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Gender Gap in Performance Evaluation.
Are Women Stricter?

Veronika HEDIJA*

Abstract

This study examines the presence of gender bias in performance evaluations,
with a particular focus on whether assessments differ based on the gender of
the actors. Using the sample of Czech economics-oriented university students, the
research investigates whether gender influences students’ assessments of seminar
paper presentations. A binary logistic regression model is employed to analyze
the relationship between evaluator and student gender and the likelihood of
receiving the highest grade. The results indicate that female evaluators are gene-
rally stricter than male, significantly reducing the probability of a high assess-
ment. However, there is no evidence that male students receive more favorable
evaluations than their female counterparts, nor that individuals favor those of the
same gender.
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Introduction

Performance evaluation is a cornerstone of effective human resource manage-
ment and plays a crucial role in determining career progression, remuneration, and
opportunities for advancement. As such, fairness and objectivity in performance
assessments are essential for both individual motivation and organizational success.
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However, numerous studies have shown that performance evaluations may be in-
fluenced by implicit biases, including those related to gender, which can under-
mine meritocratic principles and perpetuate inequalities in the workplace (Mengel
et al., 2019; Hospido and Sanz, 2021; Diederich et al., 2023).

The findings of empirical studies that are devoted to the assessment of women’s
performance often conclude that women are evaluated worse than men (for ex-
ample Balcar and Hedija, 2019; Mengel et al., 2019; Hospido and Sanz, 2021;
Jansson and Tyrefors, 2022). Gender stereotypes and prejudices, which are the
source of discrimination against women in the labor market, are often cited as
the main reason for the poorer evaluation of women’s performance. However,
stereotypes, gender roles, and social norms are changing over time and are coun-
try-specific (Goldin, 2006; Ochsenfeld, 2014). One particularly important dimen-
sion of gender-related bias in performance assessment concerns the role of the
evaluator. Research suggests that women and men may apply different assessment
standards, and that the gender of the evaluator can significantly affect outcomes
(Balcar and Hedija, 2019; Ahmed et al., 2021). These patterns are of particular
concern in managerial roles, where evaluation and feedback are central to deci-
sion-making about hiring, promotions, and pay. If future managers carry implicit
biases into their evaluations, it can systematically distort talent recognition and
employee development.

This paper deals with the issue of gender bias in performance evaluations. The
aim of the paper is to contribute to the understanding of gender bias in perfor-
mance evaluation by examining whether assessments differ depending on the gen-
der of both the evaluator and the evaluated in Czech environment. The study draws
on a sample of male and female students from a Czech university with an eco-
nomic focus, who evaluated the seminar presentations of their peers. A regression
model is employed to identify potential differences in assessment outcomes based
on the gender of both the evaluator and the evaluated. The findings indicate that
performance assessment is influenced by the gender of the evaluator. The women
were generally stricter in their assessments compared to men. However, it was not
confirmed that men receive better evaluations than women or that individuals tend
to favor those of the same gender.

This study brings new insights on several levels. Firstly, by focusing on uni-
versity students of business economics and management, it provides information
about gender differences in evaluative behavior among the upcoming generation of
professionals, which will soon enter the labor market and what is their attitude at
the beginning of their working career. Secondly, the focus on a Czech environment
fills a gap in the literature, which has so far largely overlooked Central and Eastern
European contexts, despite their distinct institutional and cultural characteristics.
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Finally, provides information that the evaluation of individuals can be influenced
by the gender of the evaluator. The study’s findings showed that women were
stricter than men when evaluating the work of their colleagues.

1. Literature Review

Relatively great attention is paid to the issue of evaluation of men and women.
This is an issue on the border of economics, psychology, and sociology and it can
be viewed from different perspectives. Firstly, from the point of view of equal
opportunities for men and women and the equality in evaluation of their perfor-
mance. Here, the research aims to find out whether the approach to men and
women is the same and whether men and women are simply equally valued for
the same performance. Secondly, the issue can also be viewed in terms of how
women and men evaluate. Here, it is examined whether men and women rate on
average in the same way or whether their ratings differ.

Individuals do not have to be evaluated the same for the same performance.
Their assessment may depend on many factors, and gender may be one of them.
The gender of the evaluator may also play a role.

The issue of evaluation of individuals and the explanation of their approach to
assessment can be viewed from the perspective of various theories. Discrimination
theory explains inequalities in the treatment of individuals, differences in remu-
neration, and the evaluation of equal performance by the existence of discrimina-
tion. Becker’s (1957) theory of taste for discrimination and the model of statistical
discrimination, authored by Arrow (1973) belong to the most commonly used
theories of discrimination. According to these theories, the evaluation of indi-
viduals is determined by the environment in which individuals are assessed, and
is a reflection of the state of society. According to these theories, the reasons for
the different evaluations of individuals are the personal preferences of individuals
and stereotypes in society. From the point of view of evaluating the performance
of men and women, worse score of women compared to men can be explained
mainly by assessing female abilities based on stereotypes, when women are per-
ceived as less efficient compared to men. For this reason, they are also a priori
worse rated due to the expected lower performance. On the other hand, the assess-
ment of individuals may depend on the gender of the evaluator. Taste for discrim-
ination against women or assessing female abilities based on stereotypes could be
lower in the case the evaluator is a woman.

Sociological theories offer arguments in the form of existing gender stereo-
types and gender roles determining the position of men and women in society
and influencing their behavior (de Beauvoir, 2001; Oakley, 1972; Connell, 1995).
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Women are assigned the role of mother and caretaker of the family men are seen
as the breadwinner. In the same way, women and men are attributed typical fem-
inine and masculine characteristics and are viewed from this perspective. Existing
gender stereotypes and societal expectations regarding the ,,typical” woman and
man can significantly influence the evaluation of performance. Women are often
perceived as less competent, less psychologically resilient, and less efficient than
men. As a result, identical performance may be rated more negatively when ex-
hibited by a woman. Over time, women may become accustomed to receiving
harsher evaluations, which in turn may lead them to adopt a more critical stance
when rating others, in contrast to men, whose performance is typically assessed
with greater leniency.

From the point of view of socio-psychological theories like the theory of social
identity and similarity — attraction theory, performance assessment may be influ-
enced by the gender of the evaluator. According to the theory of social identity,
individuals tend to better evaluate members of the group to which they belong
against other groups’ members (Tajfel, 1982; Tajfel and Turner, 1979). Thus, this
theory postulates that men will tend to subjectively better evaluate the perfor-
mance of men compared to women, and women, on the contrary, the performance
of women. The similarity — attraction paradigm claims that similar individuals are
attracted to one another (Byrne, 1971).

Hence, women could better remunerate women and vice versa. Contrary, the
self-enhancement drive attitude postulates that individuals tend to identify them-
selves with positively viewed groups. Individuals from lower-status groups tend
to identify themselves with members of a higher-status group to promote a posi-
tive identity (Burkley and Blanton, 2005). According to this theory, women
may identify themselves with a higher-status group of men and may follow their
behavior.

The role of stereotypes, gender roles, and social norms and their changes in
time and the effect on gender inequalities are also discussed in the literature
(Goldin, 2006; Ochsenfeld, 2014). A higher level of education for women and
higher representation of women in important social positions may change tradi-
tional gender roles, norms, and stereotypes and eliminate the taste for discrimina-
tion or the effect of statistical discrimination.

Economically oriented studies dealing with this issue examine most commonly
the existence of the pay gap between men and women and analyze their causes,
differences in labor market positions, and the likelihood of success in competitions
or, in general, performance evaluations of men and women (for example Hedija,
2017; Balcar and Hedija, 2019; Ahmed et al., 2021; Hospido and Sanz, 2021;
Adamus and Ballova Mikuskova, 2024; Johnson Filipova et al., 2024).
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Hedija (2017) estimated the unexplained part of the gender pay gap in Euro-
pean countries and identified the existence of unexplained pay differences between
men and women and these vary within individual sectors. However, the study only
works with rough characteristics of men and women (age, level of education, sick-
ness, partnership, occupation, sector, company size, contract, and managerial
position) and does not capture all knowledge and skills that could explain wage
differences and capture possible differences in productivity. Balcar and Hedija
(2019) try to overcome these limits. They estimate the wage differences between
men and women in the Czech Republic using highly detailed data containing in
addition to common characteristics such as age, occupation, education also the
data on individuals’ cognitive and non-cognitive skills and their personal prefer-
ences. Taking into account the detailed characteristics of the employees, the study
shows that women and men are evaluated differently without objective reasons.
They also examined the effect of manager gender on wages and concluded that
the gender of the manager affects the level of wages. Employees under female
managers face a—6.30 percent wage penalty. This may indicate women’s tendency
to evaluate more strictly than men. Diederich et al. (2023) examine to what extent
the gender pay gap at the top executive level is linked to gender stereotypes using
the data of large European companies. They identified the unexplained gender pay
gap at the executive level and found out that women are paid better when they
hold less masculine and therefore more role-corresponding functions. Hospido
and Sanz (2021) take a different approach to examining gender differences in eval-
uation and identifying potential discrimination against women. They studied the
assessment of women’s and men’s submissions to economics conferences and
identified the statistically significant differences in acceptance rate. They con-
cluded that all-female-authored papers are less likely to be accepted than all-male-
authored ones and suggested that the gap in evaluation is driven by gender stere-
otypes. The results of a study by Ahmed et al. (2021) also indicate the existence
of statistical discrimination by gender. They examined the degree of gender dis-
crimination across occupations analyzing the responses of fictitious job applica-
tions in Sweden. They concluded that male applicants were less successful than
female ones in receiving a positive employer response in female-dominated occu-
pations. For male-dominated and mixed occupations no significant differences
were found. Adamus and Ballova Mikuskova (2024) highlight that existing stereo-
types can influence the evaluation of both women and men. Using experimental
design, they investigate gender biases in hiring and firing decisions in Slovakia.
The results show clear evidence of wage discrimination against women, who were
offered significantly lower salaries than men despite being rated equally in terms
of competence and suitability. At the same time, a backlash effect was observed
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against men. Male candidates with average or below-average performance were
perceived as less likable than their female counterparts, and men with frequent
absences were more likely to be selected for dismissal than equally absent women.
These findings highlight the complex ways in which gender stereotypes operate
in the labor market and suggest that women face direct pay discrimination, while
men may be affected by a backlash effect, especially if they do not meet traditional
expectations associated with the male role in the workplace.

Many studies have examined the evaluation of men’s and women’s performance
in educational settings, which offer a valuable context for investigating potential
biases in the assessment of performance across genders (e.g., Boring, 2017; Mengel
et al., 2019). Within these environments, both students are assessed for their aca-
demic performance, and teachers are evaluated by their students, allowing for the
analysis of gendered aspects in both roles.

Studies conducted at universities have identified that male students more often
receive better grades for similar performance, even in the same subjects, and that
female performance is undervalued. Mengel et al. (2019) examined the teaching
evaluation by students in Netherlands. They found that the female instructors re-
ceived systematically lower teaching evaluations than male colleagues and the gap
is larger for mathematical courses and junior women. There was no evidence that
these differences are driven by gender differences in teaching skills. The study
also showed that not only male but also female students evaluate instructors less
when they are female. The female students were stricter in the rating of both gen-
ders and gave on average worse ratings than male students. The role of gender
bias is also confirmed in Boring (2017), which examines student assessment of
teaching at a French university. Male professors were rated higher than female
professors, and the different dimensions of teaching that students value in male
and female professors tend to match gender stereotypes.

Also study by Ozgiimiis at al. (2020) suggests that gender bias can influence
teacher evaluation even when all other variables, such as personal interaction or
presentation style, are removed. Authors examined whether students evaluate
identical instructional materials differently depending on the gender of the instruc-
tor. In experiment, students were presented with the same instructional materials
presented under either a male or female name. The results showed that male re-
spondents rated materials presented under a female name lower than those pre-
sented under a male name, even though the content was identical. The results also
showed that experience with a university environment can play a role. When the
research was conducted on a sample of respondents who did not have a university
education, the differences in evaluations disappeared.
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The existence of gender bias and the tendency to rate women less highly in
areas that are perceived as masculine is highlighted in a study by Jansson and
Tyrefors (2022). This study examines the effect of anonymous grading on female
students’ performance in introductory macroeconomics courses at Stockholm
University. The authors found that female students achieved significantly better
grades when graded anonymously compared to when their identities were known
to the graders. Girard and Pinar (2009) focus on the presentation skills of the stu-
dents. This study investigated whether gender similarity between presenters and
evaluators affects presentation ratings. It found no significant impact of gender on
objective evaluations. However, students rated female presenters as better overall,
which suggests that women are perceived as better presenters. The findings also
show that women tended to rate female presenters more highly.

This paper builds on the aforementioned studies, seeks to expand existing
knowledge, and examines gender differences in evaluation using data from the
Czech Republic, where this issue is currently not fully covered.

2. Data and Methods

To test the assessment of men and women and gender bias in evaluation, the
data from a Czech economically oriented university was used. It can be expected
that thanks to their study focus, these students could represent the approach of
future generations of managers who will evaluate the performance of their subor-
dinates, and decide on the filling of job positions and the level of their wages. The
research is based on the evaluation of the quality of the students’ seminar work.
Within the course, Corporate Economics, students of the course prepare a seminar
paper and present it at the seminars. Two seminar groups with a balanced gender
composition were selected. About half of the students of each seminar were men
and the other half were women. Within the course, students evaluated the quality
of the seminar work presentation of their colleagues, both in grade and verbally.
The evaluation provided valuable feedback to students from their colleagues and
made it possible to explore gender differences in the assessment.

The research was conducted during the winter semester of the 2021/2022 aca-
demic year. Students participated in an anonymous peer evaluation process. Each
student was provided with evaluation cards (yellow for female students and white
for male students) and asked to assess their peers both qualitatively (through writ-
ten comments) and quantitatively (using letter grades ranging from A to F). These
evaluation forms were subsequently collected, and the data were recorded and
attributed to the respective evaluated individuals.
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The resulting dataset comprises 479 observations. A total of 37 students (19
women and 18 men) were evaluated by their peers. In total, 218 evaluations were
submitted by male students and 261 by female students.

The paper deals with the gender aspects of the performance evaluation phe-
nomenon. The following research question is addressed in this work.

¢ RQ: Is the evaluation of the individual dependent on the gender of the eval-
uated and the evaluator?

e According to selected economic and socio-psychologic theories stated above
in the ,,Literature review" the three hypotheses are formulated:

o H1: Female students receive worse evaluation, compared to male students.

e H2: Women are stricter in their evaluation. If a student is evaluated by
a woman, they will receive a worse rating.

e H3: Individuals will tend to evaluate better the same-sex individuals. Male
evaluators will rate better the male students and the female students will be rated
better by female evaluators.

To test the hypothesis, the binary logistic regression model is used. The model
is captured by Equation (1) and has the following form:

logit(evaluationii ) = fy + B, .student gender; + [3, .evaluator gender; +
+p;-evaluator gender; student gender; + f3,.seminar group; + @)

+Bs. final exam score, + B .teacher evaluation; + 3, .attractiveness,

where 7 denotes the evaluated student and j the evaluator. Evaluation;; is a binary
(or ordinal) variable indicating how evaluator j evaluated student 7.

The dependent variable is the evaluation of the seminar work. It is a dummy
variable that takes on the value 1 if the student received the mark A and value 0 if
the student received a B-F rating. Only a two-point scale is chosen here because
the students were moderate in their assessment, and an A rating represented 64
percent and reflected an ,,excellent” result without comments. The remaining B-F
ratings represented 36 percent of the evaluations and indicated some reservations
about the work.

The explanatory variables are the gender of the student, the gender of the eval-
uator and their interactions, the final exam score, the seminar group, teacher eval-
uation, and attractiveness. The gender of students is a dummy variable which is 1
for female students and 0 for male students. The gender of the evaluator represents
the sex, it equals 1 if the evaluator is a woman and 0 if the evaluator is a man.
Seminar group is a categorical variable that indicates the seminar group that the
student attends. This control variable is included to filter out unobserved differ-
ences between individual seminar groups, where students may get better grades
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due to, for example, a better atmosphere there. The final exam score is a proxy for
the cognitive skills of the evaluated student. It is a quantitative variable that ex-
presses the percentage point gain from the final exam (it can take on a value from
0 to 100). Teacher evaluation is another explanatory variable that is intended to
objectively assess student performance in terms of the quality of the seminar
paper. The student received an A — E grade from the teacher for the seminar paper
(no student submitted a seminar paper of such poor quality that it received an F
grade). All students were assessed by one teacher (female).

The attractiveness of the assessed person can also be one of the factors that can
influence the rating that the individual receives. Many professional studies con-
firm, that more attractive people are more likely to be employed and are paid better
compared to less attractive individuals (Gehrsitz, 2014; Fletcher, 2009; Anyzova
and Matcjt, 2018). On the other hand, others show that attractiveness may not
play a significant role in some professions (for example Balcar, 2021). The attrac-
tiveness of individual students was assessed by four independent persons (two
men and two women) based on submitted photographs of the students’ faces (ob-
tained from the information system of the university). Students were evaluated
using a 5-point Likert scale (1 — lowest, 2 —low, 3 — medium, 4 — high, 5 — highest).
In the regression model, it appears as a categorical variable that includes three
categories according to the average rating obtained: 1 — 1.5 low, 1.51 — 4.49 mid-
dle, and 4.5 — 5 high to distinguish between significantly very attractive and less
attractive individuals. Because the attractiveness of individuals can be perceived
differently depending on the gender of the evaluator (the same person may appear
differently attractive to men and women), the attractiveness of each individual was
determined from the perspective of women and the perspective of men. For
women, as the average of the women’s ratings, for men, as the average of the
men’s ratings. In the model, attractiveness was assigned to each individual de-
pending on the gender of the evaluator. Accordingly, when the evaluator was
a woman, the assessment of attractiveness was based on female perceptions; con-
versely, when the evaluator was a man, attractiveness was considered from the
male perspective.

For testing the stated hypotheses H1 — H3, it is important to estimate the
coefficients S, f» and f; of the regression model. The coefficient f; captures the
effect of the student’s gender on the probability of receiving a better evaluation,
conditional on the evaluator being male. A positive and significant £, would indi-
cate that, among male evaluators, female students are more likely to receive favor-
able evaluations compared to their male peers. The factor 5, reflects the effect of
the evaluator’s gender, conditional on the student being male. It shows whether
male students are evaluated differently depending on whether the evaluator is male
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or female. Finally, 5 represents the interaction between the student’s and the eval-
uator’s gender. This term tests whether the effect of the student’s gender on eval-
uations differs depending on the evaluator’s gender. A statistically significant f3
would suggest that female evaluators rate female students differently than male
evaluators do. The regression coefficients listed above and their combinations are
used to confirm or refute the established hypotheses and take into account all com-
binations of the evaluated person and the evaluator by gender. H1: ,,Female stu-
dents receive worse evaluation, compared to male students” is confirmed if: f; <0
and f1 + f3< 0. H2: ,,Women are stricter in their evaluation. If a student is evalu-
ated by a woman, they will receive a worse rating” is confirmed if: > < 0 and
P2+ P3< 0. Finally, H3: ,,Individuals will tend to evaluate better the same-sex
individuals. Male evaluators will rate better the male students and the female stu-
dents will be rated better by female evaluators” is confirmed if: ;1 < 0 and f3> 0.
Descriptive statistics for individual variables are shown in Table 1.

Table 1
Descriptive Statistics

Variable Category Number Statistics Distribution (%)

Evaluation (grade) A 307 64
B-F 172 36

Evaluation for (student) Men 218 45.5
Women 261 54.5

Evaluation from (evaluator) Men 213 44.5
Women 266 55.5

Seminar group First 290 60.5
Second 189 39.5

Final exam score (student) (quantitative 479 Max (100) min (57.5)
variable) mean (74.1)

Teacher evaluation E 94 19.6
D 114 23.8
C 67 14
B 106 22.1
A 98 20.5

Attractiveness Low 31 6.5
Middle 418 87.3
High 30 6.3

N 479

Source: Own calculation.

3. Results and Discussion

To examine the gender bias in evaluation and answer the research question, the
coefficients of the binary logistics model were estimated (Equation 1). The regres-
sion model was built step by step by adding explanatory variables in order to test
the robustness of the results. The results are presented in Table 2.
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The findings indicate that male students are not evaluated more favorably than
their female counterparts (Model 3). The coefficient £ > 0, which means that
female students (if evaluated by men) score better than male students. The odds
ratio is 1.003, which indicates that if the woman is evaluated by man, the chance
of a better rating increases by approximately 0.3 percent, i.e. only very slightly.
Moreover, the coefficient of the regression function is not statistically significant
in this case. On the other hand, female students tend to rate women better. If
a female student is rated by a woman, her rating improves (the coefficient 3> 0).
In this case, the odds ratio is 2.16, which means that women’s chances of getting
a better rating increase by 116 percent if the evaluator is female. The sum of co-
efficients £, and f5 is higher than one, which means that women receive better
ratings even from female evaluators (compared to the situation when women rate
men). These findings lead to the rejection of hypothesis H1, which stated that
female students receive worse rating, compared to male students.

These findings are surprising to some extent since many professional studies
conclude that women are rated worse than men (Mengel et al., 2019; Balcar and
Hedija, 2019; Ahmed et al., 2021; Hospido and Sanz, 2021; Jansson and Tyrefors,
2022). The worse evaluation of women is explained mainly from the position of
discrimination theories, where the source of inequalities are existing stereotypes
and perceived and assigned gender roles in society. Women are assigned the role
of caretaker of the family, they are perceived as physically weaker, less psycho-
logically resistant, and less efficient. For this reason, they are also a priori rated
worse due to the expected lower performance.

In our case, it was not clearly proven that women were rated worse than men.
Several factors may account for this outcome. One possible explanation is that the
evaluation focused not only on the content of the seminar papers but, more im-
portantly, on the students’ presentation skills. In this domain, women may be per-
ceived as equally competent (or even superior) to men, regardless of traditional
gender roles. This interpretation is supported by the findings of Girard and Pinar
(2009), who examined students’ perceptions of presentation skills and found that
female presenters were rated more favorably overall. It is also possible that eval-
uated output (quality of seminar paper presentation) is well compatible with the
idea of work suitable for women and that it is well compatible with the female
role. In this case, women’s performance may be evaluated better than men’s per-
formance. Diederich et al. (2023) conclude that women are evaluated better when
they hold less masculine and therefore more role-corresponding functions.

The estimated coefficient £, from the logistic regression model (Model 3) and
the corresponding odds ratio indicate that when the evaluator is a woman, the like-
lihood of assigning a higher rating decreases (#> < 0 and odds ratio is 0.37). If the
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evaluator is a woman, the odds of giving a better rating is about 63 percent lower
compared to the situation where the evaluator is a man. Thus, women are generally
stricter in the evaluations than men. The rating given by a woman tends to be
worse (than that given by a man) even when a female student is rated by woman.
In this case, the probability of a better rating increases, but the coefficient S5 is
statistically significant only at the 10 percent significance level. The sum of the
regression coefficients £ and fs is less than zero, indicating that when a woman
is rating, the rating received is worse than that received by a man. The fact that
women show a stricter assessment is also confirmed in Model 2, where the coeffi-
cient £, <0 at the 5 percent significance level. These results lead to the confirma-
tion of hypothesis H2, which states that women are stricter in their evaluation. If
a student is evaluated by a woman, they will receive a worse rating.

These conclusions align with the findings of studies by Mengel et al. (2019)
and Balcar and Hedija (2019). Both studies confirm that women tend to be stricter
in their evaluations than men, both when providing feedback and when awarding
rewards. Gender stereotypes, particularly beliefs about women’s lower perfor-
mance, may contribute to this increased strictness. One possible explanation is the
pressure women face to demonstrate that they are just as capable as men and to
succeed on par with them. As a result, women may evaluate others through the
lens of these heightened expectations, leading to a stricter assessment.

The interaction of evaluation of a woman by a woman (female student x female
evaluator) shows that when a female student is assessed by a woman, the rating is
more favorable compared to the situation when a woman evaluates a man. The
coefficient f; is higher than one (Model 3). If a woman is rated by a woman, the
chance of a better rating increases by 116 percent. However, the coefficient of the
logistic model is statistically significant only at the 10 percent significance level.
When it comes to the evaluation when the evaluator is a man, the coefficient 5 > 0.
The odds ratio for female students is higher than one, indicating that women have
a greater chance of a better evaluation, even though the increase in chance is only
small (by 0.2 percent) (the reference category was a male evaluator). However,
the regression coefficient is not statistically significant, so we cannot clearly say
that men tend to evaluate better women.

Hence, it cannot be unequivocally concluded that men and women evaluate
individuals of the same sex better. We reject hypothesis H3, which states that in-
dividuals will tend to evaluate better same-sex individuals.

These conclusions do not follow the social identity and similarity — attraction
theory, based on the idea that identification with the same gender could lead to a bet-
ter evaluation of the performance of the same individuals. On the contrary, the stu-
dents’ ratings turned out to be independent of the evaluated gender. This indicates
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that individuals could identify rather with a broad group of students as such, regard-
less of gender. These findings are also somewhat consistent with the earlier finding
that the student sample did not show a tendency to discriminate against women.

Table 2
Binary Logistic Regression — Evaluation of Seminar Work
Variable Model (1) Model (2) Model (3) Model (3)
Coefficient Coefficient Coefficient Odds ratio
Female student () 0.4585* 0.4342%* 0.0030 1.0030
(0.2561) (0.2578) (0.3645) (0.3656)
Female evaluator (£) - —0.6231** —0.9988*** 0.3683%**
(0.2451) (0.3359) (0.1237)
Female student x female evaluator (f5) - - 0.7704* 2.1606*
(0.4645) (1.0036)
Second seminar group 0.9587*** 0.8057*** 0.8087*** 2.2449%**
(0.2982) (0.3061) (0.3083) (0.6921)
Final exam score -0.0019 -0.0029 -0.0027 0.9973
(0.0126) (0.0128) (0.0128) (0.0127)
Teacher evaluation
D 1.5293%%*%* 1.5744%%** 1.6295%%** 5.1015%**
(0.3407) (0.3453) (0.3497) (1.7839)
C 2.2451*** 2.343]*** 2.3780%*** 10.7835%**
(0.4014) (0.4071) (0.4115) (4.4377)
B 3.1314%%* 3.2100%** 3.2200%** 25.0292%**
(0.4615) (0.4685) (0.4706) (11.7793)
A 4.0390%** 4.098 1 *** 4.1360%** 62.5483%***
(0.5240) (0.5311) (0.5336) (33.3748)
Attractiveness
Middle 0.1061 0.1161 0.1506 1.1626
(0.4918) (0.5011) (0.5122) (0.5955)
High 0.8754 0.8038 0.9020 2.4646
(0.7711) (0.7708) (0.7862) (1.9376)
Constant -2.0275% —1.5863 —1.4640 0.2313
(1.1331) (1.1600) (1.1633) (0.2691)
Pt ps — - 0.7734%%* —
(0.3292)
Pat s - - -0.2284 -
(0.3377)
N 479
Pseudo R? 0.2475

Note: Standard errors in parentheses, *** p <0.01, ** p <0.05, * p <0.1, Chi quadrat is statistically significant,
Hosmer-Lemeshow goodness of fit test is not statistically significant (p > 0.05), the model describes reality well.

Source: Own calculation.

Conclusion

The paper aimed to investigate gender bias in evaluation and to assess whether
the rating differs by gender. Evaluations of men and women and differences in
evaluation by gender were investigated on a sample of students of an economically
oriented university in the Czech Republic. Students rated the performance of their
colleagues in the presentation of an assigned seminar paper.
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The following research question was set: ,,Is the evaluation of the individual
dependent on the gender of the evaluated and the evaluator?*. And subsequently,
three hypotheses were tested: H1: Female students receive a worse evaluation,
compared to male students, and H2: Women are stricter in their evaluation. If
a student is evaluated by a woman, they will receive a worse rating, and H3: Indi-
viduals will tend to evaluate better the same-sex individuals. Male evaluators will
rate better the male students and the female students will be rated better by female
evaluators.

With the use of a regression model, it was proven that the evaluation was de-
pendent on the gender of the evaluator. The results of the research showed that
female students were stricter than male students when evaluating their peers. On
the other hand, there was no proven tendency for men to be rated better than
women, nor was there any tendency for individuals to rate individuals of the same
sex better. The results thus led to the rejection of hypothesis 1 and hypothesis 3.
On the contrary, hypothesis 2 was confirmed.

However, the findings have limited informative value and it is not possible to
draw general conclusions from them that are valid for the entire upcoming gener-
ation that will enter the labor market and will most likely hold leadership positions
in the future and therefore evaluate the performance of their subordinates. The
sample studied included only students from one university and the sample was
relatively small. It may not have fully captured the weaker effects. The criteria
used for objectively evaluating the performance of individuals in the sample may
not have completely accurately reflected their actual performance. The study as-
sessed the quality of seminar work and presentation skills. Also, the activity that
was evaluated may have been generally perceived as gender-neutral or corre-
sponding to the female role, which is why there was no tendency for men to be
evaluated better.

Despite these limitations, this study brings new insights into gender bias in
evaluation processes within the Czech Republic, presenting the perspectives of
a selected group of young individuals as representatives of the emerging genera-
tion of managers. It presented the attitude of a selected young people group as
representatives of the new generation who will form the behavior not only of com-
panies but all of society in the future and could affect stereotypes and gender roles
in Czech society.

Knowledge of behavior in the field of evaluation of men and women is inter-
esting not only as a means of testing existing theories or forming new ones. It also
brings usable knowledge for practice. The results provide valuable insights for
human resource management and gender equality policy, as they reflect the eval-
uative attitudes of the emerging generation entering the labor market and indicate
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the extent to which their assessments may still be influenced by gender bias. From
the firms and their shareholder’s and stakeholders’ point of view the information
about the expected behavior of new employees and their attitude to evaluation.
From the point of view of economic policymakers, it provides information on the
behavior of men and women and the patterns of behavior used in the area of equal
treatment for men and women.
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