In doing so, I analyzed the two stage award process of the Player of the 

Month in the Bundesliga, the German top-tier soccer league. Applying an extensive and for the 

purpose of the research question favorable set of data, I was able to circumvent the critical 

constraint that in most studies proving the existence of an attractiveness stereotype, an adequate 

assessment of attractive individuals' performance is, if at all possible, very difficult for subjects. 

Despite analyzing multiple characteristics of physical appearance -facial attractiveness, body 

height, skin tone as well as hair color- I did not find any indication that the physical appearance 

of the players standing for election for the award influenced its outcome. To the contrary, there 

was no effect through the attractiveness stereotype ascertainable, neither for the peer voting, 

nor for the public stage of the award. In contrast, the in context of my research setting measur-

able individual performance of the Bundesliga players drove the award results. As a result, 

peers and the interested public, as voters responsible for the award outcomes, did not apply 

players' physical appearance as decisive criterion for their voting behavior, but players' actual 

performance. I derive that due to the transparent performance of the players in the Bundesliga, 

physical attractiveness loses its function as a proxy for (assigned) performance resulting in an 

orientation along actual player performance in both stages of the Player of the Month award. 

My third research paper addresses whether employees in real labor markets tend to col-

laborate more likely with physically attractive co-workers rather than with ones that have re-

cently proven high performance. Again, I took advantage of the favorable conditions of soccer 

in the German Bundesliga and analyzed the behavior of players in the most decisive situations, 

namely those in close proximity to the opposing goal. To be more precise, I analyzed whether 

the physical appearance of players, as in my second research paper assessed in various dimen-

sions, influences their peers whether or not to provide the last decisive pass prior to a goal 

scoring opportunity. I found that this is not the case. Peers' collaborative behavior is rather 
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influenced by the current performance levels of their teammates. I concluded that the explana-

tion for the lack of impact of physical appearance lies in the protagonists' state of knowledge 

regarding their teammates' relevant characteristics for their own success. Peers' may, out of 

sheer self-interest, neglect the physical appearance of their teammates in the collaboration de-

cision, as they have more relevant information with respect to their own benefit available, 

namely the performance level of their teammates. As a consequence, players choose to collab-

orate with teammates that recently provided superior performance for their team. Their physical 

appearance is irrelevant.  

Summing up, the three research papers provide clear answers to all three outlined re-

search questions: First, physical appearance has a great impact on the demeanor employees are 

met with on the labor market by employers, customers and co-workers. This holds true in par-

ticular with respect to facial attractiveness, body gestalt and ethnic type. Second, we found 

evidence that the attractiveness stereotype does not prevail in labor markets, if individual per-

formance is transparent; it is rather performance that drives individual success. And third, we 

did not find any evidence that physical appearance of employees in real labor markets influ-

ences cooperative behavior; a higher individual performance level of the co-workers rather 

leads to an increased willingness for collaboration. 

5.2 RESEARCH CONTRIBUTION AND FUTURE DIRECTIONS 

Overall, my dissertation contributes to the existing research in multiple dimensions: 

First, the present work assembles the extant literature on employee discrimination in labor mar-

kets through aspects of physical appearance. Second, it structures and assesses the conse-

quences of appearance-related discrimination for employees by various employee stakeholder 

groups (employers, customers, co-workers) and by a variety of different appearance aspects 

(facial attractiveness, body height, body weight, skin color). Third, my dissertation not only 

challenges the generally acknowledged attractiveness stereotype in labor market settings, but 

also provides proof for its limits. Moreover, a hypothesis for conditions essential for it to work 

is derived. Finally, my dissertation sheds light on the so far scientifically unaddressed question 

whether collaboration among co-workers in occupational settings is fostered by attractive phys-

ical appearance. 

Apart from content-related contributions, this dissertation also contributes to the exist-

ing literature by indicating areas for further research. First, while employer and customer dis-

crimination on labor markets are rather well-explored scientifically, this is not the case for co-

worker discrimination. In particular the question remains unanswered, whether also co-workers 
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tend to discriminate against, based on the physical appearance of their peers. Although there 

have been some studies on facial attractiveness in this regard, research, in addition to the content 

of this dissertation, in particular addressing body-related appearance aspects as well as appear-

ance aspects determined by the ethnic type would be beneficial.  

Second, while the multilayered differences among employees of varying physical ap-

pearance are outstandingly well proven, confirmed and documented the link between actual 

performance as opposed to perceived performance has been rather neglected in the academic 

perspective. Presumably, one decisive reason may be the difficulty of objectively measuring 

job-related performance in a way that it is comparable among employees, and even among em-

ployees of different tasks and responsibilities. 

Third, there are limitations to the attractiveness stereotype that cannot be neglected. 

These insights call for further research in various forms. For instance, with respect to investi-

gating those conditions further that ultimately led to the evaluation of the peers and the public 

along actual performance and consequently resulted in the absence of the attractiveness stereo-

type. This requires also the analysis of further labor markets where employee performance as 

well as individual work-related success is transparent and measureable. Especially it appears 

reasonable to investigate labor markets in another industry and with both, male and female 

employees. 

Fourth, it is essential to increase also the research base with regards to the influence of 

physical appearance on the collaborative behavior of colleagues in real labor markets. As dis-

cussed previously, to our knowledge we are among the first to investigate this topic, apart from 

studies analyzing results from experimental settings. Further studies on this topic are in partic-

ular needed to substantiate our research results presented in this dissertation. 



95 

REFERENCES 

 

REFERENCES 

Aeberhardt, R., & Pouget, J. (2007). National Origin Wage Differentials in France: Evidence 

from Matched Employer-Employee Data. IZA Discussion Paper No. 2779. 

Aeberhardt, R., Fougère, D., Pouget, J., & Rathelot, R. (2010). Wages and Employment of 

French Workers with African Origin. Journal of Population Economics 23, no. 3, 

881–905. 

Alicke, M., Smith, R., & Klotz, M. L. (1986). Judgments of Physical Attractiveness: The Role 

of Faces and Bodies. Personality and Social Psychology Bulletin 12, 381-389. 

Altonji, J. G., & Blank, R. M. (1999). Race and Gender in the Labor Market. In O. 

Ashenfelter, & D. Card, Handbook of Labor Economics, Vol. 30 (pp. 3143-3259). 

Amsterdam: North-Holland. 

Andersson, M. (1982). Female Choice Selects for Extreme Tail Length in a Widowbird. 

Nature, 299, 818-820. 

Andersson, M. (1986). Evolution of Conditional-dependent Sex Ornaments and Mating 

Preferences: Sexual Selection Based on Viability Differences. Evolution, 40, 4, 804-

816. 

Andersson, P., Edman, J., & Ekman, M. (2005). Predicting the World Cup 2002 in Soccer: 

Performance and Confidence of Experts and Non-experts. International Journal of 

Forecasting, 21, 565-576. 

Andreoni, J., & Petrie, R. (2008). Beauty, Gender and Stereotypes: Evidence from Laboratory 

Experiments. Journal of Economic Psychology, 29, 73-93. 

Arce, C. H., Murguia, E., & Frisbie, W. P. (1987). Phenotype and Life Chances Among 

Chicanos. Hispanic Journal of Behavioral Science, 9, 1, 19-32. 

Arceo-Gómez, E. O., & Campos-Vazquez, R. M. (2014 a). Race and Marriage in the Labor 

Market: A Discrimination Correspondence Study in a Developing Country. American 

Economic Review, Vol. 104 No. 5, 376-380. 

Arceo-Gómez, E. O., & Campos-Vázquez, R. M. (2014). Evolución de la Brecha Salarial de 

Género en México. El Trimestre Económico, vol. LXXXI (3), núm. 323, 619-653. 

Arunachalam, R., & Shah, M. (2010). The Prostitute’s Allure: Examining Returns to Beauty, 

Productivity and Discrimination. Forschungsinstitut zur Zukunft der Arbeit Institute 

for the Study of Labor, IZA DP No. 5064. 

Australian Government (2011). Australian Radiation Protection and Nuclear Safety Agency. 

Retrieved 2015, from Fitzpatrick Skin Type: 

http://www.arpansa.gov.au/RadiationProtection/solaria/offline/05/07.html 



96 

REFERENCES 

 

Averett, S., & Korenman, S. (1996). The Economic Reality of the Beauty Myth. The Journal 

of Human Resources, 31, 2, 304-330. 

Ayton, P., Önkal, D., & McReynolds, L. (2011). Effects of Ignorance and Information on 

Judgments and Decisions. Judgment and Decision Making, 6, 5, 381-391. 

Bakkenbüll, L.-B., & Kiefer, S. (2014). Are Attractive Female Tennis Players More 

Successful? An Empirical Analysis. Diskussionspapier des Instituts für 

Organisationsökonomik 12/2014, Westfälische Wilhelms-Universität Münster. 

Barber, N. (1999). Reproductive and Occupational Stereotypes of Bodily Curvaceousness and 

Weight. The Journal of Social Psychology, 139, 2, 247-249. 

Bar-Eli, M., Avugos, S., & Raab, M. (2006). Twenty Years of "Hot Hand" Research: Review 

and Critique. Psychology of Sport and Exercise, 7, 525-553. 

Bassili, J. N. (1981). The Attractiveness Stereotype: Goodness or Glamour? Basic and 

Applied Social Psychology, 2, 4, 235-252. 

Becker, G. (1971). The Economics of Discrimination (2nd ed.). Chicago: University of 

Chicago Press. 

Becker, G. (1978). The Economic Approach to Human Behavior. Chicago: University of 

Chicago Press. 

Behrman, J. R., & Rosenzweig, M. R. (2001). The Returns to Increasing Body Weight. Penn 

Institute for Economic Research Department of Economics, PIER Working Paper 01-

052. 

Bellizzi, J. A., & Hasty, R. W. (2000). Does Successful Work Experience Mitigate Weight- 

and Gender-Based Employment Discrimination in Face-to-Face Industrial Setting? 

Journal of Business & Industrial Marketing, 15, 6, 384-398. 

Bennis, W. M., & Pachur, T. (2006). Fast and Frugal Heuristics in Sports. Psychology of 

Sport and Exercise, 7, 611-629. 

Benson, P. L., Karabenick, S. A., & Lerner, R. M. (1976). Pretty Pleases: The Effects of 

Physical Attractiveness, Race, and Sex on Receiving Help. Journal of Experimental 

Social Psychology, 12, 5, 409-415. 

Berger, J., Cohen, B. P., & Zelditch, M., Jr., (1972). Status Characteristics and Social Interac-

tion, American Sociological Review, 37,3, 241-255. 

Berggren, N., Jordahl, H., & Poutvaara, P. (2010). The Looks of a Winner: Beauty and 

Electoral Success. Journal of Public Economics, 94, 8-15. 

Berman, S., Down, J., & Hill, C. (2002). Tacit Knowledge as a Source of Competitive 

Advantage in the National Basketball Association. Academy of Management Journal, 

45, 13-31. 



97 

REFERENCES 

 

Berri, D. J., & Simmons, R. (2009). Race and the Evaluation of Signal Callers in the National 

Football League. Journal of Sports Economics, 10, 1, 23-43. 

Berri, D. J., Simmons, R., Van Gilder, J., & O'Neill, L. (2011). What Does it Mean to Find 

the Face of the Franchize? Physical Attractiveness and the Evaluation of Athletic 

Performance. Economic Letters, 111, 200-202. 

Berscheid, E., & Walster, E. (1974). Physical Attractiveness. In L. Berkowitz (Ed.), Advances 

in Experimental Social Psychology, Vol. 7 (pp. 157- 215). New York: Academic Press. 

Bertrand, M., & Mullainathan, S. (2004). Are Emily and Greg More Employable Than 

Lakisha and Jamal? A Field Experiment on Labor Market Discrimination. The 

American Economic Review, 94, 4, 991-1013. 

Biddle, J., & Hamermesh, D. (1998). Beauty, Productivity, and Discrimination: Lawyers' 

Looks and Lucre. Journal of Labor Economics, 16, 172-201. 

Bloom, M. (1999). The Performance Effects of Pay Dispersion on Individuals and 

Organizations. Academy of Management Journal, 42, 1, 25-40. 

Böckerman, P., & Vainiomäki, J. (2013). Stature and Life-time Labor Market Outcomes: 

Accounting for Unobserved Differences. Labour Economics, 24, 86-96. 

Bodvarsson, Ö. B., & Humphreys, B. R. (2013). Labor Market Discrimination and Capital: 

The Effects of Fan Discrimination on Stadium and Arena Construction. Contemporary 

Economic Policy, 31, 3, 604-617. 

Bohnet, I., & Frey, B. S. (1999). The Sound of Silence in Prisoner's Dilemma and Dictator 

Games. Journal of Economic Behavior & Organization, 38, 43-57. 

Bohnet, I., & Frey, B. S. (1999a). Social Distance and Other-Regarding Behavior in Dictator 

Games: Comment. The American Economic Review, 89, 1, 335-339. 

Bonuso, C. A. (1983). Body Type: A Factor in the Hiring of School Leaders. The Phi Delta 

Kappan, 64, 5, 374-374. 

Bordieri, J. E., Drehmer, D. E., & Taylor, D. W. (1997). Work-life for Employees with 

Disabilities: Recommendations for Promotion. Rehab Counseling Bullet, 40, 181-191. 

Borghans, L., Ter Weel, B., & Weinberg, B. A. (2014). People Skills and the Labor-Market 

Outcomes of Underrepresented Groups . Industrial & Labor Relations Review, 67, 2, 

287-334. 

Borland, J., & Leigh, A. (2014). Unpacking the Beauty Premium: What Channels Does It 

Operate Through, and Has It Changed Over Time? Economic Record, 90, 288, 17-32. 

Brink, T. (1988). Obesity and Job Discrimination: Mediation via Personality Stereotypes? 

Perceptual and Motor Skills, 66, 494. 



98 

REFERENCES 

 

Brown, E., Spiro, R., & Keenan, D. (1991). Wage and Nonwage Discrimination in 

Professional Basketball: Do Fans Affect it? The American Journal of Economics and 

Sociology Vol. 50, No. 3 , 333-345. 

Burdekin, R. C. K., Hossfeld, R. T., & Smith, J. K. (2005). Are NBA Fans Becoming 

Indifferent to Race?: Evidence From the 1990s. Journal of Sports Economics, 6, 2, 

144-159. 

Burdekin, R. C. K., & Idson, T. L. (1991). Customer Preferences, Attendance and the Racial 

Structure of Professional Basketball Teams. Applied Economics, 23, 179-186. 

Burke, D., Nolan, C., Hayward, W. G., Russell, R., & Sulikowski, D. (2013). Is There an 

Own-Race Preference in Attractiveness? Evolutionary Psychology, 11, 4, 855-872. 

Burnham, T. C. (2003). Engineering Altruism: A Theoretical and Experimental Investigation 

of Anonymity and Gift Giving. Journal of Economic Behavior & Organization, 50, 

133-144. 

Buss, D. M. (1994). The Strategies of Human Mating. American Scientist, 82, 238-249. 

Cash, T. F., Gillen, B., & Burns, D. S. (1977). Sexism and "Beautyism" in Personnel 

Consultant Decision Making. Journal of Applied Psychology, 62, 301-310. 

Cawley, J. (2000). Body Weight and Women's Labor Market Outcomes . National Bureau of 

Economic Research, No. w7841. 

Cawley, J. (2004). The Impact of Obesity on Wages. Journal of Human Resources, 39, 2, 

451-474. 

Cediey, E., & Foroni, F. (2007). Les Discriminations á Raison de "l'Origine"Dans les 

Embauches en France: Une Enquête Nationale par Teste de Discrimination Selon la 

Méthode de Bureau International du Travail. Genève: Organisation internationale du 

Travail. 

Chaiken, S. (1979). Communicator Physical Attractiveness and Persuasion. Journal of 

Personality and Social Psychology, 37, 1387-1397. 

Chung, P.-P., & Leung, K. (1988). Effects of Performance Information and Physical 

Attractiveness on Managerial Decisions About Promotion. The Journal of Social 

Psychology, 128, 6, 791-801. 

Collins, M. A., & Zebrowitz, L. A. (1995). The Contributions of Appearance to Occupational 

Outcomes in Civilian and Military Settings. Journal of Applied Social Psychology 25, 

2, 129-163. 

Combes, P.-P., Decreuse, B., Laouénan, M., & Trannoy, A. (2016). Customer Discrimination 

and Employment Outcomes: Theory and Evidence from the French Labor Market. 

Journal of Labor Economics, 34, 1, 107-160. 



99 

REFERENCES 

 

Conley, D., & Glauber, R. (2005). Gender, Body Mass and Economic Status. National 

Bureau of Economic Research, No. w11343. 

Council of Economic Advisers. (1998, September). Council of Economic Advisers. Retrieved 

2015, from Changing America: Indicators of social and economic well-being by race 

and Hispanic origin: http://w3.access.gpo.gov/eop/ca/pdfs/ca.pdf  

Cronin, H. (1991). The Ant and the Peacock: Altruism and Sexual Selection from Darwin to 

Today. Cambridge: Cambridge University Press. 

Cross, H., Kenney, G., Mell, J., & Zimmerman, W. (1990). Eloyer hiring practices: 

Differential treatment of Hispanic and Anglo job applicants. Washington, DC: Urban 

Institute Press. 

Cunningham, M. R. (1986). Measuring the Physical in Physical Attractiveness: Quasi-

Experiments on the Sociobiology of Female Facial Beauty. Journal of Personality and 

Social Psychology, 50, 5, 925-935. 

D’Amico, R., & Maxwell, N. L. (1994). The Impact of Post-School Joblessness on Male 

Black-White Wage Differentials. Industrial Relations, 33, 2, 184-205. 

Dannenmaier, W. D., & Thumin, F. J. (1964). Authority Status as a Factor in Perceptual 

Distortion of Size. The Journal of Social Psychology, 63, 361-365. 

Danzis, D. A., & Stone-Romero, E. F., (2009). Effects of Helper Sex, Recipient 

Attractiveness, and Recipient Femininity on Helping Behavior in Organizations. 

Journal of Managerial Psychology, 24, 8, 722-737.  

Darity Jr., W., & Mason, P. L. (1998). Evidence on Discrimination on Employment: Codes of 

Color, Codes of Gender. Journal of Economic Perspectives, 12, 2, 63-90. 

Darley, J. M., & Fazio, R. H. (1980). Expectancy Confirmation Processes Arising in the 

Social Interaction Sequence. American Psychologist, 35, 10, 867-881. 

Day, D. V., Gordon, S., & Fink, C. (2012). The Sporting Life: Exploring Organizations 

through the Lens of Sport. Academy of Management Annals, 6, 397-433. 

DeBeaumont, R. (2009). Occupational Differences in the Wage Penalty for Obese Women. 

The Journal of Socio-Economics, 38, 344-349. 

Dechter, E. K. (2015). Physical Appearance and Earnings, Hair Color Matters. Labour 

Economics, 32, 15-26. 

Deryugina, T., & Shurchkov, O. (2013). When are Appearances Deceiving? The Nature and 

Evolution of the Beauty Premium. Working paper. 

Dey, M. S. (1997). Racial Differences in National Basketball Association Players' Salary: A 

new Look. The American Economist, 41, 2, 84-90. 



100 

REFERENCES 

 

DFB (2015). Deutscher Fußball-Bund Fußball-Regeln 2014/2015. Frankfurt/Main. 

DFL Deutsche Fußball Liga GmbH. (2013). Bundesliga-Report. Frankfurt am Main: DFL 

Deutsche Fußball Liga GmbH. 

Dion, K. K., & Berscheid, E. (1974). Physical Attractiveness and Peer Perception Among 

Children. Sociometry, 37, 1, 1-12. 

Dion, K. K., Berscheid, E., & Walster, E. (1972). What is Beautiful is Good. Journal of 

Personality and Social Psychology, 24, 285-290. 

Dipboye, R. L., Arvey, R. D., & Terpstra, D. E. (1977). Sex and Physical Attractiveness of 

Raters and Applicants as Determinants of Resume Evaluations. Journal of Applied 

Psychology, 62, 3, 288-294. 

Downs, A. C., & Lyons, P. M. (1991). Natural Observations of the Links Between 

Attractiveness and Initial Legal Judgments. Personality and Social Psychology 

Bulletin, 17, 5, 541-547. 

Doorley, K., & Sierminska, E. (2012). Myth or Fact? The Beauty Premium across the Wage 

Distribution, Forschungsinstitut zur Zukunft der Arbeit Institute for the Study of 

Labor. Discussion Paper Series, IZA DP No. 6674. 

Duguet, E., Leandri, N., 'Horty, Y., & Petit, P. (2010). Are Young French Jobseekers of 

Ethnic Immigrant Origin Discriminated Against? A Controlled Experiment in the 

Paris Area. Annals of Economics and Statistics, 99/100, 187-215. 

Duroy, Q. (2011). North African Identity and Racial Discrimination in France: A Social 

Economic Analysis of Capability Deprivation. Review of Social Economy, 49, 3, 307-

332. 

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. Psychological Bulletin, 110, 1, 109-128. 

Eckel, C. C., & Grossman, P. J. (2001). Chivalry and Solidarity in Ultimatum Games. 

Economic Inquiry, 39, 2, 171-188. 

Efran, M. G. (1974). The Effect of Physical Appearance on the Judgment of Guilt, 

Interpersonal Attraction, and Severity of Recommended Punishment in a Simulated 

Jury Task. Journal of Research in Personality, 8, 45-54. 

Efran, M. G., & Patterson, E. W. (1974). Voters Vote Beautiful: The Effect of Physical 

Appearance on a National Election. Canadian Journal of Behavioural Science/Revue 

canadienne des sciences du comportement, 6, 4, 352-356. 

Elder Jr., G. (1969). Appearance and Education in Marriage Mobility. American Sociological 

Review, 34, 4, 519-533. 



101 

REFERENCES 

 

Etcoff, N. (2000). Survival of the Prettiest: The Science of Beauty. New York: Anchor Books. 

Farkas, L. G., Hreczko, T. A., Kolar, J. C., & Munro, I. R. (1985). Vertical and Horizontal 

Proportions of the Face in Young Adult North American Caucasians: Revision of 

Neoclassical Canons. Plastic and Reconstructive Surgery, 75, 3, 328-337. 

Feingold, A. (1992). Good-Looking People Are Not What We Think. Psychological Bulletin, 

111, 2, 304-341. 

Fink, B., & Penton-Voak, I. (2002). Evolutionary Psychology of Facial Attractiveness. 

Current Directions in Psychological Science, 11, 5, 154-158. 

Fink, B., Grammer, K., & Thornhill, R. (2001). Human (Homo sapiens) Facial Attractiveness 

in Relation to Skin Texture and Color. Journal of Comparative Psychology, 115, 1, 

92-99. 

Firth, M. (1981). Racial Discrimination in the British Labor Market. Industrial and Labor 

Relations Review, 34, 2, 265-272. 

Fitzpatrick, T. B. (1988). The Validity and Practicality of Sun-Reactive Skin Types I Through 

VI. Archives of Dermatology, 124, 6, 869-871. 

Flanagan, R. J. (1974). Labor Force Experience, Job Turnover, and Racial Wage Differentials. 

The Review of Economics and Statistics, 521-529. 

Fletcher, J. M. (2009). Beauty vs. Brains: Early Labor Market Outcomes of High School 

Graduates. Economics Letters 105, 321–325. 

Fort, R., & Gill, A. (2000). Race and Ethnicity Assessment in Baseball Card Markets. Journal 

of Sports Economics, 1, 1, 21-38. 

Franzoi, S. L. (1995). Social psychology. Chicago, IL: Brown & Benchmark. 

Franzoi, S. L., & Herzog, M. E. (1986). The Body Esteem Scale: A Convergent and 

Discriminant Validity Study. Journal of Personality Assessment, 50, 1, 24-31. 

Franzoi, S. L., & Shields, S. A. (1984). The Body Esteem Scale: Multidimensional Structure 

and Sex Differences in a College Population. Journal of Personality Assessment, 48, 

2, 173-178. 

Freeman, R. E. (1984). Strategic management: A stakeholder approach. Boston: Pitman.  

French, M. T. (2002). Physical Appearance and Earnings: Further Evidence. Applied 

Economics, 34, 569-572. 

Friedenberg, J. (2012). Aestetic Judgment of Triangular Shape: Compactness and not the 

Golden Ratio Determines Perceived Attractiveness. i-Perception, 3, 163-175. 



102 

REFERENCES 

 

Frieze, I. H., Olson, J. E., & Russell, J. (1991). Attractiveness and income for men and 

women in management. Journal of Applied Social Psychology, 21, 1039-1057. 

Frieze, I., Olson, J., & Good, D. C. (1990). Perceived and Actual Discrimination in the 

Salaries of Male and Female Managers. Journal of Applied Social Psychology, 20, 1, 

46-67. 

Frost, P. (2006). European Hair and Eye Color A case of Frequency-dependent Sexual 

Selection? Evolution and Human Behavior, 27, 85–103. 

Furnham, A., Moutafi, J., & Baguma, P. (2002). A Cross-cultural Study on the Role of 

Weight and Waist-to-Hip Ratio on Female Attractiveness. Personality and Individual 

Differences, 32, 729-745. 

Furnham, A., Swami, V., & Shah, K. (2006). Body Weight, Waist-to-Hip Ratio and Breast 

Size Correlates of Ratings of Attractiveness and Health. Personality and Individual 

Differences, 41, 443-454. 

Galton, F. (1879). Composite Portraits, Made by Combining Those of Many Different 

Persons Into a Single Resultant Figure. The Journal of the Anthropological Institute of 

Great Britain and Ireland, 8, 132-144. 

Gehrsitz, M. (2014). Looks and Labor: Do Attractive People Work More? Labour, 28, 3, 269-

287. 

Gift, P., & Rodenberg, R. M. (2014). Napoleon Complex: Height Bias Among National 

Basketball Association Referees. Journal of Sports Economics, 15, 5, 541-558. 

Gigerenzer, G. (2004). Fast and Frugal Heuristics: The Tools of Bounded Rationality. In D. J. 

Köhler, & N. Harvey (Eds.), Blackwell Handbook of Judgment and Decision Making 

(pp. 62-88). Oxford: Blackwell. 

Gigerenzer, G., & Brighton, H. (2009). Homo Heuristicus: Why Biased Minds Make Better 

Inferences. (G. Gigerenzer, R. Hertwig, & T. Pachur, Eds.) Cognitive Science, 1, 107–

143. 

Gigerenzer, G., & Goldstein, D. G. (1996). Reasoning the Fast and Frugal Way: Models of 

Bounded Rationality. (G. Gigerenzer, R. Hertwig, & T. Pachur, Hrsg.) Psychological 

Review, 103, 4, 650-669. 

Gigerenzer, G., & Selten, R. (Eds.). (2001). Bounded Rationality: The Adaptive Toolbox. 

Report of the 84th Dahlem Workshop, Berlin, March 14-19, 1999. Cambridge: MIT 

Press. 

Gigerenzer, G., & Todd, P.M. (Eds.). (1999). Simple Heuristics that Make us Smart. Oxford: 

Oxford University Press.  



103 

REFERENCES 

 

Gilovich, T., Vallone, R., & Tversky, A. (1985). The Hot Hand in Basketball: On the 

Misperception of Random Sequences. Cognitive Psychology, 17, 295-314. 

Gius, M., & Johnson, D. (2000). Race and Compensation in Professional Football. Applied 

Economic Letters, 7, 73-75. 

Goddard, J., & Wilson, J. (2009). Racial Discrimination in English Professional Football: 

Evidence From an Empirical Analysis of Players' Career Progression. Cambridge 

Journal of Economics, 33, 295-316. 

Gordon, N. M., Morton, T. E., & Braden, I. C. (1974). Faculty Salaries: Is There 

Discrimination by Sex, Race, and Discipline? The American Economic Review, 64, 3, 

419-427. 

Grammer, K., & Thornhill, R. (1994). Human (Homo sapiens) Facial Attractiveness and 

Sexual Selection: The Role of Symmetry and Averageness. Journal of Comparative 

Psychology, 108, 3, 233-242. 

Green, C. D. (1995). All That Glitters: A Review of Psychological Research on the Aesthetics 

of the Golden Section. Perception, 24, 937-968. 

Greenhalgh, T., & Peacock, R. (2005). Effectiveness and Efficiency of Search Methods in 

Systematic Reviews of Complex Evidence: Audit of Primary Sources. . BMJ, 331, 

1064-1065. 

Greenman, E., & Xie, Y. (2008). Double Jeopardy? The Interaction of Gender and Race on 

Earnings in the United States. Social Forces, 86, 3, 1217-1244. 

Gröschner, C., & Raab, M. (2006). Vorhersagen im Fußball: Deskriptive und Normative 

Aspekte von Vorhersagemodellen im Sport. Zeitschrift für Sportpsychologie, 13, 1, 

23-36. 

Guéguen, N. (2012). The Sweet Color of an Implicit Request: Women's Hair Color and 

Spontaneous Helping Behavior. Social Behavior and Persinalty, 40, 7, 1099-1102. 

Guéguen, N., & Lamy, L. (2013). Women’s Hair Color and Survey Response Rate: A Field 

Experiment. Journal of Human Behavior in the Social Environment, 23, 383–387. 

Guis, M., & Johnson, D. (2000). Race and Compensation in Professional Football. Applied 

Economics Letters, 7, 73-75. 

Guo, G., Fu, Y., Lee, H., Cai, T., & Harris, K. M. (2014). Genetic Bio-Ancestry and Social 

Construction of Racial Classification in Social Surveys in the Contemporary United 

States. Demography 51, 1, 141-172. 

Halford, J. T., & Hsu, S. H. (2013). Beauty is Wealth: CEO Appearance and Shareholder 

Value. University of Wisconsin Working Paper, Milwaukee, WI.  



104 

REFERENCES 

 

Hamermesh, D. S. (2006). Changing Looks and Changing “Discrimination”: The Beauty of 

Economists. Economics Letters, 93, 405–412. 

Hamermesh, D. S., & Biddle, J. (1994). Beauty and the Labor Market. American Economic 

Review, 84, 1174–1194. 

Hamermesh, D. S., & Parker, A. (2005). Beauty in the Classroom: Instructors' Pulchritude and 

Putative Pedagogical Productivity. Economics of Education Review, 24, 369-376. 

Hamermesh, D. S., Meng, X., & Zhang, J. (2002). Dress for Success: Does Priming Pay? 

Labour Economics, 9, 361-373. 

Hamilton, B. H. (1997). Racial Discrimination and Professional Basketball Salaries in the 

1990s. . Applied Economics, 29, 287-296. 

Hamilton, W. D., & Zuk, M. (1982). Heritable True Fitness and Bright Birds: A Role for 

Parasites? Science, 218, 384-387. 

Han, E., Norton, E. C., & Powell, L. M. (2011). Direct and Indirect Effects of Body Weight 

on Adult Wages. Economics and Human Biology, 9, 381-392. 

Han, E., Norton, E. C., & Stearns, S. C. (2009). Weight and Wages: Fat Versus Lean 

Paychecks. Health Economics, 18, 535-548. 

Harper, B. (2000). Beauty, Stature and the Labour Market: A British cohort Study. Oxford 

Bulletin of Economics and Statistics, 62, Special Issue, 771-800. 

Harrell, W. A., (1978). Physical Attractiveness, Self-disclosure, and Helping Behavior. The 

Journal of Social Psychology, 104, 15-17. 

Harris, M. B., Harris, R. J., & Bochner, S. (1982). Fat, Four-Eyed, and Female: Stereotypes of 

Obesity, Glasses, and Gender. Journal of Applied Social Psychology, 12, 6, 503-516. 

Hatfield, E., & Sprecher, S. (1986). Mirror, mirror: The importance of looks in everyday life. 

Albany: State University of New York Press. 

Heckman, J. J. (1998). Detecting Discrimination. Journal of Economic Perspectives, 12, 2, 

101-116. 

Heckman, J. J., & Siegelman, P. (1992). The Urban Institute Audit Studies: Their Methods 

and Findings. In M. Fix, & R. Struyk (Eds.), Clear and convincing evi-dence: 

Measurement of Discrimination in America (pp. 187-258). Lanham: Urban Institute 

Press. 

Heilman, M. E., & Stopeck, M. H. (1985). Being Attractive, Advantage or Disadvantage? 

Performance-Based Evaluations and Recommended Personnel Actions as a Function 

of Appearance, Sex, and Job Type. Organizational Behavior and Human Decision 

Processes, 35, 202-215. 



105 

REFERENCES 

 

Heineck, G. (2005). Up in the Skies? The Relationship between Body Height and Earnings in 

Germany. LABOUR: Review of Labour Economics & Industrial Relations, 19, 3, 469-

489. 

Heit, E., Price, P. C., & Bower, G. H. (1994). A Model of Predicting the Outcomes of 

Basketball Games. Applied Cognitive Psychology, 8, 621-639. 

Hensley, W. E., & Cooper, R. (1987). Height and Occupational Success: A Review and 

Critique. Psychological Reports, 60, 3, 843-849. 

Henss, R. (1992). Spieglein, Spieglein an der Wand...: Geschlecht, Alter und physische 

Attraktivität. Weinheim: Psychologie-Verlag-Union. 

Henss, R. (1993). Kontexteffekte bei der Beurteilung der physischen Attraktivität. In M. 

Hassebrauck, & R. Niketta (Eds.), Physische Attraktivität (pp. 61-94). Göttingen: 

Hogrefe. 

Henss, R. (1995). Waist-to-Hip Ratio and Attractiveness. Replication and Extension. 

Personality and Individual Differences, 19, 4, 479-488. 

Henss, R. (1998). Gesicht und Persönlichkeitseindruck. Göttingen: Hogrefe. 

Henss, R. (2000). Waist-to-Hip Ratio and Female Attractiveness. Evidence from 

Photographic Stimuli and Methodological Considerations. Personality and Individuall 

Differences, 28, 501-513. 

Hepplestone, S., Holden, G., Irwin, B., Parkin, H. J., & Thorpe, L. (2011). Using Technology 

to Encourage Student Engagement With Feedback: A Literature Review. Research in 

Learning Technology, 19, 2, 117-127. 

Herpin, N. (2005). Love, Careers, and Heights in France. Economics and Human Biology, 3, 

3, 420-449. 

Hinsz, V. B., Stoesser, C. J., & Matz, D. C. (2013). The Intermingling of Social and 

Evolutionary Psychology Influences on Hair Color Preferences. Current Psychology, 

32, 2, 136-149. 

Hirschman, C., Alba, R., & Farley, R. (2000). The Meaning and Measurement or Race in the 

U.S. Census: Glimpes into the Future. Demography, 37, 3, 381-393. 

Hoang, H. & Rascher, D. (1999). The NBA, Exit Discrimination, and Career Earnings. 

Industrial Relations, 38, 1, 69-91. 

Hoegele, D., Schmidt, S. L., & Torgler, B. (2015). The Importance of Key Celebrity 

Characteristics for Customer Segmentation by Age and Gender: Does Beauty Matter 

in Professional Football? Review of Managerial Science,10,3, 601-627. 



106 

REFERENCES 

 

Holway, F. E., & Guerci, G. (2012). Predictive ability of anthropometry and maturation 

parameters on rowing ergometer performance in inexperienced adolescents. Apunts 

Medicina De L'esport, 47, 175, 99-104. 

Holzer, H. J. (1991). The Spatial Mismatch Hypothesis: What has the Evidence Shown? 

Urban Studies, 28, 1, 105-122. 

Holzer, H. J., & Ihlanfeldt, K. R. (1998). Customer Discrimination and Employment 

Outcomes for Minority Workers. The Quarterly Journal of Economics, 113, 3, 835-

867. 

Holzer, H. J., Offner, P., & Sorensen, E. (2005). Declining Employment Among Young Black 

Less-Educated Men: The Role of Incarceration and Child Support. Journal of Policy 

Analysis and Management, 24, 2, 329-350. 

Hoss, R. A., & Langlois, J. H. (2003). Infants prefer Attractive Faces. In O. Pascalis, & A. 

Slater (Eds.), The Development of Face Processing in Infancy and Early Childhood: 

Current Perspectives (pp. 27-38). New York: Nova Science Publishers. 

Humes, K. R., Jones, N. A., & Ramirez, R. R. (2010). Overview of Race and Hispanic Origin: 

2010. U.S. Department of Commerce, Economics and Statistics Administration, U.S. 

Census Bureau. 

Ihlanfeldt, K. R., & Young, M. V. (1994). Intrametropolitan Variation in Wage Rates: The 

Case of Atlanta Fast-Food Restaurant Workers. The Review of Economics and 

Statistics, 76, 3, 425-433. 

Iliffe, A. H. (1960). A Study of Preferences in Feminine Beauty. British Journal of 

Psychology, 51, 267-273. 

Jackson, L. A., Hunter, J. E. & Hodge, C. N., (1995). Physical Attractiveness and Intellectual 

Competence: A Meta-Analytic Review. Social Psychology Quarterly, 58, 2, 108-122. 

Jackson, L. A., & Ervin, K. S. (1992). Height Stereotypes of Woman and Men: The Liabilities 

of Shortness for Both Sexes. The Journal of Social Psychology, 132, 433-445. 

Jasper, C. R., & Klassen, M. L. (1990). Stereotypical Beliefs About Appearance: Implications 

for Retailing and Consumer Issues. Perceptual and Motor Skills, 71, 519-528. 

Johnson, J. G. & Raab, M. (2003). Take The First: Option Generation and Resulting Choices. 

Organizational Behavior and Human Decision Processes, 91, 215-229.  

Johnston, D. W. (2010). Physical Appearance and Wages: Do Blondes Have More Fun? 

Economics Letters, 108, 10–12. 

Jones, B. C., Little, A. C., Penton-Voak, I. S., Tiddeman, B. P., Burt, D. M., & Perrett, D. I. 

(2001). Facial Symmetry and Judgments of Apparent Health Support for a "Good 



107 

REFERENCES 

 

Genes" Explanation of the Attractiveness-Symmetry Relationship. Evolution and 

Human Behavior, 22, 417-429. 

Jones, J. C. H., & Walsh, W. D. (1988). Salary Determination in the National Hockey League: 

The Effects of Skills, Franchise Characteristics, and Discrimination. Industrial and 

Labor Relations Review, 41, 4, 592-604. 

Joseph, O., Lopez, A., & Ryk, F. (2008). Generation 2004, des Jeunes Penalis s par la 

Conjoncture. Ce´req Bref 248, 1–8. 

Judge, T. A., & Cable, D. M. (2004). The Effect of Physical Height on Workplace Success 

and Income: Preliminary Test of a Theoretical Model. Journal of Applied Psychology, 

89, 428-441. 

Kahle, L. R., & Homer, P. M. (1985). Physical Attractiveness of the Celebrity Endorser: A 

Social Adaptation Perspective. The Journal of Consumer Research, 11, 945-961. 

Kahn, L. M. (1991). Discrimination in Professional Sports: A Survey of the Literature. 

Industrial and Labor Relations Review, 44, 3, 395-418. 

Kahn, L. M., & Sherer, P. D. (1988). Racial Differences in Professional Basketball Players' 

Compensation. Journal of Labor Economics, 6, 1, 40-61. 

Kalisch, A., & Fischbach, L. (2009). ElitePartner.de. Retrieved 2015, from ElitePartner.de 

Singlestudie: 

http://www.elitepartner.de/presse/studien/ElitePartner.de_Singlestudie_Januar_2009.p

df 

Kamins, M. A. (1990). An Investigation Into the "Match-up" Hypothesis in Celebrity 

Advertising: When Beauty May be Only Skin Deep. Journal of Advertising, 19, 1, 4-

13. 

Kanazawa, M. T., & Funk, J. P. (2001). Racial Discrimination in Professional Basketball: 

Evidence From Nielsen Ratings. Economic Inquiry, 39, 4, 599-608. 

Kanazawa, S., & Kovar, J. L. (2004). Why beautiful people are more intelligent. Intelligence, 

32, 227 – 243. 

Kaufman, S. J. (1999). How Inconsistencies in Racial Classification Demystify the Race 

Construct in Public Health Statistics. Epidemiology, 10, 101-103. 

Keidel, R. W. (1987). Team Sports Models as a Generic Organizational Framework. Human 

Relations, 40, 9, 591-612. 

Kelly, D. J., Quinn, P. C., Slater, A. M., Lee, K., Gibson, A., Smith, M., . . . Pascalis, O. 

(2005). Three-month-olds, but not Newborns, Prefer Own-race Faces. Developmental 

Science, 8, 6, F31–F36. 



108 

REFERENCES 

 

Kenney, G. M., & Wissoker, D. A. (1994). An Analysis of the Correlates of Discrimination 

Facing Young Hispanic Job-Seekers. The American Economic Review, 84, 3, 674-683. 

Kim, M. (2009). Race and Gender Differences in the Earnings of Black Workers. Industrial 

Relations, 48, 3, 466-488. 

Klein, M., & Rosar, U. (2005). Physische Attraktivität und Wahlerfolg: Eine empirische 

Analyse am Beispiel der Wahlkreiskandidaten bei der Bundestagswahl 2002. 

Politische Vierteljahresschrift 46, 266–290. 

Koernig, S. K., & Page, A. L. (2002). What if Your Dentist Looked Like Tom Cruise? 

Applying the Match-Up Hypothesis to a Service Encounter. Psychology & Marketing, 

19, 1, 91-110. 

Kramer, R., Jones, A. & Sharma, D. (2013). Sequential Effects in Judgements of 

Attractiveness: The Influences of Face Race and Sex. PLoS ONE 8(12), e82226. 

Kulka, R. A., & Kessler, J. B. (1978). Is Justice Really Blind?–The Influence of Litigant 

Physical Attractiveness on Juridical Judgment. Journal of Applied Social Psychology, 

8, 4, 366-381. 

Kunda, Z. (1999). Social Recognition: Making Sense of People. Cambridge, MA: MIT Press. 

Kurtz, D. L. (1969). Physical Appearance and Stature: Important Variables in Sales 

Recruiting. Personnel Journal, Vol 48(12), 981-983. 

Landy, D., & Sigall, H. (1974). Beauty is Talent: Task Evaluation as a Function of the 

Performer's Physical Attractiveness. Journal of Personality and Social Psychology, 

29, 3, 299-304. 

Langlois, J. H., & Roggman, L. A. (1990). Attractive Faces are only Average. Psychological 

Science, 1, 2, 115-121. 

Langlois, J. H., & Stephan, C. (1977). The Effects of Physical Attractiveness and Ethnicity on 

Children's Behavioral Attributions and Peer Preferences. Child Development, 48, 

1694-1698. 

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, 3, 390-423. 

Langlois, J. H., Ritter, J. M., Casey, R. J., & Sawin, D. B. (1995). Infant Attractiveness 

Predicts Maternal Behaviors and Attitudes. Developmental Psychology, 31, 3, 464-

472. 

Langlois, J. H., Ritter, J. M., Roggman, L. A., & Vaughn, L. S. (1991). Facial Diversity and 

Infant Preferences for Attractive Faces. Developmental Psychology, 27, 1, 79-84. 



109 

REFERENCES 

 

Langlois, J. H., Roggman, L. A., Casey, R. J., Ritter, J. M., Rieser-Danner, L. A., & Jenkins, 

V. Y. (1987). Infant Preferences for Attractive Faces: Rudiments of a Stereotype? 

Developmental Psychology, 23, 3, 363-369. 

Lapidus, J., & Figart, D. M. (1998). Remedying "Unfair Acts": U.S. Pay Equity by Race and 

Gender. Feminist Economics, 4, 3, 7-28. 

Lawson, E. D. (1971). Hair color, personality, and the observer. Psychological Reports, 28, 

311-322. 

Leigh, A., & Borland, J. (2007). Unpacking the Beauty Premium: Is it Looks or Ego? 

Working Paper. 

Leigh, A., & Susilo, T. (2010). Is Voting Skin-Deep? Estimating the Effect of Candidate 

Ballot Photographs on election Outcomes. Journal of Economic Psychology, 30, 61-

70. 

Leonard, J. S., Levine, D. I., & Giuliano, L. (2010). Customer Discrimination. The Review of 

Economics and Statistics, 92, 3, 670-678. 

Lester, D., & Sheehan, D. (1980). Attitudes of supervisors toward short police officers. 

Psychological Reports, 47, 2, 462. 

Lever, J., Kanouse, D. E., & Berry, S. H. (2005). Racial and Ethnic Segmentation of Female 

Prostitution in Los Angeles County. Journal of Psychology and Human Sexuality, 

107-129. 

Little, A. C., Burt, D. M., Penton-Voak, I. S., & Perrett, D. I. (2001). Self-perceived 

Attractiveness Influences Human Female Preferences for Sexual Dimorphism and 

Symmetry in Male Faces. Proceedings: Biological Sciences, 268, 1462, 39-44. 

Liu, X. M., & Sierminska, E. (2014). Evaluating the Effect of Beauty on Labor Market 

Outcomes: A Review of the Literature. Discussion Paper Series, IZA DP No. 8526. 

Loh, E. S. (1993). The Economic Effects of Physical Appearance. Social Science Quarterly, 

74, 2, 420-438. 

Longley, N. (2003). Measuring Employer-Based Discrimination Versus Customer-Based 

discrimination: The Case of French Canadians in the National Hockey League. 

American Journal of Economics and Sociology, 62, 2, 365-381. 

López Bóo, F., Rossi, M. A., & Urzúa, S. S. (2013). The Labor Market Return to an 

Attractive Face: Evidence from a Field Experiment. Economics Letters, 118, 170–172. 

Loureiro, P. R., Sachsida, A., & Cardoso de Mendonça, M. J. (2011). Links Between Physical 

Appearance and Wage Discrimination: Further Evidence. International Review of 

Social Sciences and Humanities, 2, 1, 249-260. 



110 

REFERENCES 

 

Lynn, M. (2009). Determinants and Consequences of Female Attractiveness and Sexiness: 

Realistic Tests With Restaurant Waitresses. Archives of Sexual Behavior, 38, 5, 737-

745. 

Lynn, M., & Simons, T. (2000). Predictors of Male and Female Servers' Average Tip 

Earnings. Journal of Applied Social Psychology, 30, 2, 241-252. 

Maddox, K. B. (2004). Perspectives on Racial Phenotypicality Bias. Personality and Social 

Psychology Review, 8, 4, 383-401. 

Maner, J. K., Kenrick, D. T., Becker, D. V., Delton, A. W., Hofer, B., Wilbur, C. J., & 

Neuberg, S. L. (2003). Sexually Selective Cognition: Beauty Captures the Mind of the 

Beholder. Journal of Personality and Social Psychology, 85, 6, 1107–1120. 

Marcus, D. K., & Miller, R. S. (2003). Sex Differences in Judgments of Physical 

Attractiveness: A Social Relations Analysis. Personality and Social Psychology 

Bullitin, 29, 3, 325-335. 

Marlowe, C. M., Schneider, S. L., & Nelson, C. E. (1996). Gender and Attractiveness Biases 

in Hiring Decisions: Are More Experienced Managers Less Biased? Journal of 

Applied Psychology, 81, 1, 11-21. 

Martignon, L., Katsikopoulos, K. V., & Woike, J. K. (2011). Categorization with Limited 

Resources: A family of simple heuristics. In G. Gigerenzer, R. Hertwig, & T. Pachur 

(Eds.), The Foundation of Adaptive Behavior. Oxford: Oxford University Press. 

Martin, L., & Groves, J. (2002). Interviews as a Selection Tool for Entry-Level Hospitality 

Employees. Journal of Human Resources in Hospitality & Tourism, 1, 1, 41-47. 

Marwick, A. (1988). Beauty in History. Society, politics and personal appearance c. 1500 to 

the present. London: Thames and Hudson. 

Mason, P. L. (2004). Annual Income, Hourly Wages, and Identity Among Mexican-

Americans and Other Latinos. Industrial Relations, 43, 4, 817-834. 

Matz, D. C., Kane, A. A. & Ryan, S. L., (2007). Tall, dark and handsome: Does men's hair 

serve as a signal for desired traits? Paper presented at the meeting of the Society of 

Personality and Social Psychology, Nashville, TN. 

Mazur, A., Mazur, J., & Keating, C. (1984). Military Rank Attainment of a West Point Class: 

Effects of Cadets’ Physical Features. American Journal of Sociology, 125–150. 

McIntyre, S. J., Moberg, D. J., & Posner, B. Z. (1980). Discrimination in Recruitment: An 

Empirical Analysis (Comment). Industrial and Labor Relations Review 33, 4, 543 – 

547. 

McLean, R. A., & Moon, M. (1980). Health, Obesity, and Earnings. American Journal of 

Public Health, 70, 9, 1006-1009. 



111 

REFERENCES 

 

McLeod, P., & Dienes, Z. (1993). Running to Catch the Ball. Nature, 362, 23. 

McLeod, P., & Dienes, Z. (1996). Do Fielder Know Where to Go to Catch the Ball or Only 

How to Get There?. Journal of Experimental Psychology, 22, 3, 531-543. 

McLeod, P., Reed, N., & Dienes, Z. (2001). Toward a Unified Fielder Theory: What We Do 

Not Yet Know About How People Run to Catch a Ball. Journal of Experimental 

Psychology, 27, 6, 1347-1355. 

Mealey, L., Bridgstock, R., & Townsend, G. C. (1999). Symmetry and Perceived Facial 

Attractiveness: A Monozygotic Co-Twin Comparison. Journal of Personality and Social 

Psychology, 76, 1, 151-158. 

Melamed, T., & Bozionelos, N. (1992). Managerial Promotions and Height. Psychological 

Reports, 71, 2, 587-593. 

Meurs, D., Pailhé, A., & Simon, P. (2006). The Persistence of Intergenerational Inequalities 

linked to Immigration: Labour Market Outcomes for Immigrants and their 

Descendants in France. Population, 61, 5, 645–682. 

Mier, R., & Giloth, R. (1985). Hispanic Employment Opportunities: A Case of Internal Labor 

Markets and Weak-tied Social Networks. Social Science Quarterly, 66, 2, 296-309. 

Miller, G. F., & Todd, P. M. (1998). Mate Choice Turns Cognitive. Trends in Cognitive 

Sciences, 2, 5, 190-198. 

Mitra, A. (2001). Effects of Physical Attributes on the Wages of Males and Females. Applied 

Economics, 8,11, 731-735. 

Möbius, M. M., & Rosenblat, T. S. (2006). Why Beauty Matters. American Economic Review, 

96,1, 222-235. 

Mocan, N., & Tekin, E. (2010). Ugly Criminals. The Review of Economics and Statistics, 92, 

1, 15–30. 

Model, S. (2013). The Effect of Nativity, Ethnicity and Race on the Earnings of Cape 

Verdean Americans. The Review of Black Political Economy, 40, 4, 425-448. 

Mogull, R. G. (1973). Football Salaries and Race: Some Empirical Evidence. Industrial 

Relations: A Journal of Economy and Society, 12, 1, 109-112. 

Mogull, R. G. (1981). Salary Discrimination in Professional Sports. Atlantic Economic 

Journal, 9, 3, 106-110. 

Moller, A. P., & de Lope, F. (1994). Differential Cost of a Secondary Sexual Character: An 

experimental Test of the Handicap Principle. Evolution, 48, 5, 1676-1683. 



112 

REFERENCES 

 

Mulford, M., Orbell, J., Shatto, C., & Stockard, J. (1998). Physical Attractiveness, 

Opportunity and Success in Everyday Exchange. American Journal of Sociology, 103, 

1565–1592. 

Napo, H., Saavedra, J., & Torero, M. (2007). Ethnicity and Earnings in a Mixed-Race Labor 

Market. Economic Development and Cultural Change, 55, 4, 709-734. 

Nardinelli, C., & Simon, C. (1990). Customer Racial Discrimination in the Market for 

Memorabilia: The Case of Baseball. The Quarterly Journal of Economics, 105, 3, 575-

595. 

Neumark, D., Bank, R., & Van Nort, K. (1996). Sex Discrimination in Restaurant Hiring: an 

Audit Study. Quarterly Journal of Economics, 111, 3, 915–942. 

Newman, J. M. (1978). Discrimination in Recruitment: An Empirical Analysis. Industrial and 

Labor Relations Review, 32, 1, 15-23. 

Nickson, D., Warhurst, C., & Dutton, E. (2005). The Importance of Attitude and Appearance 

in the Service Encounter in Retail and Hospitality. Managing Service Quality: An 

International Journal, 15, 2, 195-208. 

Norton, E. C., & Han, E. (2008). Genetic Information, Obesity, and Labor Market Outcomes. 

Health Economics, 17, 1089-1104. 

Nunley, J. M., Pugh, A., Romero, N., & Seals, R. A. (2015). Racial Discrimination in the 

Labor Market for Recent College Graduates: Evidence form a Field Experiment. The 

BE Journal of Economic Analysis & Policy, 15, 3, 1093-1125. 

Oettinger, G. S. (1996). Statistical Discrimination and the Early Career Evolution of the 

Black-White Wage Gap. Journal of Labor Economics, 14, 1, 52-78. 

Okrent, D., & Wulf, S. (1989). Baseball Anecdotes. New York: Oxford University Press on 

Demand. 

Oliver, R. L. (1974). Expectancy Theory Predictions of Salesmen's Performance. Journal of 

Marketing Research, 11, 243-253. 

Oskarsson, A. T., Van Boven, L., McClelland, G. H., & Hastie, R. (2009). What's Next? 

Judging Sequences of Binary Events. Psychological Bulletin, 135, 2, 262-285. 

Pachur, T., & Biele, G. (2007). Forecasting From Ignorance: The Use and Usefulness of 

Recognition in Lay Predictions of Sports Events. Acta Psychologica, 125, 99-116. 

Pagán, J. A., & Dávila, A. (1997). Obesity, Occupational Attainment, and Earnings. Social 

Science Quarterly, 78, 3, 756-770. 

Pager, D., & Shepherd, H. (2008). The Sociology of Discrimination: Racial Discrimination in 

Employment, Housing, Credit, and Consumer Markets. Annual Review of Sociology 

34, 181-209. 



113 

REFERENCES 

 

Pager, D., Western, B.,& Bonikowski, B., (2009). Discrimination in a Low-Wage Labor 

Market: A Field Experiment. American Sociological Review, 74, 777-799. 

Paraponaris, A., Saliba, B., & Ventelou, B. (2005). Obesity, Weight Status and 

Employability: Empirical Evidence from a French National Survey. Economics and 

Human Biology, 3, 241-258. 

Pareek, A., & Zuckerman, R. (2011). Trust and Investment Management: The Effects of 

Manager Trustworthiness on Hedge Fund Investments. In AFA 2012 Chicago 

Meetings Paper. 

Paul, R. J., & Townsend, J. B. (1995). Shape up or Ship out? Employment Discrimination 

Against the Overweight. Employee Responsibilities and Rights Journal, 8, 2, 133-145. 

Penton-Voak, I. S., Jones, B. C., Little, A. C., Baker, S., Tiddeman, B., Burt, D. M., & Perrett, 

D. I. (2001). Symmetry, Sexual Dimorphism in Facial Proportion and Male Facial 

Attractiveness. Proceedings: Biological Sciences, 268, 1476, 1617-1623. 

Perks, T. (2012). Physical Capital and the Embodied Nature of Income Inequality: Gender 

Differences in the Effect of Body Size on Workers' Incomes in Canada. Canadian 

Review of Sociology, 40, 1, 1-25. 

Perrett, D. I., Burt, D. M., Penton-Voak, I. S., Lee, K. J., Rowland, D. A., & Edwards, R. 

(1999). Symmetry and Human Facial Attractiveness. Evolution and Human Behavior, 

20, 295–307. 

Perrett, D. I., May, K. A., & Yoshikawa, S. (1994). Facial Shape and Judgments of Female 

Attractiveness. Nature, 368, 239-242. 

Persico, N., Postlewaite, A., & Silverman, D. (2004). The Effect of Adolescent Experience on 

Labor Market Outcomes: The Case of Height. Journal of Political Economy, 112, 5, 

1019-1053. 

Petrie, M. (1994). Improved Growth and Survival of Offspring of Peacocks with More 

Elaborate Trains. Nature, 371, 598-599. 

Petrie, M., Halliday, T., & Sanders, C. (1991). Peahens Prefer Peacocks with Elaborate 

Trains. Animal Behavior, 41, 2, 323– 332. 

Pfann, G. A., Biddle, J. E., Hamermesh, D. S., & Bosman, C. M. (2000). Business Success 

and Businesses’ Beauty Capital. Economics Letters, 67, 201-207. 

Pfeffer, J., & Davis-Blake, A. (1986). Administrative Succession and Organizational 

Performance: How Administrator Experience Mediates the Succession Effect. 

Academy of Management Journal, 29, 1, 72-83. 



114 

REFERENCES 

 

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, 6, 909-917. 

Postma, E. (2014). A Relationship Between Attractiveness and Performance in Professional 

Cyclists. Biology Letters, 10, 1-4. 

Praino, R., Stockemer, D., & Ratis, J. (2014). Looking Good or Looking Competent? Physical 

Appearance and Electoral Success in the 2008 Congressional Elections. American 

Politics Research, 42, 6, 1096-1117. 

Price, M. K. (2008). Fund-raising Success and a Solicitor's Beauty Capital: Do Blondes Raise 

More Funds?. Economics Letters, 100, 351-354. 

Puhl, R., & Brownell, K. D. (2001). Bias, Discrimination, and Obesity. Obesity Research, 9, 

12, 788-805. 

Ramachandran, V. S. (1997). Why do Gentlemen Prefer Blondes? Medical Hypotheses, 48, 

19-20. 

Register, C. A., & Williams, D. R. (1990). Wage Effects of Obesity Among Young Workers. 

Social Science Quarterly, 71, 1, 130-141. 

Reimers, C. W. (1983). Labor Market Discrimination Against Hispanic and Black Men. The 

Review of Economics and Statistics, 570-579. 

Reingen, P., & Kernan, J. B. (1993). Social Perception and Interpersonal Influence: Some 

Consequences of the Physical Attractiveness Stereotype in a Personal Selling Setting. 

Journal of Consumer Psychology, 2, 1, 25-38. 

Renna, F., & King, R. (2007). The Impact of Racial Discrimination on the Early Career 

Outcomes of Young Men. Atlantic Economic Journal, 35, 269-278. 

Rhodes, G., & Tremewan, T. (1996). Averageness, Exaggeration, and Facial Attractiveness. 

Psychological Science, 7, 2, 105-110. 

Rhodes, G., Chan, J., Zebrowitz, L. A., & Simmons, L. W. (2003). Does Sexual Dimorphism 

in Human Faces Signal Health? Proceedings of the Royal Society of London B: 

Biological Sciences, 270 (Suppl 1), S93-S95. 

Rhodes, G., Lee, K., Palermo, R., Weiss, M., Yoshikawa, S., Clissa, P., . . . Jeffery, L. (2005). 

Attractiveness of Own-race, Other-race, and Mixed-race Faces. Perception, 34, 319-

340. 

Rhodes, G., Proffitt, F., Grady, J. M., & Sumich, A. (1998). Facial Symmetry and the 

Perception of Beauty. Facial Symmetry and the Perception of Beauty. Psychonomic 

Bulletin & Review, 5, 4, 659-669. 



115 

REFERENCES 

 

Rhodes, G., Sumich, A., & Byatt, G. (1999). Are Average Facial Configurations Attractive 

Only Because of Their Symmetry? Psychological Science, 10, 1, 52-58. 

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, 4, 331-348. 

Roney, J. R., Mahler, S. V., & Maestripieri, D. (2003). Behavioral and Hormonal Responses 

of Men to Brief Interactions with Women. Evolution and Human Behavior, 24, 365–

375. 

Rooth, D.-O. (2009). Obesity, Attractiveness, and Differential Treatment in Hiring: A Field 

Experiment. The Journal of Human Resources, 44, 3, 710-735. 

Rosar, U., Hagenah, J., & Klein, M. (2010). Physische Attraktivität und individuelles 

Leistungsverhalten oder: warum und wann unattraktive Männer die besseren Fußballer 

sind. Soziale Welt (SozW) Zeitschrift für sozialwissenschaftliche Forschung und 

Praxis, 61,1, 51-68. 

Rosar, U., Klein, M., & Beckers, T. (2008). The Frog Pond Beauty Contest: Physical 

Attractiveness and Electoral Success of the Constituency Candidates at the North 

Rhine-Westphalia State Election of 2005. European Journal of Political Research, 47, 

64-79. 

Rosenberg, N. A., Li, L. M., Ward, R., & Pritchard, J. K. (2003). Informativeness of Genetic 

Markers for Inference of Ancestry. The American Journal of Human Genetics, 73, 

1402-1422. 

Ross, J., & Ferris, K. R. (1981). Interpersonal Attraction and Organizational Outcomes: A 

Field Examination. Administrative Science Quarterly 26, 617–632. 

Rossetti, A., Menezesb, M. D., Rosati, R., Ferrario, V. F., & Sforza, C. (2013). The Role of 

the Golden Proportion in the Evaluation of Facial Esthetics. Angle Orthodontist, 83, 5, 

801-808. 

Roszell, P., Kennedy, D., & Grabb, E. (1989). Physical Attractiveness and Income Attainment 

Among Canadians. The Journal of Psychology, 123, 6, 547-559. 

Rothblum, E. D., Brand, P. A., Miller, C. T., & Oetjen, H. A. (1990). The Relationship 

Between Obesity, Employment Discrimination, and Employment-related 

Victimization. J Vocational Beh., 37, 251–266. 

Rothblum, E. D., Miller, C. T., & Garbutt, B. (1988). Stereotypes of Obese Female Job 

Applicants. International Journal of Eating Disorders, 7, 2, 277-283. 

Ruffle, B. J., & Shtudiner, Z. (2010). Are Good-Looking People More Employable? Monaster 

Center for Economic Research Ben-Gurion University of the Negev, Discussion Paper 

No. 10-06. 



116 

REFERENCES 

 

Sachsida, A., Dornelles, A. C., & Wagner Mesquita, C. (2003). Beauty and the Labor Market 

– Study one Specific Occupation. Working Paper. 

Sagas, M., & Cunningham, G. B. (2005). Racial Differences in the Career Success of 

Assistant Football Coaches: The Role of Discrimination, Human Capital, and Social 

Capital. Journal of Applied Social Psychology, 35, 4, 773-797. 

Samuels, C. A., & Ewy, R. (1985). Aesthetic Perception of Faces during Infancy. British 

Journal of Developmental Psychology, 3, 3, 221-228. 

Sargent, J. D., & Blanchflower, D. G. (1994). Obesity and Stature in Adolescence and 

Earnings in Young Adulthood: Analysis of a British Birth Cohort. Archives Of 

Pediatrics & Adolescent Medicine, 148, 7, 681-687. 

Sarlio-Lähteenkorva, S., & Lahelma, E. (1999). The Association of Body Mass Index with 

Social and Economic Disadvantages in Women and Men. International Journal of 

Epidemiology, 28, 445-449. 

Sartore, M. L., & Cunningham, G. B. (2007). Weight Discrimination, Hiring 

Recommendations, Person-Job Fit, and Attributions: Fitness-Industry Implications. 

Journal of Sport Management, 21, 172-193. 

Sayers, A. (2007). Tips and Tricks in Performing a Systematic Review. British Journal of 

General Practice, 58, 547, 759-759. 

Scharlemann, J. P., Eckel, C. C., Kacelnik, A., & Wilson, R. K. (2001). The Value of a Smile: 

Game Theory With a Human Face. Journal of Economic Psychology, 22, 617-640. 

Scheibehenne, B., & Bröder, A. (2008). Predicting Wimbledon 2005 Tennis Results by Mere 

Player Name Recognition. International Journal of Forecasting, 23, 415-426. 

Schmid, K., Marx, D., & Samal, A. (2008). Computation of Face Attractiveness Index Based 

on Neoclassical Canons, Symmetry, and Golden Ratios. Pattern Recognition, 41, 

2710-2717. 

Scholz, J. K., & Sicinski, K. (2015). Facial Attractiveness and Lifetime Earnings: Evidence 

from a Cohort Study. Review of Economics and Statistics, 97, 1, 14-28. 

Schultz, T. P. (2002). Wage Gains Associated With Height as a Form of Health Human 

Capital. Yale Economic Growth Center, Discussion Paper, No. 841. 

Schützwohl, A. (2006). Judging Female Figures: A new Methodological Approach to Male 

Attractiveness Judgments of Female Waist-to-Hip Ratio. Biological Psychology, 71, 

223-229. 

Scully, G. W. (1973). Economic Discrimination in Professional Sports. Law and 

Contemporary Problems, 38, 1, 67-84. 



117 

REFERENCES 

 

Sell, J., & Wilson, R. K. (1991). Levels of Information and Contributions to Public Goods. 

Social Forces, 70, 1, 107-124. 

Serwe, S., & Frings, C. (2006). Who Will Win Wimbledon? The Recognition Heuristic in 

Predicting Sports Events. Journal of Behavioral Decision Making, 19, 321-332. 

Shaffer, D. M., & McBeath, M. K. (2002). Baseball Outfielders Maintain a Linear Optical 

Trajectory When Tracking Uncatchable Fly Ball. Journal of Experimental Psychology. 

Human Perception and Performance, 28, 2, 335-348. 

Sheehan, D., & Lester, D. (1980). Attitudes of Short Versus Tall Police Officers. Perceptual 

and Motor Skills, 51, 3, 878-878. 

Sigall, H., & Ostrove, N. (1975). Beautiful but Dangerous: Effects of Offender Attractiveness 

and Nature of the Crime on Juridic Judgment. Journal ol Personality and Social 

Psychology, 31, 3, 410-414. 

Silberman, R., & Fournier, I. (1999). Les Enfants d’Immigrés sur le Marché du Travail. Les 

Mécanismes d’une Discrimination Sélective. Form Empl 65, 31–55. 

Silberman, R., & Fournier, I. (2006). Jeunes Issus de l’Immigration: une Pénalité à 

l’Embauche qui Perdure. Bref, Cereq, 226. 

Silberman, R., Alba, R., & Fournier, I. (2007). Segmented Assimilation in France? 

Discrimination in the Labour Market Against the Second Generation. Ethnic and 

Racial Studies, 30, 1, 1-27. 

Simon, H. A. (1955). A Behavioral Model of Rational Choice. The Quarterly Journal of 

Economics, 69, 1, 99-118. 

Simon, H. A. (1957). Models of Man. New York: Wiley & Sons. 

Singh, D. (1993). Adaptive Significance of Female Physical Attractiveness: Role of Waist-to-

Hip Ratio. Journal of Personality and Social Psychology, 65, 2, 293-307. 

Smith, R.A. (2002). Race, Gender, and Authority in the Workplace: Theory and Research. 

Annual Review of Sociology, 28, 509-542. 

Snook, B., & Cullen, R. M. (2006). Recognizing National Hockey League Greatness With an 

Ignorance-based Heuristic. Canadian Journal of Experimental Psychology. 60, 1, 33-

43. 

Solnick, S. J. (2001). Gender Differences in the Ultimatum Game. Economic Inquiry, 39, 2, 

189-200. 

Solnick, S. J., & Schweitzer, M. E. (1999). The Influence of Physical Attractiveness and 

Gender on Ultimatum Game Decisions. Organizational Behavior and Human 

Decision Processes, 79, 3, 199-215. 



118 

REFERENCES 

 

Sørensen, T. I., & Sonne-Holm, S. (1985). Intelligence Test Performance in Obesity in 

Relation to Educational Attainment and Parental Social Class. Journal of Biosocial 

Science, 17, 4, 379-387. 

Sorokowski, P. (2010). Politicians' Estimated Height as an Indicator of their Popularity. 

European Journal of Social Psychology, 40,7, 1302–1309. 

Stieger, S., & Burger, C. (2010). Body Height and Occupational Success for Actors and 

Actresses. Psychological Reports, 107, 1, 25-38. 

Stieger, S., & Swami, V. (2015). Time to Let Go? No Automatic Aesthetic Preference of the 

Golden Ratio in Art Pictures. Psychology of Aesthetics, Creativity and the Arts, 9, 1, 

91-100. 

Streeter, S. A., & McBurney, D. H. (2003). Waist-Hip Ratio and Attractiveness: New 

Evidence and a Critique of "a Critical Test". Evolution and Human Behavior, 24, 88-

98. 

Stulp, G., Buunk, A. P., Verhulst, S., & Pollet, T. V. (2013). Tall Claims? Sense and 

Nonsense about the Importance of Height of US Presidents. The Leadership 

Quarterly, 24, 159-171. 

Süssmuth, B. (2006). Beauty in the Classroom: are German Students less Blinded? Putative 

Pedagogical Productivity due to Professors’ Pulchritude: Peculiar or Pervasive? 

Applied Economics, 38, 231-238. 

Swami, V., Chan, F., Wong, V., Furnham, A., & Tovée, M. J. (2008). Weight-Based 

Discrimination in Occupational Hiring and Helping Behavior. Journal of Applied 

Social Psychology, 38, 4, 968-981. 

Symons, D. (1979). The Evolution of Human Sexuality. New York: Oxford University Press. 

Symons, D. (1995). Beauty is in the Adaptations of the Beholder: The Evolutionary 

Psychology of Human Female Sexual Attractiveness. In P. R. Abramson, & S. 

Pinkerton (Hrsg.), Sexual Nature/Sexual Culture (S. 80–120). Chicago and London: 

The University of Chicago Press. 

Takemura, K., (1993). The Effect of Interpersonal Sentiments on Behavior Intention of 

Helping Behavior Among Japanese Students. The Journal of Social Psychology, 133, 

5, 675-681. 

Tao, H. L. (2006). Do Physical Appearance and College Grade Determine the Entry Wage of 

Graduates? Evidence From Taiwanese Female Graduates. Unpublished Working 

Paper. 

Tassinary, L. G., & Hansen, K. A. (1998). A Critical Test of the Waist-to-Hip-Ratio 

Hypothesis of Female Physical Attractiveness. Psychological Science, 9, 2, 150-155. 



119 

REFERENCES 

 

Telles, E. E., & Lim, N. (1998). Does it Matter who Answers the Race Question? Racial 

Classification and Income Inequality in Brazil. Demography, 35, 4, 465-474. 

Thomas, D., & Strauss, J. (1997). Health and Wages: Evidence on Men and Women in Urban 

Brazil. Journal of Econometrics, 77, 159-185. 

Thornhill, R., & Gangestad, S. W. (1993). Human Facial Beauty: Averageness, Symmetry, 

and Parasite Resistance. Human Nature, 4, 3, 237-269. 

Thornhill, R., & Gangestad, S. W. (1999). Facial attractiveness. Trends in Cognitive Sciences, 

3, 12, 452-460. 

Timmerman, T. A. (2000). Racial Diversity, Age Diversity, Interdependence, and Team 

Performance. Small Group Research, 31, 5, 592-606. 

Todorov, A. (2003). Cognitive Procedures for Correcting Proxy-response Biases in Surveys. 

Applied Cognitive Psychology, 17, 215-224. 

Tomaskovic-Devey, D., Thomas, M., & Johnson, K. (2005). Race and the Accumulation of 

Human Capital Across the Career: A Theoretical Model and Fixed-Effects 

Application. American Journal of Sociology, 111, 1, 58-89. 

Travassos, C., & Williams, D. R. (2004). The Concept and Measurement of Race and Their 

Relationship to Public Health: A Review Focused on Brazil and the United States. 

Cadernos de Saúde Pública, 20, 660-678. 

Tsai,W.-C., Huang, T.-C., & Yu, H.-H., (2012). Investigating the Unique Predictability and 

Boundary Conditions of Applicant Physical Attractiveness and Non-verbal Behaviours 

on Interviewer Evaluations in Job Interviews. Journal of Occupational and 

Organizational Psychology, 85, 60-79. 

Tunceli, K., Li, K., & Williams, L. K. (2006). Long-Term Effects of Obesity an Employment 

and Work Limitations Among U.S. Adults, 1986-1999. Obesity, 14, 9, 1637-1646. 

Turner, M. A., Fix, M., & Struyk, R. J. (1991). Opportunities denied, opportunities 

diminished: Racial discrimination in hiring. Washington, DC: Urban Institute Press. 

Tygiel, J. (1997). Baseball's Great Experiment: Jackie Robinson and his Legacy. New York: 

Oxford University Press. 

Udry, J. R., & Eckland, B. K. (1984). The Benefits of Being Attractive: Differential Payoffs 

for Men and Women. Psychological Reports, 54, 1, 47-56. 

Ulrich, F., & Schmidt, S. L. (2016). Employee Discrimination Based on Physical Appearance 

– A Review of the Literature. Unpublished Working Paper. 

Ulrich, F., Schmidt, S. L., & Torgler, B. (2016). Does Attractiveness still Matter if 

Perfromance Comes into Play? - An Assessment of the Attractiveness Stereotype in 

Professional Soccer. Unpublished Working Paper. 



120 

REFERENCES 

 

Ulrich, F., Schmidt, S. L., & Torgler, B. (2016). Does Phyisical Appearance Impact 

Collaborative Behavior of Peers? - An Analysis of a Labor Market. Unpublished 

Working Paper. 

Umberson, D., & Hughes, M. (1987). The Impact of Physical Attractiveness on Achievement 

and Psychological Well-Being. Social Psychology Quarterly, 50, 3, 227-236. 

Valentine, T., Darling, S., & Donnelly, M. (2004). Why are Average Faces Attractive? The 

Effect of View and Averageness on the Attractiveness of Female Faces. Psychonomic 

Bulletin & Review, 11, 3, 482-487. 

Valle Silva, N. d. (1984). Updating the Cost of Not Being White in Brazil. In P.-M. Fontaine 

(Ed.), Race, Class, and Power in Brazil. Los Angeles: Center for Afro-American 

Studies, University of California. 

Van den Berghe, P. L., & Frost, P. (1986). Skin Color Preference, Sexual Dimorphism and 

Sexual Selection: A Case of Gene Culture Co-evolution? Ethic and Racial Studies, 9, 

1, 87-113. 

von Neumann, J., & Morgenstern, O. (1947). Theory of Games and Economic Behavior (2nd 

ed.). Princeton, NJ: Princeton University Press. 

von Schantz, T., Bensch, S., Grahn, M., Hasselquist, D., & Wittzell, H. (1999). Good Genes, 

Oxidative Stress and Condition-dependent Sexual Signals. Proceedings of the Royal 

Society B: Biological Sciences, 266, 1-12. 

Vroom, V. H. (1964). Work and Motivation. San Francisco, CA: Jossey-Bass. 

Wade, T. J. (2000). Evolutionary Theory and Self-perception: Sex Differences in Body 

Esteem Predictors of Self-perceived Physical and Sexual Attractiveness and Self-

Esteem. International Journal of Psychology, 35, 1, 36-45. 

Wade, T. J., Irvine, K., & Cooper, M. (2004). Racial characteristics and individual differences 

in women’s evaluations of men’s facial attractiveness and personality. Personality and 

Individual Differences, 36, 1083-1092. 

Wagner, D. G., & Berger, J. (1997). Gender and Interpersonal Task Behaviors: Status Expec-

tation Accounts. Sociological Perspectives, 40, 1, 1-32. 

Warhurst, C., van den Broek, D., Hall, R., & Nickson, D. (2009). Lookism: The New Frontier 

of Employment Discrimination? Journal of Industrial Relations, 51, 1, 131-136. 

Wattie, N., Tietjens, M., Schorer, J., Ghanbari, M.-C., Strauss, B., Seidel, I., & Baker, J. 

(2014). Does relative age influence motor test performance of fourth grade pupils? 

European Physical Education Review, 20, 3, 398–406. 

Williams, D. R. (1997). Race and Health: Basic Questions, Emerging Directions. Ann 

Epidemiol, 7, 322-333. 



121 

REFERENCES 

 

Williams, K. M., Park, J. H., & Wieling, M. B. (2010). The Face Reveals Athletic Flair: 

Better National Football League Quarterbacks are Better Looking. Personality and 

Individual Differences, 48, 112–116. 

Wilson, E. O. (1975). Sociobiology: the New Synthesis. Cambridge: Belknap Press of Harvard 

University Press. 

Wilson, F. D., Tienda, M., & Wu, L. (1995). Race and Unemployment: Labor Market 

Experiences of Black and White Men, 1968-1988. Work and Occupations, 22, 3, 245-

270. 

Wilson, G. (1997). Pathways to Power: Racial Differences in the Determinants of Job 

Authority. Social Problems, 44, 1, 38-54. 

Wilson, G. (2005). Race and Job Dismissal. American Behavioral Scientist, 48, 9, 1182-1199. 

Wilson, P. R. (1968). Perceptual Distortion of Height as a Function of Ascribed Academic 

Status. The Journal of Social Psychology, 74, 97-102. 

Wolfe, R., Weick, K., Usher, J., Terborg, J., Poppo, L., Murrell, A. J., . . . Jourdan, J. (2005). 

Sport and Organizational Studies: Exploring Synergy. Journal of Management 

Inquiry, 14, 2, 182–210. 

Woods, R. K. (2000). An Economic Analysis of Anti-Hispanic Discrimination in the 

American Labor Market: 1970s-1990s. International Social Science Review, 75, 1&2, 

38-48. 

Wuensch, K. L. & Moore, C. H. (2004). Effects of Physical Attractiveness on Evaluations of 

a Male Employee's Allegation of Sexual Harassment by His Female Employer. The 

Journal of Social Pychologym 144, 2, 207-217. 

Zahavi, A. (1975). Mate Selection - A Selection for a Handicap. Journal of Theoretical 

Biology 53, 205-214. 

Zahavi, A., & Zahavi, A. (1998). Signale der Verständigung. Das Handicap-Prinzip. 

Frankfurt am Main: Insel. 

Zebrowitz, L. A., & 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, 3, 167-185. 

Zebrowitz, L. A., Hall, J. A., Murphy, N. A., & Rhodes, G. (2002). Looking Smart and 

Looking Good: Facial Cues to Intelligence and Their Origins. Personality and Social 

Psychology Bulletin, 28, 2, 238-249. 

Zebrowitz, L. A., Montepare, J. M., & Lee, H. K. (1993). They Don't all Look Alike: 

Individuated Impressions of other Racial Groups. J Pers Soc Psycho 65,1, 85-101. 



122 

REFERENCES 

 

Zebrowitz, L. A., Tenenbaum, D. R., & Goldstein, L. H. (1991). The Impact of Job 

Applicants’ Facial Maturity, Gender, and Academic Achievement on Hiring 

Recommendations. Journal of Applied Social Psychology, 21, 7, 525-548. 

 

 



123 

APPENDIX 

 

APPENDIX 
Appendix Table 1: Overview on attractiveness stereotype research in work-related settings 

 

Authors Year Country Evaluees 

Decision au-

thority 

Attractiveness 

rater(s) 

Attractiveness 

reference 

Attractiveness 

assessment Method 

Real-life/experi-

ment Result regarding attractiveness 

Performance  con-

trol 

Efran & Patter-
son  1974 Canada 

Parliamen-
tary candi-
dates 

Voters of 
federal elec-
tion 

High school stu-
dents 

Facial photo-
graphs subjective 

Effect evaluation of facial ap-
pearance on chances to win a 
seat in a parliament Real-life 

Attractive candidates on average with more 
votes no 

Dipboye et al. 1977 US 
Job appli-
cants 

Student in-
terviewers Prior research 

Facial photo-
graphs subjective 

Interviewer conducted bogus 
job interviews Experiment 

Qualified, male and attractive candidates 
were preferred 

no - except for re-
sumee 

Cash et al. 1977 US Students 
Personnel 
consultants Students  

Facial photo-
graphs subjective 

Effect evaluation of physical 
attractiveness on job suita-
blity ratings 

Real-life experi-
ment 

Physical attractiveness affects personnel de-
cisions favoring good-looking applicants no 

McLean & 
Moon  1980 US 

Survey par-
ticipants 

Labor mar-
ket 

Survey partici-
pants 

Weight self-as-
sessment subjective 

Effect evaluation of weight 
data and income Real-life No earnings-depressant effect due to obesity no 

Ross & Ferris 1981 
undis-
closed Employees 

Labor mar-
ket 

Researchers and 
faculty members 

Facial photo-
graphs subjective 

Effect evaluation of physical 
attractiveness on performance 
and salaries Real-life 

Physical attractiveness related to perfor-
mance and salaries 

yes - based on em-
ployee performance 
evaluations and 
partly supervisor 
ratings 

Mazur, Mazur, 
& Keating  1984 US 

Military per-
sonnel 

Career deci-
sion-making 
body Students 

Facial photo-
graphs subjective 

Effect evaluation of facial ap-
pearance on promotion to 
higher military ranks Real-life 

Correlation between facial appearance and 
military rank no 

Riggio & 
Throckmorton 1988 US Students Students Students 

Third party evalu-
ation subjective 

Interviewee evaluation with 
effect measurement of i.a. 
physical attractiveness Experiment 

Strong influence of subjects‘ appearance on 
assessments 

no - except inter-
view video 

Frieze et al. 1991 US 
MBA gradu-
ates 

Labor mar-
ket 

Independent 
judges 

Facial photo-
graphs subjective 

Effect evaluation of physical 
attractiveness on personal in-
comes Real-life 

Higher starting salaries for men and higher 
earnings later for attractive women and men no 

Zebrowitz, 
Tenenbaum & 
Goldstein 1991 US 

Job appli-
cants Students None 

Facial photo-
graphs subjective 

Effect evaluation of facial 
maturity and gender on hiring 
recommendations Experiment 

Discimination based on gender and facial ap-
pearance, esp. "babyfacedness" 

yes - based on grade 
averages 

Reingen & 
Kernan 1993 

undis-
closed Students Students 

Independent 
judges 

Facial photo-
graphs subjective 

Assessment of impressions of 
the photographed persons Experiment 

Attractive persons are associated with selling 
effectiveness traits no 

Reingen & 
Kernan 1993 

undis-
closed Students Students 

Independent 
judges 

Facial photo-
graphs subjective 

Mock sales calls influenced 
by letters with salesman pic-
ture  Experiment 

Attractive salesmen more likely to granted 
demo appointments and to sell no 

Reingen & 
Kernan 1993 US Students 

Charity do-
nors 

Independent stu-
dents 

Facial photo-
graphs subjective 

Effect evaluation of physical 
appearance on charity gener-
osity Experiment 

Attractive solicitors get a higher proportion 
of pedestrians to donate no 

Hamermesh & 
Biddle 1994 

US/Can-
ada 

Household 
survey partic-
ipants 

Labor mar-
ket 

Household inter-
viewers 

None - estimation 
by interviewers subjective 

Effect evaluation of physical 
appearance on earnings Real-life 

Positive impact on earnings, penalty for be-
low-average looks no 
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Averett & Ko-
renman  1996 US 

Survey par-
ticipants 

Labor mar-
ket 

Survey partici-
pants 

Weight and height 
self-assessment subjective 

Effect evaluation of weight 
data and income Real-life 

Obese women with lower family incomes, 
results for men weaker and mixed no 

Biddle & 
Hamermesh 1998 US 

Law stu-
dents/attor-
neys 

Labor mar-
ket 

Independent 
judges 

Facial photo-
graphs subjective 

Effect evaluation of law 
school graduates' physical ap-
pearance on later earnings Real-life 

Better-looking attorneys earn more - private 
sector with better-looking attorneys 

no - except for com-
pensation data 

Mulford et al. 1998 
undis-
closed 

Experiment 
participants 

Experiment 
participants 

Experiment par-
ticipants 

Assessment of all 
by all subjective 

Effect evaluation of physical 
attractiveness on others' will-
ingness to cooperate Experiment 

Subjects rather enter play and cooperate with 
attractive persons no 

Harper 2000 
Great Brit-
ain Birth cohort 

Labor mar-
ket Teachers 

None - estimation 
by teachers subjective 

Effect evaluation of physical 
appearance on earnings Real-life 

Small premiums on attractiveness, penalty 
for plainness no 

Pfann et al. 2000 
The Neth-
erlands 

Members of 
an associa-
tions of ad-
vertising 
firms 

Labor mar-
ket 

Independent 
judges 

Facial photo-
graphs subjective 

Effect evaluation of advertis-
ing firm executives' physical 
appearance on their firms' 
revenues Real-life 

Advertising firms with better-looking execu-
tives have higher revenues no 

French 2002 US Employees 
Labor mar-
ket none Self-assessment subjective 

Effect evaluation of physical 
attractiveness on personal in-
come Real-life 

Earnings premiums for attractiveness for 
women, but not for men no 

Sachsida et al.  2003 Brasil 

Shopping 
mall sales-
people 

Labor mar-
ket Interviewers  

None - estimation 
by interviewers subjective 

Effect evaluation of salesper-
sons' physical appearance on 
wages Real-life 

Attractive salespeople earn above average, 
but also higher productivity 

no - except parcially 
for commission 

Persico, Post-
lewaite, & Sil-
verman  2004 

Great Brit-
ain/US Birth cohorts 

Labor mar-
ket Birth cohorts 

Height self-as-
sessment subjective 

Effect evaluation of body 
height on wage progression Real-life 

Taller employees receive a compensation 
premium no 

Hamermesh & 
Parker 2005 US 

University 
teachers 

Undergradu-
ate students Students 

Facial photo-
graphs subjective 

Effect evaluation of univer-
sity teachers' physical appear-
ance on student instructional 
ratings Real-life 

Instructors who are viewed as better looking 
with higher instructional ratings 

no - expect for stu-
dent instructional 
ratings 

Heineck  2005 Germany 
Survey par-
ticipants 

Labor mar-
ket 

Survey partici-
pants 

Height self-as-
sessment subjective 

Effect evaluation of hight on 
income Real-life 

Height wage premium for male workers 
from West Germany  no 

Möbius & 
Rosenblat 2006 Argentina 

Mock "work-
ers" 

Mock "em-
ployers"  

High school stu-
dents 

Facial photo-
graphs subjective 

"Employers" determine wages 
of "workers"  performing a 
maze-solving task Experiment 

Beauty premium and higher confidence level 
for attractive workers 

yes - but not close to 
job task 

Süssmuth 2006 Germany 
University 
teachers Students Students 

Facial photo-
graphs subjective 

Effect evaluation of univer-
sity teachers' physical appear-
ance on student instructional 
ratings Real-life 

Attractiveness of teachers has weak impact 
on the evaluation outcomes 

no - expect for stu-
dent instructional 
ratings 

Klein & Rosar 2005 Germany 
University 
teachers Students 

Independent 
judges 

Facial photo-
graphs subjective 

Effect evaluation of univer-
sity teachers' physical appear-
ance on student instructional 
ratings Real-life 

Attractive lecturers with better evaluations of 
their courses 

no - expect for stu-
dent instructional 
ratings 

Andreoni & 
Petrie  2008 US 

Experiment 
participants 

Experiment 
participants 

Independent 
judges 

Facial photo-
graphs subjective 

Observation of cooperation 
with attractive individuals Experiment 

Beauty premium disappears when infor-
mation on individual contributions is overt 

yes - but no job-re-
lated performance 

Rosar et al. 2008 Germany 
Constituency 
candidates 

Voters of 
federal elec-
tion 

Members of an 
online panel 

Web survey based 
on photographs subjective 

Effect evaluation of facial ap-
pearance on chances to win a 
seat in a parliament Experiment 

Attractive constituency candidates have 
higher chances to be elected no 

Fletcher 2009 US 
High school 
students  

Labor mar-
ket Single rater 

Personal evalua-
tion subjective 

Effect evaluation of high 
school graduates' physical at-
tractiveness on their wage 
progression Real-life 

Attractive high school graduates with earn-
ings premium and higher ability level no 
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Johnston 2010 US 
Survey par-
ticipants 

Labor mar-
ket 

Survey partici-
pants 

Self-assessment of 
hair color subjective 

Effect evaluation of hair color 
on wage progression Real-life 

Blond women receive a wage premium; their 
spouse's wages are higher no 

Ruffle & 
Shtudiner 2010 Israel 

Students/em-
ployees 

Recruiting 
employers  

Independent 
judges 

Facial photo-
graphs subjective 

Effect evaluation of physical 
attractiveness on employee 
recruiting callbacks 

Real-life experi-
ment 

More employer callbacks to attractive men; 
women without picture with higher callback 
rate no 

Han, Norton & 
Powell 2011 US Birth cohorts 

Labor mar-
ket Birth cohorts 

Height and weight 
self-assessment subjective 

Effect evaluation of body 
height and weight on wage 
progression Real-life 

Wage penalty for over-weight women, none 
for men no 

Loureiro, 
Sachsida, & 
Cardoso de 
Mendonça 2011 Brasil Employees 

Labor mar-
ket none Self-assessment subjective 

Effect evaluation of physical 
appearance characteristics on 
wage progression Real-life 

Disability, low weight and height and visible 
dental problems affect wages negatively no 

Pareek & 
Zuckerman  2011 

Interna-
tional 

Hedge fund 
managers Investors 

Independent 
judges 

Facial photo-
graphs subjective 

Effect evaluation of physical 
appearance on entrusted capi-
tal Experiment 

Hedge fund managers whose photographs 
are rated as more trustworthy attract greater 
fund flows 

yes - controlling for 
past performance 

Doorely & 
Sierminska 2012 

Germany 
& Luxem-
bourg 

Survey par-
ticipants 

Labor mar-
ket 

Partially inter-
viewers 

Interviewer as-
sessment and self-
assessment subjective 

Effect evaluation of physical 
appearance on earnings Real-life 

Attractiveness premiums for both men and 
woman; men with a stronger effect no 

Deryugina & 
Shurchkov 2013 US Students Students Students 

Facial photo-
graphs subjective 

3 realistic working tasks com-
bined with wage bids for vari-
ously attractive "workers" by 
"employers" Experiment 

Beauty premium in a bargaining task, but 
when true abilities are unveiled premium dis-
appears 

yes - but for selected 
tasks only 

López Bóo, 
Rossi, & Urzúa 2013 Argentina 

Real and ma-
nipulated 
photos 

Recruiting 
employers  none 

Manipulation of 
photographs  subjective 

Effect evaluation of physical 
attractiveness on employee 
recruiting callbacks 

Real-life experi-
ment 

Attractive people receive more and sooner 
employer callbacks no 

Halford & Hsu  2013 
US/ inter-
national 

CEOs of 
S&P 500 
companies Investors 

Anaface.com 
score 

Web photo analy-
sis application objective 

Effect evaluation of physical 
attractiveness on shareholder 
value Real-life 

Attractive CEOs associated with better stock 
returns around their first day in office no 

Scholz & 
Sicinski 2015 US 

School co-
hort 

Labor mar-
ket 

Independent 
judges 

Facial photo-
graphs subjective 

Effect evaluation of school 
cohort students' physical ap-
pearance on their wage pro-
gression Real-life 

Attractive male high school graduates have 
higher subsequent earnings no 

Gehrsitz 2014 Germany 
Survey par-
ticipants 

Labor mar-
ket Interviewer 

Interviewer as-
sessment subjective 

Effect evaluation of physical 
attractiveness on labor supply 
and income Real-life 

Attractiveness increases employment proba-
bilities and associated with higher spousal 
income and employment no 

Borland & 
Leigh 2014 Australia 

Survey par-
ticipants 

Labor mar-
ket 

Partially inter-
viewers 

Interviewer as-
sessment and self-
assessment subjective 

Effect evaluation of physical 
attractiveness on household 
income Real-life 

Beauty significantly affects total household 
income no 

Postma 2014 
Interna-
tional 

Professional 
cyclists 

not applica-
ble Public 

Public rating of 
attactiveness subjective 

Effect evaluation of physical 
attractiveness on performance Real-life 

Riders that performed better were more at-
tractive yes 
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Appendix Figure 1: Visitors in the German Bundesliga 

 

Source: (DFL Deutsche Fußball Liga GmbH, 2013) 

 

Appendix Figure 2: Sources of revenues of the Bundesliga 

 

Source: (DFL Deutsche Fußball Liga GmbH, 2013)  
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Appendix Figure 3: Fußballer des Monats Online Example 

 

Source: Award website (http://www.fussballer-des-monats.de) 
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Appendix Figure 4: Fitzpatrick Skin Type Australian Government 

 

Source: Website Australian Government (http://www.arpansa.gov.au/RadiationProtection/solaria/of-

fline/05/07.html) 

 


