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Abstract 

Purpose - The purpose of this study was to understand the effects that a food and beverage 

FOH or BOH applicants’ physical appearance characteristics have on recruiters and hiring 

decisions in Lebanon. Hiring managers should be aware of physical appearance stereotypes 

and unethical hiring practices especially when physical appearance isn’t a job requirement. 

Design/methodology/approach - A questionnaire was distributed to employers and HR 

managers from several F&B organizations in Lebanon. The responses of 240 participants were 

analyzed using SPSS. In order to investigate the study’s hypotheses, factor analyses and 

nonparametric tests were conducted. 

Findings - The results of this study found that physical appearance does impact the hiring 

chances of FOH job candidates more so than BOH applicants. The findings show that Lebanese 

recruiters don’t accept physical characteristics related to trends or self-expression during 

hiring. Furthermore, female recruiters were shown to care more about the candidates’ physical 

appearance than males. Also, older and more experienced recruiters focus less on appearance.  

Research Limitations - This study’s participants came from different hiring backgrounds; 

therefore, some raters might not have as much hiring knowledge or experience as others. 

Furthermore, some participants might have answered based on what their organization 

considers ethical or good hiring practice instead of providing their own experience. 

Practical Implications – The study’s results can help F&B companies and job searchers 

become aware of the impacts that physical appearance has on recruitment. Organizations that 

want to overcome appearance stereotypes during hiring should apply appearance 

discrimination policies and hiring systems that focus on the candidates’ skills and credentials. 

Keywords -  Beautyism and lookism during recruitment, physical appearance’s effects on F&B 

hiring, what is beautiful is good effect on recruitment, beauty is beastly effect and hiring.
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Chapter 1: Introduction 

General Background 

Countries all over the world define beauty standards differently. The idea of 

what makes someone attractive differs significantly from one country to another. For 

years, researchers have studied and written about the effects of physical attractiveness 

on society. Since attractiveness has been found to influence peoples’ everyday private 

lives, it makes sense to presume that it can also have an effect on people in the labor 

market (Bruton, 2015).  

Physical attractiveness is defined as the extent to which the physical and facial 

features of a person provoke positive responses from others since they are regarded or 

considered as satisfying or good-looking (Morrow, 1990). The definition of beauty 

differs between one society and the other and is constantly and gradually changing with 

time (Fisher, 2006). Without a doubt, beauty does take on an important role in our 

society. Even though the idea of what is considered beautiful is based on the 

individuals’ preferences, there is a universal standard of what individuals consider 

good-looking (Langlois et al., 2000). When it comes to employment, the physical 

appearance of an employee is related to their nonverbal communication. For instance, 

while evaluating a candidates’ attractiveness, facial characteristics, hairstyle, hygiene, 

and the dress code of the employee are taken into account. This, in turn, explains why 

physical appearance has a major influence on impression formation (Morrow, 1990). 

In other words, an individuals’ physical appearance is very influential when people get 

acquainted for the first time (De Souza, Baiao & Otta, 2003). This is why some hiring 

managers might make quick judgments during their meeting with a job-seeker. 
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Nowadays, the problems related to choosing and recruiting suitable employees 

are becoming gradually more complicated for companies. Threats of discrimination 

related to the candidate as well as the employer have been discussed and investigated 

from various angles by many researchers such as Dion et al. (1972), Heilman and 

Saruwarti (1979),Caki and Solmaz (2013), N’Dobo (2014), and Chiang and Saw 

(2018). In order to have the ability to strive and excel in today’s market, HR managers 

should be informed of the factors that may affect the hiring process. They should also 

be aware of the consequences of their decisions that would influence potential recruits 

and the association as a whole in terms of equal opportunity, and rules and regulations. 

Decision makers in each stage of the hiring process should acknowledge the 

implications of their actions so that they can adopt sound decisions, and look after the 

corporation and the applicants. Therefore, search and matching is required and several 

steps need to be performed throughout the selection processes in order for companies 

to best decide which person is the most suitable for the job (Kramer, 2007). The 

selection interview is the most extensively used mean for corporations which are 

hunting for job applicants when job vacancies are available (Macan, 2009). This is how 

interviewers try to collect information not found or detected on the candidates’ resumes 

during their face-to-face encounter with the applicants (Shannon & Stark, 2003). 

However, studies show that interviews can be vulnerable to bias especially when 

interviewers come up with assumptions established on information that is not linked to 

the efficient performance of a job; although, the only attributes that the employer should 

take into consideration while hiring are the ones that relate to the capability of the 

employee in performing the tasks and functions of the proposed job position (Shannon 

& Stark, 2003; Shahani-Denning et al., 2010). 
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There are several concepts that refer to the discrimination that some job 

candidates might face during the selection process. “Beautyism” is one of them, and it 

is used to express how individuals tend to prefer physically attractive people and 

discriminate against individuals who aren’t considered good-looking (Cash, 1990). 

“Beautyism” is used in several studies in which they link the term to decisions made in 

the hiring process. “The Beauty Premium” is another expression that is used to refer to 

the advantages that come hand in hand with being physically attractive, while 

“Lookism” refers to the idea that physically attractive people are treated in a better way 

even in areas related to the workplace such as the hiring process, promotion and pay 

(Kwan & Trautner, 2011; Hammermesh & Biddle, 1994). 

Nowadays, more and more people go out to eat instead of dining at home, and 

they have plenty of places to choose from. According to Cousins et al. (2014), the food 

and beverage service in the hospitality industry is defined as the supply of food or 

beverages to consumers for direct consumption. In other words, the food and beverage 

industry is made up of organizations such as restaurants of all kinds, cafeterias, catering 

services, cafes, bars and hotels (Cousins et al., 2014). Due to the fact that the food and 

beverage industry is continually growing, professionalism, improved performance, 

advanced criteria of knowledge and skills should be required when it comes to this 

industry’s service workforce (Cousins et al., 2014). In Lebanon, the food and beverage 

business is one of the most important industries as it makes up 18.2% of all the 

Lebanese industrial corporations (El Tabch, 2017).  El Tabch (2017) also mentioned 

that this sector in Lebanon recruits the greatest amount of employees that make up the 

industrial labor force. However, according to the International Labor Organization, the 

Lebanese services sector, mainly restaurants, hospitality and their providers, faces a 
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lack of experienced workers, and in order for this sector to develop, it is important that 

the employees are skilled and trained (Koeltz et al., 2016).  

Other than being skilled and well-trained, physical appearance is also 

considered of great worth in the service sector as the latter requires regular interaction 

between employees and customers (Chiang & Saw, 2018). Moreover, some hotels, 

restaurants and retail stores have even defended their decisions of hiring based on 

physical appearance by stating that this allows the business to appeal to the client’s 

value of attractiveness (Hughes, 2015). Some organizations also consider that a 

worker’s physical appearance not only impacts the employers’ recruitment decisions, 

but also the consumers’ perception of the business (Cavico, Muffler & Mujtaba, 2013). 

As a result, several employers use attractiveness as a form of marketing strategy 

(Cavico et al., 2013). DeNisi and Griffin (2017) supported this idea by suggesting that 

the only time employers should be permitted to make hiring decisions based on a 

candidate’s physical attractiveness is when an employee’s physical appearance is a 

business necessity and affects the image of that business. For instance, Asian 

restaurants are allowed to hire solely an Asian workforce since they are in line with the 

genuineness of the customers’ experience (DeNisi & Griffin, 2017). Nonetheless, 

according to Sierminska (2015), employers in service industries that are labor intensive 

and require that the employee engages with the customer opt to choosing employees 

that suit the customers’ preferences. In such industries, the presentation and 

performance of front of the house employees play a major role since they represent the 

business (Hopf, 2018). As an example, the appearance of employees in the hotel 

industry is very important since guests consider hotel service individuals as an image 

of the company (Smith et al., 2016). As a result, if the customer favors dealing with 
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employees that are physically attractive then this could lead to an advantage when it 

comes to customer satisfaction (Sierminska, 2015). However, it is important to note 

that one of the types of customer discrimination is when customers prefer to deal with 

good-looking employees (Sierminska, 2015). The importance of customer preference 

has been used as a justification for employing people based on their physical 

characteristics. However, restaurants and bars shouldn’t only hire an attractive staff 

because their customers favor attractive employees (DeNisi & Griffin, 2017). A study 

conducted by Söderlund and Julander (2009) measured whether the physical 

attractiveness of social workers does affect customer satisfaction. The researchers 

conducted their study in two diverse locations, a bookstore and an airline. For both 

settings, the participants were chosen from undergraduate classes and business 

seminars. In total, 242 individuals participated in the study where 136 were males while 

106 were females. The participants would encounter either an attractive or unattractive 

service worker who interacted with them based on an already prepared scenario. The 

study’s results showed that the physical attractiveness of a social worker does in fact 

affect customer satisfaction in service organizations (Söderlund & Julander, 2009). 

Although appearance-based discrimination is regularly occurring in the 

selection process, there are many countries that still don’t acknowledge it as being a 

part of employee discrimination. In the United States, the Civil Rights Act of 1964 was 

enacted in order to eradicate employee discrimination (Cavico et al., 2012). This law is 

applied to and encompasses all areas of employment such as hiring, training, payment, 

and employee termination. Even though the Federal Civil Rights laws in the United 

States don’t directly defend employees from physical appearance discrimination unless 

it is related to a category defined by the law, several states have established laws against 
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this form of discrimination (Cavico et al., 2012). For instance, according to Washington 

D. C’s human rights act, employers are prohibited from discriminating employees or 

applicants based on their personal appearance. Adding to that, personal appearance in 

Washington, D.C is considered a protected characteristic (DC Human Rights Act, 

2017). Lebanon has an old-fashioned labor law since it was formulated in 1946 and 

several regulations were added throughout the years until the year 2000. Under the 

present Lebanese labor law, it is not regarded as illegal for an employer to take into 

consideration physical appearance while making employment choices. For instance, an 

article in Los Angeles Times discusses how a Lebanese student known as Lubna 

Mohamad had a very difficult time with finding a job in Beirut because she wears a 

head veil. The article mentions how she was turned down numerous times when she 

applied for sectorial and administrative positions as well as a job position of being a 

translator solely for the reason that she is veiled (Sandels, 2010).  

With previous studies showing how physical appearance plays an important role 

in the hiring process, the following study will be focusing on portraying how job 

applicants’ physical appearance may impact employers’ hiring decisions in the food 

and beverage service sector. 

Need for the Study 

Discrimination based on physical appearance has not been investigated as much 

as other types of discrimination. Therefore, it is important to draw employers’ attention 

to this type of discrimination during the hiring process (Hammer, 2017). In that way, if 

managers become aware of the physical bias during hiring, then they might set rules or 

steps in order to overcome this type of discrimination. Also, potential employees will 
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be more aware and prepared in trying to avoid discrimination based on appearance 

(Shannon & Stark, 2003). 

It is also important to note that the majority of the studies related to physical 

attractiveness and hiring decisions have been performed in Western countries (Shahani-

Dening et al., 2010). Based on our research and knowledge, no similar research has 

been conducted in Lebanon or in neighboring countries. Due to the growth of the 

globalization of business throughout the years, it is essential to reflect on the 

generalization of the following study to individuals from diverse backgrounds 

(Shahani-Denning et al., 2010). As a result, this research will contribute to the literature 

related to physical appearance and hiring by focusing on the F & B industry in Lebanon.  

This study focuses on Front of the house (FOH) and Back of the house job 

applicants. FOH employees in F&B companies are responsible for delivering quality 

customer service such as waiters, servers, hostesses and bartenders. As for BOH 

employees, they do not interact with customers, and they consist of chefs, accountants, 

and managers (Dupnock, 2010). The research will be conducted in order to draw 

attention to factors that are not directly related to a specific FOH or BOH job, but that 

may have the ability to impact the recruitment decisions of some organizations; 

therefore, this study will inform F&B companies about factors that may place their 

success and competitiveness at risk due to certain hiring decisions. This, in turn, is 

important as it will allow companies to become familiar with the effects that physical 

attractiveness can have on the recruitment process of FOH and BOH jobs’ in the food 

and beverage industry; thus, helping Lebanese companies be more prepared to deal with 

such issues. In that way, food and beverage corporations in Lebanon that might have 

previously taken the impact of such biases lightly may benefit from this study by 
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becoming aware of physical prejudice. This will allow them to no longer focus only on 

traditional biases that we face in our country’s work field such as age and gender. 

Moreover, this study’s findings might also help policy makers implement rules or laws 

that will help in preventing physical discrimination during hiring. Furthermore, with 

the findings of this study being able to be generalized, they could be also used as a basis 

for further research concerning the hiring decisions of food and beverage organizations. 

Solutions in order to control this type of bias, their effectiveness, as well as research 

about physical discrimination in the workplace and how it may affect promotion, wages 

and other factors in F&B organizations in Lebanon should be further investigated.  

Purpose of the Study 

The focus of this research is to recognize the connection among a job applicant’s 

physical attractiveness and the hiring decision in the food service sector. This will help 

clarify the influence that a BOH or FOH candidate’s physical appearance might have 

on the decisions made during the hiring processes in Lebanon. Also, the study can help 

organizations, hiring managers and job searchers understand which factors employers 

in the food service industry place a relevant importance on during the recruitment 

process. The findings of this study might help companies and employers become more 

conscious of the influences that physical appearance has on a candidates’ hiring chances 

by focusing on this untraditional bias.  

Moreover, this research was carried out in an attempt to show whether physical 

appearance plays a greater role while hiring FOH applicants than BOH candidates. 

Also, the study investigates the different physical appearance variables that F&B 

employers focus on for FOH and BOH employees.  
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Overview of Chapters 

The second chapter of this thesis is a literature review of the most significant 

studies and theories that relate to this study. The research studies are discussed and 

investigated in order to link their findings to the study at hand. The third chapter is 

composed of the methodology, strategy and design that was adopted by this research. 

As for the fourth chapter, it presents the discussion of this research’s outcomes, and it 

connects the current study to previous research studies. Finally, the fifth chapter offers 

the conclusion of this study as well as the limitations, implications and 

recommendations. 
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Chapter 2: Review of Literature 

Introduction 

Individuals usually form first impressions based on the physical appearance of 

the person they meet. In addition, a person’s physical characteristics lead to individuals 

consciously or unconsciously judging them or linking them to a particular stereotype. 

Therefore, some recruiters are unaware of the extent of physical appearance’s effect on 

the recruitment process (Heke, 2010), and this, in turn, is discussed in the following 

review.  

The Advantages of Being Physically Attractive and the “What is Beautiful 

is Good” Stereotype 

There are plenty of research papers that have studied the effects of physical 

appearance on job related aspects especially while hiring or interviewing individuals 

(N’Dobo, 2014; Chaing & Saw, 2018; López Bóo, Rossi & Urzúa, 2012; Heilman & 

Saruwarti, 1979; Paustine-Underdahl & Slattery Walker, 2015). “What is Beautiful is 

Good” is a well-known research conducted by Dion, Berscheid, and Walster (1972) in 

order to examine people’s perceptions of physical appearance in society. The research 

focused on recognizing stereotypes that might be drawn based on peoples’ physical 

appearance. Dion et al. (1972) found that people who were regarded as physically 

attractive were considered to be more desirable, and assumed to be better-off socially 

and professionally. Furthermore, the study concluded that individuals attribute a variety 

of positive characteristics to physically attractive people even if these characteristics 

weren’t directly associated to the person’s appearance (Dion et al., 1972). There are 

numerous researches that support and contribute to the outcome of Dion, Berscheid and 
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Walster (1972) work. A research conducted by N’Dobo (2014) was made up of 120 

male and female human resource professionals that agreed to participate in this study. 

They had to rate how fit the chosen job candidates are to be hired for a certain job and 

then explain their judgements in writing. In the end, the study’s results validated the 

“what is beautiful is good” effect, but it also mentioned that this stereotype is only likely 

to occur during the selection process for jobs that require candidates to have direct 

contact with customers and not back-office jobs (N’Dobo, 2014). 

A great line of evidence also shows that physical attractiveness does indeed give 

job applicants an advantage during the selection process in the service sector. A study 

carried out by Chiang & Saw (2018) focused on physical attractiveness’s effect on 

hiring in the hospitality industry where they mostly concentrated on hotels and food 

and beverage businesses. The authors sent out fake resumes to several FOH and BOH 

job opportunities including pictures of attractive and unattractive individuals. The 

results of this study showed that candidates’ physical attractiveness had an effect on the 

percentage of interview callbacks. In this research, when the researchers concentrated 

on the food and beverage sector, they realized that physically attractive FOH applicants 

for jobs such as receptionist and servers had more interview callbacks than those who 

were considered as unattractive. On the other hand, applicants that had applied for BOH 

jobs such as kitchen staff and management were not affected by their physical 

appearance. (Chaing & Saw, 2018). Similar to the previous study’s outcomes a research 

conducted by López Bóo, Rossi & Urzua (2012) came up with the same conclusion that 

good looking people had more interview callbacks than unattractive job candidates. The 

researchers of this study employed the same method of data collection as the previous 

study did. At the end of their research, the authors realized that good-looking 
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individuals received 36% more replies than those who were regarded as unattractive. 

Their findings suggest that there is a beauty premium when it comes to females that 

applied for positions in the service sector for FOH jobs such as receptionist, secretary 

and customer service (López Bóo, Rossi & Urzúa, 2012). 

The Disadvantages of Being Physically Attractive and the “Beauty is 

Beastly” Effect. 

On the other hand, other studies suggest that physical appearance can actually 

lead to a disadvantage during the hiring process, especially when good-looking females 

are candidates for male related jobs (Heilman & Saruwarti, 1979; Paustine-Underdahl 

& Slattery Walker, 2015; Johnson, Podratz, Dipboye & Gibbons, 2010; Johnson, 

Sitzmann, & Nguyen’s, 2014). This outcome is referred to as the beauty is beastly 

effect. The phenomenon was first mentioned in the Heilman and Saruwarti’s (1979) 

work in which partakers were given job applications for both managerial and non-

managerial types of jobs. All the applications had similar qualifications, but they 

differed in the attractiveness of the job candidate in their picture. The participants had 

to assess how qualified the job applicants were for the different jobs. At the end of their 

research, the researchers found that physical attractiveness was a disadvantage for 

women when applying to managerial jobs; however, according to the study, good-

looking men applying for managerial or non-managerial occupations and attractive 

women applying for non-managerial jobs seemed to have an advantage (Heilman & 

Saruwarti, 1979). A more recent research by Paustine-Underdahl and Slattery Walker 

(2015) contributes to the beauty is beastly effect by stating that after performing two 

studies in order to recognize whether the beauty is beastly effect does exist, they 

realized that attractiveness is a disadvantage when women are applying for low-level 
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jobs that are perceived as jobs for males. Nonetheless, attractive females that were 

applicants of positions at higher levels did not face such discrimination (Paustine-

Underdahl & Slattery Walker, 2015). Johnson, Podratz, Dipboye and Gibbons (2010) 

also support this phenomenon. Participants in this research were provided with female 

and male related jobs and pictures of attractive as well as unattractive female and male 

candidates. They were then asked to evaluate how suitable each job applicant was for a 

certain position. The study came to the conclusion that when it comes to jobs that are 

regarded as jobs for men, attractive characteristics of a women are indeed a 

disadvantage (Johnson, Podratz, Dipboye & Gibbons, 2010). “Don’t hate me because 

I’m beautiful: Acknowledging appearance mitigates the 'beauty is beastly' effect.” is a 

study that demonstrated that if an attractive woman acknowledges her physical 

appearance in her application then she would have an advantage when applying to a 

male-type of job (Johnson, Sitzmann, & Nguyen’s, 2014). Hence, Johnson, Sitzmann, 

and Nguyen’s (2014) research shows that the beauty is beastly effect can be diminished 

if the applicant recognizes her physical appearance during the hiring process. 

The Ongoing Debate 

Most of the studies that were conducted on physical appearance and its effect 

on the hiring process either supported the “what is good is beautiful” effect or the 

“beauty is beastly” effect (Paustine-Underdahl & Slattery Walker, 2015); however, 

there are some other studies that show that attractiveness does not affect the selection 

process at all. For instance, Caki and Solmaz (2013) had 100 HR students evaluate 100 

successful or unsuccessful job applicants’ pictures by means of a Likert scale. After 

that, the researchers compared the candidates’ pictures that were favored, and those of 
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the hired individuals. In conclusion, there was no correlation between a job applicant’s 

attractive facial features and the selection process (Caki & Solmaz, 2013). 

The Halo Effect and the Perks of Being Good-Looking 

Plenty of reasons show why attractive individuals are likely to perform better in 

their place of work. Hiring managers can be subconsciously influenced by the physical 

appearance of a potential employee (Bruton, 2015). This is explained by the “halo 

effect”. The “Physical Appearance Halo Effect” describes how people who are 

physically attractive are assigned qualities such as being more outgoing, having better 

communication skills, and being smarter than their unattractive peers (Feingold, 1992). 

This theory also shows that some job interviewees are evaluated based on their physical 

attractiveness and are perceived as intelligent and socially skilled. Some employers are 

neglecting other important factors due to favoring appearances (Fat, 2000). Hence, it is 

vital that organizations employ, comprehend, and recognize how physical 

attractiveness may influence an employer’s perceptions of the candidate’s personality 

and fittingness for a certain job (Paustian-Underdahl & Walker, 2015). 

Various research studies have demonstrated how being physically attractive can 

lead to many perks. For instance, physically attractive people are considered to have 

higher salaries than employees who are considered as unattractive (Hamermesh et al., 

2001). Also, according to Eva Sierminska (2015), plenty of economists consider that 

attractive individuals have a better chance at being selected during a hiring decision and 

are likely to have a higher income than their peers (Eva Sierminska, 2015). A study 

conducted by Parrett (2015) examined the effects of physical attractiveness of servers 

on salaries in five Virginia restaurants. The research found that only good looking 

waitresses obtain more and higher tips than unattractive servers (Parrett, 2015). 
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 In addition, Fat’s (2000) research highlighted how attractive interviewees’ 

interview process is not as harsh as that of the less attractive candidates. Adding to that, 

the physically attractive applicants are asked to answer fewer questions (Fat, 2000). 

Also, according to Chiu and Babcock (2002) physical attractiveness is not only the 

feature that leads the employer to make the decision on choosing the most suitable 

candidate when the candidates have similar job qualifications, but it is also the main 

decisive factor (Chiu & Babcock, 2002). 

Physical Features that Impact Hiring 

Job interviews are conducted by companies in order to employ new workers; 

therefore, it is important that the interviewees make a terrific impression. Regularly 

individuals suppose that the objective of the job interview is to differentiate the 

applicants with the highest education, proper work experience, and appropriate talents 

and skills; however, in many cases this might not be true. Personal appearance features 

can greatly affect various job interview results as during the hiring process, physical 

appearance has been considered to influence the employers’ assessment of job 

applicants in matters such as perceived work qualifications and chances of being 

employed (Shahani-Denning, 2010; Jabbour, 2009).  

Obese or Overweight Applicants 

According to the World Health Organization (2018), being obese or overweight 

means that an individual has a surplus amount of fat that may negatively affect their 

health. In 2016, about 13% of people that were above 18 years old were regarded as 

obese (World’s Health Organization, 2018). From here, it is important to highlight the 

idea that some job candidates are discriminated during the selection process based on 

their weight, which is also part of physical appearance discrimination.  Overweight or 
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obese job candidates are perceived as being less suitable and successful than normal 

weight candidates (Flint et al., 2016). Campos-Vazquez and Gonzalez (2020) 

performed a study in Mexico to see whether obesity does affect the hiring decisions of 

employers. The researchers sent out resumes to 1696 companies in response to their job 

offers. Some resumes contained a picture of a non-obese man or women while others 

had pictures of the same non-obese man or woman manipulated to seem that the 

subjects were obese. All resumes had similar qualifications that are relevant to the job 

openings. The results showed that obese women are discriminated when it comes to 

hiring employees since they had a lower call back rate than non-obese women, but the 

same doesn’t apply to obese men. They weren’t affected by their weight since obese 

men received approximately the same callback rate as normal weight men.  

There aren’t any studies that focus on underweight applicants applying for a job, or how 

their weight might affect hiring. The research studies that have been conducted focused 

solely on overweight applicants. 

Body Decoration and Employment 

Body decoration can be divided into three different categories which are 

modification, painting and ornamentation (Selekman, 2003).  

Body Modification  

The most extreme and permanent category is body modification which includes 

tattoos, piercings, and plastic surgery (Swanger, 2006). Tattoos and body piercings are 

considered as body art which is the modification of the human body for nonmedical 

motives (Swami & Harris, 2012).  
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Tattoos 

Tattoos are long-lasting designs on the skin which are achieved by injecting a 

pigment through an electric injecting tool (Benson, 2000). Bishoff (2013) shed a light 

on how an employer is impacted while forming an impression about a job candidate if 

they have a tattoo. Many individuals who are tattooed are missing out on opportunities 

due to their physical appearance. A research conducted in the Grand Strand region of 

South Carolina studied whether visible tattoos can affect job applicants’ hiring chances 

in the restaurant service industry. After having 192 restaurant managers assess resumes 

that contained photographs of candidates applying for restaurant service jobs that have 

or don’t have visible tattoos, the study came to the conclusion that employers in the 

restaurant service industry prefer to employ individuals who don’t have any visible 

tattoos. Therefore, the result showed that visible tattoos negatively affect hiring 

decisions in the food service industry (Brallier, Maguire, Smith, & Palm, 2011). In 

Fanuko’s (2015) article, it is mentioned that restaurant staff members should cover up 

any visible tattoos if they interact with customers; however, if the employee does not 

directly deal with customers, meaning that they work in the kitchen, then this rule is 

more flexible (Fanuko, 2015). 

Piercings 

Piercings are inserted by puncturing the skin with a specialized needle; then, a 

metal ring or rod are placed through the gap that is formed (Benson, 2000). Body 

piercings are piercings that are found on any part of the human body except the soft 

tissues of the earlobe (Elzweig & Peeples, 2011). McElroy, Summers and Moore (2014) 

focused on the influence that visible body piercings have on the employers’ perceptions 

of job seekers. The results of the research were based on two samples. The first sample 
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was made up of 194 undergraduate university students while the second sample was 

made up of MBA students and working adults. Both samples had to complete a survey 

related to the employability of job applicants based on their photographs. According to 

this research, facial piercings can affect a job candidates’ hiring chances since body 

piercings are considered as unsuitable for the job. Also, raters who participated in the 

study attributed individuals who had facial piercings with negative characteristics such 

as being less agreeable, less trustworthy, and less sociable (McElroy et al.,2014). The 

outcome of a study conducted by Timming et al. (2017) also concluded that visible 

tattoos and piercings had a negative impact on hiring chances especially when the job 

candidate was applying for a front of the house job position. 

Cosmetic Plastic Surgery 

Over the years, individuals have been relying on expensive procedures such as 

artificial enhancement and cosmetic plastic surgery in order to alter their physical 

appearance (Sarpila, 2014). According to Doherty (2008), Beirut is the “cosmetic 

enhancement capital” of the Middle East, and the demand for plastic surgery has 

increased by 50 percent over the years (Doherty, 2008). Cosmetic surgeries are 

procedures that reshape and alter an individual’s physical appearance, and they are 

intended to improve the patient’s physical attributes and boost their self-esteem 

(AHMC, 2011). A study conducted by Kalus and Cregan examined the change in 

patients’ self-esteem after having undergone plastic surgery. The researchers surveyed 

106 employees who have had cosmetic facial surgery. The findings demonstrated that 

there was a positive impact on job satisfaction when the cosmetic operation boosted the 

self-esteem of an employee. On the other hand, patients whose self-esteem did not 

improve after the operation showed a decrease in job satisfaction (Kalus & Cregan, 
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2017). While some researches demonstrate that cosmetic surgeries can lead to increased 

self-esteem, therefore increasing job satisfaction, based on our knowledge, no study has 

been carried out investigating cosmetic procedures and their effects on hiring especially 

excessive or botched cosmetic surgeries. 

 Body Painting 

The second body decoration category is body painting. Body painting includes 

applying makeup or face paint and these practices are considered impermanent 

(Swanger,2006). Throughout the years, women have employed several means such as 

makeup, clothes, ornaments, and cosmetic surgery in order to enhance their beauty 

(Mulhern, Fieldman, Hussey, Leveque, & Pineau, 2003). 

Makeup 

Makeup is being used by women from all around the world since it increases 

their facial attractiveness (Ueda & Koyama, 2011). There are plenty of studies that have 

investigated whether makeup does indeed increase an individual’s physical 

attractiveness. A study conducted by Nash et al. (2006) presented 323 male and female 

participants with photographs of four different women either with or without makeup. 

After having the participants evaluate the facial photographs by means of a survey, the 

researchers measured the effect that cosmetics has on a person’s perceived state of 

health, confidence, wages and professional class. The outcome of this research showed 

that makeup had a positive impact on the four social measures that were previously 

mentioned; thus, showing that women who were wearing makeup were regarded as 

having higher wages and having high-end jobs.  The study also mentioned that 

cosmetics can make a person feel more confident during social interactions especially 

when it comes to meeting employers. In addition, cosmetics can help create a good first 
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impression in circumstances such as job interviews where females might be assessed 

based on their physical appearance (Nash, Fieldman, Hussey, Leveque & Pineau, 

2006). Another study was conducted in a restaurant to understand whether waitresses 

wearing cosmetics increase customer satisfaction and have a positive effect on the 

consumers’ behavior. The results revealed that women servers who apply makeup 

earned higher amounts of tips from customers. Furthermore, cosmetics showed a 

positive impression especially when it came to male customers (Jacob, Gueguen, 

Boulbry & Ardiccioni, 2010).  

Body Adornment or Ornamentation 

The final category in body decoration is body adornment which is made up of 

practices such as cutting, coloring, styling hair, and accessorizing by wearing jewelry 

(Swanger, 2006). There are several studies that have studied the effect of hairstyle and 

hair color of applicants on the hiring process.  

Hairstyle & Hair Color 

In a study conducted by Heke (2010), female applicants’ hairstyles and their 

effect on employment potential were investigated. The results showed that women 

wearing their hair up were more likely to be hired than those who had their hair down; 

however, females with their hair down were perceived as more feminine (Heke, 2010). 

Extreme hair colors used to be considered offensive and taboo; however, over the years, 

they are becoming more popular and fashionable (Watts, 2010). There are plenty of 

companies that do not allow extreme hair colors or hairstyles at work since it does not 

apply to personal-appearance guidelines. For example, UPS requests that its employees 

have hair colors and hairstyles that aren’t extreme and that follow their guidelines; 

therefore, if an employee violates these guidelines, this might lead to their work 
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termination if the employee refuses to change their hairstyle or color (Achille, 2018). 

On the other hand, there are some businesses that want their employees to express 

themselves; therefore, they have adopted more flexible appearance guidelines. For 

instance, Starbucks has changed its dress code to encourage their employees to portray 

their individualism. Their employees can now dye their hair with any color they prefer 

(Daniel, 2016). 

Facial Hair 

Facial hair is another type of hair that is studied when it comes to job selection. 

There are several researches that have studied the effects that facial hair has on the first 

impression that a man portrays (Bakmazian, 2014). Beards have become a trend in 

today’s world, but sporting any type of facial hair can still be controlled by 

organizations. This is due to the fact that growing a beard can lead to a person being 

fired from their job, dismissed from the military, or even referred to as a terrorist 

(Oldstone-Moore, 2015). Some organizations have regulations that restrict males from 

growing their beards or having any type of facial hair (Occupational Outlook Quarterly, 

2006). An experiment conducted by Shannon and Stark (2003) investigated two 

different physical appearance variables which are facial hair and facial attractiveness. 

The study recruited fifty university students to evaluate and choose between nine male 

applicants based on their photographs and resumes. All of the male candidates were 

equally qualified, and they were being evaluated for a management apprentice position. 

The photographs of the candidates portrayed different levels of facial hair and facial 

attractiveness. The results showed that facial hair on attractive or unattractive job 

seekers negatively affected the final decision made during the hiring process; however, 

during the selection process, the employers seemed to favor hopefuls with no facial hair 
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at all or having full beards instead of having a mustache (Shannon & Stark, 2003). 

Another study carried out by de Souza et al. (2003) also investigated the influence that 

facial hair has on hiring prospects. The experiment included fifty hiring managers who 

work in various organizations in Sao Paulo, Brazil. Six male job candidates were chosen 

to participate in the study. The job hopefuls were photographed, and each of their 

pictures were transformed into four different versions which included the individuals 

with no facial hair, a mustache, a goatee and a full beard. The findings showed that 

employers favored males with no facial hair or mustaches to males with full beards and 

goatees. A prospective employees’ bearded face negatively affected the individuals’ 

hiring chances in businesses in Brazil. Also, males who were clean-shaven were 

portrayed as being more capable and creative than males with facial hair (de Souza et 

al., 2003). 

Grooming (Hygiene and Dental Care) 

The guests’ perceptions associated to the service of the organization is affected 

by the appearance of the company’s employees. Therefore, some organizations can 

control the employee’s appearance by applying grooming regulations (Hopf, 2018). 

Since front of the house (FOH) employees represent the image of an organization in the 

service industry, professional attire and grooming are significant factors since they help 

appeal to clients (Tsaur & Tang, 2013). A questionnaire that was carried out by the 

National Association of Colleges and Employers studied the influences of different 

physical features of a job candidate on employers. The results indicated that grooming 

had the greatest impact on employers while they were evaluating a job applicant 

(Occupational Outlook Quarterly, 2006). Even though there aren’t any studies that 
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focus specifically on the applicants’ dental care and its effect on hiring, it can be 

considered as part of grooming and hygiene. 

Attire & Ornaments 

The way a job applicant dresses can affect an employer’s first impression and 

the interviewees’ hiring chances (Ruetzler et al., 2012). Many organizations apply a 

formal dress code; however, dress codes are based on what the companies consider best 

portrays their services and the type of work performed (LeTrent, 2012). For instance, 

customers in a restaurant relate the image of the front of the house employee to the 

image of the organization (Baker et al., 2014). Clothing styles allow employees to 

express themselves, and this can sometimes be beneficial to the company since 

customers can’t relate to people in formal wear (Cutts et al.,2015). Based on a study 

conducted by Ruetzler et al. (2012), the raters were made up of hospitality management 

university pupils and faculty members as well as individuals from the restaurant 

industry in Chicago. They considered that formal business attire and grooming are the 

most suitable attire, and they signify professionalism. This study also mentioned that 

the way a service employee dresses can affect the success of a company. Another study 

carried out by Howlett et al. (2015) examined how the difference in the way that women 

dressed for the work environment can affect how they are perceived. The research was 

based on the ratings of female students and employees. The participants rated the 

images of women’s dressing styles based on low and high job positions; however, 

women wearing clothes that were considered as provoking or not conservative were 

judged negatively throughout the study. Therefore, employees dressed in torn clothes 

or provocative outfits can sometimes have a negative impact on individuals’ first 

impressions (Karl et al., 2013). Although there are plenty of studies that refer to the 



24 

 

 

 

way a job applicant dresses and the effect that their attire has on hiring, there aren’t any 

studies that focus on the ornaments that a candidate sports and how they might affect 

the hiring process.  

 Religious Identifiers 

Many studies have studied the effect of religious affiliation and identifiers on 

hiring decisions. Religious identifiers are clothing or symbols that are worn by believers 

of a certain religion, and that express their religious belonging (Ghumman &, Jackson 

2008). A study conducted by Ghumman and Ryan (2013) examined the effect that 

religious identifiers might have on the hiring process. The research focused on 112 

employees who work in restaurants or retail stores. The researchers sent accomplices 

that were either wearing or not wearing a hijab which is a head scarf to interact with 

the employees. The accomplices asked questions related to job position availability 

while a discrete observer recorded their interactions. The outcome showed that 

individuals wearing hijabs were less likely to receive job offers and had lower call back 

rates than those who don’t wear hijabs. Ghumman and Jackson (2008) also investigated 

the effects that religious identifiers worn by job applicants have on employment 

chances. The study contained interviewees that wore religious symbols or attire related 

to the Muslim, Christian and Jewish religions; however, since the experiment was 

conducted in the US, which has a large Christian population, Christian job applicants 

might have been favored or have had an equal chance to those sporting no religious 

identifier. The applicants’ photographs varied in regards of four different religious 

affiliations; males were either wearing a turban, cross, yarmulke, or no religious 

identifier, while females were wearing a head scarf, cross, Star of David, or no religious 

identifier. The candidates were applying for jobs such as a technical author and a 
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community organization manager, and their resumes were all similar. Furthermore, the 

participants of the experiment were 428 university undergraduates from various 

religions who had to observe the photographs and resumes then measure the applicants’ 

employability and job level. The results of the study did indicate that people with Jewish 

identifiers were considered as more employable than any of the other candidates for 

high and moderate job positions; therefore, based on the study, religious identifiers 

might lead to employment discrimination during the hiring process.  

When is Hiring Based on Physical Appearance Ethical or Fair? 

Physical appearance in the hiring process is considered ethical or fair when it is 

a job related aspect, and it influences performances and affects the success of a business 

(Beehr & Gilmore, 1982). Usually, employers encourage focusing on physical 

appearance while hiring an individual when it directly impacts the companies’ success, 

and image (Tews et al., 2009). 

Physical appearance can negatively affect a company when it is used as a 

qualification for employment or when it is taken into consideration during the hiring 

process (Hughes, 2015). Hiring decisions that are conducted based on factors that are 

not related to the job itself are unjust and can also be harmful to the company in the 

long-run (Sheridan, 1992). Candidates that are being hired due to their attractive 

physical attributes may lead to a workforce that is uncommitted and unskilled 

(Zakerazewski, 2005). 

Conclusion 

It seems as though it is difficult to completely disregard physical appearance 

during the hiring process. Even though it is obvious that a potential employees’ 
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education, skills, knowledge, and experience should play a significant role when it 

comes to hiring the best job candidate, there are physical appearance factors such as the 

applicants’ attire, hair, weight, and grooming that might also affect his/her chances of 

being hired. The researches in the literature review have acknowledged the fact that the 

physical appearance of job candidates is important, and it should be a variable that is 

taken into consideration while performing the hiring process. 

 

Research Questions 

This study’s reviewed literature has established its foundation and has 

determined the need for additional theoretical research into how physical appearance 

can affect hiring decisions in F&B organizations. For this reason, the study’s main 

research question is: 

Research Question 1: To what extent does physical appearance matter in the 

Lebanese food and beverage companies’ hiring process? 

The study will also address the following questions: 

Question 2: What do employers of the food service industry acknowledge more 

while making hiring decisions: physical appearance or credentials? 

Question 3: Why do hiring managers in food and beverage organizations act on 

looks while making hiring decisions? 

Question 4: Is there a connection between the employers’ gender/age, the 

candidates’ appearance and their chances of being hired? 

Question 5: Are FOH job candidates affected by physical appearance hiring 

more than BOH applicants? 
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Question 6: What are the most important physical appearance aspects that 

hiring managers take into consideration while hiring for FOH and BOH jobs? 
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Chapter 3: Procedure and Methodology 

Introduction 

The purpose of this research is to establish if employers are influenced by a job 

applicants’ physical appearance while reaching employment decisions for BOH or FOH 

jobs in the F&B industry. This chapter specifies the methodology, approach, and design 

of the research as well as the sample that was used which will lead to answers for the 

proposed research questions that were mentioned in the previous chapter. This research 

was built on previous studies that have investigated how different physical features of 

a job candidate can affect the hiring process. Our research has explored all of the 

potential employees’ physical features that the literature has shed a light on as well as 

a few physical aspects that weren’t addressed directly.  

Research Hypotheses 

The research questions related to our study and that were previously mentioned 

are conveyed by these hypotheses: 

Hypothesis HO1: The physical appearance of a job applicant affects the 

employers hiring decision in the F&B industry.  

Hypothesis HA1: Physical attractiveness of a job applicant doesn’t affect the 

employers hiring decision in the F&B industry. 

Hypothesis HO2: Employers judge FOH applicants based on their physical 

appearance more than BOH applicants. 

Hypothesis HA2: Employers don’t judge FOH applicants based on their 

physical appearance more than BOH applicants. 
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Hypothesis HO3: Physical characteristics that are considered as trendy or are 

associated with a bad reputation can negatively affect the hiring chances of FOH and 

BOH applicants. 

Hypothesis HA3: Physical characteristics that are considered as trendy or are 

associated with a bad reputation don’t negatively affect the hiring chance of FOH and 

BOH applicants. 

Hypothesis HO4: Skills, knowledge and work experience are important factors 

when it comes to hiring FOH and BOH employees. 

Hypothesis HA4: Skills, knowledge and work experience aren’t important 

factors when it comes to hiring FOH and BOH employees. 

Hypothesis HO5: Male recruiters value physical appearance while hiring more 

than female recruiters. 

Hypothesis HA5: Male recruiters don’t value physical appearance while hiring 

more than female recruiters. 

Hypothesis HO6: Older and/or more experienced employers don’t focus on 

physical appearance while hiring as much as younger employers do. 

Hypothesis HA6: Older and/or more experienced employers focus on physical 

appearance while hiring as much as younger employers do 

Independent and Dependent Variables 

A questionnaire allows researchers to collect data by requiring that participants 

answer the provided questions. This study’s quantitative survey contains a 7-point 

Likert scale that can be easily measured by the researchers. An independent variable is 
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a variable that can be controlled and manipulated by the researchers. In this study’s 

questionnaire, the questions are considered as the independent variables since the 

researchers had control over the proposed questions; meaning that the researchers chose 

which questions to include in the research and how to phrase them. The dependent 

variable is what is being tested by the researcher, and it can be affected by the 

independent variable. The respondents of the study’s survey are considered as the 

dependent variables since their reactions and responses while conducting the survey are 

related to the survey’s questions. The independent variables are related to physical 

appearance and attractiveness as well as skills, education, and knowledge. 

Methodology 

Research Philosophy 

The most appropriate philosophy for our study is the positivist philosophy since 

our research relies on existing theories in order to form hypotheses. These hypotheses 

were tested as the research was being conducted. In addition, we have chosen this 

philosophical approach because our research will depend on data collection and the 

analysis of the acquired information. We will also be independent of the research since 

positivism believes that the researcher should be objective and have little interactions 

with the study’s candidates. The positivist approach is suitable for our research because 

we will be focusing on facts. Moreover, this study will depend heavily on quantifiable 

methods therefore this philosophical approach will help us conduct a statistical study 

of the information gathered. 
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Research Approach 

Positivists generally take on a deductive approach. This research will follow a 

deductive approach since we start off our study by reading and studying already 

available research studies related to our topic. Also, the research hypotheses of this 

study were developed from the examination and knowledge of prior studies that relate 

to our topic. Therefore, the data collected through the research’s survey was analyzed 

in order to test these hypotheses. The deductive approach is suitable for our study since 

it investigates an existing theory which is that physical attractiveness affects the hiring 

process especially in F&B organizations, and we test if this theory does apply to F&B 

companies in Lebanon. 

Research Strategy 

This study used a quantitative method in order to collect data. The research 

relied on a survey that was distributed to a large population and which is great for 

making generalizations. Surveys are considered cost-efficient and can be handed out to 

the chosen sample in a variety of ways.  

This research will be conducted in order to determine if physical attractiveness 

impacts the employers’ hiring decisions in F&B companies in Lebanon. In order to 

reach this purpose, the research for this study will be conducted with human resource 

managers, and employers who take part in the recruitment decision making. 

Research Method 

The research will collect data using the quantitative method. Both exploratory 

and explanatory are integrated in the study. This study is investigating the impact that 

physical characteristics have on FOH and BOH job candidates in food and beverage 
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companies in Lebanon; therefore, first-hand information was collected; meaning that 

the study uses primary data. 

Instrumentation 

A questionnaire was conducted and distributed to employers, HR managers, and 

owners of several F&B organizations in Lebanon. We have chosen a questionnaire 

since it is an efficient mean in collecting information from a large sample in a short 

period of time. Also, it will provide us with quantifiable responses that will be easily 

and quickly analyzed. A questionnaire helps us focus the respondents’ attention on 

specific topics, and participants will feel more at ease knowing that their answers will 

remain confidential. Our questionnaire includes close-ended questions and is divided 

into three parts. The first and second parts are made up of multiple choice questions 

related to the respondents personal and demographic information as well as information 

about the participants’ organization. The third part of the survey is divided into two 

sections. The first section is made up of two rank order questions while the second 

section is a 7-point Likert scale (1=strongly disagree, 7= strongly agree).7-point Likert 

scales are used in acquiring research related information. In this research, the 7-point 

Likert scale is used in order to portray to what extent a respondent agrees or disagrees 

with a certain statement related to physical appearance and hiring. Adding to that, the 

7-point Likert scale shows a better representation of the participants’ answers, 

respondents find it easy to use, and it has been considered to show more accurate and 

representative answers than a 5-point Likert scale (Finstad, 2010). In this study, the7-

point Likert scale is separated into three parts. The respondents have to portray their 

agreeability with 21 statements related to FOH job applicants in the first division and 

the same 21statements; however, for BOH potential employees in the second division. 
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The third division is made up of seven statements related to the participants’ 

organization, ethics, hiring, and views on appearance. 

While we were gathering data, we asked for permission in order to distribute 

our questionnaire from those responsible in the chosen companies, and we made sure 

that those involved are aware of the purpose of our research. We assured the participants 

that their responses will only be analyzed for the sole use of this study and that their 

answers will remain anonymous. 

The survey was distributed to individuals from the study’s population either in 

person or by means of social media. The survey sheets that were handed out by the 

researcher in person provided the respondent with a hardcopy asking for consent; 

therefore, those that agreed to participate in the study filled in the survey and handed it 

back to the researcher. On the other hand, if the questionnaire was sent by means of an 

email, LinkedIn or WhatsApp, then the survey was posted on a questionnaire website 

known as e-survey (SurveyHero), and the respondents were able to access the web 

based questionnaire through the URL link that was sent by the researcher. When the 

respondents clicked on the link, they found information related to the study. If they 

choose not to participate in the research, they clicked on “I don’t agree”; therefore, they 

did not access the survey; however, if they were content with the purpose of this study 

and they wanted to contribute, they proceeded by clicking on I agree. Participants could 

dismiss their contribution in the study at any time by either closing their web browser 

or by not saving their responses. 

Whether the questionnaire was distributed by hand or through social media, the 

required permission was acquired beforehand from those responsible in the chosen 

companies. Most of the survey respondents were either contacted through email or 
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cellphone which were acquired from the organizations’ websites or social media 

accounts or by having the researcher visit the location of the restaurant or hotel and ask 

about the hiring manager(s). It was of great importance that the respondents were aware 

of the purpose of the research, and they were assured that their responses will only be 

analyzed for the sole use of this study and that their answers will remain anonymous. 

Participants 

The survey targets people who have an influence on the hiring decisions within 

the chosen Lebanese food and beverage companies. A random sample was chosen from 

this population to guarantee an unbiased representation of the hiring managers and 

employers within each association. Participants were taken into consideration 

regardless of their gender, religion, region, or level of education. 

We targeted our sample by focusing on human resource personnel and 

employees involved in areas related to recruitment decision making from 197 Lebanese 

food and beverage companies located in different parts of the country. We contacted 

396 individuals with experience in human resource management and food and beverage 

operations. Out of the 396 professionals that were contacted, 308 people agreed to 

participate in the survey. After reviewing the survey answers, we realized that 68 

participants either did not complete the questionnaire or they finished it; however, it 

was not done in the required time-frame of about 13 minutes. Another reason to 

eliminate some of the observations was if they answered no to the control question 

(Have you ever worked in an HR department or performed HR functions in an F&B 

company?). Since we contacted people who were directly linked to the hiring process 

and discussed the research with them before hand, we only had two participants answer 

no to the control question. As a result, we were left with 240 observations. 
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Out of the 240 recruiters that were left for the study’s analysis, 58.3 percent 

(140 participants) were males while 41.7 percent (100 participants) were females. Most 

of the participants (81.7%) belonged to the first two age groups (21-30) and (31-40). 

The first age group started from the age of 21 since that is the mean age of individuals 

who have graduated from university and have started their careers. Also, we wanted 

our study to target educated volunteers who have some kind of experience in hiring for 

F&B. The majority of the participants received a bachelor’s degree (62.5%) or a 

master’s degree (35%). 

Since this study targets specific organizations, it’s important to know some 

information related to the organizations that this study’s sample belongs to. Most of the 

contributors of this study work in food and beverage organizations (60.8%) or hotel and 

lodging (22.1%) and the majority of these companies hire employees for the local 

market (45.4%) or local and regional market (51.2%). The 197 companies that were a 

part of this research had a local (34.6%) or a local and regional brand (46.7%). 61.7% 

of the partakers have only been working from 1-5 years for their current employer 

meaning that most of the participants are relatively new at the companies they are 

working in. 

Pilot Test 

A pilot study was conducted in order to test the survey. The sample of the pilot 

study was made up of ten HR managers from three different F&B restaurants in 

Lebanon. The ten participants were either provided with a hard copy of the 

questionnaire, and they completed the questionnaire while the researcher was nearby or 

they were contacted by one of their HR colleagues, who are also a part of this pilot 

study, in order to complete the questionnaire online. Either way, all respondents were 
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asked to provide a detailed feedback related to the questionnaire whether face-to-face 

or through email. The participants’ feedback revealed that the instructions placed in 

order to complete the survey were clear and appropriate. Some respondents highlighted 

the importance of mentioning throughout the questionnaire that employers also perform 

HR functions; therefore, not to address the questions just towards HR personnel, but to 

all those that perform HR functions in an organization. Thus, after completing the pilot 

study, the necessary changes took place in order to make sure that any individual that 

performs HR hiring functions in a company is eligible for participating in this study.  

Most of the volunteers also suggested that clear definitions of FOH and BOH should 

be added to the survey since a lot of them were not familiar with the terms. All of the 

significant recommendations were integrated in order to improve the survey. Also, the 

respondents were asked to time themselves while answering the questionnaire and the 

results showed that most of the respondents required approximately 9-10minutes in 

order to complete the survey. The revised survey was sent to the IRB committee who 

requested that we change the time required to answer the survey to about 13 minutes. 

The final survey was sent out to individuals belonging to the studies sample. 

Data Analysis 

When all of the observations were gathered, they were recorded into excel. After 

that, the data was entered into SPSS in order to analyze and process the information 

collected. When data coding was complete, factor analysis was used to investigate the 

relationship of variables and to reduce the number of variables into several factors. 

After that, linear regression was performed in order to investigate after the rotations if 

the alignment of variables into factors was proper. For this study, we used non-

parametric tests such as Mann Whitney and Kruskal Wallis in order to compare if there 
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is a significant difference between two or more independent variables based on the 

distribution of a dependent variable. The final test that was conducted was the 

nonparametric Friedman test which is used for ranking and investigates the difference 

among the groups. 

Conclusion 

This chapter focused on the approach that this research used. The study’s 

strategy, sample, and data collection that were used to investigate the effects that the 

physical appearance of FOH and BOH potential employees might have on the hiring 

process are mentioned in this section.  
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Chapter 4: Data Analysis and Findings 

Introduction 

After gathering and recording the data, the first step was to check for normality 

and computed Cronbach’s Alpha. Factor analysis was applied for the FOH statements 

and BOH statements separately. Then, it was applied to FOH and BOH statements 

together. After that, linear regression was executed in order to explore the variables 

placement. Moreover, non-parametric tests: Mann Whitney, Kruskal-Wallis and 

Friedman were performed. 

Descriptive Statistics 

Normality 

SPSS offers the Kolmogorov-Smirnov and Shapiro-Wilk normality tests; 

however, these tests are suggested for sample sizes that have less than 50 observations 

(Elliot & Woodward, 2007). 

Therefore, for this study, normality is tested by looking at the skew and kurtosis 

values. Based on this research’s values, there is a slight positive skewness (0.157) and 

a kurtosis of 0.313 meaning that the data is normally distributed. The distribution of our 

data is considered pointier than that of a normal distribution. 

Reliability 

Reliability is when the questionnaire can constantly measure the subject that the 

researcher is investigating whether at different instances and/or populations. Cronbach 

Alpha is considered to be the most common means that researchers refer to when 

assessing reliability (Hinton. McMurray & Brownlow, 2014).  The study’s data 

contains 240 observations and the analysis reflected 100% of the data. The Cronbach 
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Alpha for the research’s 42 BOH and FOH variables is at 0.918. The reliability 

coefficient is greater than 0.70 meaning that the study’s data has high reliability. 

 

Table 1: Reliability Statistics 

 (Source: SPSS) 

 

The reliability of the FOH variables was measured, and the results indicated that 

the 21 FOH variables had a Cronbach’s Alpha of 0.850; therefore, the study’s FOH 

variables are reliable. 

 

Table 2: FOH Variables Reliability Statistics 

 (Source: SPSS) 

 

As for the BOH variables, the output showed Cronbach’s Alpha at 0.885 

meaning that the 21 BOH variables are reliable.  

 

Table 3: BOH Variables Reliability Statistics 

 (Source: SPSS) 

 

The research responses were measured on a 7 point-Likert scale where 1 refers 

to strongly disagree while 7 refers to strongly agree. While examining the items 
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statistic, we compared some of the FOH and BOH variables mean ranks. Most of the 

participants somewhat agree that recruiters for FOH take into consideration physical 

appearance while hiring since the mean rank was at 5.6583. On the other hand, most of 

the participants somewhat slightly disagree (mean rank = 3.4875) that recruiters for 

BOH consider physical appearance during the employment process. Also, most of the 

participants considered selection based solely on physical appearance as unethical since 

the mean rank was at 5.8. The common statement that had the highest mean rank in 

FOH (6.4125) and BOH (6.2208) is that of unattained personal hygiene diminishing an 

employee’s hiring chances. Most of the participants agree that unattained personal 

hygiene can negatively affect the candidate’s chances of being hired. (Refer to the 

Descriptive Statistics Table – Appendix C) 

Factor Analysis 

Factor analysis observes the relationship among variables when there is a large 

amount of data, and it tries to group the variables into smaller sets or factors; therefore, 

it summarizes the research’s data (Hinton. McMurray & Brownlow, 2014). 

Factor Analysis for FOH variables 

We decided to test whether the FOH variables had any underlying variables of 

their own. Before moving on to factor analysis, we checked the research’s sampling 

adequacy and sphericity. The KMO is equal to 0.814 therefore we can conduct a factor 

analysis and the variables in our study can be correlated since it is greater than 0.5. 

Bartlett’s Test of Sphericity shows whether or not the variables are correlated. This 

study’s test p-value is at 0 meaning that there are correlations among the variables, and 

we can continue on to factor analysis. 
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Table 4: KMO and Bartlett’s Test for FOH variables 

 (Source: SPSS) 

 

In the Anti-Image Matrices table, the anti-image correlation diagonals values 

(numbers that have a superscripted a) for all FOH variables are greater than 0.5 If any 

of the variables had a correlation that was less than 0.5 then it would have been 

eliminated. 

Based on the total variance explained for FOH variables, we can perceive that 

6 factors have been produced (that have an eigenvalue that is greater than 1). The first 

factor has the highest % of variance; however, the rest of the factors have a much lower 

percentage. The Cummulative percentage of all of the 6 factors is at 59.618%. This 

means that the 6 factors can describe a cumulative of 59.618% of the variance in the 

data set. (Refer to Appendix D) 

The component matrix shows the factors loading on the study’s 6 FOH factors 

before rotation occurs. This matrix shows that 12 out of our 21 FOH variables are cross 

loading meaning that they have more than one factor loading. The variables should not 

be cross-loading since a variable can only belong to one factor. After trying all of the 

rotations, we realized that FOH17 was cross-loading in most rotations (Varimax, 

Quartimax and Promax), and it is the only variable that has a communalities extraction 

value that is less than 0.5 at 0.455. As a result, we removed this variable and repeated 

the rotations. In every rotated component matrix and pattern matrix, we noticed that 

FOH2 and FOH13 were cross-loading; however, we removed FOH13 since it had the 
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lower communality extraction value out of the two variables. After rotating the 

variables once again, we saw that FOH20 was the only variable that was cross-loading 

in all the rotated component matrix’s, so we decided to eliminate this variable which 

resulted in a decrease in the number of factors to 5 factors. The rotations were once 

again conducted, and we noticed that FOH4 didn’t belong to any of the factors during 

all of the rotations; therefore, we removed this variable. All the rotations showed that 

FOH1 and FOH18 were cross-loading; however, we only removed FOH1 since it had 

the lower communalities extraction value. Nonetheless, FOH18 remained cross-loading 

in all the rotations once again, so we excluded it. This resulted in decreasing the amount 

of factors to 4 factors. FOH6 was the only variable that was left cross-loading in all the 

rotations except Equamax that had two more variables that were cross-loading; 

therefore, we removed FOH6. The removal of this variable further decreased the 

number of factors to 3. The only variable that was left cross loading in all of the 

rotations was FOH15, so it was excluded. At Varimax there was no cross loading. 

We ended up with 3 FOH factors that had different variables loading which had 

cumulative % of 52.995, and KMO had slightly decreased to 0.801. In order to reach 

these results, we had to remove 8 out of the 21 FOH variables. Thirteen variables 

remained loading on to the 3 factors, and they were distributed as following: 
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FOH Factor 1 FOH Factor 2 FOH Factor 3 

(FOH7) Visibly 

exaggerated tattoos are 

unacceptable for FOH 

candidates. 

(FOH2) A photo on the 

resume is a control tool 

for HR to screen 

candidates. 

(FOH19) Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair…) can 

diminish a candidate’s 

chances of being hired. 

(FOH9) Facial hair 

(mustache, beard, 

eyebrows) can negatively 

affect the FOH applicants 

hiring chances. 

(FOH3) HR personnel 

have the same perception 

of physical attractiveness 

of FOH candidates. 

(FOH21) Poor dental 

care (unaligned, crooked 

or rotten teeth can 

diminish a candidate’s 

chances of being hired. 

(FOH10) Religious attire 

(religious symbols) can 

negatively affect the 

FOH applicants’ hiring 

chances. 

(FOH5) Physical 

appearance can 

compensate the lack in 

skills or knowledge. 

 

(FOH11) Unusual 

hairstyles can negatively 

influence an employer’s 

hiring decision. 

(FOH8) Obesity can 

negatively affect the 

FOH applicant’s hiring 

chances. 

 

(FOH12) Nontraditional 

hair color can diminish a 

candidate’s chances of 

being hired. 

  

(FOH14) Not wearing 

any makeup can 

negatively affect the 

female FOH applicant’s 

hiring chances. 

  

(FOH16) Nonstandard 

visible piercings (nose, 

tongue, eyebrows, etc.) 

can diminish a 

candidate’s chances of 

being hired. 

  

 

Table 5: FOH Factors. 

 (Source: SPSS) 

 

Factor one is made up of physical appearance variables that FOH applicants 

choose to modify by their own will or preference. Factor two is a combination of 

variables that the FOH candidate has no control over, but that are judged by the 
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recruiter; this factor is related to the recruiter’s impressions. Factor three is related to 

the applicant’s hygiene and grooming. 

Factor Reduction: Linear Regression of FOH Factors 

After loading the variables into three different factors, we wanted to investigate 

further the relationship of the variables to their assigned factors by performing a linear 

regression. A linear regression ratifies the position of the study’s variables in the 

groups, and it allows us to see clearly whether or not a variable was forced to belong to 

a factor that it doesn’t want to fit into. 

Linear Regression Factor 1 – FOH 

For this linear regression, the dependent variable is factor one that was reduced 

into Regr factor score 1 for analysis while the independent variables are all the variables 

that belong to this factor (FOH7, FOH9, FOH10, FOH11, FOH12, FOH14 & FOH16). 

In the Model Summary table, the R square portrays how much variance in the dependent 

variable can be described by the independent variables. Since the R Square is at 0.945 

this means that the independent variables account for 94.5% of the variability in 

regression factor 1. The Durbin-Watson test measures the autocorrelation among errors. 

If the value is greater than 2 then there is negative autocorrelation while if the value is 

less than 2 then there is positive autocorrelation. A value of 2 means that the errors are 

not correlated (Field, 2013). The Durbin Watson is at 2.130 meaning there is barely any 

negative correlation among the residuals. 
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Table 6: Model Summary- FOH -Factor 1 

 (Source: SPSS) 

 

Moving on to the Anova table, this table assesses the impact of the regression 

model (Hinton. McMurray & Brownlow, 2014). Since the p-value is less than 0.05 this 

shows that the regression model is statistically significant, and the independent 

variables do clarify a substantial quantity of the dependent variable. 

 

Table 7: Anova Summary Table- FOH-Factor 1 

 (Source: SPSS) 

 

As for the Coefficients Table, the p-value for all 7 variables is 0 meaning that 

they all do explain and want to belong to factor 1. The Beta (Standardized Coefficients) 

shows that FOH7 is the strongest variable in factor 1 since it has the highest value 

(2.88). These 7 variables are the most significant out of all of the FOH variables since 

they belong to the highest factor % (factor 1), and FOH7 is the most important variable 

out of all the FOH variables since it has the highest Beta. 
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Table 8: Coefficients Output Table- FOH- Factor 1 

 (Source: SPSS)  

 

Linear Regression Factor 2 – FOH 

As for factor 2, the linear regression consists of Regr factor score 2 for analysis 

which is the dependent variable as for the independent variables we had FOH2, FOH3, 

FOH5 and FOH8.The Model Summary table shows that the R Square is at 0.948 

meaning that the independent variables explain 94.8% of the variability in regression 

factor 2. Also, the table displays the Durbin Watson at 1.840. This signifies that there 

is hardly a positive correlation. 
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Table 9: Model Summary Table- FOH -Factor 2 

 (Source: SPSS) 

 

The Anova table has a p-value that is equal to 0 implicating that the regression 

model is statistically significant. This also means that a large amount of the dependent 

variable is explained by FOH2, FOH3, FOH5 and FOH8. 

 

Table 10: Anova Table- FOH -Factor 2 

 (Source: SPSS) 

  

Moving on to the Coefficients Table, the p-value of the 4 independent variables 

is 0 signifying that they describe and want to fit into factor 2. As for the Standardized 

Coefficients, the Beta indicates that FOH3 is the most important variable in factor 

2because it has a coefficient of 0.397 which is the highest out of all the other variables 

belonging to this factor. 
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Table 11: Coefficients Output Table- FOH- Factor 2 

 (Source: SPSS) 

 

Linear Regression Factor 3 – FOH 

 The linear regression for the third and final factor for FOH is made up of the 

dependent variable Regr factor score 3 for analysis and the independent variables 

FOH19 and FOH21. Looking at the Model Summary table, we can see that the R Square 

is at 0. 891. This signifies thatFOH19 and FOH21account for 89.1% of the variability 

in regression factor 3. The table also shows that the Durbin Watson is at 1.888meaning 

that there is slightly a positive correlation. 

 

Table 12: Model Summary Table- FOH -Factor 3 

 (Source: SPSS) 

 

As for the Anova table, it has a p-value of 0, and this shows that the regression 

model is statistically significant and that the two independent variables do in fact 

explain a large part of the dependent variable. 
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Table 13: Anova Table- FOH -Factor 3 

 (Source: SPSS) 

 

The Coefficients Table displays the p-value of FOH19 and FOH21 at 0 

suggesting that the independent variables define and want to belong to factor 3. The 

Beta column shows that FOH19 is the strongest out of the two independent variables 

since it has higher coefficient at 0. 570. The 2 variables that belong to factor 3 are the 

least significant out of all of the FOH variables because they belong to the lowest factor 

% (factor 3), and FOH21 is the least important FOH variable since it has the lowest 

Beta in factor 3. 

 

Table 14: Coefficients Output Table- Factor 3 

 (Source: SPSS) 

 

Factor Analysis of BOH Variables 

Similar to the way that the FOH factor analysis was conducted, we only took 

BOH variables and analyzed them to see if the variables would load into factors. Also, 

we wanted to see if the BOH factors would be similar to those of FOH. First, we 
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checked sampling adequacy and sphericity of the BOH variables. The KMO of the 

BOH variables is 0. 881. As a result, factor analysis can take place, and the BOH 

variables can be interrelated. The Bartlett’s Test of Sphericity shows that the p-value is 

equal to 0. This means that the variables are correlated; therefore, factor analysis can 

be conducted. 

 

Table 15: KMO and Bartlett’s Test for BOH variables 

 (Source: SPSS) 

 

The Anti-Image Matrices table displays all the anti-image correlation diagonals 

(numbers that have a superscripted a) for all of the BOH variables, and they are all 

greater than 0.5. 

The total variance explained shows that the BOH variables are loading into 4 

factors. The first factor has a 31.439 % of variance which is the highest among all the 

other factors. The other 3 factors have a % of variance that is much lower than that of 

factor 1. Adding to that, the Cummulative percentage of the 4 BOH factors is at 

54.917%. That is the percentage of how much these 4 factors together can explain the 

variance in the data. (Refer to Appendix E) 

Moving on to the component matrix, it displays the BOH variables loading on 

4 BOH factors before any rotation takes place. The matrix portrays that 10 out of our 

21 BOH variables are cross loading. We decide to start off with eliminating BOH6 

because it has the lowest communalities extraction value (0.336<0.5). After removing 

BOH6, we tried all of the rotations and realized that BOH20 was the only variable that 
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was cross-loading in all of the rotations. For this reason, we removed this variable and 

repeated the rotations. We realized that in every rotated component matrix and pattern 

matrix, that BOH5 and BOH13 were cross-loading; nonetheless, BOH13 was removed 

because out of the two variables, it had the lower communalities extraction value. After 

performing the rotations again, we noticed that BOH5 and BOH15 were cross-loading 

in all the rotations; however, we decided to get rid of BOH15 since it had the lower 

communalities value. After that, we conducted the rotations, and we realized that the 

only variable that was still cross-loading in all the rotations was BOH9; therefore, this 

variable removed, and it lead to a decline in the amount of factors to 3 factors. All the 

rotations had no variable cross-loading anymore except Quartimax which had BOH18 

cross-loading. We decided to remove BOH18 since it had a low communalities 

extraction value at 0.476 (<0.5). Also, it didn’t make any sense in belonging to factor 

3. The removal of this variable slightly increased the KMO (0.860), and it increased the 

cumulative % from 53.554% to 54.904%. After that, we took a look at all the rotations 

and none of the factors were cross-loading. Also, all the rotations loaded the variables 

on the factors in the same manner. 

The factor analysis resulted in 3 BOH factors that had diverse variables loading 

onto each factor. These results came about by eliminating 6 out of the 21 BOH 

variables. Fifteen variables remained loading on to the 3 factors, and they were spread 

as follows: 
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BOH Factor 1 BOH Factor 2 BOH Factor 3 

(BOH7) Visibly 

exaggerated tattoos are 

unacceptable for FOH 

candidates. 

(BOH1) Recruiters for 

BOH consider physical 

appearance when hiring. 

(BOH19) Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair…) can 

diminish a candidate’s 

chances of being hired. 

(BOH8) Obesity can 

negatively affect the 

FOH applicant’s hiring 

chances. 

(BOH2) A photo on the 

resume is a control tool 

for HR to screen 

candidates. 

(BOH21) Poor dental 

care (unaligned, crooked 

or rotten teeth can 

diminish a candidate’s 

chances of being hired. 

(BOH10) Religious attire 

(religious symbols) can 

negatively affect the 

BOH applicants’ hiring 

chances. 

(BOH3) HR personnel 

have the same perception 

of physical attractiveness 

of FOH candidates. 

 

(BOH11) Unusual 

hairstyles can negatively 

influence an employer’s 

hiring decision. 

(BOH4) Physical 

appearance is taken more 

into consideration with 

female candidates than 

with male candidates. 

 

(BOH12) Nontraditional 

hair color can diminish a 

candidate’s chances of 

being hired. 

(BOH5) Physical 

appearance can 

compensate the lack in 

skills or knowledge. 

 

(BOH14) Not wearing 

any makeup can 

negatively affect the 

female FOH applicant’s 

hiring chances. 

  

(BOH16) Nonstandard 

visible piercings (nose, 

tongue, eyebrows, etc.) 

can diminish a 

candidate’s chances of 

being hired. 

  

(BOH17) Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, 

breast size…) can 

diminish a candidate’s 

chances of being hired. 

  

 

Table 16: BOH Factors. 

 (Source: SPSS) 
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Factor one consists of variables that are related to the BOH applicant’s physical 

appearance that they have or don’t have any control over (not based on preference). 

Moreover, factor two is comprised of variables that are related to the recruiter’s 

impression during the hiring process. Finally, factor three is related to the BOH 

applicant’s hygiene and grooming. 

Similarities and Differences between the FOH and BOH Factors. 

There are some major similarities between the FOH and BOH factor analyses. 

The first common point is that in both analyses, the variables were loaded into 3 factors. 

The factors are also very similar in their formation.  In BOH and FOH, factor 1 is made 

up of factors related to the candidate’s physical appearance; however, the difference is 

that FOH factor 1 contains variables related to the candidate’s physical appearance that 

are due to his/her preferences, and that are controlled by the applicant. On the other 

hand, factor 1 for BOH consists of all of the candidate’s physical features including the 

ones that cannot be controlled easily or are not related to their preference such as BOH8 

(Obesity can negatively affect the FOH applicant’s hiring chances.) and BOH17 

(Excessive or botched plastic surgeries (cheeks, lips, facelift, breast size…) can 

diminish a candidate’s chances of being hired.). Moving on, factor 2 in FOH consists 

of variable that the candidate cannot control; nonetheless, they are judged or taken into 

consideration by the recruiter. For instance, obesity, the photo on the resume, HR 

personnel’s perception, and physical appearance compensating the lack of skills and 

knowledge. As for Factor 2 for BOH, is also comprised of variables related to the 

employer during the hiring process. The variables in this factor are related to the hirers’ 

perceptions and considerations; however, it also considers additional variables to those 

found in FOH factor 2 which are gender (BOH4), and whether they believe that 
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recruiters consider physical appearance while hiring (BOH1). Also, as mentioned 

before the variable related to obesity is in BOH factor one. Finally, the 3rd factor for 

both FOH and BOH consists of similar variables, and BOH factor 3 as well as FOH 

factor 3 are related to the candidate’s personal hygiene. 

Factor Reduction: Regression of BOH Factors 

Similar to the FOH factors, through means of a linear regression, we examined 

the relationship of the variables to their designated factors. We wanted to see whether 

or not the variables were being forced to belong to a certain factor. 

Linear Regression Factor 1 – BOH 

While performing the BOH linear regression for factor 1, we placed the factor 

as the dependent variable which was summarized into Regr factor score 1 for analysis 

whereas the independent variables were the variables that fit into that factor (BOH7, 

BOH8, BOH10, BOH11, BOH12, BOH14, BOH16 & BOH17). The Model Summary 

table shows that the R Square is at 0.973 signifying that the independent variables 

justify 97.3% of the variability in regression factor 1. Moreover, the Durbin Watson is 

at 1.933 meaning there is scarcely a positive correlation among the residuals. 

 

Table 17: Model Summary- BOH -Factor 1 

 (Source: SPSS) 

 

The p-value for the Anova is at 0 this meaning that the regression model is 

statistically significant. In addition, the independent variables of factor 1 explain a great 

amount of Regr factor score 1 for analysis. 
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Table 18: Anova Summary Table- BOH-Factor 1 

 (Source: SPSS) 

 

Moving on to the Coefficients Table, the p-values of the 8 variables are at 0. 

This shows that the variables clarify and want to belong to BOH factor 1. As for the 

Beta (Standardized Coefficients), it indicates that BOH11 is the most important variable 

in factor 1 because its coefficient is the highest (2.55) among all the other variables in 

factor 1. The 8 variables are the most noteworthy BOH variables because they fit into 

factor 1 which has the highest factor %. Not to forget that BOH11 is the strongest BOH 

variable out of all the other BOH variables since it has the highest Beta. 
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Table 19: Coefficients Output Table- Factor 1 - BOH 

 (Source: SPSS) 

 

Linear Regression Factor 2 – BOH 

As for the 2nd factor, Regr factor score 2 for analysis is the dependent variable 

while the independent variables areBOH1, BOH2, BOH3, BOH4 and BOH5. The 

Model Summary table depicts the R Square at 0.941 signifying that the independent 

variables clarify 94.1% of the variability in regression of BOH factor 2. Adding to that, 
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the table shows the Durbin Watson at 1.937 meaning that there is barely a positive 

correlation. 

 

Table 20: Model Summary Table- BOH -Factor 2 

 (Source: SPSS) 

 

As for the Anova table, it has a p-value of 0 showing that the regression model 

is statistically significant. Also, this means that BOH1, BOH2, BOH3, BOH4 and 

BOH5 explain a significant amount of the dependent variable (factor2). 

 

Table 21: Anova Table- BOH -Factor 2 

 (Source: SPSS) 

 

The Coefficients Table displays the p-value of the 5 independent variables, and 

they are all at 0 signifying that they explain and aren’t being forced to belong to factor 

2. The Standardized Coefficients indicate that BOH2 is the strongest variable in factor 

2 since it has the highest coefficient out of the other for variables in this factor at 0.343. 
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Table 22: Coefficients Output Table- Factor 2 - BOH 

 (Source: SPSS) 

 

Linear Regression Factor 3 – BOH 

 The final linear regression conducted for the thirds BOH factor consists of the 

dependent variable Regr factor score 3 for analysis and the independent variables 

BOH19 and BOH21. Based on the Model Summary table, the R Square is at 0.957; 

therefore, BOH19 and BOH21 explain 95.7% of the variability in regression factor 3. 

Also, the table demonstrates that the Durbin Watson is at 1.823 meaning that there is 

slightly a positive correlation. 

 

Table 23: Model Summary Table- BOH -Factor 3 

 (Source: SPSS) 
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 The Anova table has a p-value of 0. This indicates that the regression model is 

statistically significant and that BOH19 and BOH21 explain a significant amount of the 

dependent variable. 

 

Table 24: Anova Table- BOH -Factor 3 

 (Source: SPSS) 

 

As for the Coefficients Table, it shows the p-value of the independent variables 

at 0 proposing that BOH19 and BOH21 want to belong to factor 3. The Beta indicated 

that BOH19 is more important than BOH21 because it has higher coefficient at 0. 661. 

BOH19 and BOH21 belong to factor 3; therefore, they are the least important out of all 

of the BOH variables because they belong to the lowest factor %. Moreover, BOH21 is 

the least significant BOH variable because it has the lowest Standardized Coefficient 

in factor 3. 

 

Table 25: Coefficients Output Table- Factor 3 - BOH 

 (Source: SPSS) 
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Factor Analysis of FOH and BOH Variables 

After conducting a factor analysis on FOH and BOH variables separately, we 

decided to join the two sets of variables and conduct a joint factor analysis of the two. 

For this factor analysis, we used several approaches and tried to receive the best results 

by not removing a lot of variables and by loading the variables in an acceptable amount 

of factors. The first method that we employed was to eliminate the variables that were 

cross loading in all the rotations. 

We tested the sampling adequacy and Sphericity of the variables. The KMO is 

at 0.828. As a result, factor analysis can be conducted. This also means that the BOH 

and FOH variables can be interrelated. The Bartlett’s Test of Sphericity shows that the 

p-value is equal to 0 signifying that the variables are correlated, and that we can proceed 

with factor analysis. 

 

Table 26: KMO and Bartlett’s Test for FOH and BOH variables 

 (Source: SPSS) 

 

 The Anti-Image Matrices table shows that the anti-image correlation diagonals 

for all of the BOH and FOH variables are greater than 0.5. Furthermore, the total 

variance explained portrayed that the FOH and BOH variables are loading into 11 

factors, and the Cumulative percentage of the factors is at 66.208%. Moreover, the 

component matrix shows 15 out of our 42 variables are cross loading. After conducting 

the rotations, one by one, we removed 16 variables (BOH3, BOH4, BOH6, BOH7, 

BOH8, BOH17, BOH20, FOH4, FOH5, FOH6, FOH12, FOH13, FOH14, FOH16, 
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FOH17 & FOH20) that were cross loading during all the rotations. This resulted in no 

variables cross-loading, a KMO of 0.788 and the variables were loading into 8 factors. 

We couldn’t remove any more variables since all of their communalities extraction 

values were greater than 0.5; however, we considered that 8 factors were still a large 

number of factors and that we had lost a lot of variables during the process. Nonetheless, 

some of the factors’ distributions made sense, and they were similar to the previous 

factor analyses conducted on either FOH or BOH variables. (Refer to Appendix F)  

The second approach that we tried was to eliminate the variables that belonged 

to the factors that had the lowest % of variance and that had low communalities then 

conducting the rotations; however, similar to the first method, we were left with many 

factors and we had to eliminate plenty of variables. 

The last approach that we tried was to force the variables into a fixed number 

of 6 factors. The KMO was at 0.828, the cumulative % of the factors is at 52.067% and 

the component matrix showed that there were 13 variables that were cross loading. We 

removed the variables one by one based on if they were cross loading in all rotations 

and if they had a low communality.  We ended up with removing 11 variables, and the 

rest were diverse variables that were loading onto 6 factors. After removing the 11 

variables, the KMO was at 0.825 and the cumulative % increased to 55.771%. This 

approach at first seemed to be the best for the BOH and FOH variables since it required 

the least amount of variables removed, we had 6 factors, but the distribution of the 

variables didn’t make sense. Thirty-one variables remained loading on to the 6 factors. 

(Refer to Appendix G) 
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Nonparametric Testing  

Nonparametric Two Sample Test 

We wanted to see if there is a difference between genders regarding the FOH 

and BOH variables. The Mann-Whitney test shows us when there is a difference 

between the samples. For this study, there were plenty of variables that had a difference 

in their distribution; however, this study only focused on the variables that were 

regarded as the most interesting to discuss and that added value to the research. 

Gender and Recruiters Considering Appearance for FOH Candidates (FOH1). 

Based on the Mann-Whitney test, the male and female distributions are not 

identical when it comes to recruiters considering appearance while hiring FOH 

applicants since sig. is at 0.033 and it is less than 0.05; therefore, we reject the null 

hypothesis that there is no difference between the genders. The mean ranks show that 

the women have a higher mean rank (131.26) than the men (112.82). This means that 

female recruiters more so than male recruiters consider physical appearance during the 

hiring process of FOH applicants. 
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Test Statisticsa 

 

(FOH1)Recruiters for FOH 

consider physical appearance 

when hiring. 

Mann-Whitney U 5924.500 

Wilcoxon W 15794.500 

Z -2.132 

Asymp. Sig. (2-

tailed) 
.033 

a. Grouping Variable: gender 
 

Ranks 

 

Gender N 

Mean 

Rank 

Sum of 

Ranks 

(FOH1)Recruiters 

for FOH consider 

physical 

appearance 

when hiring. 

Male 140 112.82 15794.50 

Female 100 131.26 13125.50 

Total 

240   

Table 27: Nonparametric: Mann-Whitney Test – Gender and FOH1 

 (Source: SPSS) 

 

Gender and Applicants Wearing Over Exposing Clothes. 

The Mann-Whitney test shows us that there is a significant difference between 

the genders’ ratings regarding FOH and BOH applicants wearing over exposing clothes. 

This is due to the fact that the p-values for both tests are less than 0.05 (FOH18 at 0.002, 

BOH18 at 0.020). Female recruiters consider that over exposing clothes will negatively 

affect the FOH and BOH candidates’ hiring chances since their mean rank in both is 

higher than that of the male recruiters. 
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Ranks 

 
gender N Mean Rank Sum of Ranks 

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

Male 140 109.16 15282.00 

Female 100 136.38 13638.00 

Total 
240   

(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

Male 140 111.90 15666.00 

Female 100 132.54 13254.00 

Total 
240   

 

Test Statisticsa 

 

(FOH18)Wearing 

over exposing 

clothes can 

diminish a 

candidate’s 

chances of being 

hired. 

(BOH18)Wearing 

over exposing 

clothes can 

diminish a 

candidate’s 

chances of being 

hired. 

Mann-Whitney U 5412.000 5796.000 

Wilcoxon W 15282.000 15666.000 

Z -3.094 -2.326 

Asymp. Sig. (2-tailed) .002 .020 

a. Grouping Variable: gender 
 

Table 28: Nonparametric: Mann-Whitney Test – Gender and FOH18/BOH18 

 (Source: SPSS) 

 

Nonparametric K-Sample Tests 

The nonparametric analysis for independent factors that had more than two 

samples was conducted by means of a Kruskal-Wallis test. Similar to the Mann-

Whitney test, this study had plenty of variables that had distributions that weren’t 

identical; therefore, we shed a light on the specific variables. 
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Age and the Candidates’ Excessive Beauty 

Based on the Kruskal-Wallis test, not all ages have the same distribution 

regarding excessive beauty for FOH candidates since 0.004 < 0.05. Younger 

participants (21-30) are the group that considers excessive beauty to play against the 

candidates’ chances of being hired since they have the highest mean rank at 136.61. 

While the oldest participants (51 and older) don’t consider excessive beauty as a factor 

when it comes to hiring because they have the lowest mean rank out of all the age 

groups and it is much lower than the other mean ranks. 

 

Ranks 

 
Age N Mean Rank 

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of being 

hired. 

21-30 96 136.61 

31-40 100 111.32 

41-50 39 113.73 

51 and older 5 47.60 

Total 240  

 

Test Statisticsa,b 

 

(FOH15)Excessive 

beauty can play 

against the 

candidate’s chances 

of being hired. 

Chi-Square 13.422 

df 3 

Asymp. Sig. 
.004 

a. Kruskal Wallis Test 

b. Grouping Variable: age 

 
 

Table 29: Nonparametric: Kruskal-Wallis – Age and FOH15 

Source: SPSS 
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Age and Candidates Having Visible and Exaggerated Tattoos. 

The p-value signifies that there is a difference in the distribution between the 

recruiters’ ages since 0.030 < 0.05. Older participants consider tattoos to be 

unacceptable for BOH candidates while younger participant are more accepting of 

visible and exaggerated tattoos. Based on the mean ranks, we can see that the younger 

the participant group, the more accepting they are of BOH candidates with tattoos. 

 

Ranks 

 
age N Mean Rank 

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

21-30 96 112.65 

31-40 100 115.83 

41-50 39 148.08 

51 and older 5 149.50 

Total 240  

 

Test Statisticsa,b 

 

(BOH7)Visible, 

exaggerated 

tattoos are 

unacceptable 

for BOH 

candidates. 

Chi-Square 8.973 

df 3 

Asymp. Sig. .030 

a. Kruskal Wallis Test 

b. Grouping Variable: age 

 
 

Table 30: Nonparametric: Kruskal-Wallis – Age and BOH7 

Age and Candidates Not Wearing any Make-up 

The test indicates that the distributions are not identical (0.023 < 0.05). The 

youngest age group has the highest mean rank at 134.42. Moreover, the younger 
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participants consider makeup as important for BOH candidates since they regard that 

not wearing any makeup can negatively affect the female BOH applicants hiring 

chances; however, the older participants don’t consider makeup as an important factor 

during hiring for BOH since they have the lowest mean rank, and it is much lower than 

the remaining age groups’ ranks. 

 

Ranks 

 
age N Mean Rank 

(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

21-30 96 134.42 

31-40 100 113.56 

41-50 39 111.68 

51 and older 5 60.90 

Total 240  

 

Test Statisticsa,b 

 

(BOH14)Not 

wearing any 

makeup can 

negatively affect 

the female BOH 

applicant’s 

hiring chances. 

Chi-Square 9.575 

df 3 

Asymp. Sig. .023 

a. Kruskal Wallis Test 

b. Grouping Variable: age 

 
 

Table 31: Nonparametric: Kruskal-Wallis – Age and BOH14 

Age and Physically Attractive Employees in F&B  

The output below shows that younger applicants consider physically attractive 

employees to be more employable in the F&B industry than any other age group. This 

is due to the reason that they have the highest mean rank. Also, there is a significant 
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difference between the age groups when it comes to attractive applicants being regarded 

as more capable than unattractive applicants. The younger recruiters consider attractive 

applicants as being more skilled than unattractive applicants (they have the highest 

mean at 141.02) while older participants don’t consider attractive candidates as more 

capable. The older the applicant, the more they consider that attractiveness isn’t a factor 

during hiring. 

 

Ranks 

 
age N Mean Rank 

Physically attractive 

employees are more likely to 

be hired for jobs in the food 

and beverage industry. 

21-30 96 134.71 

31-40 100 104.49 

41-50 39 126.63 

51 and older 5 120.00 

Total 240  

 

Test Statisticsa,b 

 

Physically 

attractive 

employees are 

more likely to be 

hired for jobs in 

the food and 

beverage 

industry. 

Chi-Square 10.301 

df 3 

Asymp. Sig. .016 

a. Kruskal Wallis Test 

b. Grouping Variable: age 

 
 

Table 32: Nonparametric: Kruskal-Wallis – Age and Physically attractive employees 

are more likely to be hired for jobs in the food and beverage industry 
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Recruiter’s Work Experience and FOH Candidates Not Wearing any Makeup. 

There is a significant difference in distribution among the hiring managers’ 

years of experience. The least experienced recruiters (less than 5 years) consider FOH 

and BOH applicants that do not wear any makeup are at a disadvantage when it comes 

to hiring. The more experienced the employer is, the more they don’t consider 

wearing makeup as important for neither the FOH nor the BOH candidates since as 

the work experience increases the mean rank decreases for both FOH14 and BOH14. 

 

Ranks 

 
Work experience in HR in 

hospitality institutions N Mean Rank 

(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

less than 5 years 111 135.22 

Between 5 and 10 years 61 117.94 

Between 11 and 20 years 52 101.90 

More than 20 years 16 88.59 

Total 240  

 

Test Statisticsa,b 

 

(FOH14)Not wearing 

any makeup can 

negatively affect the 

female FOH 

applicant’s hiring 

chances. 

Chi-Square 12.511 

Df 3 

Asymp. Sig. .006 

a. Kruskal Wallis Test 

b. Grouping Variable: Work experience in 

HR in hospitality institutions 
 

Table 33: Nonparametric: Kruskal-Wallis – Recruiter’s Work Experience and FOH14 

Source: SPSS 
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Nonparametric Friedman Test 

The Friedman test examines the difference between samples. This test is used 

when dependent variables’ measurements are examined at diverse situations for the 

same participant, and it compares ranked outcomes (Hinton. McMurray & Brownlow, 

2014). Our study is interested in examining what qualities and characteristics the 

recruiter regards as the most important while hiring FOH and BOH candidates. The 240 

subjects were asked to rank from 1 to 7 (1being the most important), 7 categories based 

on what they perceive to be the most important for FOH candidates and then for BOH 

candidates. 

The Friedman test’s Hypothesis Test Summary for FOH candidates shows that 

the p-value is at 0; therefore, there is a significant difference between the categories 

since sig. is less than 0.05. 

 

Table 34: Nonparametric: Friedman Test – Hypothesis Test Summary – FOH 

Source: SPSS 

 

The Friedman ranks table shows the mean ranks for each category. Since the 

null hypothesis was rejected, we know that there is a difference between the mean ranks 

of the characteristics. Based on the ranks table below, we can see that personality and 

attitude have the lowest mean rank meaning that they are the most important 

characteristic since 1 refers to the most important. In order to clarify the results, the 

FOH candidates ‘characteristics were categorized in a table next to that of the ranks 
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table starting with the most important until the least important features based on their 

mean ranks. Posture is regarded as the least important feature when it comes to FOH 

applicants while physical appearance is the 4th most important feature coming before 

education. 

 

 

FOH Personality/ 

Attitude 
2.82 

FOH Work 

Experience 
3.11 

FOH Skills and 

Knowledge 
3.40 

FOH Physical 

appearance 
3.73 

FOH Education 
4.33 

FOH Body 

Language 
4.85 

FOH Posture 
5.76 

Table 35: Nonparametric: Friedman Test – FOH Ranks Table 

Source: SPSS 

 

The same characteristics were ranked by the study’s recruiters for BOH 

applicants. Similar to that of FOH, the Hypothesis Test Summary indicates that the 

distribution of the characteristics is not the same since the p-value is less than 0.05.  

 

 

 

Table 36: Nonparametric: Friedman Test – Hypothesis Test Summary – BOH 

Source: SPSS 
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The BOH Ranks Table shows that recruiters consider Work experience to be 

the most important category when it comes to BOH applicants while similar to the mean 

ranks of FOH characteristics the Posture is the least important. Physical appearance for 

FOH applicants was considered as the 4th most important feature; however, as 

compared to the mean ranks of BOH categories it falls in 6th place. 

 

BOH Work 

Experience  

2.38 

BOH Skills and 

Knowledge 

2.50 

BOH Education  3.23 

BOH Personality/ 

Attitude  

3.26 

BOH Body 

Language 

5.15 

BOH Physical 

appearance 

5.47 

BOH Posture 6.03 

Table 37: Nonparametric: Friedman Test – BOH Ranks Table 

Source: SPSS 

 

Discussion  

In general, and after a thorough collection, processing, analysis, and 

interpretation of the data, it was found that physical appearance does indeed affect the 

hiring process, and that is in both the BOH and FOH related jobs in the food and 

beverage industry in Lebanon. Consequently, while appearance traits and factors were 

found to be impacting both types of jobs, it can be said that this study was able to 

support the hypothesis showing a correlation between the hiring process for the FOH 

and BOH job applicants and physical appearance. This, in turn, highlights how physical 
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appearance is important to hirers regardless of whether the job position being recruited 

has to do with directly interacting with customers or not. All of these results, in turn, 

were also found to support the findings of previously conducted studies and thus 

highlight the prevalence of people’s physical appearance traits and characteristics when 

applying for a job.  

Employer Requirements of FOH and BOH Jobs 

When it comes to the impact of physical appearance in the hiring process of 

FOH and BOH jobs, the findings show that this factor does not play the same role in 

these two different types of jobs. This, in turn, supports some previous researches while 

puts in question some others. When asked to rank different factors according to their 

importance while hiring FOH and BOH employees, it was found that physical 

appearance was ranked as the fourth most important characteristic in the hiring process 

of FOH jobs while it was ranked as the sixth when it comes to BOH jobs. Therefore, 

based on these findings, we don’t reject the hypothesis stating that employers judge 

FOH applicants on their physical appearance more than BOH applicants. These 

outcomes come in line with the findings of Chiang and Saw (2018), as well as López 

Bóo, Rossi, and Urza (2012), who claimed that physical appearance plays an important 

role in jobs such as receptionists, hosts and servers, especially when it comes to female 

applicants, while appearance was found to have a minimal impact on jobs such as 

kitchen staff and management. The impact of physical appearance that was found to be 

present in the hiring process of FOH jobs is also supported by N’Dobo (2014) who 

explained that the “what is beautiful is good” effect occurs in the selection process of 

jobs where contact with customers is required. These findings may be explained by the 

idea that FOH employees come in direct contact with consumers and thus represent the 
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image of the company or organization. For this reason, characteristics such as 

personality traits, character, and physical appearance tend to be extremely important in 

the hiring process of such jobs as they enhance the image of the company. In other 

words, such jobs require good communication and interaction with consumers, as well 

as a physically attractive appearance that will enhance the employee-consumer 

interaction; thus, ensuring customer-satisfaction. However, and when it comes to back-

office jobs, no or minimal contact occurs between the employees and the customers. 

Therefore, their skills and education are more important than the actual appearance and 

interaction of the employees. In such jobs, different skills are required and these are 

related to the knowledge and experience that employees have in managing their work 

and performing the tasks asked from them. This, in turn, also explains why the results 

showed that personality and attitudes as well as work experiences were ranked first and 

second respectively in FOH jobs while job experience and employee skills and 

knowledge were ranked first and second respectively in BOH jobs. These outcomes 

support the hypothesis stating that skills, knowledge and work experience are important 

factors when it comes to hiring BOH and FOH applicants; however, based on the 

Friedman nonparametric tests, competencies were considered more important for BOH 

jobs than FOH jobs. This may be explained by the idea that when employers are 

searching for BOH candidates, they look for professional skills, experience and 

knowledge which are necessary in order for them to perform their job adequately. The 

applicants’ work experience as well as skills ranked second and third respectively for 

FOH jobs; however, physical appearance was considered as more important than 

education since FOH employees’ appearance might affect customer interaction.  
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Physical Features that Impact Hiring in BOH and FOH Jobs 

 To go deeper into the impact of physical appearance on the hiring 

process, and when tackling HR manager’s perspectives about specific physical 

appearance variables and characteristics, it was generally found that the variables with 

low tolerance by hirers varied among FOH and BOH jobs while nontraditional 

characteristics were found to be unaccepted in both situations. These findings, in turn, 

were also found to come in line with previously conducted studies.  

 

Rank

s 

FOH Variables Ranked 

Standard 

Coefficient

s (Beta) 

BOH Variables Ranked 

Standard 

Coefficient

s (Beta) 

1 (FOH7)Visible, 

exaggerated tattoos 

are unacceptable for 

FOH candidates. 

 

0.288  (BOH11)Unusual 

hairstyles can 

negatively influence 

an employer’s hiring 

decision. 

 

0.255 

2 (FOH9)Facial hair 

(moustache, beard, 

eyebrows) can 

negatively affect the 

FOH applicant’s 

hiring chances. 

 

0.260 (BOH12)Non-

traditional hair 

colour can diminish a 

candidate’s chances 

of being hired. 

 

0.254 

3 (FOH16)Nonstandar

d visible piercings 

(nose, tongue, 

eyebrows, etc.) can 

diminish a 

candidate’s chances 

of being hired. 

 

0.243 (BOH16)Nonstandar

d visible piercings 

(nose, tongue, 

eyebrows, etc.) can 

diminish a 

candidate’s chances 

of being hired. 

 

0.186 

4 (FOH12)Non-

traditional hair 

colour can diminish 

a candidate’s 

chances of being 

hired. 

0.213 (BOH17)Excessive 

or botched plastic 

surgeries (cheeks, 

lips, facelift, breast 

size…) can diminish 

a candidate’s 

0.163 
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 chances of being 

hired. 

 

5  (FOH11)Unusual 

hairstyles can 

negatively influence 

an employer’s hiring 

decision. 

 

0.157 (BOH10)Religious 

attire (religious 

symbols) can 

negatively affect the 

BOH applicant’s 

hiring chances. 

 

0.154 

6 (FOH10)Religious 

attire (religious 

symbols) can 

negatively affect the 

FOH applicant’s 

hiring chances. 

 

0.153 (BOH7)Visible, 

exaggerated tattoos 

are unacceptable for 

BOH candidates. 

 

0.144 

 

Table 38: The ranking of the most important FOH and BOH variables based on their 

Beta 

 (Source: SPSS) 

 

Visibly Exaggerated Tattoos 

The factor analysis that was conducted for the FOH variables showed that 

visible and exaggerated tattoos represent the most unacceptable characteristic for FOH 

candidates, while ranking the sixth for BOH candidates. This, in turn, supports the 

findings of Brallier et al. (2011) and Fanuko’s (2015), who showed that restaurant 

managers hiring employees for service jobs prefer applicants with no visible tattoos; 

this doesn’t include themed, focused or dedicated restaurants where tattoos could be of 

an added value. Fanuko (2015) also supports this idea by showing that this requirement 

is more flexible when hiring for BOH jobs as such employees are faced with less strict 

policies of tattoo hiding. This may be explained by the idea that tattoos tend to be 

controversial and not accepted or favored by everyone. Therefore, their appearance on 

employees who have direct contact with customers may negatively impact this 

interaction and thus, negatively affect the organization’s image in the minds of 
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consumers. It is also important to note that the results obtained by this study showed 

that all ages of HR managers agreed that tattoos should be unacceptable for FOH 

candidates; however, this differed for BOH candidates, as older participants found 

tattoos as unacceptable while younger generations were more accepting of these 

appearances as proven by the nonparametric testing. This, in turn, may be also 

explained by the idea that younger managers and generations tend to be more open-

minded and accepting of new trends and non-traditional appearances when compared 

to older generations who tend to be attached to the classical appearances and standards.  

Facial Hair 

 Another variable that was considered to be a red flag while hiring FOH 

employees was facial hair as it was ranked the second most rejected characteristic 

during the hiring process. This, in turn, is also supported by previously conducted 

studies. In other words, these findings come in line with the claim of Shannon and Stark 

(2003) which consisted of the idea that facial hair negatively impacts the final decision 

in the hiring process of FOH applicants. This finding is also confirmed by Suza et al. 

(2003) who stated that employers favored men with no facial hair. All of these results 

may be explained by the idea that facial hair may be considered as a reflection of the 

hygiene of the applicants and in turn reflects the hygiene standards followed by the 

organization as a whole. Moreover, beards and other forms of facial hair may symbolize 

other images such as terrorist appearances and many more (Oldstone-Moore, 2015). 

Since hygiene is one of the most important characteristics in the food and beverage 

industry, providing employees with high hygiene and grooming standards is necessary 

in order to maintain positive company image in the minds of consumers and a positive 

reflection of the standards followed by the organization.  Also, FOH employees cannot 
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wear facial or hair nets while this is an option for BOH employees. Nowadays, plenty 

of men grow their beards and the idea of embracing facial hair has become very popular; 

however, despite becoming an increasing trend, growing facial hair is not favored by 

HR managers and hirers.  

Visible Piercings  

 The third variable that recruiters find as diminishing to the recruitment 

process are non-standard visible piercings, and this, in turn, coincides with the 

findings of previous literature. Based on the FOH and BOH factor analysis, visible 

piercings were regarded as the third unaccepted variable during the hiring process and 

this comes in line with the findings of McElroy et al., (2014), who previously claimed 

that facial piercings can negatively impact the hiring chances of applicants. This also 

supports the findings of Timming et al. (2017) who stressed on the negative effects 

that piercings have on the FOH job applicants’ image and chances during recruitment. 

Piercings are frowned upon during the hiring of FOH and BOH candidates in F&B 

since the Lebanese society still regards piercings as unconventional and controversial, 

and this explains why this variable ranked third in both job types. When it comes to 

FOH recruiting, visible piercings can affect the person’s image negatively by linking 

them to unlikable characteristics as mentioned by McElroy et al., (2014), and this in 

turn may affect the company’s image. Another reason is that job candidates can 

remove piercings before the interview or during working hours. The applicant should 

have a clear idea whether or not the company that he/she is applying to tolerates 

piercings, self-expression or not. When it comes to the BOH recruiting process, 

piercings are also taken into consideration as they also negatively impact the 
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perception of employers as applicants with such characteristics may be regarded as 

not suited for the job and thus, not taken seriously.   

Hair Color and Hair Style 

 When it comes to testing the impact of hair color and hair style on the 

hiring process, both variables were found to affect BOH and FOH job recruitment; 

however, in different levels. Interestingly, results showed that these two variables 

come hand in hand. According to the FOH factor analysis, non-traditional hair color 

and unusual hair styles ranked as the fourth and fifth non-preferable characteristics 

respectively. On the other hand, these two variables were highly significant when 

hiring BOH applicants as unusual hairstyle ranked first and non-traditional hair color 

ranked second. These two variables can be expected to be taken into consideration in 

FOH job recruitment as the employees’ looks and appearances, as previously stated, 

reflect the image of the company as well. However, and what is surprising is the great 

importance that these two hair variables have in the BOH hiring process. This, in turn, 

may be explained by the idea that applicants with unusual hair colors and styles may 

be perceived as being rebels or even unprofessional. They may even be perceived as 

seeking attention or even a form of distraction. Moreover, some, customers might be 

offended by the unconventional hair color or hairstyle. All of these different 

perceptions reduce the applicant’s chance of being recruited. It is also important to 

take into consideration that hair cannot be covered the way tattoos or other visible 

characteristics can be. For that reason, such characteristics related to hair styles and 

looks may be given higher importance than other attributes. However, all of these 

findings show a great discrepancy between the way the Lebanese society perceives 

unusual hair styles and colors in comparison with other societies and cultures. While 
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Watts (2010) stated that unusual hair looks used to be a taboo and unaccepted but 

have become great trends in these modern days, the results show that such unusual 

appearances are still regarded as unaccepted and inappropriate and have not yet 

reached the stage of becoming normal trends that do not negatively impact the 

perception of the person with the style. This, in turn, highlights the Lebanese society’s 

tendency to lag behind current trends and styles that are still considered as taboos and 

that are still faced with a great amount of prejudice and criticism.  

Excessive or Botched Plastic Surgery 

 As previously mentioned, very few studies were conducted in order to 

find the correlation between excessive or botched plastic surgery and hiring. 

However, this current study has showed some interesting results regarding the 

perceptions of HR managers towards applicants with such types of physical 

modifications. According to the BOH factor analysis, excessive or botched plastic 

surgery came in as fourth when it comes to diminishing a candidate’s chances of 

being hired. While it was proven by previous literature, such as the studies conducted 

by Kalus and Cregan (2017), that it boosts the confidence of employees and 

applicants, it reduces, on the other hand, their chances of getting employed for BOH 

jobs. This, in turn, may be explained by the idea that excessive and botched plastic 

surgery may have a distracting impact on the hirer and that is through distorting their 

focus on characteristics not related to the job itself. In addition to that, such types of 

excessive plastic surgeries may even negatively impact the first impression made 

about an applicant. A candidate with excessive and botched plastic surgery may not 

be taken seriously and may be thought to be superficial instead of being capable of 
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holding managerial responsibilities and having the right skills for the job being 

applied for.  

Religious Attire  

 When it comes to the impact of religion on the hiring process, this 

study, in accordance with previous literature, shows that a candidate’s religious 

affiliation does indeed impact his or her chance of getting accepted for a job in both 

FOH and BOH positions. Results of this current study showed that religious attire was 

ranked as fifth in BOH and sixth in FOH; thus, highlighting the role that religion 

plays in both types of jobs. This, in turn, comes in line with the findings of a number 

of previously conducted studies. Ghumman and Ryan (2013) and Ghumman and 

Jackson (2008) show that religious identifiers, such as the hijab, that are worn during 

the hiring process can negatively affect the hiring decision. The findings of these 

studies support the results of this current study; therefore, it can be concluded that 

religion still plays a great role in the Middle Eastern Society. In a country with a 

sectarian system, as well as a total of 18 different religious sects coexisting together 

under one society, it is of no doubt that religious attire is an important aspect in 

Lebanese people’s lives and culture; thus, allowing it to have an impact on different 

aspects of their lives, including the hiring process. During the hiring process, 

employers might be interested in applicants who are similar to them; thus, those who 

appear to share the same religious views as the employer might have an advantage in 

forming a stronger connection with them. As a result, religious bias can take place 

when there is a hint of religious affiliations.   
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Obesity 

 When analyzing the data collected and obtained by this current study, 

one cannot but mention the fact that obesity was found to be one of the least important 

characteristic to hirers when considering the physical appearance variables, and that is 

in both FOH and BOH jobs. To be more specific, obesity had the lowest Beta value in 

BOH factor 1. When it comes to the FOH jobs, obesity was the only physical 

appearance variable that was loaded into factor 2. These results, in turn, diminish the 

importance of obesity in the hiring process when compared with the findings of 

previous researchers. While Flint et al. (2016) and Vazquez and Gonzalez (2020) 

consider obesity to be a very important factor when it comes to hiring, this study still 

includes obesity as one of the physical appearance variables playing a role in the 

hiring process; however, it was not considered as one of the recruiters’ main concerns. 

This diminished importance of obesity in the hiring process may be highly due to the 

fact that Lebanese citizens tend to be highly concerned with their physical 

appearances and fitness; thus, reducing the percentage of obese Lebanese citizens. In 

addition to that, it is also important to note that the Lebanese diet, including people’s 

lifestyles as well as the Lebanese cuisine, tends to be healthier than other countries; 

thus, helping in the reduction of the number of obese Lebanese citizens. This, in turn, 

reduces the frequency of obese applicants being encountered during hiring; therefore, 

reducing the issue correlated to this specific physical aspect.  

Gender, Recruiters, and Physical Appearance 

 The findings of this study also showed a correlation between recruiters’ 

gender and their consideration of physical appearance while recruiting applicants. The 

Mann-Whitney Test portrayed that women recruiters take into consideration physical 
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appearance while hiring more so than men. Therefore, we reject the hypothesis stating 

that male recruiters value physical appearance while hiring more than female recruiters. 

The results of this study don’t align with that of Niu (2018) that considered that male 

recruiters judge job applicants’ based on their physical appearance more than females. 

While previous literature showed that female applicants are the ones most affected by 

physical appearance judgements, the results of this study also showed that female 

recruiters are the ones who severely judge applicants based on their looks. This, in turn, 

may be explained by the idea that Lebanese women tend to highly value looks and 

physical appearances. This strong importance that is given by women towards how they 

appear is embedded in the Lebanese culture to the point that it may impact their 

valuation of looks in the recruiting process. Gender was also found, by the results of 

this study, to be an important factor to be taken into consideration while examining 

recruiters’ preferences and attitudes towards specific physical traits and looks in both 

FOH and BOH jobs. As previously mentioned in the literature, and according to Karl 

et al. (2013), wearing provocative outfits can sometimes negatively impact individuals’ 

first impressions. However, the results of this study found that, in fact, it is female 

recruiters who find revealing clothes to negatively impact the applicants’ chance of 

getting employed while male recruiters seem to be indifferent regarding female 

applicants’ over exposing clothes. The Lebanese society is still considered as a reserved 

one, especially when it comes to women; thus, the latter still seems to follow the norm 

of wearing reserved clothes. This, in turn, may explain why female recruiters tend to 

negatively judge a female applicant wearing over exposing clothes as she would not be 

abiding by the society’s norm. Thus, while men may be indifferent about such physical 

features and on the other hand may even find such revealing appearances to be 
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attractive, women tend to negatively judge such applicants and reduce their likeliness 

of getting employed.  

Age, Recruiters, and Physical Appearance 

 Age was also found to be a variable that is important to be taken into 

consideration when assessing the correlation between recruiters and their perceptions 

towards physical appearance of applicants. To start with, the findings of this study 

showed that young recruiters perceive attractive applicants as more skillful and 

qualified for the job while older recruiters do not focus on physical attractiveness to 

assess an applicant’s skills and competencies. However, and surprisingly, based on 

the Kruskal-Wallis non parametric test, young recruiters were found to perceive 

excessive beauty as negatively impacting FOH applicants’ chances of getting 

employed. These results, indeed, show that older recruiters tend to focus less on 

physical appearance and superficial attributes while focusing more on applicants’ 

skills and credentials, and this, in turn, may be the result of the fact that they tend to 

be highly experienced at their jobs; thus, being in consistence with the findings of this 

study which showed that the more experienced the recruiter is the less he or she 

focuses on physical appearance during the hiring process. However, and when it 

comes to the contradictory results regarding younger applicants’ attitudes towards 

attractiveness and excessive beauty, the findings of this study reveal how younger 

generations are strongly impacted by physical appearances and looks. This is also 

proven by the study’s results which showed that younger recruiters also highly value 

makeup in the recruiting process as BOH applicants with no makeup on tend to be 

more negatively judged than applicants wearing makeup. On the other hand, older 

recruiters disregard this factor in the BOH recruiting process. This also proves how 
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younger generations tend to focus more on superficial and appearance-related 

characteristics than older generations do. As a result, the study’s outcomes support the 

hypothesis stating that older and/or more experienced employers don’t focus on 

physical appearance while hiring as much as younger employers do. 

Conclusion  

The findings of this study support the hypothesis stating that the physical 

appearance of a job applicant affects the employers’ hiring decisions in F&B 

companies in Lebanon; however, it is clear that FOH applicants are judged based on 

their physical appearance more than BOH candidates. Adding to that, the results of 

the factor analysis support the hypothesis stating that physical characteristics that are 

considered trendy or are associated with a bad reputation can negatively affect the 

hiring chances of FOH and BOH applicants. Moreover, the outcomes of the study 

show that the age and gender of recruiters can affect their hiring decisions. 
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Chapter 5: Conclusions and Recommendations 

This chapter highlights some of the expected implications and outcomes that 

came to light after conducting the research. The research questionnaire’s findings were 

investigated in order to determine to what degree human resource managers in Lebanon 

are aware of physical appearance’s impact on decision making for FOH and BOH job 

applicants. Similar to previous research studies related to physical appearance and 

hiring (López Bóo et al., 2012; N’Dobo, 2014; Chaing & Saw, 2018) this study supports 

the hypothesis that physical appearance does in fact influence the perceptions, 

assessments and decisions of employers while they evaluate applicants. The outcomes 

of the study prove to some degree that physical appearance is an important factor when 

it comes to hiring employees; however, it isn’t considered by hiring professionals to be 

the most important since characteristics such as attributes or skills. Also, as expected, 

this study demonstrates that physical appearance is taken more into consideration when 

the candidate is applying for an FOH job. As previously mentioned, jobs where 

employees have to deal with clients and that require the workers to represent the 

company’s image might consider physical appearance as a significant factor (Tsaur& 
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Tang, 2013). Furthermore, the results of this study demonstrate that there are certain 

physical appearance variables that are taken more into consideration than others while 

hiring FOH and BOH candidates. Characteristics that express a candidate’s personality 

or preference or are considered trendy such as visibly exaggerated tattoos, visible 

piercings, unusual hairstyle and nontraditional hair color are the most physical 

appearance variables that are judged negatively by employers for both FOH and BOH 

candidates during the hiring process.   

The findings of this research imply that not all of the employers involved in this 

study share a similar mindset and point of view when it comes to hiring candidates for 

FOH and BOH jobs. This in turn, shows that even though all of the hiring managers 

come from F&B organizations in Lebanon, the expectations and hiring practices of each 

organization are different in regards of the importance of physical appearance. 

Moreover, this study uncovered additional variables that can influence the 

hiring process that employers aren’t aware of and that haven’t been explored by studies 

such as the recruiters age and gender and their effect on the perception of the job 

candidates’ looks. 

Limitations 

The findings of this study provided an insight on the effects of physical 

appearance on hiring F&B employees in Lebanon; however, this doesn’t include home 

employment. The COVID-19 pandemic has imposed lockdown measures which have 

increased the trend of working from home; however, this study doesn’t focus on the 

employment practices that take place online. There are other limitations that this study 

has encountered. The participants of this study were made up of HR managers as well 

as individuals who perform hiring practices such as owners and managers. Since plenty 
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of F&B companies in Lebanon don’t have an HR department or an HR manager, the 

ratings of the owner or the manager that conducts hiring or is responsible of the hiring 

decision was taken into consideration. As a result, some raters might not have as much 

hiring knowledge or professional experience as others. Also, there is a difference in the 

organizations’ hiring practices since some companies in this study have clear and 

consistent hiring criterion that HR managers have to follow while others might not have 

any guidelines for hiring. For this reason, the difference between small scale and large 

F&B companies should have been taken into consideration as well as the difference 

between the companies’ hiring practices. Another limitation that this study faced is that 

some participants might have answered based on what their company might consider 

to be ethical and good practice instead of providing their own experience and point of 

view. This is due to the fact that some questionnaires were distributed to the partakers 

through the company managers or owners. 

Managerial Implications 

The main purpose of this study was to find out whether physical appearance 

does play a role during the hiring of FOH and BOH job candidates in F&B companies 

in Lebanon. This study’s findings align with previous studies stating that physical 

appearance does in fact affect a candidates hiring chances to a certain extent (López 

Bóo et al., 2012; N’Dobo, 2014; Chaing & Saw, 2018). Therefore, this study can help 

F&B organizations improve their hiring practices by becoming aware of the influence 

that physical appearance has on the recruitment process for FOH or BOH employees. 

The organization can apply anti-discrimination policies related to lookism that hiring 

managers would have to abide by during hiring. The organizations should practice fair 

and ethical hiring by applying policies to diminish the influence of factors that are 
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unrelated to the job. Also, if the hiring professionals are aware of this bias, they may 

take measures to try and prevent it.  

Moreover, this study can be beneficial for job searchers who can now 

understand what F&B hiring managers intentionally or unintentionally look for during 

the hiring process. For instance, the research shows that recruiters in Lebanon are 

unaccepting of physical characteristics related to trends or self-expression such as 

visible tattoos or piercings during hiring for both FOH and BOH. Due to this research, 

people applying for a job in F&B companies can have an insight on and be more 

prepared for the interview process.  

The findings show that physical appearance does indeed impact the candidates 

hiring chances; therefore, companies that care about overcoming appearance 

stereotypes during hiring should design a hiring system that focuses on the applicants’ 

education, knowledge and skills.  

Applicants’ competencies should matter more during the hiring process since 

they drive companies towards success; therefore, hiring managers should focus more 

on abilities, knowledge and education than on the applicants’ physical appearance. 

Some Lebanese companies have already adopted hiring practices that prioritize job 

applicants’ competencies. In the early stages of hiring, companies can eliminate the 

candidates’ photo on their resume; therefore, the hiring managers can evaluate job 

seekers resumes and disregard those who do not meet the organizations requirements 

before having face to face interviews. During the interview process, lookism can be 

avoided by involving more than one hiring manager or decision maker where the 

decision is made by a group of people based on the best fit.  
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For a society that cares a lot about appearance, it will be a long process in order 

to reduce appearance based bias during hiring; however, the study can aid organizations 

in realizing the importance of training individuals or teams to be able to recognize the 

right qualifications needed for a certain job. For instance, training hiring managers to 

identify intended or unintended physical attractiveness bias (Shahani-Denning et al., 

2011). Hiring managers can be trained to challenge our society’s perceptions towards 

“What is Beautiful is Good” and recognize the damage that look-based hiring can have 

on the company.  

Furthermore, as previously mentioned, the Lebanese Labor Law is outdated and 

should be modified to help eliminate such biases during hiring. Nowadays, appearance 

discrimination is legal in Lebanon as well as most countries around the world; however, 

some studies have indicated that a law related to appearance discrimination might be 

too vague, impractical and can be misunderstood since there are plenty of factors and 

characteristics that are involved (Zakrzewski, 2005) As a result, applying appearance 

based discrimination policies during the hiring process at the organization’s level can 

be a better option for Lebanese F&B companies especially when the job specifications 

don’t include physical attractiveness. 

Finally, this study found out that variables related to the research such as their 

age and gender can affect how they perceive a job seeker based on their appearance. 

Thus, companies and future studies should focus on variables that the recruiter 

possesses that might affect the hiring process. 

Recommendations 

This study focuses on the responses of professional HR managers as well as 

employers and manager who aren’t as familiar with ethical and beneficial hiring 
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practices. As a result, future research should include a sample completely made up of 

professional HR managers who are more aware of hiring practices and guidelines. 

Furthermore, throughout the research it was evident that our culture and values play an 

important role when it comes to hiring based on physical appearance; thus, future 

studies should focus on the recruiters’ culture, values and norms that influence the 

recruitment process. Adding to that, this study focused on FOH and BOH employees in 

F&B companies only. Future studies could involve other industries since this study’s 

findings cannot apply to all Lebanese companies. Also, this study can be more focused 

on certain occupations in F&B companies instead of broadly referring to the jobs as 

FOH and BOH jobs. For example, the researches can concentrate on specific FOH jobs 

such as waiters, receptionists and hostesses. 

Future researches should explore ways to decrease or eliminate look-based 

hiring in F&B companies in Lebanon and study the feasibility and credibility of 

proposed solutions as the ones mentioned in this research. Also, whether physical 

appearance continues to affect the candidate after being employed should be 

investigated. Does physical appearance affect their success in any way? Does the bias 

continue on affecting the job applicant even after being hired? 

Since some employers consider physical appearance to compensate for the lack 

of skills of knowledge, future studies should study the negative impact of choosing 

looks over skills, knowledge and education on the organization. 
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Appendices 

Appendix A - Survey 

I am Natalie Touma, an MBA student at Notre Dame University (NDU). I am 

conducting a research titled “The Effects of Physical Appearance on the Selection 

Process in the F&B Industry in Lebanon” under the supervision of Dr. Ghassan 

Beyrouthy. As a member of the HR department, you are invited to fill the below survey 

which will take up to 15 minutes for you to complete. Your involvement in this research 

is voluntary, and you may decline to participate. All of the survey answers will be 

anonymously recorded by the researchers; thus the information acquired will be kept 

confidential. 

N.B: Any person who works/worked in an HR department or any 

owner/director/manager who performs HR duties or functions is eligible to fill this 

questionnaire. 

A. Personal Information 
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1. Gender: 

☐ Male               ☐ Female                 

 

2. Your age: 

☐ 21 – 30 

☐ 31 – 40 

☐ 41 – 50 

☐ 51 and older  

 

3. Marital Status: 

☐ Single               ☐ Married               ☐ Divorced, separated, 

widowed 

 

4. What is the highest level of education that you have acquired? 

☐ Below Bacc II 

☐ Bacc II 

☐ Bachelor’s Degree 

☐ Master’s Degree or higher 

 

5. Have you ever worked in an HR department or performed HR functions in an 

F&B company? 

☐ Yes            ☐ No 

 

 

 

6. Work experience in HR in hospitality institutions. 

☐ Less than 5 years 

☐ Between 5 and 10 years  

☐ Between 11 and 20 years 

☐ More than 20 years 

 

7. Your position in the HR department. (Please select the one that most applies) 

☐ Recruitment and Selection 

☐ Training and Development 

☐ Compensation and Benefits (NSSF) 

☐ Timeliness and vacations (compliance) 



104 

 

 

 

☐ Other (Please Specify) 

_________________________________________ 

 

8. How long have you worked for your current employer? 

☐ Less than 1 year 

☐ 1 – 5 years 

☐ 6 – 10 years 

☐ More than 10 years 

 

B. Organization Related Information 

 

9. Which best describes your organization’s primary function? 

☐ Hotel & Lodging 

☐ Food & Beverages 

☐ Events & catering 

☐ Other (Please Specify) 

_________________________________________ 

 

10. Does your company hire people for the:  

☐ Local market         ☐ Regional market        ☐ Local and Regional 

market 

 

11.  Your company’s brand is:   

☐ Local               ☐ Regional             ☐ Local and Regional 

 

 

 

 

 

 

 

C. Research Related Information 

 

Front of the house employees (FOH): Members of an organization 

(ex: restaurant/hotel) that have direct contact with customers such as 

waiters, receptionists and hostesses. 

Back of the house employees (BOH): Employees of an organization 

that don’t directly deal with customers such as chefs, housekeeping 

attendants and accountants. 
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1. Please rank the following in order of importance from 1 to 7 where 1 is the 

most important to HR managers during the hiring process for FOH jobs and 7 

is the least important: 

☐ Education     ☐ Skills & Knowledge     ☐ Physical Appearance   

☐Work Experience ☐ Body Language     ☐ Posture     ☐ 

Personality/Attitude 

 

2. Please rank the following in order of importance from 1 to 7 where 1 is the 

most important to HR managers during the hiring process for BOH jobs and 7 

is the least important: 

☐ Education     ☐ Skills & Knowledge     ☐ Physical Appearance   

☐Work Experience ☐ Body Language     ☐ Posture     ☐ 

Personality/Attitude 

3. Below you will find several variables that are taken into consideration 

when hiring an employee. Please state your degree of agreeability of the 

importance of each. On a scale of 1 to 7 whereby 1 means strongly disagree, 

4 means neutral or indifferent, and 7 means strongly agree. 

 1 2 3 4 5 6 7 

Front of the house jobs (FOH)        

1. 

 

Recruiters for FOH consider 

physical appearance when hiring. 

1 2 3 4 5 6 7 

2. A photo on the resume is a control 

tool for HR to screen candidates.  

1 2 3 4 5 6 7 

3. HR personnel have the same 

perception of physical 

attractiveness of FOH candidates.  

1 2 3 4 5 6 7 

4. Physical attractiveness is taken 

more into consideration with 

female candidates than with males.  

1 2 3 4 5 6 7 

5. Physical appearance can 

compensate the lack in skills or 

knowledge 

1 2 3 4 5 6 7 

6. Much importance is given to the 

candidate’s dress code during 

FOH job interviews. 

1 2 3 4 5 6 7 

7. Visible, exaggerated tattoos are 

unacceptable for FOH candidates.  

1 2 3 4 5 6 7 

8. Obesity can negatively affect the 

FOH applicant’s hiring chances. 

1 2 3 4 5 6 7 
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9. Facial hair (moustache, beard, 

eyebrows) can negatively affect 

the FOH applicant’s hiring 

chances. 

1 2 3 4 5 6 7 

10. Religious attire (religious 

symbols) can negatively affect the 

FOH applicant’s hiring chances. 

1 2 3 4 5 6 7 

11. Unusual hairstyles can negatively 

influence an employer’s hiring 

decision. 

1 2 3 4 5 6 7 

12. Nontraditional hair color can 

diminish a candidate’s chances of 

being hired. 

1 2 3 4 5 6 7 

13. An excessive amount of makeup 

with female applicants can 

negatively affect the FOH 

applicant’s hiring chances. 

1 2 3 4 5 6 7 

14. Not wearing any makeup can 

negatively affect the female FOH 

applicant’s hiring chances. 

1 2 3 4 5 6 7 

15. Excessive beauty can play against 

the candidate’s chances of being 

hired.  

1 2 3 4 5 6 7 

16. Nonstandard visible piercings 

(nose, tongue, eyebrows, etc.) can 

diminish a candidate’s chances of 

being hired. 

1 2 3 4 5 6 7 

17. Excessive or botched plastic 

surgeries (cheeks, lips, facelift, 

breast size…) can diminish a 

candidate’s chances of being 

hired. 

1 2 3 4 5 6 7 

18. Wearing over exposing clothes can 

diminish a candidate’s chances of 

being hired. 

1 2 3 4 5 6 7 

19. Unattained personal hygiene 

(nails, smell, acne, clean shave, 

untamed hair …) can diminish a 

candidate’s chances of being 

hired. 

1 2 3 4 5 6 7 

20. Excessive jewelry and over the top 

ornaments can negatively affect 

the FOH applicant’s hiring 

chances. 

1 2 3 4 5 6 7 

21. Poor dental care (unaligned, 

crooked or rotten teeth can 

1 2 3 4 5 6 7 
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diminish a candidate’s chances of 

being hired. 

         

Back of the house jobs (BOH)        

22. Recruiters for BOH consider 

physical appearance when hiring. 

1 2 3 4 5 6 7 

23. A photo on the resume is a control 

tool for HR to screen candidates. 

1 2 3 4 5 6 7 

24. HR personnel have the same 

perception of physical 

attractiveness of BOH candidates.  

1 2 3 4 5 6 7 

25. Physical attractiveness is taken 

more into consideration with 

female candidates than with males.  

1 2 3 4 5 6 7 

26. Physical appearance can 

compensate the lack in skills or 

knowledge 

1 2 3 4 5 6 7 

27. Much importance is given to the 

candidate’s dress code during 

BOH job interviews. 

1 2 3 4 5 6 7 

28. Visible, exaggerated tattoos are 

unacceptable for BOH candidates.  

1 2 3 4 5 6 7 

29. Obesity can negatively affect the 

BOH applicant’s hiring chances. 

1 2 3 4 5 6 7 

30. Facial hair (moustache, beard, 

eyebrows) can negatively affect 

the BOH applicant’s hiring 

chances. 

1 2 3 4 5 6 7 

31. Religious attire (religious 

symbols) can negatively affect the 

BOH applicant’s hiring chances. 

1 2 3 4 5 6 7 

32. Unusual hairstyles can negatively 

influence an employer’s hiring 

decision. 

1 2 3 4 5 6 7 

33. Nontraditional hair color can 

diminish a candidate’s chances of 

being hired. 

1 2 3 4 5 6 7 

34. An excessive amount of makeup 

with female applicants can 

negatively affect the BOH 

applicant’s hiring chances. 

1 2 3 4 5 6 7 

35. Not wearing any makeup can 

negatively affect the female BOH 

applicant’s hiring chances. 

1 2 3 4 5 6 7 
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36. Excessive beauty can play against 

the candidate’s chances of being 

hired.  

1 2 3 4 5 6 7 

37. Nonstandard visible piercings 

(nose, tongue, eyebrows, etc.) can 

diminish a candidate’s chances of 

being hired. 

1 2 3 4 5 6 7 

38. Excessive or botched plastic 

surgeries (cheeks, lips, facelift, 

breast size…) can diminish a 

candidate’s chances of being 

hired. 

1 2 3 4 5 6 7 

39. Wearing over exposing clothes can 

diminish a candidate’s chances of 

being hired. 

1 2 3 4 5 6 7 

40. Unattained personal hygiene 

(nails, smell, acne, clean shave, 

untamed hair …) can diminish a 

candidate’s chances of being 

hired. 

1 2 3 4 5 6 7 

41. Excessive jewelry and over the top 

ornaments can negatively affect 

the BOH applicant’s hiring 

chances. 

1 2 3 4 5 6 7 

42. Poor dental care (unaligned, 

crooked or rotten teeth can 

diminish a candidate’s chances of 

being hired. 

1 2 3 4 5 6 7 

         

Organization        

43. It isn’t possible to always follow 

ethical hiring practices (in relation 

to physical appearance). 

1 2 3 4 5 6 7 

44. Selection based solely on physical 

appearance is an unethical 

conduct. 

1 2 3 4 5 6 7 

45. Physically attractive employees 

are more likely to be hired for jobs 

in the food and beverage industry. 

1 2 3 4 5 6 7 

46. Attractive candidates are 

considered as more capable when 

compared to unattractive 

applicants. (more success/perform 

better) 

1 2 3 4 5 6 7 

47. The physical attractiveness of 

women applying to managerial 

positions can be a disadvantage. 

1 2 3 4 5 6 7 
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48. The physical appearance of an 

employee can affect how a 

customer perceives the company’s 

image. 

1 2 3 4 5 6 7 

49. Physical attractiveness can be a 

deciding factor when two 

candidates have the same 

qualifications and skills. 

1 2 3 4 5 6 7 

 

 

 

 

 

 

 

 

Appendix B - Frequency and Percentage of Personal Information and 

Organization Related Information. 

Personal Information: 

gender 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Male 140 58.3 58.3 58.3 

Female 100 41.7 41.7 100.0 

Total 240 100.0 100.0  

 

age 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 21-30 96 40.0 40.0 40.0 

31-40 100 41.7 41.7 81.7 

41-50 39 16.3 16.3 97.9 
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51 and older 5 2.1 2.1 100.0 

Total 240 100.0 100.0  

 

maritalstatus 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Single 144 60.0 60.0 60.0 

Married 82 34.2 34.2 94.2 

Divorced,separated,widowed 14 5.8 5.8 100.0 

Total 240 100.0 100.0  

 

education 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Up to BacII 2 .8 .8 .8 

BacII 4 1.7 1.7 2.5 

Bachelor's Degree 150 62.5 62.5 65.0 

Master's Degree or higher 84 35.0 35.0 100.0 

Total 240 100.0 100.0  

 

 

Have you ever worked in an HR department or performed HR functions in 

an F&B company? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid yes 240 100.0 100.0 100.0 

 

Work experience in HR in hospitality institutions 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid less than 5 years 111 46.3 46.3 46.3 

Between 5 and 10 years 61 25.4 25.4 71.7 

Between 11 and 20 years 52 21.7 21.7 93.3 

More than 20 years 16 6.7 6.7 100.0 

Total 240 100.0 100.0  

 

Your position in the HR department 
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 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Recruitment and Selection 86 35.8 35.8 35.8 

Training and Development 65 27.1 27.1 62.9 

Compensation and Benefits 

(NSSF) 
8 3.3 3.3 66.3 

Timeliness and Vacations 

(Compliance) 
4 1.7 1.7 67.9 

Other 77 32.1 32.1 100.0 

Total 240 100.0 100.0  

 

 

How long have you worked for your current employer? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Less than 1 year 27 11.3 11.3 11.3 

1-5 years 148 61.7 61.7 72.9 

6-10 years 34 14.2 14.2 87.1 

More than 10 years 31 12.9 12.9 100.0 

Total 240 100.0 100.0  

 

 

Organization Related Information 

Which best describes your organization’s primary function? 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Hotel & Lodging 53 22.1 22.1 22.1 

Food & Beverages 146 60.8 60.8 82.9 

Events and Catering 13 5.4 5.4 88.3 

Other 28 11.7 11.7 100.0 

Total 240 100.0 100.0  

 

 

Does your company hire people for the 

 Frequency Percent Valid Percent 

Cumulative 

Percent 
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Valid Local market 109 45.4 45.4 45.4 

Regional market 8 3.3 3.3 48.8 

Local and regional market 123 51.2 51.2 100.0 

Total 240 100.0 100.0  

 

 

Your company’s brand is 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid local 83 34.6 34.6 34.6 

regional 45 18.8 18.8 53.3 

local and regional 112 46.7 46.7 100.0 

Total 240 100.0 100.0  

 

 

 

 

 

 

 

Appendix C – Descriptive Statistics 

Descriptive Statistics 

 N Range Minimum Maximum Mean 

(FOH1)Recruiters for FOH 

consider physical 

appearance when hiring. 

240 6.00 1.00 7.00 5.6583 

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

240 6.00 1.00 7.00 4.2167 

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

240 6.00 1.00 7.00 4.4292 
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(FOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

240 6.00 1.00 7.00 4.1875 

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

240 6.00 1.00 7.00 2.8333 

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

240 6.00 1.00 7.00 5.6667 

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

240 6.00 1.00 7.00 5.0000 

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

240 6.00 1.00 7.00 4.5875 

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

240 6.00 1.00 7.00 4.2000 

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

240 6.00 1.00 7.00 4.2125 

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

240 6.00 1.00 7.00 4.7375 

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

240 6.00 1.00 7.00 4.3750 

(FOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the FOH 

applicant’s hiring chances. 

240 6.00 1.00 7.00 4.7500 
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(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

240 6.00 1.00 7.00 3.8667 

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

240 6.00 1.00 7.00 3.2250 

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

240 6.00 1.00 7.00 4.6083 

(FOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

240 6.00 1.00 7.00 4.3958 

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

240 6.00 1.00 7.00 5.1542 

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

240 6.00 1.00 7.00 6.4125 

(FOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

FOH applicant’s hiring 

chances. 

240 6.00 1.00 7.00 4.5958 

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

240 6.00 1.00 7.00 5.4042 
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(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

240 6.00 1.00 7.00 3.4875 

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

240 6.00 1.00 7.00 3.3875 

(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

240 6.00 1.00 7.00 3.6208 

(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

240 6.00 1.00 7.00 3.2750 

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

240 6.00 1.00 7.00 2.2875 

(BOH6)Much importance is 

given to the candidate’s 

dress code during BOH job 

interviews. 

240 6.00 1.00 7.00 4.6667 

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

240 6.00 1.00 7.00 3.7083 

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

240 6.00 1.00 7.00 3.3833 

(BOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the BOH applicant’s 

hiring chances. 

240 6.00 1.00 7.00 4.0000 

(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

240 6.00 1.00 7.00 3.7792 

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

240 6.00 1.00 7.00 3.8125 
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(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

240 6.00 1.00 7.00 3.6083 

(BOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the BOH 

applicant’s hiring chances. 

240 6.00 1.00 7.00 4.3167 

(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

240 6.00 1.00 7.00 3.2250 

(BOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

240 6.00 1.00 7.00 3.0542 

(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

240 6.00 1.00 7.00 4.0000 

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

240 6.00 1.00 7.00 3.7917 

(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

240 6.00 1.00 7.00 4.8750 

(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

240 6.00 1.00 7.00 6.2208 
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(BOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

BOH applicant’s hiring 

chances. 

240 6.00 1.00 7.00 4.2292 

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

240 6.00 1.00 7.00 5.0083 

It isn’t possible to always 

follow ethical hiring practices 

(in relation to physical 

appearance). 

240 6.00 1.00 7.00 4.0625 

Selection based solely on 

physical appearance is an 

unethical conduct. 

240 6.00 1.00 7.00 5.8000 

Physically attractive 

employees are more likely to 

be hired for jobs in the food 

and beverage industry. 

240 6.00 1.00 7.00 4.8750 

Attractive candidates are 

considered as more capable 

when compared to 

unattractive applicants. 

(more success/perform 

better) 

240 6.00 1.00 7.00 3.4250 

The physical attractiveness 

of women applying to 

managerial positions can be 

a disadvantage. 

240 6.00 1.00 7.00 2.9125 

The physical appearance of 

an employee can affect how 

a customer perceives the 

company’s image. 

240 6.00 1.00 7.00 5.2000 

Physical attractiveness can 

be a deciding factor when 

two candidates have the 

same qualifications and 

skills. 

240 6.00 1.00 7.00 4.9625 

Valid N (listwise) 240     
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Appendix D – FOH Factor Analysis 

FOH - Communalities 

 

Communalities 

 Initial Extraction 
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(FOH1)Recruiters for FOH 

consider physical 

appearance when hiring. 

1.000 .707 

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

1.000 .641 

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

1.000 .567 

(FOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

1.000 .565 

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

1.000 .595 

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

1.000 .585 

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

1.000 .568 

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

1.000 .575 

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

1.000 .509 

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

1.000 .662 

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

1.000 .689 
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(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

1.000 .573 

(FOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the FOH 

applicant’s hiring chances. 

1.000 .618 

(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

1.000 .550 

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

1.000 .673 

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

1.000 .575 

(FOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

1.000 .455 

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

1.000 .604 

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

1.000 .598 
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(FOH20)Excessive jewellery 

and over the top ornaments 

can negatively affect the 

FOH applicant’s hiring 

chances. 

1.000 .638 

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

1.000 .571 

Extraction Method: Principal Component Analysis. 

 

FOH - Total Variance Explained  

 

Total Variance Explained 

Component 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

1 5.473 26.062 26.062 5.473 26.062 26.062 

2 2.267 10.796 36.858 2.267 10.796 36.858 

3 1.436 6.840 43.698 1.436 6.840 43.698 

4 1.264 6.019 49.717 1.264 6.019 49.717 

5 1.054 5.019 54.737 1.054 5.019 54.737 

6 1.025 4.881 59.618 1.025 4.881 59.618 

7 .936 4.460 64.077    

8 .886 4.218 68.295    

9 .793 3.778 72.073    

10 .765 3.641 75.715    

11 .688 3.278 78.993    

12 .636 3.030 82.023    

13 .602 2.868 84.891    

14 .512 2.437 87.327    

15 .473 2.252 89.579    

16 .458 2.183 91.762    

17 .434 2.066 93.827    

18 .373 1.776 95.603    

19 .340 1.617 97.221    

20 .324 1.540 98.761    

21 .260 1.239 100.000    

Extraction Method: Principal Component Analysis. 
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FOH - Component Matrix 

 

Component Matrixa 

 

Component 

1 2 3 4 5 6 

(FOH1)Recruiters for FOH 

consider physical 

appearance when hiring. 

  .607   .475 

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

.466 .589     

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

 .446 .452    

(FOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

.385 .411    -.401 

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .621     

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

.390    .594  

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

.503   -.535   

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

.524      

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

.509   -.385   
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(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

.409    -.596  

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.730      

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.665      

(FOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the FOH 

applicant’s hiring chances. 

.582 -.432     

(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

.584     .403 

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

.429  -.466    

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.706      

(FOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.539      

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

.559 -.419     
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(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

 -.584     

(FOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

FOH applicant’s hiring 

chances. 

.564      

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

.552      

Extraction Method: Principal Component Analysis. 

a. 6 components extracted. 

 

Varimax 

 

Rotated Component Matrixa 

 

Component 

1 2 3 4 5 6 

(FOH1)Recruiters for FOH 

consider physical 

appearance when hiring. 

    .817  

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

  .602  .412  

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

  .622  .406  

(FOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

  .603    
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(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

  .634    

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

     .630 

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

 .747     

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

  .686    

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

 .650     

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

 .413    -.661 

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

 .683     

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

 .641     

(FOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the FOH 

applicant’s hiring chances. 

.744      

(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

   .538   
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(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

   .739   

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.400 .539     

(FOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.512  .395    

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

.648      

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

.662      

(FOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

FOH applicant’s hiring 

chances. 

.651   .389   

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

.647      

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 

a. Rotation converged in 32 iterations. 
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Quartimax 

 

Rotated Component Matrixa 

 

Component 

1 2 3 4 5 6 

(FOH1)Recruiters for FOH 

consider physical 

appearance when hiring. 

    .785  

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

  .655    

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

  .679    

(FOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

  .539  -.408  

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

  .616    

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

     .633 

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

 .746     

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

  .695    

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

 .660     
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(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

 .416    -.662 

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

 .667     

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

 .628     

(FOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the FOH 

applicant’s hiring chances. 

.773      

(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

.396   .441   

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

   .704   

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.465 .537     

(FOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.528  .404    

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

.699      
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(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

.585   -.457   

(FOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

FOH applicant’s hiring 

chances. 

.721      

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

.595      

Extraction Method: Principal Component Analysis.  

 Rotation Method: Quartimax with Kaiser Normalization.a 

a. Rotation converged in 7 iterations. 

 

Equamax 

 

Rotated Component Matrixa 

 

Component 

1 2 3 4 5 6 

(FOH1)Recruiters for FOH 

consider physical 

appearance when hiring. 

    .789  

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

   .403 .644  

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

    .633  
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(FOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

   .730   

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

   .665   

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

     -.581 

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

.740      

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

   .525   

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

.629      

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

     .706 

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.654 .382     

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.623      

(FOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the FOH 

applicant’s hiring chances. 

 .583 .509    
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(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

  .630    

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

  .619    

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.509  .458    

(FOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

 .450     

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

 .433 .593    

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

 .710     

(FOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

FOH applicant’s hiring 

chances. 

 .417 .624    

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

 .698     

Extraction Method: Principal Component Analysis.  

 Rotation Method: Equamax with Kaiser Normalization.a 
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a. Rotation converged in 11 iterations. 

 

Promax 

 

Pattern Matrixa 

 

Component 

1 2 3 4 5 6 

(FOH1)Recruiters for FOH 

consider physical 

appearance when hiring. 

    .826  

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

  .564  .394  

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

  .647    

(FOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

  .604    

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

  .630    

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

     .664 

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

 .878     

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

  .700    
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(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

 .726     

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

 .415    -.703 

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

 .672     

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

 .642     

(FOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the FOH 

applicant’s hiring chances. 

.783      

(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

   .538   

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

   .809   

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

 .466     

(FOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.545  .395    
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(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

.648      

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

.707      

(FOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

FOH applicant’s hiring 

chances. 

.678      

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

.653      

Extraction Method: Principal Component Analysis.  

 Rotation Method: Promax with Kaiser Normalization.a 

a. Rotation converged in 32 iterations. 

 

Direct Oblimin 

 

Pattern Matrixa 

 

Component 

1 2 3 4 5 6 

(FOH1)Recruiters for FOH 

consider physical 

appearance when hiring. 

  .844    

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

  .592    

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

  .604    
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(FOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

 .736     

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .658     

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

    .615  

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

   -.800   

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

 .495     

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

   -.669   

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

   -.426 -.676  

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

   -.672   

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

   -.632   

(FOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the FOH 

applicant’s hiring chances. 

.783      
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(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

     .451 

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

     .611 

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

   -.480   

(FOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.518      

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

.697      

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

.548     -.415 

(FOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

FOH applicant’s hiring 

chances. 

.756      

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

.524     -.397 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Oblimin with Kaiser Normalization.a 
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a. Rotation converged in 36 iterations. 

 

 

 

 

 

 

Varimax after Removing FOH17 

FOH17 was cross-loading in most rotations and had the lowest communalities 

extraction value.  

 

Rotated Component Matrixa 

 

Component 

1 2 3 4 5 6 

(FOH1)Recruiters for FOH 

consider physical 

appearance when hiring. 

    .819  

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

  .507  .558  

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

  .476  .550  

(FOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

  .731    

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

  .691    

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

     -.587 

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

.779      
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(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

  .579    

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

.646      

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

     .710 

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.654 .389     

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.631      

(FOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the FOH 

applicant’s hiring chances. 

 .592  .515   

(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

   .624   

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

   .659   

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.561   .424   

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

   .550   
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(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

 .759     

(FOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

FOH applicant’s hiring 

chances. 

 .429  .640   

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

 .725     

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 

a. Rotation converged in 13 iterations. 

 

Varimax after Removing FOH13 

FOH13 was cross-loading in all rotations 

 

Rotated Component Matrixa 

 

Component 

1 2 3 4 5 6 

(FOH1)Recruiters for FOH 

consider physical 

appearance when hiring. 

    .798  

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

 .444   .607  

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

 .381   .628  
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(FOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

 .752     

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .692     

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

     -.588 

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

.764      

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

 .536     

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

.604      

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

     .709 

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.689      

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.686      

(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

  .638    



141 

 

 

 

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

 .381 .650    

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.590  .418    

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

  .579 .395   

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

   .811   

(FOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

FOH applicant’s hiring 

chances. 

  .607 .422   

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

   .753   

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 

a. Rotation converged in 8 iterations. 

 

Varimax after Removing FOH20 

FOH20 was cross-loading in all the rotations 

 

Rotated Component Matrixa 

 

Component 

1 2 3 4 5 
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(FOH1)Recruiters for FOH 

consider physical 

appearance when hiring. 

 .525 .491   

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

 .732    

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

 .755    

(FOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

     

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .547    

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

    .629 

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

.690     

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

 .600    

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

.502     

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

.455    -.640 

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.766     
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(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.706     

(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

   .709  

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

   .713  

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.529   .467  

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

  .481 .503  

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

  .753   

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

  .596   

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 

a. Rotation converged in 7 iterations. 

 

Varimax after Removing FOH4 

FOH4 didn’t belong to any of the factors during all the rotations. 
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Rotated Component Matrixa 

 

Component 

1 2 3 4 5 

(FOH1)Recruiters for FOH 

consider physical 

appearance when hiring. 

 .511 .423   

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

 .734    

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

 .754    

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .564    

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

    .597 

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

.751     

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

 .613    

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

.570     

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

    -.690 

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.724     
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(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.703     

(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

   .687  

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

   .755  

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.570   .425  

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

  .500 .451  

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

  .815   

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

  .672   

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 

a. Rotation converged in 7 iterations. 

 

Varimax after Removing FOH1 

FOH1 was cross-loading in all the rotations 
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Rotated Component Matrixa 

 

Component 

1 2 3 4 5 

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

 .716    

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

 .751    

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .632    

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

    .608 

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

.784     

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

 .662    

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

.580     

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

.384    -.698 

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.698     

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.694     
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(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

   .667  

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

   .773  

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.591   .401  

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

  .488 .429  

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

  .836   

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

  .764   

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 

a. Rotation converged in 8 iterations. 

 

Varimax after Removing FOH18 

FOH18 was cross-loading in all rotations 

 

Rotated Component Matrixa 

 

Component 

1 2 3 4 
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(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

 .733   

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

 .744   

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .680   

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

.491   -.519 

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

.649    

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

 .642   

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

.628    

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

   .675 

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.677    

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.699    

(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

.498    
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(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

   .559 

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.736    

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

  .814  

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

  .734  

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 

a. Rotation converged in 5 iterations. 

 

Varimax after Removing FOH6 

FOH6 was the only variable that was crossloading in all the rotations except 

Equamax 

 

Rotated Component Matrixa 

 

Component 

1 2 3 

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

 .739  
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(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

 .755  

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .662  

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

.596   

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

 .652  

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

.631   

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

.497   

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.719   

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.677   

(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

.602   

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

.484  -.439 
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(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.712   

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

  .791 

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

  .708 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 

a. Rotation converged in 4 iterations. 

 

 

Varimax – After removing FOH15 and all the previously mentioned FOH 

variables 

No variables are cross-loading. The 13 variables are loading into 3 factors. 

 

Rotated Component Matrixa 

 

Component 

1 2 3 

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

 .749  

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

 .736  
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(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .691  

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

.681   

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

 .639  

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

.649   

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

.474   

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.723   

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.697   

(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

.535   

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.715   

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

  .823 
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(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

  .801 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 

a. Rotation converged in 4 iterations. 

 

 

Appendix E – BOH Factor Analysis 

BOH – Communalities 

 

Communalities 

 Initial Extraction 

(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

1.000 .560 

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

1.000 .621 

(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

1.000 .528 

(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

1.000 .543 

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

1.000 .596 

(BOH6)Much importance is 

given to the candidate’s 

dress code during BOH job 

interviews. 

1.000 .336 
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(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

1.000 .454 

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

1.000 .401 

(BOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the BOH applicant’s 

hiring chances. 

1.000 .606 

(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

1.000 .392 

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

1.000 .737 

(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

1.000 .689 

(BOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the BOH 

applicant’s hiring chances. 

1.000 .563 

(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

1.000 .570 

(BOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

1.000 .521 

(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

1.000 .601 
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(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

1.000 .468 

(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

1.000 .512 

(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

1.000 .625 

(BOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

BOH applicant’s hiring 

chances. 

1.000 .642 

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

1.000 .567 

Extraction Method: Principal Component Analysis. 

 

BOH - Total Variance Explained  

Total Variance Explained 

Component 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

1 6.602 31.439 31.439 6.602 31.439 31.439 

2 2.351 11.197 42.636 2.351 11.197 42.636 

3 1.433 6.826 49.462 1.433 6.826 49.462 

4 1.145 5.454 54.917 1.145 5.454 54.917 

5 .988 4.705 59.621    

6 .879 4.184 63.805    

7 .818 3.894 67.699    
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8 .770 3.668 71.366    

9 .673 3.206 74.572    

10 .644 3.066 77.638    

11 .590 2.810 80.449    

12 .545 2.596 83.044    

13 .532 2.531 85.576    

14 .499 2.377 87.952    

15 .476 2.266 90.219    

16 .427 2.031 92.250    

17 .408 1.945 94.195    

18 .398 1.895 96.090    

19 .327 1.557 97.646    

20 .309 1.473 99.119    

21 .185 .881 100.000    

Extraction Method: Principal Component Analysis. 

 

 

 

FOH - Component Matrix 

Component Matrixa 

 

Component 

1 2 3 4 

(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

.497 .462   

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

.424 .562   

(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

.442  .384  

(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

.459 .390  .416 
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(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .630   

(BOH6)Much importance is 

given to the candidate’s 

dress code during BOH job 

interviews. 

.469    

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

.621    

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

.601    

(BOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the BOH applicant’s 

hiring chances. 

.587   -.441 

(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

.528    

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.756    

(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.751    

(BOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the BOH 

applicant’s hiring chances. 

.604 -.435   

(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

.655    
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(BOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

.593    

(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.734    

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.655    

(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

.469 -.448   

(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

 -.568 .539  

(BOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

BOH applicant’s hiring 

chances. 

.576   .421 

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

.482  .439  

Extraction Method: Principal Component Analysis. 

a. 4 components extracted. 
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Varimax 

Rotated Component Matrixa 

 

Component 

1 2 3 4 

(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

  .699  

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

  .757  

(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

  .701  

(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

   .631 

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

  .586 .485 

(BOH6)Much importance is 

given to the candidate’s 

dress code during BOH job 

interviews. 

  .414  

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

.595    

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

.470    

(BOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the BOH applicant’s 

hiring chances. 

.568    
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(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

.614    

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.830    

(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.783    

(BOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the BOH 

applicant’s hiring chances. 

.475 .565   

(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

.418   .577 

(BOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

.451   .549 

(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.713    

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.541    

(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

 .661   
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(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

 .700   

(BOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

BOH applicant’s hiring 

chances. 

 .642  .403 

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

 .712   

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 

a. Rotation converged in 8 iterations. 

 

Quartimax 

 

Rotated Component Matrixa 

 

Component 

1 2 3 4 

(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

 .688   

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

 .760   

(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

 .672   
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(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

 .417  .543 

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .633   

(BOH6)Much importance is 

given to the candidate’s 

dress code during BOH job 

interviews. 

    

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

.633    

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

.560    

(BOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the BOH applicant’s 

hiring chances. 

.553   -.426 

(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

.613    

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.844    

(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.825    

(BOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the BOH 

applicant’s hiring chances. 

.570  .476  
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(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

.590   .439 

(BOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

.582   .398 

(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.764    

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.644    

(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

  .607  

(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

  .727  

(BOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

BOH applicant’s hiring 

chances. 

.446  .567  

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

  .682  

Extraction Method: Principal Component Analysis.  

 Rotation Method: Quartimax with Kaiser Normalization.a 
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a. Rotation converged in 6 iterations. 

 

Equamax 

 

Rotated Component Matrixa 

 

Component 

1 2 3 4 

(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

  .702  

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

  .759  

(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

  .704  

(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

   .633 

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

  .587 .479 

(BOH6)Much importance is 

given to the candidate’s 

dress code during BOH job 

interviews. 

  .419  

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

.558    

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

.410    
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(BOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the BOH applicant’s 

hiring chances. 

.578    

(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

.592    

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.797    

(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.735    

(BOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the BOH 

applicant’s hiring chances. 

.420 .586   

(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

   .636 

(BOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

   .611 

(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.666    

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.470   .412 
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(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

 .670   

(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

 .701   

(BOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

BOH applicant’s hiring 

chances. 

 .647  .444 

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

 .715   

Extraction Method: Principal Component Analysis.  

 Rotation Method: Equamax with Kaiser Normalization.a 

a. Rotation converged in 12 iterations. 

 

Promax 

 

Pattern Matrixa 

 

Component 

1 2 3 4 

(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

  .668  

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

  .743  

(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

  .697  
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(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

   .671 

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

  .539 .512 

(BOH6)Much importance is 

given to the candidate’s 

dress code during BOH job 

interviews. 

  .388  

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

.623    

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

.422    

(BOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the BOH applicant’s 

hiring chances. 

.597    

(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

.698    

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.905    

(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.821    

(BOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the BOH 

applicant’s hiring chances. 

 .493   
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(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

   .563 

(BOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

   .522 

(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.727    

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.475    

(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

 .674   

(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

 .787   

(BOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

BOH applicant’s hiring 

chances. 

 .659  .416 

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

 .763   

Extraction Method: Principal Component Analysis.  

 Rotation Method: Promax with Kaiser Normalization.a 
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a. Rotation converged in 8 iterations. 

 

Direct Oblimin 

 

Pattern Matrixa 

 

Component 

1 2 3 4 

(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

 .711   

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

 .791   

(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

 .708   

(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

 .401  .555 

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .639   

(BOH6)Much importance is 

given to the candidate’s 

dress code during BOH job 

interviews. 

    

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

.609    

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

.451    



170 

 

 

 

(BOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the BOH applicant’s 

hiring chances. 

.532   -.416 

(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

.668    

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.875    

(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.817    

(BOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the BOH 

applicant’s hiring chances. 

.417  .510  

(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

   .487 

(BOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

.450   .451 

(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.724    

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.524    
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(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

  .661  

(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

  .736  

(BOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

BOH applicant’s hiring 

chances. 

  .653  

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

  .731  

Extraction Method: Principal Component Analysis.  

 Rotation Method: Oblimin with Kaiser Normalization.a 

a. Rotation converged in 15 iterations. 

 

Varimax after Removing BOH6 

BOH6 was removed because it had the lowest communalities extraction value 

 

Rotated Component Matrixa 

 

Component 

1 2 3 4 

(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

 .701   

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

 .771   
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(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

 .709   

(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

 .436  .571 

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .633  .420 

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

.594    

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

.473    

(BOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the BOH applicant’s 

hiring chances. 

.592    

(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

.625    

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.831    

(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.780    

(BOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the BOH 

applicant’s hiring chances. 

.475  .561  
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(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

.411   .580 

(BOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

.448   .534 

(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.716    

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.537    

(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

  .655  

(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

  .714  

(BOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

BOH applicant’s hiring 

chances. 

  .623 .451 

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

  .718  

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 
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a. Rotation converged in 7 iterations. 

 

Varimax after Removing BOH20 

BOH20 was the only variable cross-loading in all rotations. 

 

Rotated Component Matrixa 

 

Component 

1 2 3 4 

(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

 .704   

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

 .767   

(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

 .723   

(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

   .699 

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .563  .520 

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

.630    

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

.498    

(BOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the BOH applicant’s 

hiring chances. 

.546  .382  
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(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

.573    

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.825    

(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.786    

(BOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the BOH 

applicant’s hiring chances. 

.514  .520  

(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

.452   .608 

(BOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

.457   .583 

(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.750    

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.601    

(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

  .605  
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(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

  .782  

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

  .728  

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 

a. Rotation converged in 6 iterations. 

 

 

 

Varimax after removing BOH13 

BOH13 was cross-loading in all the rotations 

 

Rotated Component Matrixa 

 

Component 

1 2 3 4 

(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

 .690   

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

 .772   

(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

 .732   
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(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

   .709 

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .578  .496 

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

.619    

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

.505    

(BOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the BOH applicant’s 

hiring chances. 

.561    

(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

.593    

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.836    

(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.804    

(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

.477   .594 

(BOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

.490   .503 
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(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.753    

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.605    

(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

  .609  

(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

  .813  

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

  .728  

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 

a. Rotation converged in 6 iterations. 

 

Varimax after Removing BOH15 

BOH15 was cross-loading in all the rotations. 

 

Rotated Component Matrixa 

 

Component 

1 2 3 4 
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(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

 .683   

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

 .782   

(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

 .710   

(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

 .435  .613 

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .676   

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

.626    

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

.514    

(BOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the BOH applicant’s 

hiring chances. 

.563   -.403 

(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

.609    

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.847    

(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.810    
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(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

.478   .550 

(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.754    

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.593    

(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

  .595  

(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

  .817  

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

  .726  

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 

a. Rotation converged in 6 iterations. 

 

Varimax after Removing BOH9 

BOH9 was the only variable cross-loading in all the rotations. 

 

Rotated Component Matrixa 

 Component 
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1 2 3 

(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

 .701  

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

 .768  

(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

 .648  

(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

 .585  

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .734  

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

.649   

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

.545   

(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

.579   

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.830   

(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.813   

(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

.580   
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(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.754   

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.655   

(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

  .581 

(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

  .825 

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

  .732 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 

a. Rotation converged in 5 iterations. 

 

Quartimax after Removing BOH18 

BOH18 was cross-loading Quartimax. It had a low communalities extraction 

value, and it made no sense in belonging to factor 3. 

 

Rotated Component Matrixa 

 

Component 

1 2 3 
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(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

 .679  

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

 .760  

(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

 .631  

(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

 .564  

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

 .728  

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

.661   

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

.564   

(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

.591   

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.845   

(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.827   

(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

.610   
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(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.779   

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.678   

(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

  .854 

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

  .750 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Quartimax with Kaiser Normalization.a 

a. Rotation converged in 4 iterations. 

 

Appendix F - Factor Analysis of FOH and BOH Variables – First Approach 

Communalities 

Communalities 

 Initial Extraction 

(FOH1)Recruiters for FOH 

consider physical 

appearance when hiring. 

1.000 .525 

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

1.000 .709 
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(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

1.000 .629 

(FOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

1.000 .667 

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

1.000 .574 

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

1.000 .709 

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

1.000 .613 

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

1.000 .689 

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

1.000 .596 

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

1.000 .828 

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

1.000 .660 

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

1.000 .639 
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(FOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the FOH 

applicant’s hiring chances. 

1.000 .628 

(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

1.000 .729 

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

1.000 .692 

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

1.000 .669 

(FOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

1.000 .743 

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

1.000 .729 

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

1.000 .672 

(FOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

FOH applicant’s hiring 

chances. 

1.000 .647 
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(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

1.000 .638 

(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

1.000 .618 

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

1.000 .652 

(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

1.000 .604 

(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

1.000 .698 

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

1.000 .654 

(BOH6)Much importance is 

given to the candidate’s 

dress code during BOH job 

interviews. 

1.000 .561 

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

1.000 .670 

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

1.000 .581 

(BOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the BOH applicant’s 

hiring chances. 

1.000 .655 
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(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

1.000 .799 

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

1.000 .729 

(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

1.000 .737 

(BOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the BOH 

applicant’s hiring chances. 

1.000 .673 

(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

1.000 .661 

(BOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

1.000 .731 

(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

1.000 .641 

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

1.000 .713 

(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

1.000 .601 
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(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

1.000 .652 

(BOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

BOH applicant’s hiring 

chances. 

1.000 .645 

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

1.000 .546 

Extraction Method: Principal Component Analysis. 

 

Total Variance Explained 

 

Total Variance Explained 

Component 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

1 10.027 23.873 23.873 10.027 23.873 23.873 

2 4.008 9.543 33.416 4.008 9.543 33.416 

3 2.586 6.158 39.574 2.586 6.158 39.574 

4 1.947 4.637 44.211 1.947 4.637 44.211 

5 1.796 4.276 48.487 1.796 4.276 48.487 

6 1.504 3.580 52.067 1.504 3.580 52.067 

7 1.362 3.244 55.310 1.362 3.244 55.310 

8 1.279 3.046 58.356 1.279 3.046 58.356 

9 1.196 2.848 61.204 1.196 2.848 61.204 

10 1.082 2.577 63.781 1.082 2.577 63.781 

11 1.019 2.427 66.208 1.019 2.427 66.208 

12 .973 2.318 68.525    

13 .907 2.161 70.686    

14 .833 1.983 72.669    

15 .795 1.893 74.562    

16 .736 1.753 76.315    
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17 .683 1.625 77.940    

18 .673 1.602 79.542    

19 .659 1.570 81.112    

20 .636 1.514 82.625    

21 .616 1.467 84.092    

22 .547 1.304 85.396    

23 .541 1.289 86.685    

24 .513 1.222 87.907    

25 .477 1.137 89.044    

26 .453 1.079 90.123    

27 .415 .989 91.112    

28 .387 .922 92.034    

29 .381 .907 92.941    

30 .341 .812 93.753    

31 .324 .771 94.524    

32 .297 .707 95.232    

33 .275 .655 95.887    

34 .261 .622 96.509    

35 .247 .587 97.096    

36 .214 .510 97.606    

37 .204 .487 98.093    

38 .189 .451 98.544    

39 .171 .407 98.950    

40 .167 .399 99.349    

41 .150 .357 99.706    

42 .124 .294 100.000    

Extraction Method: Principal Component Analysis. 

 

After Removing all the Variables that were Cross-loading 

 

Rotated Component Matrixa 

 

Component 

1 2 3 4 5 6 7 8 

(FOH1)Recruiters for FOH consider physical 

appearance when hiring. 
   .602     

(FOH2)A photo on the resume is a control tool for 

HR to screen candidates. 
   .681     

(FOH3)HR personnel have the same perception 

of physical attractiveness of FOH candidates. 
   .748     
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(FOH7)Visible, exaggerated tattoos are 

unacceptable for FOH candidates. 
     .734   

(FOH8)Obesity can negatively affect the FOH 

applicant’s hiring chances. 
   .607     

(FOH9)Facial hair (moustache, beard, eyebrows) 

can negatively affect the FOH applicant’s hiring 

chances. 

     .751   

(FOH10)Religious attire (religious symbols) can 

negatively affect the FOH applicant’s hiring 

chances. 

      .885  

(FOH11)Unusual hairstyles can negatively 

influence an employer’s hiring decision. 
     .609   

(FOH15)Excessive beauty can play against the 

candidate’s chances of being hired. 
    .827    

(FOH18)Wearing over exposing clothes can 

diminish a candidate’s chances of being hired. 
       .824 

(FOH19)Unattained personal hygiene (nails, 

smell, acne, clean shave, untamed hair …) can 

diminish a candidate’s chances of being hired. 

 .715       

(FOH21)Poor dental care (unaligned, crooked or 

rotten teeth can diminish a candidate’s chances 

of being hired. 

 .717       

(BOH1)Recruiters for BOH consider physical 

appearance when hiring. 
  .810      

(BOH2)A photo on the resume is a control tool for 

HR to screen candidates. 
  .704      

(BOH5)Physical appearance can compensate the 

lack in skills or knowledge 
  .702      

(BOH9)Facial hair (moustache, beard, eyebrows) 

can negatively affect the BOH applicant’s hiring 

chances. 

.519        

(BOH10)Religious attire (religious symbols) can 

negatively affect the BOH applicant’s hiring 

chances. 

      .838  

(BOH11)Unusual hairstyles can negatively 

influence an employer’s hiring decision. 
.726        

(BOH12)Nontraditional hair color can diminish a 

candidate’s chances of being hired. 
.719        

(BOH13)An excessive amount of makeup with 

female applicants can negatively affect the BOH 

applicant’s hiring chances. 

.615        
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(BOH14)Not wearing any makeup can negatively 

affect the female BOH applicant’s hiring chances. 
.404        

(BOH15)Excessive beauty can play against the 

candidate’s chances of being hired. 
    .747    

(BOH16)Nonstandard visible piercings (nose, 

tongue, eyebrows, etc.) can diminish a 

candidate’s chances of being hired. 

.677        

(BOH18)Wearing over exposing clothes can 

diminish a candidate’s chances of being hired. 
       .788 

(BOH19)Unattained personal hygiene (nails, 

smell, acne, clean shave, untamed hair …) can 

diminish a candidate’s chances of being hired. 

 .767       

(BOH21)Poor dental care (unaligned, crooked or 

rotten teeth can diminish a candidate’s chances 

of being hired. 

 .661       

Extraction Method: Principal Component Analysis.  

 Rotation Method: Equamax with Kaiser Normalization. 

a. Rotation converged in 12 iterations. 

 

 

 

Appendix G – Factor Analysis of FOH and BOH Variables – Last Approach 

Communalities 

 

Communalities 

 Initial Extraction 

(FOH1)Recruiters for FOH 

consider physical 

appearance when hiring. 

1.000 .360 

(FOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

1.000 .650 

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

1.000 .481 



193 

 

 

 

(FOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

1.000 .425 

(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

1.000 .492 

(FOH6)Much importance is 

given to the candidate’s 

dress code during FOH job 

interviews. 

1.000 .284 

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

1.000 .561 

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

1.000 .394 

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

1.000 .348 

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

1.000 .652 

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

1.000 .625 

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

1.000 .550 

(FOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the FOH 

applicant’s hiring chances. 

1.000 .549 
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(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

1.000 .415 

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

1.000 .540 

(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

1.000 .571 

(FOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

1.000 .333 

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

1.000 .576 

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

1.000 .531 

(FOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

FOH applicant’s hiring 

chances. 

1.000 .589 

(FOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

1.000 .582 
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(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

1.000 .469 

(BOH2)A photo on the 

resume is a control tool for 

HR to screen candidates. 

1.000 .569 

(BOH3)HR personnel have 

the same perception of 

physical attractiveness of 

BOH candidates. 

1.000 .546 

(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

1.000 .468 

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

1.000 .571 

(BOH6)Much importance is 

given to the candidate’s 

dress code during BOH job 

interviews. 

1.000 .299 

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

1.000 .565 

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

1.000 .384 

(BOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the BOH applicant’s 

hiring chances. 

1.000 .483 

(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

1.000 .709 

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

1.000 .659 
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(BOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

1.000 .651 

(BOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the BOH 

applicant’s hiring chances. 

1.000 .580 

(BOH14)Not wearing any 

makeup can negatively 

affect the female BOH 

applicant’s hiring chances. 

1.000 .504 

(BOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

1.000 .617 

(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

1.000 .625 

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

1.000 .519 

(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

1.000 .538 

(BOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

1.000 .529 
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(BOH20)Excessive jewelry 

and over the top ornaments 

can negatively affect the 

BOH applicant’s hiring 

chances. 

1.000 .610 

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

1.000 .466 

Extraction Method: Principal Component Analysis. 

 

Total Variance Explained 

 

Total Variance Explained 

Component 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

1 10.027 23.873 23.873 10.027 23.873 23.873 

2 4.008 9.543 33.416 4.008 9.543 33.416 

3 2.586 6.158 39.574 2.586 6.158 39.574 

4 1.947 4.637 44.211 1.947 4.637 44.211 

5 1.796 4.276 48.487 1.796 4.276 48.487 

6 1.504 3.580 52.067 1.504 3.580 52.067 

7 1.362 3.244 55.310    

8 1.279 3.046 58.356    

9 1.196 2.848 61.204    

10 1.082 2.577 63.781    

11 1.019 2.427 66.208    

12 .973 2.318 68.525    

13 .907 2.161 70.686    

14 .833 1.983 72.669    

15 .795 1.893 74.562    

16 .736 1.753 76.315    

17 .683 1.625 77.940    

18 .673 1.602 79.542    

19 .659 1.570 81.112    

20 .636 1.514 82.625    

21 .616 1.467 84.092    

22 .547 1.304 85.396    
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23 .541 1.289 86.685    

24 .513 1.222 87.907    

25 .477 1.137 89.044    

26 .453 1.079 90.123    

27 .415 .989 91.112    

28 .387 .922 92.034    

29 .381 .907 92.941    

30 .341 .812 93.753    

31 .324 .771 94.524    

32 .297 .707 95.232    

33 .275 .655 95.887    

34 .261 .622 96.509    

35 .247 .587 97.096    

36 .214 .510 97.606    

37 .204 .487 98.093    

38 .189 .451 98.544    

39 .171 .407 98.950    

40 .167 .399 99.349    

41 .150 .357 99.706    

42 .124 .294 100.000    

Extraction Method: Principal Component Analysis. 

 

After Removing all the Variables that were Cross-loading 

 

Rotated Component Matrixa 

 

Component 

1 2 3 4 5 6 

(FOH1)Recruiters for FOH 

consider physical 

appearance when hiring. 

     .686 

(FOH3)HR personnel have 

the same perception of 

physical attractiveness of 

FOH candidates. 

     .722 

(FOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

   .630   
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(FOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

   .668   

(FOH7)Visible, exaggerated 

tattoos are unacceptable for 

FOH candidates. 

  .744    

(FOH8)Obesity can 

negatively affect the FOH 

applicant’s hiring chances. 

     .535 

(FOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the FOH applicant’s 

hiring chances. 

  .563    

(FOH10)Religious attire 

(religious symbols) can 

negatively affect the FOH 

applicant’s hiring chances. 

    .839  

(FOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

  .694    

(FOH12)Nontraditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

  .595    

(FOH13)An excessive 

amount of makeup with 

female applicants can 

negatively affect the FOH 

applicant’s hiring chances. 

 .686     

(FOH14)Not wearing any 

makeup can negatively 

affect the female FOH 

applicant’s hiring chances. 

 .423     

(FOH15)Excessive beauty 

can play against the 

candidate’s chances of 

being hired. 

   .573   
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(FOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

  .577    

(FOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

 .694     

(FOH19)Unattained 

personal hygiene (nails, 

smell, acne, clean shave, 

untamed hair …) can 

diminish a candidate’s 

chances of being hired. 

 .534     

(FOH20)Excessive jewellery 

and over the top ornaments 

can negatively affect the 

FOH applicant’s hiring 

chances. 

 .718     

(BOH1)Recruiters for BOH 

consider physical 

appearance when hiring. 

.496      

(BOH4)Physical 

attractiveness is taken more 

into consideration with 

female candidates than with 

males. 

   .707   

(BOH5)Physical appearance 

can compensate the lack in 

skills or knowledge 

   .725   

(BOH7)Visible, exaggerated 

tattoos are unacceptable for 

BOH candidates. 

.664      

(BOH8)Obesity can 

negatively affect the BOH 

applicant’s hiring chances. 

.558      
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(BOH9)Facial hair 

(moustache, beard, 

eyebrows) can negatively 

affect the BOH applicant’s 

hiring chances. 

.494      

(BOH10)Religious attire 

(religious symbols) can 

negatively affect the BOH 

applicant’s hiring chances. 

    .801  

(BOH11)Unusual hairstyles 

can negatively influence an 

employer’s hiring decision. 

.672      

(BOH12)Non-traditional hair 

color can diminish a 

candidate’s chances of 

being hired. 

.665      

(BOH16)Nonstandard visible 

piercings (nose, tongue, 

eyebrows, etc.) can diminish 

a candidate’s chances of 

being hired. 

.742      

(BOH17)Excessive or 

botched plastic surgeries 

(cheeks, lips, facelift, breast 

size…) can diminish a 

candidate’s chances of 

being hired. 

.675      

(BOH18)Wearing over 

exposing clothes can 

diminish a candidate’s 

chances of being hired. 

 .630     

(BOH20)Excessive jewellery 

and over the top ornaments 

can negatively affect the 

BOH applicant’s hiring 

chances. 

 .705     

(BOH21)Poor dental care 

(unaligned, crooked or 

rotten teeth can diminish a 

candidate’s chances of 

being hired. 

 .500     
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Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 8 iterations. 

 

 

 

 

 

 


