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Abstract

Past empirical studies found that gender is one of the important factors that influence
interviewers’ evaluations on interviewees. However, research findings regarding the impact
of interviewer-applicant gender combination on interview evaluation have not been
consistent. To resolve the inconsistency, this study proposed that the relationship between
interviewer-applicant gender combination and interview evaluation is moderated by the
interviewer’s age level. We sampled 218 professors in universities and the results showed
that female interviewers tend to give lower evaluations to female applicants as opposed to
other interviewer-interviewee gender combination when the interviewer was above forty
years old. Our study results evidenced the so-called “queen bee syndrome” existing in a
relatively high age group. However, whether this finding was due to differences across
generations deserves further investigations.
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The Effects of Interviewer-Applicant Gender Combination on
the Interview Evaluation: An Empirical Study on Interviews of
University Faculty

Hsin-Hsin Lo, Professor, Department of Business Administration, Chien Hsin University of Science and
Technology

Shao-Tzu Lin, Instructor, Department of Business Administration, Chien Hsin University of Science and
Technology

Pei-Ling Liu, Master, Institute of Business and Management, Chien Hsin University of Science and
Technology

Hypotheses

Previous studies have indicated that female interviewers evaluating female candidates
tend to award lower scores or restrict salary (Oliphant and Alexander, 1982; Dipboye, 1992;
Heilman et al., 1993; Hardin et al., 2002). This phenomenon was named “queen bee
syndrome” by Staines et al. (1974). The concept of this syndrome is that successful
professional women adopt a more negative attitude to female subordinates compared to male
subordinates. This is because these women have overcome numerous difficulties to achieve
their current position and status, and thus, are not pleased when other women succeed. This
study analyzes a number of interviews conducted to recruit university professors to examine
whether women provided more negative comments/assessments of female applicants.
Furthermore, this study examines whether interviewer’s age influences the occurrence of this
phenomena in Chinese society. Keiffer and Cullen (1974) asserted that, although women in
the workplace with “queen bee syndrome” typically emphasize that women and men
employed in professional fields are subject to equal and non-discriminatory treatment, they
strongly and aggressively blame the women in the workplace for not exhibiting sufficient
effort, thereby implying that working women should assume full responsibility for the non-
ideal development of their career. Mathison (1986) also noted that female executives hold
negative and aggressive perceptions of active female employees. Therefore, this study
proposes the following hypothesis:
H1: Female interviewers’ evaluation of female candidates is significantly lower than

that of other gender combinations, especially that of female interviewers and male

candidates.

Because of the widespread adoption of information technology in recent years, many
ideas and social values have been rapidly disseminated. In both Western and Eastern
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societies, the notion of equal rights for men and women has gradually become a universal
value. Thus, does the phenomenon of women giving women harsher evaluations still occur?
If so, this study suggests the following two possible reasons for this continued occurrence:
First, the phenomenon in which women give women harsher evaluations may be a
“generational issue.” In other words, the phenomenon tends to be observed in relation to
older women workers. Because the younger generation is familiar with the concept of equal
rights for men and women, the phenomenon of women giving women harsher evaluations
does not tend to occur. The second possibility is that, according to the concept of the “queen
bee syndrome”, women who are considered the “queen bee” in the workplace have devoted
substantial hard work and effort to achieving their position, and they attempt to defend their
status and power to reinforce the significance of their achievements. Thus, they tend to
regard female colleagues or subordinates as competitors, and are typically hostile toward
them. Furthermore, because professional and successful women generally have longer tenure
in the workplace, they hold greater seniority. Ellemers et al. (2004) found that the group
comprising older female professors gave female doctoral students comparatively lower
evaluations of academic commitment; whereas the evaluations provided by the group of
younger female professors did not differ. These results indicate that age may be among the
factors that affect whether women give women harsher evaluations. The research context of
this study was university teacher selection interviews. The researchers found that the group
of older female university teachers had devoted long-term efforts to earning a degree, and
not only completed upgrade tests of equal difficulty to those completed by male teachers, but
also faced greater family responsibilities compared to men. Thus, when serving as
interviewers of new teacher candidates, they were more likely to require a higher academic
performance from the female candidates, and also provide them with harsher overall
evaluations. Therefore, this study proposes the following hypothesis:

H2: The evaluations of older female interviewers regarding female candidates are

significantly lower than those of other gender combinations.

Method
The study samples comprised teachers who participated in recruitment interviews at
their universities. For the investigation, we employed a questionnaire to determine whether
the “queen bee syndrome” existed. We collected job advertisements posted on the website of
the Taiwan National Science Committee. We then telephoned the contacts and queried
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whether the department had completed recruitment interviews in the last 3 months.
Subsequently, the department secretaries assisted with forwarding the questionnaires to the
faculty who participated in the recruitment process. The completed questionnaires were
returned by the secretaries. The questionnaires comprised of not only items regarding the
participants’ demographic variables but also of their evaluations of the applicants. For
example, “Overall, my evaluation of the candidate is high.” In addition, the questionnaires
also measured the participants’ social desirability using the scale developed by Hays et al.
(1989). The number of questionnaires issued was 421, and that for those recovered was 232;
221 of which were valid. The sample was distributed throughout 44 universities; the number
of male interviewers versus male candidates was 97 (44.50%), that of male interviewers
versus female candidates was 42 (19.27%), female interviewers versus male candidates was
33 (15.14%), and female interviewers versus female candidates was 46 (21.10%). In
addition, the number of interviewers aged below 40 was 70 (31.67%), and those over 41
years of age numbered 151 (68.33%).

Result

A general linear model was adopted in this study for hypothesis testing. In such a
model, the researchers used different gender combinations between the interviewers and
candidates, age of the interviewers, their interactions as independent variables, the employed
class combinations and social desirability as the control variables. The analysis showed that
the overall evaluation results for four interviewer and candidate gender combinations
differed significantly (F = 5.93, p < .001). Employing a Scheffe’s post hoc test, we found
that the average evaluation score (M = 3.72) that female interviewers awarded female
candidates was significantly lower than that of the other two gender combinations (male
interviewers regarding male candidates: M = 4.48; male interviewers regarding female
candidates: M = 4.53). By contrast, the average evaluation score that female interviewers
awarded male candidates (M = 4.00) did not differ significantly. However, interaction
analysis of the overall evaluation results for the correlation between gender combinations
and the age of interviewers showed marginal significance (F = 2.36, p < .1). After a simple
main effects test, the overall evaluations of the interviewers in the older age group (M =
3.25) were significantly lower than those in the younger age group (M = 4.40) for the gender
combination of female interviewers versus female candidates. The overall evaluation that
female interviewers in the younger age group gave for female candidates (M = 4.40) was
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slightly higher than that for male candidates (M = 4.08). In summation, H1 proposed in this
study is partially supported by the data analysis results, whereas H2 is fully supported.

Limitations

However, this study had the following limitations: First, universities typically employ a
collegiate system for recruitment, whereas this study examined the interviewers’ subjective
evaluations of the applicants, not the final recruitment decisions. Thus, the results of this
study cannot fully indicate that the female candidates were under-evaluated. Second, the use
of post hoc research, where the interviewers recalled the recruitment processes that had
occurred in the past three months, may have resulted in bias based on the decision of the
collegiate system. Nevertheless, further research can investigate whether the phenomenon of
under evaluation by older female interviewers is the result of a generational or age issue.
Future research is expected to clarify this issue using additional samples and longitudinal
processes. If the “gueen bee syndrome” is a generational issue, even when younger female
interviewers reach the age of the older interviewers; the phenomenon of women giving
women harsher evaluations is unlikely to be observed. However, if the queen bee syndrome
is an age-related issue, the younger female interviewers will exhibit a tendency to give
women harsher evaluations when they reach the age of the older interviewers.

Implications

In summary, this study determines that the “queen bee syndrome” does exist in the
recruitment of academics in Chinese society based on the comments older female
interviewers made regarding female candidates, which exhibited the under-evaluated
phenomenon. This finding addresses the literature gap regarding gender combinations and
interview evaluations. This study found that the age of the subjects examined may be one
reason for the inconsistent results reported in previous literature. However, this study used
university teacher candidate interviews as the research context. Because a university teacher
is considered a successful and professional occupation, does this affect the likelihood of the
phenomenon of women giving women harsher evaluations in the context of scarce
resources? Additionally, if occupation is not considered successful or professional, are older
female interviewers’ perceptions of a “glass ceiling” in the workplace reduced? If so, this
would generate different research findings. Future studies can consider how the perception of
the position of university teacher, which is considered a successful and professional
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occupation, affects the likelihood of women giving women harsh evaluations. Additionally,
future studies can investigate whether the perception of the position affects older female
interviewers' notion of a "glass ceiling™ in the workplace.
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