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ABSTRACT

ARTICLE HISTORY

For job applicants to achieve their goal of making a favourable impression on recruiters, they need to be
responsive to the social norms that a personnel selection setting prescribes. One clear social norm in
selection contexts is professional dress. Here we explore the consequences that follow from failing to
conform to this normative dress code. Specifically, in two studies, we test three contrasting theoretical
accounts concerning the effects of nonconformity in dress style on hirability perceptions. We found
evidence that the exact impact of dress style depends on the applicant’s qualifications. Whereas lowqualified applicants were punished for dressing in a nonconforming way, high-qualified applicants were
granted leeway when violating norms of attire. In Study 2 we replicated and explored three possible
mediators of this effect – perceptions of warmth, competence, and power – and found some (very weak)
evidence that the observed interaction effect was mediated by perceptions of power. Consistent with the
notion of idiosyncrasy credits, our results indicate that highly qualified applicants enjoy greater leeway to
flout social norms without facing negative consequences.
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“There can be little doubt that the ultimate and essential cause of
fashion lies in competition.” – Flugel (1950)

Individuals continuously strive to present themselves in
a favourable light, such that others will think highly of them.
This striving is especially strong in high-stakes competitions,
such as personnel selection contexts (Barrick et al., 2009). One
way to create a favourable image is to conform to established
social norms of behaviour (Cialdini & Goldstein, 2004), and one
clear norm in the context of personnel selection is professional
dress. As the adage decrees, one should dress for the job one
wants. In other words, if you want the part you should at least
know how to look the part. Folk wisdom aside, the effects of
dress style on perceived hirability are not straightforward, and
existing theoretical perspectives yield inconsistent predictions.
Extant literature provides three contrasting theoretical per
spectives regarding the signalling effects of dress style.
According to the first perspective, conformity in dress style
has a positive effect on applicants’ hiring chances. In general,
people make significant efforts to learn and adhere to dress
codes and other social norms. Conformity to such norms sig
nals one’s willingness to comply with group expectations, and
so reduces the likelihood of social rejection (Kruglanski &
Webster, 1991; Levine, 1989). According to a second, more
recent perspective, however, job applicants may actually ben
efit from a nonconforming dress style. A growing body of
research indicates that norm violations and other forms of
nonconformity signal that people can afford to follow their
own volition in spite of situational constraints, an affordance
that is associated with power (Van Kleef et al., 2011; Bellezza
et al., 2014; Stamkou et al., 2018). Finally, a long-standing third
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perspective highlights the importance of applicants’ qualifica
tions in shaping responses to nonconformity. According to
Hollander (1958), highly qualified individuals possess so-called
idiosyncrasy credits, defined as “the degree to which an indivi
dual may deviate from the common expectancies of the group”
(p. 120). Due to such idiosyncrasy credits, highly qualified
applicants should be allowed to flout social norms in terms of
professional dress without facing negative consequences.
The goal of the present research is to test the competing
hypotheses that follow from these three contrasting theoretical
perspectives. In doing so, we contribute to the literature in
several ways. First, we explicate three contrasting theoretical
accounts concerning the effects of nonconformity in dress
style, and examine the (interacting) effects of nonconformity
and qualifications on selection outcomes. Second, we advance
personnel selection research (Ruetzler et al., 2012; Sebastian &
Bristow, 2008; Peluchette & Karl, 2007) by showing that the
current consensus regarding the effects of violating dress
norms may actually be subject to a previously untested bound
ary condition (i.e., qualifications). Third, we execute an experi
mental study among professional recruiters, allowing us to test
the power-signalling effects of nonconformity (Van Kleef et al.,
2011; Galinsky et al., 2008) in a relevant organizational context.

Dress style as a signalling mechanism in selection
contexts
Social norms are the customs, traditions, standards, rules,
values, and fashions that are commonly understood by mem
bers of a group and which serve to guide behaviour without
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the force of laws to generate proper and acceptable conduct
(Cialdini & Trost, 1998). Accordingly, we define nonconformity
as behaviour that infringes upon one or more principles of
socially normative behaviour (Van Kleef et al., 2015). One way
in which people interact with social norms on a day-to-day
basis is through dress style, or fashion, and one’s choice to
follow or deviate from prevailing fashions signals important
information about one’s social standing and aspirations.
Indeed, fashion has been described as “an outward emblem
of personal distinction or of membership in some group to
which distinction is ascribed” (Sapir, 1937, p. 140). In short,
dress style, be it by t-shirts or ties, serves as a salient signalling
mechanism that advertises the balance between an interest in
and capacity to adhere to social norms, versus a desire and
capacity to deviate from such norms.
Recently, Bangerter et al. (2012) applied signalling theory
(Connelly et al., 2011; Spence, 1973; Zahavi, 1975) to the con
text of personnel selection. Signalling theory suggests that
each social situation involves signalling systems consisting of
a sender, a receiver, and a signal that is associated with an
underlying characteristic that is otherwise unobservable in that
specific situation (Connelly et al., 2011). In personnel selection
contexts, applicants have information that is not directly avail
able to recruiters, such as information about their personality,
knowledge, skills, and abilities (Bangerter et al., 2012). To gain
access to such information, the recruiter (receiver) has to inter
pret an applicant’s (sender’s) observable behaviours as signals
of underlying job-related characteristics. One such interpreta
ble signal is the applicant’s chosen style of dress, in particular,
the extent to which (i) the candidate understands what consti
tutes normative attire in a selection setting, (ii) possesses suffi
cient resources to have access to such attire, and (iii) chooses to
subscribe to this prescriptive norm. Given that knowledge
regarding what constitutes appropriate dress is widespread,
and that many affordable options exist for adhering to the
norm, the most salient signal might then be the applicant’s
choice to conform to or deviate from the norm.

The conformity perspective: conformity in dress style as
a positive signal
As a general rule, conformity signals a willingness to adhere to
group expectations, and so serves to avoid social disapproval
(Kruglanski & Webster, 1991; Levine, 1989). An abundance of
studies have demonstrated that an individual’s dress style does
indeed influence how they are evaluated by others: High school
students’ dress style influences perceptions of intelligence and
scholastic ability, both among students and teachers (Behling &
Williams, 1991); teaching assistants wearing formal clothes are
perceived as more intelligent (though less interesting) than
teaching assistants wearing informal clothes (Morris et al.,
1996); and clients are more likely to return to formally dressed
therapists than to casually dressed therapists (Dacy & Brodsky,
1992). Dress style is an important predictor of selection out
comes as well. Indeed, a meta-analysis of Barrick et al. (2009)
showed that applicants’ physical appearance (including dress
style) was a stronger determinant of interview ratings than
either impression management tactics or (non)verbal beha
viours during the interview. In general, existing research sug
gests that wearing formal, business dress (e.g., a suit) results in
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applicants being perceived as more trustworthy, intelligent,
and competent (Ruetzler et al., 2012; Sebastian & Bristow,
2008; Peluchette & Karl, 2007). Anything too far outside of
these norms (e.g., jeans) hurts applicants’ hiring chances (e.g.,
Barrick et al., 2009).
Thus, according to this first theoretical perspective, confor
mity in dress style signals a willingness to adhere to social
norms in a selection context. This leads to the hypothesis that
applicants who violate dress norms are perceived as less hirable
than applicants who conform to dress norms.
Hypothesis 1: An applicant with a nonconforming dress style is
perceived as less hirable than an applicant with a conforming
dress style.

The nonconformity perspective: nonconformity in dress
style as a power signal
Van Kleef et al. (2011) drew upon the approach/inhibition
theory of power (Keltner et al., 2003) to explain why in some
situations, nonconformity can actually lead to positive social
outcomes. According to Keltner et al. (2003), high-power indi
viduals encounter relatively few social constraints and more
resource-rich environments, which disinhibits their behaviour.
In contrast, low-power individuals are subject to stronger social
constraints, threats, and punishments, which inhibit their beha
viour. Research has indeed shown that power leads individuals
to act with reduced concern for social constraints and conse
quences (Galinsky et al., 2008). Thus, compared to their lowpower counterparts, high-power individuals are more likely to
ignore normative constraints and to act in a goal-consistent
manner (Guinote, 2007), based on their dispositional inclina
tions (Chen et al., 2001) and momentary desires (Van Kleef &
Côté, 2007), which also renders them more likely to exhibit
socially inappropriate behaviour (e.g., Van Kleef et al., 2015;
Bargh et al., 1995; Galinsky et al., 2006).
Given the behavioural freedom that power affords, it is
possible that observers might invert the association and
assume that individuals who display norm-violating behaviour
are more powerful than those who behave normatively. In
support of this possibility, Robinson and Reis (1989) showed
that individuals who interrupt others are perceived as more
assertive than those who follow the normative social script and
listen attentively. Roulin et al. (2011) also found that applicants
who provided unique answers to job interview questions were
evaluated more positively than applicants providing nonunique answers. In a series of experiments, Van Kleef et al.
(2011) showed that people who violated a variety of social
norms (e.g., by dropping cigarette ashes or putting their feet
on the table) were perceived by others as powerful, and were in
some cases preferred as leaders (Van Kleef et al., 2012).
Research by Stamkou et al. (2018) showed that deviant artists
are accorded greater influence than artists who conform to
prevailing artistic styles. Finally, Bellezza et al. (2014) showed
that customers dressed in a nonconforming style when enter
ing an elegant boutique, and professors wearing nonconform
ing attire during a lecture were perceived as more competent
than those dressed in a more conforming manner. Bellezza
et al. coined this phenomenon “the red sneakers effect”.
Notably, Bellezza et al. observed this effect to be strongest in
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contexts where expectations regarding normative behaviour
and standards of formal conduct were especially clear, such
as is the case in selection settings.
Thus, according to this second theoretical perspective,
applicants who violate norms in terms of dress style signal
that they have relatively high levels of power that enable
them to dress as they please. This leads to the competing
hypothesis that applicants who violate dress norms are per
ceived as more hirable than applicants who conform to dress
norms.
Hypothesis 2: An applicant with a nonconforming dress style is
perceived as more hirable than an applicant with a conforming
dress style.

The qualifications perspective: qualifications as a boundary
condition
Hollander’s (1958) concept of social currency in the form of
idiosyncrasy credits suggests a third possibility regarding the
effects of (non)conformity. According to Hollander (1958), indi
viduals can accumulate idiosyncrasy credits that grant them
leeway to deviate from common expectancies. Applied to
a personnel selection context, possession of such idiosyncrasy
credits would allow people to self-verify – creating a social
reality that verifies one’s self-concept (Swann, 1983) – rather
than to self-enhance (Swann et al., 1989). There are two vari
ables that tend to increase one’s credit balance: 1) an indivi
dual’s task competence and 2) an individual’s general
characteristics (e.g., status, agreeableness, and sociability)
(Hollander, 1958). So far, research has mainly focused on the
latter, in particular status. Over the past 60 years, substantial
evidence has accumulated that higher status, once attained,
does indeed allow greater nonconformity (Berkowitz &
Macaulay, 1961; Jetten et al., 2006; Sherif & Sherif, 1964). For
example, Sherif and Sherif (1964) showed that in adolescent
groups the latitude of acceptable behaviour was greater for
leaders of the group than for lower-status group members.
In personnel selection contexts, applicants are judged in
a personal rather than a social context, making it difficult to
assess the degree to which they are generally respected or
admired by others (i.e., status; Anderson & Kilduff, 2009;
Cheng et al., 2013). In contrast, applicants’ competence is rela
tively easy to assess through resumes. Indeed, resumes com
monly serve as an initial screening of applicants’ qualifications,
knowledge, skills, abilities, and other characteristics required
for the advertised role (Zibarras & Woods, 2010). Thus, if rele
vant task competence increases one’s idiosyncrasy credits in
a similar manner to status, highly qualified applicants should be
allowed to flout social norms in terms of professional dress
without facing negative evaluative consequences. Along
these lines, Moore et al. (2017) found that elite applicants (i.e.,
applicants in the 90th percentile of interviewer evaluations)
were more likely to receive a job offer when they reported
a stronger motive to self-verify and communicated in
a manner that made them appear more authentic. In contrast,
among less-qualified applicants, who possessed insufficient
credits to disregard social norms in favour of self-verification,
the motive to self-verify was either unrelated to the likelihood
of receiving a job offer (i.e., for applicants between the 25th and

75th percentile of interviewer evaluations) or associated with
a lower likelihood of receiving an offer (i.e., for applicants in the
10th percentile of interviewer evaluations).
Relatedly, Tenney et al.’s (2007) calibration hypothesis sug
gests that (over)confidence backfires and leads to lower cred
ibility ratings as soon as observers encounter evidence that an
individual’s expressed confidence is unwarranted (Tenney et al.,
2008; Sah et al., 2013; also see Anderson, Ames & Gosling,
2008). As nonconformity, by virtue of its independence, signals
confidence (Moscovici & Nemeth, 1974), nonconformity should
be subject to the same boundary condition. That is, signals of
confidence and volitional capacity emitted by nonconformity
may undermine a person’s social attractiveness, unless such
signals are backed by credible information regarding the per
son’s actual qualifications (Stamkou et al., 2018).
Thus, according to the third theoretical perspective, qualifi
cations will moderate the effect of nonconformity on hirability
ratings. That is, nonconformity in dress style should undermine
the perceived hirablity of low-qualified applicants (i.e., appli
cants with a low-quality resume) but not of high-qualified
applicants (i.e., applicants with a high-quality resume).
Hypothesis 3: An applicant’s qualifications and (non)conformity
of dress style interact in predicting hirability ratings, such that
a nonconforming dress style negatively affects hirability ratings
for low-qualified applicants but not for high-qualified
applicants.

Study 1
Study 1 sought to test these three competing hypotheses
regarding the effects of nonconformity in dress style within
a personnel selection context where dress codes are strictly
defined.

Method
The hypotheses and methods for Study 1 were preregistered
prior to the data collection. For the full preregistration docu
ment, please refer to this study’s open science framework (OSF)
webpage (osf.io/k6gh3).

Participants and procedure
We used a 2 (conforming vs. nonconforming dress style) x 2
(low-quality vs. high-quality resume) between-subjects design
with random assignment. A power analysis (Faul et al., 2009)
showed that we needed a minimum sample size of 395 to
have 80% power to detect a small increase (f2 = .02) in
explained variance in hirability by the hypothesized interac
tion effect, with an α of .05. Participants were recruited
through a Dutch internet panel. As previous studies have
shown that people above 50 have different perspectives on
professional dress norms (e.g., Kurihara et al., 2014; Menahem
& Shvartzman, 1998), we restricted the age range from 18 to
50. A total of 460 participants fully completed our online
survey in exchange for €2.10 (about US$ 2.30). We removed
3 duplicate cases and a further 68 cases because of failed
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attention checks (i.e., “What was the applicant wearing?”). Our
final sample consisted of 389 participants (188 men and 201
women), with a mean age of 33.41 years (SD = 8.51). Most
participants were currently employed (88.9%) and their work
experience ranged between 0 and 32 years (M = 12.64,
SD = 8.09). About a third of our sample (32.1%) indicated
having some hiring experience.
All participants were presented with a job advertisement for
an HR manager at a professional service firm. The advertise
ment listed a number of responsibilities (e.g., responsible for
the development and maintenance of the corporate HR policy),
tasks (e.g., managing a team to deliver strong service, being
involved in wider strategic projects), and requirements (e.g.,
Bachelor’s degree, fluent in Dutch and English, knowledge of
Dutch labour law, strong communication and organisation
skills). Next, participants were presented with one of two
resumes and one of two pictures of an applicant, wearing either
conforming or nonconforming clothing. We explained that the
picture was taken immediately prior to the job interview. Since
gender affects perceptions of power (e.g., Johnson, 1976) and
there are clearer norms regarding business dress for men than
for women (Trethewey, 1999; Peluchette & Karl, 2018), we
followed Van Kleef et al. (2011) and Bellezza et al. (2014), and
presented a male applicant only. Participants were asked to
rate the hirability of the applicant. To check for suspicion and
attention, we asked the following two questions at the end of
the survey, “What do you think this study was about?” and
“What was the applicant wearing?”. None of the participants
accurately guessed the goal of the study.

Manipulation of dress style and qualifications
To generate and pre-test our (non)conformity stimuli, we took 18
pictures of one male “applicant” wearing different clothes and
had these images assessed by a separate sample of 228 MTurk
workers. Each participant rated 1 out of the 18 pictures on
a number of adjectives, of which a subset was related to (non)
conformity, using a 7-point scale, with 1 = strongly disagree and
7 = strongly agree. The two pictures that differed most on the
nonconformity-related adjectives (e.g., nonconforming,
eccentric, original, casual), while remaining undifferentiated on
all other adjectives (e.g., sloppy, rude, amoral, improper), were
chosen for the actual experiment. In the conforming condition,
the applicant wears a black suit, black leather shoes, a white shirt,
and a blue tie. In the nonconforming condition, the same appli
cant wears a grey jacket, striped sweater, white shirt, blue tie,
dark blue jeans, and sneakers (see Appendix A).
The applicant’s resume, in terms of education, work
experience, knowledge, skills, and abilities, was used to
manipulate qualifications. Specifically, we manipulated qua
lifications based on educational background, job experience,
traineeships, and language skills. For example, the highqualified applicant had several years of experience as a HR
specialist, a relevant traineeship and internship in HR, and
a Master in HRM, while the low-qualified applicant had
several years of experience in unrelated jobs (i.e., store
manager, taxi driver, and web editor) and a Bachelor in
information
and
communication
technology
(see
Appendix B).
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Manipulation checks
In the actual experiment, we crossed the resumes with the
(non)conformist dress styles. Participants’ perceptions of quali
fications (manipulated through the resumes) might therefore
be attenuated by the applicant’s dress style. Similarly, partici
pants’ perceptions of (non)conformity (manipulated through
dress style) might be influenced by the applicant’s resume.
For this reason, our manipulation check concerning whether
our dress-style manipulation indeed signals (non)conformity
was conducted among a separate sample of 50 MTurk workers,
who we asked to rate the nonconformity of the applicant based
on four adjectives (nonconforming, eccentric, original, casual;
α = .68), using a 7-point scale, with 1 = strongly disagree and
7 = strongly agree. Participants rated the applicant with a non
conforming dress style (M = 5.23, SD = 0.79) as significantly
more nonconforming than the applicant with a conforming
dress style (M = 2.33, SD = 1.25), t(49) = 15.63, p < .01,
d = 4.47. To test whether our manipulation of qualifications
was successful, we presented participants with the job adver
tisement and the two resumes and asked them to rate the
extent to which the two applicants were qualified for this
particular job, using a 7-point scale, with 1 = totally unqualified
and 7 = totally qualified. Participants rated the high-qualified
applicant (M = 6.42, SD = 0.86) as significantly more qualified
than the low-qualified applicant (M = 3.20, SD = 1.70), t
(49) = 10.88, p < .01, d = 3.11.

Hirability
We assessed hirability with four items based on the measure of
Cole et al. (2007). The items are: “How likely is it that you would
be interested in interviewing this applicant?”, “How likely is it
that you would recommend the applicant to be hired?”, “If
hired for the hypothetical position, how likely is it that this
applicant would succeed in the job?”, and “What is your overall
evaluation of the applicant?”. Participants rated the first three
items on a scale ranging from 1 = very unlikely to 6 = very likely,
and the last item on a scale anchored by 1 = very negative and
6 = very positive. Coefficient alpha was .93.

Control variable
According to Giannantonio and Hurley-Hanson (2006) percep
tions of appearance norms develop over time through obser
ving the organization’s workforce and hiring patterns. Indeed,
Dellinger (2002) demonstrated that workplace culture plays an
important role in the creation of professional dress norms.
Furthermore, work experience influences explanations for non
conforming behaviour (Hilton & Slugoski, 1986). For these rea
sons, we controlled for work experience in our analysis. Work
experience was measured with the open-ended question, “How
many years of work experience do you have?”.

Results
Table 1 presents the means, standard deviations, and correla
tions of our study variables. To test our competing hypotheses,
we regressed hirability onto work experience, resume quality,
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Table 1. Means, standard deviations, and intercorrelations of all variables in Study
1.
1. Age
2. Gender
3. Work experience
4. Dress style
5. Resume
6. Hirability

M
33.41
0.48
12.64
0.46
0.51
4.13

SD
8.51
0.50
8.09
0.50
0.50
1.01

1
.03
.86**
.05
−.05
−.14**

2

3

4

5

.07
−.04
−.02
.02

.09
−.02
−.11*

.05
−.08

.38**

N = 389. Gender is coded as 0 = female, 1 = male, dress style is coded as
0 = conforming and 1 = nonconforming, and resume is coded as 0 = low quality
and 1 = high quality. Hirability was measured on a 6-point scale.
** p <.01, * p <.05 (two-tailed)

and dress style in Step 1 and added the interaction term of
resume quality and dress style in Step 2 (see Table 2). As
expected, resume had a strong positive main effect on hirabil
ity, b = 0.39, 95%CI[0.29,0.48], t(385) = 8.23, p < .01, d = 0.84. In
Step 1 of the regression analysis, we observed a marginal
Table 2. Results of hierarchical regression analyses with hirability as the depen
dent variable (Study 1).
Step 1
B

SE

ß

Step 2
t

B

SE

ß
t
Main effects
Work experience1
−0.01 0.01 −.09 −2.00* −0.01 0.01 −.09 −2.01*
Dress style
−0.09 0.05 −.09 −1.95 −0.09 0.05 −.09 −2.00*
Resume
0.39 0.05 .38 8.23** 0.39 0.05 .39 8.39**
Interaction effect
Dress style x resume
0.10 0.05 .09 2.01*
R2
.16
.16
F
25.26**
20.11**
ΔR2
.01
ΔF
4.06*
N = 389. Dress style is coded as −1 = conforming and 1 = nonconforming.
Resume is coded as −1 = low quality and 1 = high quality. 1 Without controlling
for work experience, the interaction effect of dress style and resume is still
significant (B = 0.10, SE = 0.05, ß =.10, t = 2.04, p =.04).
** p <.01, * p <.05 (two-tailed)

negative effect for non-conformist dress style, b = −0.09, 95%
CI[−0.19,0.001], t(385) = −1.95, p = .052, d = −0.20, which
provides some support for the conformity perspective
(Hypothesis 1), but no support for the nonconformity perspec
tive (Hypothesis 2). Furthermore, consistent with the qualifica
tions perspective (Hypothesis 3), Step 2 of the regression
analysis shows that resume and dress style significantly inter
acted, b = 0.09, 95%CI[0.002, 0.19], t(384) = 2.01, p = .04,
d = 0.21. Deconstructing this interaction (see Figure 1) revealed
that when accompanied by a high-quality resume,
a nonconforming dress style had no effect on perceptions of
hirability, b < 0.01, 95%CI[−0.13,0.13], t(384) < 0.01, p = .997,
d < 0.01, whereas when accompanied by a low-quality resume,
a nonconforming dress style led to lower perceptions of hir
ability, b = −0.19, 95%CI[−0.32,-0.06], t(384) = −2.81, p = .01,
d = −0.29.

Discussion
The goal of Study 1 was to test three competing hypotheses
regarding the effects of nonconformity in dress style within
a personnel selection context. In contrast to the nonconformity
perspective (Hypothesis 2), applicants with a nonconforming
dress style received lower hirability ratings than applicants with
a conforming dress style, although this effect was marginally
significant. These findings provide some support for the confor
mity perspective (Hypothesis 1). Furthermore, and in line with
the qualifications perspective (Hypothesis 3), our results revealed
an important boundary condition of the negative effects of
nonconformity – the strength of the effect depends on the
applicant’s qualifications. Consistent with Tenney et al.’s (2007)
calibration hypothesis, a nonconforming dress style reduced the
perceived hirability of low-qualified applicants. However, consis
tent with Hollander’s (1958) notion of idiosyncrasy credits, highqualified applicants were at liberty to flout conventions of nor
mative attire without incurring negative evaluations.

Figure 1. Estimated marginal means of the effects of applicants’ qualifications and dress style on hirability perceptions in Study 1.

EUROPEAN JOURNAL OF WORK AND ORGANIZATIONAL PSYCHOLOGY

There are several limitations to Study 1 that should be
noted. First, our applicants were presented with only one
(male) applicant, limiting the generalizability of our findings.
Second, our participants were not professional recruiters
and so may have made different attributions about our
jeans-wearing job applicant than would a savvier sample.
In general, nonconforming behaviour leads observers to
search for contextual cues that might reveal causal explana
tions (Ramsay et al., 1997). As experienced recruiters possess
more context-relevant experience and knowledge, they
should be better placed to quickly consider a wider range
of causal explanations for nonconforming behaviour (Hilton
& Slugoski, 1986).

Study 2
The goal of Study 2 was to provide a second test of our
competing hypotheses, among actual recruiters, and with
a larger and more diverse set of applicants. In addition, Study
2 explored three auxiliary constructs with the goal of isolating
the underlying signalling mechanism responsible for the
observed effects. We chose to examine two constructs that
play an important role in judgements of people in general
(Cuddy et al., 2011), and applicants in particular (Agerström
et al., 2012): warmth and competence. Furthermore, as non
conforming individuals are often perceived as more powerful
than those who behave more normatively (Van Kleef et al.,
2011, 2015), we also examined power as a possible underlying
signalling mechanism.
Warmth (e.g., empathy, kindness, friendliness, and trust
worthiness) and competence (e.g., intelligence, skill, and effi
cacy) are two fundamental dimensions in social judgement
(Cuddy et al., 2011). Both attributes play a role in hiring
evaluations (Agerström et al., 2012), although competence is
of more primary importance (Cuddy et al., 2011). Previous
research has shown that the conformity of one’s dress style
influences perceptions of warmth and competence. For exam
ple, Behling and Williams (1991) showed that high school
students wearing faded jeans with holes, a t-shirt, and untied
tennis shoes were rated lower on intelligence and academic
achievement than high school students wearing a suit.
Sebastian and Bristow (2008) examined the relationship
between dress style and attributions of expertise and like
ability in an educational setting and found that formally
dressed professors were perceived as having more expertise,
but were also deemed less likable than professors who vio
lated the dress norm.
Dress style can also act as a power-signalling mechanism:
applicants who violate norms in terms of dress style signal that
they have relatively high levels of power that enable them to dress
as they please. Power refers to the relative degree of asymmetric
control or influence an individual possesses over resources (Magee
& Galinsky, 2008). In a selection context this refers to the authority
and influence one seems to have in one’s current job. Van Kleef
et al. (2011) showed that individuals were indeed perceived as
more powerful when they helped themselves to someone else’s
coffee supply, violated rules of bookkeeping, dropped cigarette
ashes on the floor, or put their feet on the table.
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As the signalling functions of dress style have not yet been
tested in a personnel selection context, we formulated the
following overarching research question:
Research Question: To what extent is the interaction effect of
resume and dress style on hirability ratings mediated by per
ceptions of warmth, competence, and power?

Method
Participants and procedure
We contacted recruiters in person and by mail and posted
the link to the survey on LinkedIn and Facebook groups
related to recruitment. As per Study 1, we restricted our age
range to between 18 and 50. Our sample consisted of 70
Dutch recruiters (15 male and 55 female) with a mean age
of 28.83 (SD = 5.41) and an average of 3.91 years (SD = 4.08)
of recruiting experience. In total, they had assessed
between 3 and 3000 applicants (M = 123.13, SD = 376.46).
We used a 2 (nonconforming vs. conforming dress style) x 2
(low quality vs. high quality resume) within-subjects design.
The recruiters provided a total of 269 ratings and the num
ber of ratings in each condition varied between 61 and 74
(M = 67.25, SD = 5.85).
We took pictures of six “applicants” (three men and three
women) in various outfits. For each applicant, we chose the
final conforming and nonconforming outfits based on
a pilot study (N = 62) using the same procedure as in
Study 1. The pictures that differed most on the conformityrelated adjectives while being similar on all other adjectives
were chosen for the actual experiment. We manipulated the
applicants’ qualifications via resume quality (i.e., education,
work experience, internships, and traineeships). For the
male applicants we used the two resumes from Study 1.
For the female applicants, we created two new resumes (i.e.,
a low-quality and a high-quality resume) using the same
procedure as in Study 1. Participants were presented with
the same job advertisement as in Study 1, followed by the
four resumes in random order. The resumes were paired
with a randomly selected picture of one of the applicants,
matched on gender (see Appendix A for example pictures).
Participants then rated the power, warmth, competence,
and hirability of each of the four applicants.

Measures
Hirability
We used the same four items as in Study 1. Coefficient alpha
was .91.

Power
Perceived power was measured with 4 items adopted from Van
Kleef et al. (2011). An example item is, “This person enjoys
considerable authority”, with 1 = definitely not and 7 = definitely.
Coefficient alpha was .89.

76

J. K. OOSTROM ET AL.

Warmth and competence

Table 3. Means, standard deviations, and intercorrelations of all variables in Study

We assessed the two fundamental dimensions in social judge 2.
ment, namely warmth and competence (Cuddy et al., 2011), by
asking participants to rate to what extent (1 = definitely not; 1. Age
2. Gender
6 = definitely) the applicant is tolerant, warm, good natured, 3. Work
experience
and sincere (warmth; α = .90) and competent, confident, inde
4. Power
pendent, competitive, and intelligent (competence; α = .89).

Confirmatory factor analysis

5. Warmth
6. Competence
7. Hirability

M
SD
28.83 5.41
0.21
0.41
123.13 376.46
3.49
3.93
4.02
3.44

0.45
0.43
0.44
0.58

1
.30*
.31*
−.18
−.33*
−.22
−.11

2

3

−.01

-

4

5

6

−.27* .05
−.27* .00 .34**
−.35** −.04 .55** .77**
−.31* .09 .65** .35** .46**

N = 70. Participants rated the power, warmth, competence, and hirability of four

As participants’ ratings of hirability, power, warmth, and com
applicants, using a 2 (nonconforming vs. conforming dress style) x 2 (low quality
vs. high quality resume) design. In this table, we present the average scores on
petence showed significant intercorrelations, we conducted
power, warmth, competence, and hirability across applicants. Gender is coded as
a confirmatory factor analysis to confirm that these were inde
0 = female, 1 = male. Work experience is represented by the number of
pendent constructs. As each participant rated multiple appli
applicants the participants have hired. Power, warmth, competence, and hir
ability were measured on a 6-point scale.
cants on these dimensions, we first averaged the ratings per
participant. The results showed that a model in which the four ** p <.01, * p <.05
factors were allowed to covary provided a reasonable fit to the
data, χ2 (113) = 237.78, p < .01, TLI = .84, CFI = .87, RMSEA = .13,
SRMR = .08. More importantly, the four-factor model fitted the
Because of the mixed design, we used Linear Mixed Models
data significantly better than a one-factor model, Δχ2 (LMMs) to test our hypotheses (West et al., 2006). We nested
(6) = 295.73, p < .01, χ2 (119) = 533.51, p < .01, TLI = .50, ratings within each participant and used a random-intercept
CFI = .56, RMSEA = .23, SRMR = .16, or a two-factor model model, to account for the fact that multiple ratings came from
with the items of hirability, power, and competence loading the same participant. Again, resume had a strong positive main
on the first factor and the items of warmth loading on effect on hirability, b = 2.06, 95%CI[1.79, 2.33], t(206) = 15.06,
the second factor, Δχ2 (5) = 218.34, p < .01, χ2 (118) = 456.12, p < .01, d = 2.10, and no main effect emerged for nonconfor
p < .01, TLI = .59, CFI = .64, RMSEA = .20, SRMR = .15. These mity in dress style, b = −.06, 95%CI[−0.34,0.22], t(225) = −0.44,
finding indicate that participants’ ratings of hirability, power, p = .66, d = −0.06. As expected, resume and dress style inter
warmth, and competence can be meaningfully distinguished acted, though marginally, b = 0.39, 95%CI[−0.78,0.01], t
from one another.
(223) = 1.92, p = .056, d = 0.26.1 Deconstructing this interaction
(see Figure 2) revealed that for applicants with a high-quality
resume, dress style did not affect perceptions of hirability,
Results
b = −0.02, 95%CI-0.35,0.31], t(123) = −0.13, p = .90, d = −0.02,
Table 3 presents the means, standard deviations, and correla whereas for applicants with a low-quality resume,
tions of our study variables. As per Study 1, we again controlled a nonconforming dress style led to lower perceptions of hir
for years of work (in this case hiring) experience in our analyses. ability, b = −0.39, 95%CI[−0.59,-0.16], t(81) = −3.49, p < .01,
As participants rated both male and female applicants in Study d = −0.78. Again, these findings provide the most support for
Hypothesis 3 (qualifications perspective).
2, we also controlled for gender of the applicant.

Figure 2. Estimated marginal means of the effects of applicants’ qualifications and dress style on hirability perceptions in Study 2.
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Exploratory analyses
To answer our research question, we repeated these LMM
analyses with perceived warmth, competence, and power as
the dependent variables. For warmth, we found a positive
main effect of resume, b = 0.33, 95%CI[0.17, 0.49], t
(197) = 3.97, p < .01, d = 0.57, but no main effect for
nonconformity in dress style, b = 0.003, 95%CI[−0.17,0.17],
t(214) = −0.30, p = .98, d = −0.04, and no interaction effect
of resume and dress style, b = 0.18, 95%CI[−0.06,-0.42,], t
(212) = 1.45, p = .15, d = 0.20. For competence, we again
found a positive main effect of resume, b = 0.92, 95%CI
[0.74,1.10], t(203) = 10.05, p < .01, d = 1.41, but no main
effect for nonconformity in dress style, b = −0.07, 95%CI
[−0.26,0.12], t(225) = −0.72, p = .48, d = −0.10, and no
interaction effect of resume and dress style, b = 0.06, 95%
CI[−0.20,0.33], t(222) = 0.47, p = .64, d = 0.06.2
For power, we again found a strong positive main effect of
quality of resume, b = 1.03, 95%CI[0.87,1.29], t(220) = 7.86,
p < .01, d = 1.06, but no main effect for nonconformity in
dress style, b = −0.04, 95%CI[−0.30,0.23], t(249) = −0.27,
p = .79, d = −0.03. Resume and dress style did show a marginally
significant interaction, b = 0.33, 95%CI[−0.04,0.70], t
(246) = 1.73, p = .08, d = 0.22.3 For applicants with a highquality resume, dress style did not affect perceptions of power,
b = −0.05, 95%CI[−0.31,0.21], t(124) = −0.37, p = .71, d = −0.07,
but for applicants with a low-quality resume, a nonconforming
dress style led to lower perceptions of power, b = −0.32, 95%CI
[−0.58,-0.06], t(101) = −2.42, p = .02, d = −0.48.
In addition, we used a product of coefficients approach
(Sobel, 1982), based on a multiple mediation model using
LMM, to examine whether the interaction effect of resume
and dress style on hirability was mediated by perceptions of
warmth, competence, and power. We only found a marginally
significant indirect effect for power, z = 1.88, p = .06.4 For
applicants with a high-quality resume, power did not mediate
the effect of dress style on hirability perceptions, z = 0.38,
p = .70. Yet, for applicants with a low-quality resume, power
did mediate the effect of dress style on hirability perceptions,
z = 2.27, p = .02.

Discussion
Study 2 provided an additional test of the effects on noncon
forming dress style on hirability perceptions, this time among
actual recruiters. Recruiters are in a good position to under
stand applicants’ role expectations in terms of social rules, and
attributional responses to norm violations (Ramsay et al., 1997).
In contrast to the conformity perspective (Hypothesis 1) and
the nonconformity perspective (Hypothesis 2), dress style did
not have a direct effect on hirability ratings. In line with the
qualifications perspective (Hypothesis 3), the results showed
that low-qualified applicants are punished for behaving in
a nonconforming way; recruiters rated these applicants lower
on hirability when they violated professional dress norms,
whereas applicants with a high-quality resume seemed to
have more leeway.
Study 2 also explored three potential signalling mechanisms
of dress style. We found some, albeit very weak, support for the
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mediating role of power: low-qualified applicants (but not
high-qualified applicants) are conferred less power when they
violate dress norms than when they conform to dress norms.
Importantly, for low-qualified applicants, power partially
explained the effect of dress style on hirability perceptions.
Thus, in line with the qualifications perspective, when an appli
cant’s brash behaviour is inconsistent with their qualifications,
this behaviour backfires and leads to lower perceptions of
power and therefore lower hirability ratings. We found no
evidence for the signalling mechanisms of either warmth or
competence.

General discussion
The goal of the present research was to test three contrast
ing theoretical accounts concerning the effects of noncon
formity in dress style. In two studies we found that
nonconforming dress styles undermine the perceived hir
ability of low-qualified applicants but not of high-qualified
applicants. The present study contributes to the literature in
a number of ways.
First, whereas previous studies in the field of personnel
selection indicated that violations of professional dress
norms hurt applicants’ hiring chances (e.g., Barrick et al.,
2009; Ruetzler et al., 2012; Sebastian & Bristow, 2008;
Peluchette & Karl, 2007), our results indicate that these
norms only matter for applicants with a relatively weak
resume. Although we found a marginal direct effect of
nonconformity in dress style on hirability ratings in Study
1, this effect did not replicate among a sample of recruiters
(Study 2). Therefore, the present studies advance personnel
selection research by showing that the current consensus
regarding the effects of violating professional dress norms
may actually be subject to a previously untested boundary
condition (i.e., qualifications).
Second, we explicated three contrasting theoretical
accounts concerning the effects of nonconformist dress
style in a hiring context. Our results showed that, in con
trast to the conformity perspective (e.g., Barrick et al., 2009;
Ruetzler et al., 2012; Sebastian & Bristow, 2008) and the
nonconformity perspective (Van Kleef et al., 2011; Bellezza
et al., 2014), dress style has only a small and marginally
significant negative effect (d = −0.20) on hirability ratings in
Study 1 and no direct effect on hirability ratings in Study 2.
However, consistent with the qualifications perspective
(Hollander, 1958; Moore et al., 2017), our results revealed
small but significant interaction effects between qualifica
tions and dress style in both studies (d = 0.21 in Study 1
and d = 0.26 in Study 2). Specifically, high-qualified appli
cants who dressed in a nonconforming way were rated
similarly compared to when they dressed in a conforming
way. This effect is consistent with Hollander’s (1958) notion
of idiosyncrasy credits, whereby highly qualified individuals
can flout social norms without sanction. In contrast, and in
line with Tenney et al.’s (2007) calibration hypothesis, when
low-qualified applicants dressed in a nonconforming way,
this brash behaviour backfired and hurt their hiring chances.
The size of this negative effect was small (d = −0.29) in our
sample of online platform workers (Study 1) and large
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(d = −0.78) in our sample of professional recruiters
(Study 2).
Third, our study contributes to the literature on selfverification vs. self-enhancement (Cable & Kay, 2012; Moore
et al., 2017; Swann et al., 1989) by showing that the conse
quences of these impression management tactics depend on
applicants’ qualifications. In general, studies within a personnel
selection context show that self-enhancement rather than selfverification creates more favourable impressions among recrui
ters (e.g., Ellis, West, Ryan, & DeShon, 200; Peck & Levashina,
2017). However, these previous studies did not differentiate
between low-qualified and high-qualified applicants. In fact,
we know relatively little about which attributes help highly
qualified applicants stand out during the later stages of the
selection procedure, where other applicants may be equally
attractive (Highhouse & Johnson, 1996). One notable exception
are the studies by Moore et al. (2017), who showed that for top
applicants it helps to self-verify. However, in line with our
findings, they found no effect of self-verification for those
applicants who are highly qualified but fell below the 90th
percentile, and a negative effect of self-verification for lowqualified applicants (Studies 1 and 2). We believe the applicant
in our study is highly qualified for the HR manager position, but
would not be ranked among the top 10%: the applicant is
relatively junior and has only one relevant HR job and no
managerial work experience. Thus, to clarify the effects of selfverification for high-qualified applicants, it would be interest
ing to follow Moore et al.’s (2017) approach and replicate our
study among top applicants, as self-verification through nonconforming dress style might lead to more favourable impres
sions among elite applicants.
Fourth, we are the first to examine the power-signalling
effects of nonconformity among actual recruiters. In contrast
to previous studies (Van Kleef et al., 2011; Bellezza et al., 2014;
Stamkou et al., 2018), we did not find a direct effect of non
conformity on power perceptions. In fact, our results revealed
that nonconformity led to lower (rather than higher) percep
tions of power for low-qualified applicants. Although we found
a medium-sized effect (d = −0.48) of nonconformity on power
for low-qualified applicants, the interaction effect of qualifica
tions and dress style was small (d = 0.22) and only marginally
significant. It might be that in personnel selection contexts the
power of applicants is generally low, as it is the recruiter who
controls and determines outcomes. Thus, the context of the
present study might have attenuated the power-signalling
effects of nonconformity.

applicant was still properly groomed. In a study conducted by
the National Association of Colleges and Employers, grooming
practices were shown to have the strongest influence on eva
luations of candidates by potential employers, stronger than
piercings, tattoos, or attire (Ruetzler et al., 2012).
It is also worth noting that although the task of evaluat
ing resumes has relatively high fidelity and experimental
realism, it is important to replicate our findings in a highstakes selection context among actual applicants. This is
especially important because the interaction effects were
relatively small. When testing the effects of nonconformity
among actual applicants, it is imperative to test the effects
of nonconformity at a wider range of qualification levels
than high vs. low, as Moore et al. (2017) found that the
effects of self-verification depend on the percentile ranking
of the applicant. Furthermore, we measured perceptions of
power and hirability at the same time and from the same
source, which could have artificially inflated the relation
ships between our study variables. This suggests a need
for more studies on power signalling outside of the labora
tory context, in which the measurements of the variables
are separated in time and collected from multiple sources.
Finally, whereas we situated this work in the context of
personnel selection, it may be of interest to researchers inter
ested in the (self-reinforcing) process of undesirable social and
organisational behaviours in general. If highly qualified people
are allowed to violate norms in the early selection phase, this
may invoke a self-reinforcing process, potentially leading to
undesirable social and organisational behaviours in general
(Van Kleef et al., 2011).

Limitations and suggestions for future studies

Conclusion

There are several limitations to the present research. Both
studies were conducted in the Netherlands, where deviations
of social norms might be more acceptable compared to other
countries (Heinrichs et al., 2006; Stamkou et al., 2019). In addi
tion, professional dress norms might be less strict for HR pro
fessionals (the job advertisement we used in the present study)
than for other occupational groups. For these reasons, future
studies might further test the boundary conditions of noncon
forming behaviours in different occupational and cultural con
texts. We also note that in our two studies, the nonconforming

The present study shows that nonconforming behaviour can
backfire when accompanied by evidence that such posturing is
not matched by one’s qualifications. Intriguingly, inaccurate
signals have also been found to lead to harsh social punish
ment among non-human species. For instance, as a signal to
would-be antagonists, paper wasps (Polistes dominulus) natu
rally develop distinct facial markings when they achieve
a socially dominant position. The markings operate as a kind
of karate belt that signals relative formidability to would be
interlopers. When Tibbetts and Izzo (2010) artificially painted

Practical implications
Applicants’ dress style is one of the first pieces of information
that a recruiter will assess. Because applicants are largely in
control of their own dress style, professional appearance can be
used as a deliberate attempt to regulate appearance for selfpresentation purposes. Our results offer the first empirical evi
dence that dress style only plays a minor role: Low-qualified
applicants will have a small advantage if they closely adhere to
professional norms regarding business attire. On the other
hand, high-qualified applicants appear to be at liberty to signal
a more idiosyncratic sense of style. Of course, assessing one’s
relative standing among an unknown applicant pool might not
always be easy, and so the most prudent fashion choice on
interview day may well be to suit up.
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these dominant markings onto non-dominant wasps, the
wasps were quickly attacked and punished. Such social punish
ment is hypothesized to act as a mechanism for keeping signals
honest. Although the social hierarchies of paper wasps are
clearly distinct from professional recruitment, the present find
ings suggest that such regulation of signals is also present in
the context of personnel selection.

Notes
1. Without controlling for gender of the applicant, the interaction
effect of dress style and resume is marginally significant, b = 0.38,
95%CI[−0.01,0.78], t(234) = 1.91, p =.057, d = 0.25. Without control
ling for work experience, the interaction effect is not significant,
b = 0.32, 95%CI[−0.07,0.72], t(232) = 1.61, p =.11, d = 0.21, though
the simple slopes show the same pattern.
2. Without controlling for gender of the applicant or work experience,
the interaction effect of resume and dress style on warmth and
competence remains insignificant.
3. Without controlling for gender of the applicant, the interaction
effect of dress style and resume is marginally significant, b = 0.33,
95%CI[−0.05,0.70], t(243) = 1.72, p =.086, d = 0.22. However, without
controlling for work experience, the interaction effect is not signifi
cant, b = 0.28, 95%CI[−0.08,0.65], t(253) = 1.50, p =.13, d = 0.19.
4. The indirect effect remained marginally significant without control
ling for gender, z = 1.88, p =.06, or work experience, z = 1.79, p =.07.

Disclosure statement
No potential conflict of interest was reported by the authors.

ORCID
Janneke K. Oostrom
Gerben A. van Kleef

http://orcid.org/0000-0002-0963-5016
http://orcid.org/0000-0003-0823-7654

References
Agerström, J., Björklund, F., Carlsson, R., & Rooth, D. O. (2012). Warm and
competent Hassan = cold and incompetent Eric: A harsh equation of
real-life hiring discrimination. Basic and Applied Social Psychology, 34(4),
359–366. https://doi.org/10.1080/01973533.2012.693438
Anderson, C., Ames, D. R., & Gosling, S. D. (2008). Punishing hubris: The
perils of overestimating one’s status in a group. Personality & Social
Psychology Bulletin, 34(1), 90–101. https://doi.org/10.1177/
0146167207307489
Anderson, C., & Kilduff, G. J. (2009). The pursuit of status in social groups.
Current Directions in Psychological Science, 18(5), 295–298. https://doi.
org/10.1111/j.1467-8721.2009.01655.x
Bangerter, A., Roulin, N., & König, C. J. (2012). Personnel selection as
a signaling game. Journal of Applied Psychology, 97(4), 719–738.
https://doi.org/10.1037/a0026078
Bargh, J. A., Raymond, P., Pryor, J. B., & Strack, F. (1995). Attractiveness of the
underling: An automatic power→ sex association and its consequences
for sexual harassment and aggression. Journal of Personality and Social
Psychology, 68(5), 768–781. https://doi.org/10.1037/0022-3514.68.5.768
Barrick, M. R., Shaffer, J. A., & DeGrassi, S. W. (2009). What you see may not
be what you get: Relationships among self-presentation tactics and
ratings of interview and job performance. Journal of Applied
Psychology, 94(6), 1394–1411. https://doi.org/10.1037/a0016532
Behling, D. U., & Williams, E. A. (1991). Influence of dress on perception of
intelligence and expectations of scholastic achievement. Clothing and
Textiles Research Journal, 9(4), 1–7. https://doi.org/10.1177/
0887302X9100900401

79

Bellezza, S., Gino, F., & Keinan, A. (2014). The red sneakers effect: Inferring
status and competence from signals of nonconformity. Journal of
Consumer Research, 41(1), 35–54. https://doi.org/10.1086/674870
Berkowitz, L., & Macaulay, J. R. (1961). Some effects of differences in status
level and status stability. Human Relations, 14(2), 135–148. https://doi.
org/10.1177/001872676101400204
Cable, D. M., & Kay, V. S. (2012). Striving for self-verification during organi
zational entry. Academy of Management Journal, 55(2), 360–380. https://
doi.org/10.5465/amj.2010.0397
Chen, S., Lee-Chai, A. Y., & Bargh, J. A. (2001). Relationship orientation as
a moderator of the effects of social power. Journal of Personality and
Social Psychology, 80(2), 173–187. https://doi.org/10.1037/0022-3514.80.
2.173
Cheng, J. T., Tracy, J. L., Foulsham, T., Kingstone, A., & Henrich, J. (2013).
Two ways to the top: Evidence that dominance and prestige are
distinct yet viable avenues to social rank and influence. Journal of
Personality and Social Psychology, 104(1), 103–125. https://doi.org/10.
1037/a0030398
Cialdini, R. B., & Goldstein, N. J. (2004). Social influence: Compliance and
conformity. Annual Review of Psychology, 55(1), 591–621. https://doi.org/
10.1146/annurev.psych.55.090902.142015
Cialdini, R. B., & Trost, M. R. (1998). Social influence: Social norms, conformity
and compliance. In D. T. Gilbert, S. T. Fiske, & L. Gardner (Eds.), The
handbook of social psychology (pp. 151–192). McGraw-Hill.
Cole, M. S., Rubin, R. S., Feild, H. S., & Giles, W. F. (2007). Recruiters’ percep
tions and use of applicant résumé information: Screening the recent
graduate. Applied Psychology: An International Review, 56(2), 319–343.
https://doi.org/10.1111/j.1464-0597.2007.00288.x
Connelly, B. L., Certo, S. T., Ireland, R. D., & Reutzel, C. R. (2011). Signaling
theory: A review and assessment. Journal of Management, 37(1), 39–67.
https://doi.org/10.1177/0149206310388419
Cuddy, A. J., Glick, P., & Beninger, A. (2011). The dynamics of warmth and
competence judgments, and their outcomes in organizations. Research
in Organizational Behavior, 31, 73–98. https://doi.org/10.1016/j.riob.
2011.10.004
Dacy, J. M., & Brodsky, S. L. (1992). Effects of therapist attire and gender.
Psychotherapy: Theory, Research, Practice, Training, 29(3), 486–490.
https://doi.org/10.1037/h0088555
Dellinger, K. (2002). Wearing gender and sexuality “on your sleeve”: Dress
norms and the importance of occupational and organizational culture at
work. Gender Issues, 20(1), 3–25. https://doi.org/10.1007/s12147-0020005-5
Faul, F., Erdfelder, E., Buchner, A., & Lang, A. G. (2009). Statistical power
analyses using G* Power 3.1: Tests for correlation and regression ana
lyses. Behavior Research Methods, 41(4), 1149–1160. https://doi.org/10.
3758/BRM.41.4.1149
Flugel, J. C. (1950). The psychology of clothes. International Psychoanalytic
Library.
Galinsky, A. D., Magee, J. C., Gruenfeld, D. H., Whitson, J. A., &
Liljenquist, K. A. (2008). Power reduces the press of the situation:
Implications for creativity, conformity, and dissonance. Journal of
Personality and Social Psychology, 95(6), 1450–1466. https://doi.org/10.
1037/a0012633
Galinsky, A. D., Magee, J. C., Inesi, M. E., & Gruenfeld, D. H. (2006). Power and
perspectives not taken. Psychological Science, 12(12), 1068–1074. https://
doi.org/10.1111/j.1467-9280.2006.01824.x
Giannantonio, C. M., & Hurley-Hanson, A. E. (2006). Recruiters’ perceptions
of appearance: The stigma of image norms. Equal Opportunities
International, 25(6), 450–463. https://doi.org/10.1108/
02610150610713755
Guinote, A. (2007). Power and goal pursuit. Personality & Social Psychology
Bulletin, 33(8), 1076–1087. https://doi.org/10.1177/0146167207301011
Heinrichs, N., Rapee, R. M., Alden, L. A., Bögels, S., Hofmann, S. G., Oh, K. J., &
Sakano, Y. (2006). Cultural differences in perceived social norms and
social anxiety. Behaviour Research and Therapy, 44(8), 1187–1197. https://
doi.org/10.1016/j.brat.2005.09.006
Highhouse, S., & Johnson, M. A. (1996). Gain/loss asymmetry and riskless
choice: Loss aversion in choices among job finalists. Organizational
Behavior and Human Decision Processes, 68(3), 225–233. https://doi.org/
10.1006/obhd.1996.0101

80

J. K. OOSTROM ET AL.

Hilton, D. J., & Slugoski, B. R. (1986). Knowledge-based causal attribution:
The abnormal conditions focus model. Psychological Review, 93(1),
75–88. https://doi.org/10.1037/0033-295X.93.1.75
Hollander, E. P. (1958). Conformity, status, and idiosyncrasy credit.
Psychological Review, 65(2), 117–127. https://doi.org/10.1037/h0042501
Jetten, J., Hornsey, M. J., & Adarves-Yorno, I. (2006). When group members
admit to being conformist: The role of relative intragroup status in
conformity self-reports. Personality & Social Psychology Bulletin, 32(2),
162–173. https://doi.org/10.1177/0146167205279904
Johnson, P. (1976). Women and power: Toward a theory of effectiveness.
Journal of Social Issues, 32(3), 99–110. https://doi.org/10.1111/j.15404560.1976.tb02599.x
Keltner, D., Gruenfeld, D. H., & Anderson, C. (2003). Power, approach, and
inhibition. Psychological Review, 110(2), 265–284. https://doi.org/10.
1037/0033-295X.110.2.265
Kruglanski, A. W., & Webster, D. M. (1991). Group members’ reactions to
opinion deviates and conforming at varying degrees of proximity to deci
sion deadline and of environmental noise. Journal of Personality and Social
Psychology, 61(2), 212–225. https://doi.org/10.1037/0022-3514.61.2.212
Kurihara, H., Maeno, T., & Maeno, T. (2014). Importance of physicians’ attire:
Factors influencing the impression it makes on patients, a crosssectional study. Asia Pacific Family Medicine, 13(1), 1–7. https://doi.org/
10.1186/1447-056X-13-2
Levine, J. M. (1989). Reaction to opinion deviance in small groups. In
P. B. Paulus (Ed.), Psychology of group influence (pp. 187–231). Erlbaum.
Magee, J. C., & Galinsky, A. D. (2008). Social hierarchy: The self-reinforcing
nature of power and status. Academy of Management Annals, 2(1),
351–398. https://doi.org/10.5465/19416520802211628
Menahem, S., & Shvartzman, P. (1998). Is our appearance important to our
patients? Family Practice, 15(5), 391–397. https://doi.org/10.1093/fam
pra/15.5.391
Moore, C., Lee, S. Y., Kim, K., & Cable, D. M. (2017). The advantage of being
oneself: The role of applicant self-verification in organizational hiring
decisions. Journal of Applied Psychology, 102(11), 1493–1513. https://doi.
org/10.1037/apl0000223
Morris, T. L., Gorham, J., Cohen, S. H., & Huffman, D. (1996). Fashion in the
classroom: Effects of attire on student perceptions of instructors in
college classes. Communication Education, 45(2), 135–148. https://doi.
org/10.1080/03634529609379043
Moscovici, S., & Nemeth, C. (1974). Social psychology: Classic and contem
porary integrations. Rand McNally.
Peck, J. A., & Levashina, J. (2017). Impression management and interview
and job performance ratings: A meta-analysis of research design with
tactics in mind. Frontiers in Psychology, 8, 201. https://doi.org/10.3389/
fpsyg.2017.00201
Peluchette, J. V., & Karl, K. (2007). The impact of workplace attire on
employee self-perceptions. Human Resource Development Quarterly, 18
(3), 345–360. https://doi.org/10.1002/hrdq.1208
Peluchette, J. V., & Karl, K. (2018). ‘She’s got the look’: Examining feminine
and provocative dress in the workplace. In A. M. Broadbridge &
S. L. Fielden (Eds.), Research handbook of diversity and careers (pp.
116–128). Edward Elgar Publishing.
Ramsay, S., Gallois, C., & Callan, V. J. (1997). Social rules and attributions in
the personnel selection interview. Journal of Occupational and
Organizational Psychology, 70(2), 189–203. https://doi.org/10.1111/j.
2044-8325.1997.tb00642.x
Robinson, L. F., & Reis, H. T. (1989). The effects of interruption, gender, and
status on interpersonal perceptions. Journal of Nonverbal Behavior, 13(3),
141–153. https://doi.org/10.1007/BF00987046
Roulin, N., Bangerter, A., & Yerly, E. (2011). The uniqueness effect in selec
tion interviews. Journal of Personnel Psychology, 10(1), 43–47. https://doi.
org/10.1027/1866-5888/a000024
Ruetzler, T., Taylor, J., Reynolds, D., Baker, W., & Killen, C. (2012). What is
professional attire today? A conjoint analysis of personal presentation
attributes. International Journal of Hospitality Management, 31(3),
937–943. https://doi.org/10.1016/j.ijhm.2011.11.001
Sah, S., Moore, D. A., & MacCoun, R. J. (2013). Cheap talk and credibility: The
consequences of confidence and accuracy on advisor credibility and

persuasiveness. Organizational Behavior and Human Decision Processes,
121(2), 246–255. https://doi.org/10.1016/j.obhdp.2013.02.001
Sapir, E. (1937). Fashion. In E. R. Seligman & A. Johnson (Eds.), Encyclopaedia
of social sciences (pp. 137–146). Macmillan.
Sebastian, R. J., & Bristow, D. (2008). Formal or Informal? The impact of style
of dress and forms of address on business students‘ perceptions of
professors. Journal of Education for Business, 83(4), 196–201. https://doi.
org/10.3200/JOEB.83.4.196-201
Sherif, M., & Sherif, C. W. (1964). Reference groups. Harper & Row.
Sobel, M. E. (1982). Asymptotic confidence intervals for indirect effects in
structural equation models. Sociological Methodology, 13, 290–312.
https://doi.org/10.2307/270723
Spence, M. (1973). Job market signaling. The Quarterly Journal of Economics,
87(3), 355–374. https://doi.org/10.2307/1882010
Stamkou, E., Van Kleef, G. A., & Homan, A. C. (2018). The art of influence:
When and why deviant artists gain impact. Journal of Personality and
Social Psychology, 115(2), 276–303. https://doi.org/10.1037/pspi0000131
Stamkou, E., Van Kleef, G. A., Homan, A. C., Gelfand, M. J., Van de Vijver, F.,
Van Egmond, M. C., Boer, D., & Lee, I. C. (2019). Cultural collectivism and
tightness moderate responses to norm violators: Effects on power per
ception, moral emotions, and leader support. Personality & Social
Psychology Bulletin, 45(6), 947–964. https://doi.org/10.1177/
0146167218802832
Swann, W. B., Jr. (1983). Self-verification: Bringing social reality into har
mony with the self. In J. Suls & A. C. Greenwald (Eds.), Social psychological
perspectives on the self (Vol. 2, pp. 33–66). Erlbaum.
Swann, W. B., Jr., Pelham, B. W., & Krull, D. S. (1989). Agreeable fancy or
disagreeable truth? Reconciling self-enhancement and self-verification.
Journal of Personality and Social Psychology, 57(5), 782–791. https://doi.
org/10.1037/0022-3514.57.5.782
Tenney, E. R., MacCoun, R. J., Spellman, B. A., & Hastie, R. (2007).
Calibration trumps confidence as a basis for witness credibility.
Psychological Science, 18(1), 46–50. https://doi.org/10.1111/j.14679280.2007.01847.x
Tenney, E. R., Spellman, B. A., & MacCoun, R. J. (2008). The benefits of
knowing what you know (and what you don’t): How calibration affects
credibility. Journal of Experimental Social Psychology, 44(5), 1368–1375.
https://doi.org/10.1016/j.jesp.2008.04.006
Tibbetts, E. A., & Izzo, A. (2010). Social punishment of dishonest signalers
caused by mismatch between signal and behavior. Current Biology, 20
(18), 1637–1640. https://doi.org/10.1016/j.cub.2010.07.042
Trethewey, A. (1999). Disciplined bodies: Women’s embodied identities at
work. Organization Studies, 20(3), 423–450. https://doi.org/10.1177/
0170840699203003
Van Kleef, G. A., & Côté, S. (2007). Expressing anger in conflict: When it helps
and when it hurts. Journal of Applied Psychology, 92(6), 1557–1569.
https://doi.org/10.1037/0021-9010.92.6.1557
Van Kleef, G. A., Homan, A. C., Finkenauer, C., Blaker, N. M., & Heerdink, M. W.
(2012). Prosocial norm violations fuel power affordance. Journal of
Experimental Social Psychology, 48(4), 937–942. https://doi.org/10.1016/
j.jesp.2012.02.022
Van Kleef, G. A., Homan, A. C., Finkenauer, C., Gundemir, S., & Stamkou, E.
(2011). Breaking the rules to rise to power: How norm violators gain
power in the eyes of others. Social Psychological and Personality Science,
2(5), 500–507. https://doi.org/10.1177/1948550611398416
Van Kleef, G. A., Wanders, F., Stamkou, E., & Homan, A. C. (2015). The social
dynamics of breaking the rules: Antecedents and consequences of
norm-violating behavior. Current Opinion in Psychology, 6(6), 25–31.
https://doi.org/10.1016/j.copsyc.2015.03.013
West, B., Welch, K. B., & Galecki, A. T. (2006). Linear mixed models: A practical
guide using statistical software. CRC Press.
Zahavi, A. (1975). Mate selection—a selection for a handicap. Journal of
Theoretical Biology, 53(1), 205–214. https://doi.org/10.1016/00225193(75)90111-3
Zibarras, L. D., & Woods, S. A. (2010). A survey of UK selection practices
across different organization sizes and industry sectors. Journal of
Occupational and Organizational Psychology, 83(2), 499–511. https://
doi.org/10.1348/096317909X425203

EUROPEAN JOURNAL OF WORK AND ORGANIZATIONAL PSYCHOLOGY

Appendix A. Pictures of the Applicants in Conforming and Nonconforming Dress
Pictures used in Study 1: Examples of pictures used in Study 2:

Note. The pictures were not anonymized in the actual experiment.

Note. The pictures were not anonymised in the actual experiment.
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Appendix B. Resumes
Resume of high-qualified applicant:

Surname
Name
Street
Zip code
Professional Experience
01/2013 – 01/2017

09/2012 – 01/2013
11/2011- 07/2012

Education
09/2010 – 07/2011
09/2006 – 07/2010
08/2000 – 06/2006
Languages
Dutch
English
Spanish

David
Anderson
Leeuwenlaan 11
1056 EM

Place
Phone
email
Date of birth

Amsterdam
06–37,802,159
david.a@gmail.com
2 July 1987

HR specialist, Bretax, the Netherlands
● Responsible for a wide range of HR tasks
● Providing indispensable analytical support in major consultancy projects
● Improving and connecting datasets and creating added value by making concrete action plans based on insights
● Point of contact for employees for diverse HR issues
● Developing diverse working condition rules
Traineeship HRM at Heineken, the Netherlands
● Fulfilled the role of advisor and trainer
Internship Human Resources department Google, London, UK
● Writing adverts to generate candidates
● Working with hiring managers and HR to create email announcements for new hires
● Entering data into spreadsheets or databases
● Participating in HR team and all staff meetings
● Assembling personnel and benefits files
● Creating an internal intern community and organizing an intern lunch every month
● Helping interns with HR-related questions
Master Business Administration: Specialization in Human Resources at the Vrije Universiteit Amsterdam
Bachelor in Business Administration at the Vrije Universiteit Amsterdam
Pre-University Education
Native
Fluent
Fluent

Resume of low-qualified applicant:

Surname
Name
Street
Zip code
Professional Experience
01/2013 – 01/2017

09/2012 – 01/2013

11/2011 – 07/2012
11/2008 – 08/2011
Education
09/2005 – 07/2008
08/2000 – 06/2005
Languages
Dutch
English
Other activities

Brian
Peterson
Lijsterstraat 5
1067 BB

Place
Phone
email
Date of birth

Woerden
06–37,802,159
peterson.b@gmail.com
20 August 1987

Assistant Store Manager at Consumer Electronics Store
● Responsible for helping to run the store on a day to day basis by assisting with launching retail initiatives, general store maintenance
and training new staff
● Meeting and greeting customers when they enter the shop
● Operating the till and handling financial transactions
● Answering queries from shoppers
● Receiving deliveries from suppliers
● Cataloguing stocks & performing inventory checks
● Undertaking cleaning and housekeeping duties
Assistant Store Manager at the super market Albert Heijn
● Supporting the store team and manager to increase revenue streams and profit targets
● Providing a friendly and helpful service to customers
● Maintaining high standards of presentation and cleanliness across the store
● Approaching customers that may require assistance if you are on the shop floor
● Carrying out the stock replenishment
● Ensuring all areas of the store remain tidy at all times
Taxi Driver
Content manager/web editor at Kodak
● Making sure site content is up to date
Bachelor Information & Communication Technology – no diploma
Higher General Secondary Education
Native
Basic
Fitness, running, weight-lifting

