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Introduction
In today’s World, it is a common belief that first impressions of a person’s appearance can make or
break their chances for employment and overall success as job seekers are often faced with societal
pressure and stereotyping based on their name and physical appearance. From the very moment we
meet a person we have not met before, different parts of our brains start making assumptions based
on a person’s appearance and name. This automatic judgement can influence our perceptions of their
abilities, character, and overall potential for success. People offer preferential treatment to individuals
with attractive physical appearances in hiring and promotion decisions due to the norms perpetuated
by society and the ideals prioritized by media which often glorify certain physical standards of beauty.
This phenomenon can lead to unequal opportunities and discrimination for individuals who have
names that are considered “ethnic” or “unusual” and do not adhere to societal beauty norms. Societal
biases in the guise of name and appearance in the workforce betray narrow-mindedness and systemic
injustice that can prevent people from realizing their true worth and potential in the workplace and all
other areas of their life.

Name Bias in the Workplace
People with certain names may experience discrimination in the hiring as well as promotion process
due to preconceived biases and notions about certain “ethnic-sounding” names. This problem is a
pervasive implicit bias that can have serious negative consequences for the workers as well as the
workforce alike as it has significant impacts on the organizations. This bias in the workforce refers to
the tendency of individuals to make certain judgements about other workers based solely on their
“ethnic-sounding” or distinctive names. Research studies have found that names on resumes that
sound Asian, African American, or Hispanic are less likely to be hired for a prospective job position.
They do not receive callbacks for job interviews they wait for weeks or even months compared to
those with white or European-sounding names. Resultantly, many qualified individuals due to their
“foreign-sounding” names alone perceived as a biased personal identifier are being overlooked in the
hiring process which hinders diversity and inclusion in the workspace (Flaherty). Thus, the name bias
in the workforce can have detrimental effects on diversity and inclusivity which perpetuates
discrimination and prejudices against underrepresented groups or communities. Employers should
implement fair, unbiased, and non-discriminatory hiring practices and prioritize merit-based job
evaluations as prejudices based on name or background can limit a person’s job prospects and overall
success in their career.
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Appearance Bias in the Workplace
In contemporary workspaces, despite the growth of inclusivity and diversity, appearance bias still
persists and impacts how people are perceived and treated in the job market based on their first
impression of their physical appearance. People who are deemed attractive and smart often receive
more preferential treatment and are considered the competent ones compared to their less attractive
peers in the workforce regardless of their qualifications, skills, and experience. As compared to other
biases in the working environment, appearance bias appears to be more detrimental as it manifests in
many ways and may lead to counterproductive responses in the workforce including poor hiring
recommendations and physical appearance-based promotions. Research has also shown that
overweight people or individuals having physical disabilities when applying for a job may experience
appearance bias in employment opportunities. Although it is a challenging task to eliminate
appearance or “attractiveness” bias from the workforce, beauty standards can be made a less
significant driver of job-seekers or employees through implementing effective strategies by the
organizations. To prevent and mitigate such bias in the workspace, employers should encourage an
inclusive workspace culture that values its employees for their contributions to the organization’s
working environment, irrespective of their “attractive” physical appearance (Chamorro-Premuzic).

Social Attitudes and Presumptions Related to
Names
Names of the people have always been a point of interest for the human clan as they provide an
insight into an individual’s gender, culture, ethnicity, or background. They carry social attitudes and
presumptions with some being viewed as relatable and approachable whereas some individuals with
uncommon names may be viewed as desirable, unique, and memorable than others. These attitudes
can lead to discrimination and unfair treatment as assumptions and judgements are made solely in
the workforce or other situations based on individuals’ names. Some names are considered more
professional and competent in the workforce than other foreign-sounding, unique, and ethnic names
so they are given more weight when being recommended for hiring or promotions than
“unconventional” or foreign names (Flaherty). Names associated with certain ethnic groups are
perceived as “foreign” and “unconventional” which may lead to biased assumptions about an
individual’s abilities, qualifications, skills, and potentials that can result in aggressive behaviors in the
victims of discrimination. To avoid that, it is crucial for employers, managers, and the concerned
authorities to treat each individual on merit and not make assumptions or have bias solely based on
employees’ names.
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Cultural and Environmental Impacts on Name and
Appearance
Cultural and environmental conventions regarding the names and appearances of individuals in
certain professions or industries can significantly impact the job prospects of job seekers. Perceptions
around how a job seeker’s name and physical appearance according to the perceived beauty
standards of the society align with the expectations of the professions that influence one’s growth
and success within a workforce. It has been viewed that individuals from certain cultures or ethnic
backgrounds may encounter more barriers to hiring and job prospects if their name and appearance
do not align with the dominant perceptions or norms of the profession. Therefore, employers or hiring
professionals should respect individual’s chosen names, identities, and physical appearances for
promoting inclusivity and fostering diversity within the workspace while being fully aware of the
biases that persist in a certain profession or industry. The emphasis on fairness, diversity, and
inclusion in all aspects of the workforce can ensure respect in the interactions and growth of the
professional culture in the workforce regardless of name and appearance expectations.

Conclusion
The working environment in the contemporary world is more diverse than ever before with people
from different cultures and backgrounds serving together like a team in the same workforce.
Therefore, it is essential for the working environments to address and recognize implicit biases and
preconceived societal norms. For that, workforces need to work towards creating inclusive, balanced,
equal, and fair hiring as well as promotion process based on qualifications, skills, talents, and
experiences of the individuals irrespective of their name and appearance in order to create a more
inclusive and diverse workforce.
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