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FUTURE RECRUITERS’ ATTITUDES TOWARD GENDER DYSPHORIC 

INDIVIDUALS 

Nora Helmy and Maria Tomljanovic 

 

Gender dysphoric individuals are a growing number in society and 

like other minority groups they are at risk of falling victim to 

discrimination. In an attempt to understand how attitudes affect 

discriminatory behaviour in a recruitment situation, future recruiters’ 

implicit and explicit attitudes toward gender dysphoric individuals 

were measured in relation to a résumé choice task. Implicit attitudes 

were measured with an Implicit Association Test and explicit attitudes 

with a transphobia scale. An independent sample t-test was conducted 

(N = 42), to measure if implicit attitudes differed between participants 

who chose a résumé of a gender dysphoric individual and participants 

that chose a résumé of a non-gender dysphoric individual. Although 

no significant differences in attitudes between the two groups were 

found, the results indicate other noteworthy differences in that a vast 

majority of participants had negative implicit attitudes toward gender 

dysphoric individuals in contrast to their positive explicit attitudes. 

 

From an early age in life we learn the importance of fairness and respect. Societal 

values permeate our attitudes on a daily basis and where discrimination as a result of 

our negative attitudes, often affects already exposed minority groups. Sweden 

repeatedly tops ranking lists of equality and tolerance (World Values Survey, 2015), 

which for example is well expressed by a discrimination law concerning gender identity 

and expression (Diskrimineringsombudsmannen (DO), 2015). Gender dysphoric 

individuals are a relatively small and unknown group in society and anecdotal evidence 

points out that discrimination is a fact (Hill & Willoughby, 2005). Discrimination has 

been shown not only to be harmful to the individual but also to society as whole (DO, 

2006). Homogeneous workgroups can be a result of discrimination, which has shown to 

inhibit both creativity and innovation (e.g. Englund, 2014; Rasulzada & Dackert, 2009). 

Recruiters often function as gatekeepers to the labour market and exploring how their 

attitudes manifest in discriminatory behaviour toward gender dysphoric individuals is 

both important and relevant. Discrimination toward gender dysphoric individuals in the 

recruitment process is to our awareness almost a completely unexplored field and due to 

the position and power recruiters hold in society their attitudes become of special 

interest. 

Gender dysphoria 

Heteronormativity is a term used to describe conventional norms in a society from a 

heterosexual standpoint (FPES, 2014). Heteronormativity reflects traditional norms and 

attitudes regarding clear gender roles, gender identity and sexuality. The norm assumes 

that people are either men or women and that our physical sex is congruent with our 

gender - in other words that one will identify with the sex that one was assigned at birth. 
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For example, a person that is physically born a woman should act as a woman, be 

perceived as a woman and solely identify herself as a woman (FPES, 2014). 

Individuals with non-normative gender identities or gender expressions are a growing 

group in society and are at risk for discrimination (Amnesty, 2014; Dhejne, Öberg, 

Arver & Landén, 2014). As a result, an emphasis on LGBT (Lesbian, Gay, Bisexual and 

Transgender) rights is becoming more and more important and especially so in work 

environments. Transgenderism is a broader term that is used to describe all individuals 

that diverge from gender norms in any way (RFSL, 2015). Gender identity denotes a 

person’s sense of the gender they belong to. An individual's gender identity can be both 

congruent and incongruent with the gender assigned at birth, the bodily manifestation, 

one’s gender expressions or gender role (RFSL, 2015). Gender dysphoria refers to the 

discomfort or distress that gender incongruence sometimes can cause. If that distress 

reaches a clinically significant level the individual could sometimes be in need of 

medical treatment in order to make their body as congruent with their gender identity as 

possible. The treatment involves cross sex hormones and genital surgery (Dhejne et al., 

2014; World Health Organization, 1992). In Sweden it is also possible to apply to the 

National Board of Health and Welfare for a change of legal status (Socialstyrelsen, 

2010). Population data of the prevalence of Gender incongruence is scant, but a recently 

published Belgian study estimated that around 0.7% of males and 0.6% of females 

define themselves as gender incongruent, numbers which can be seen as applicable to 

other western European countries (Van Caenegem et al., 2015). In Sweden the 

incidence of application to the National Board of Health and Welfare has tripled in the 

years 1972-2010 (Dhejne et al., 2014). Dhejne pronounced in an interview (2015 April 

3rd) that the number of applications has increased from 10-15 per year before 2000 to 

167 applications in year 2014. Studies show that gender dysphoric individuals are at an 

increased risk of being bullied, harassed, and discriminated (Amnesty, 2014; Bockting, 

Miner, Swinburne Romine, Hamilton, & Coleman, 2013; European Union Agency for 

Fundamental Rights, 2013). In different interviews, conducted by the authors, with 

leading experts in the field it became evident that it is common for gender dysphoric 

individuals to hide their true identity in work-related situations in fear of revealing their 

true self. Discrimination is best described as the act of treating an individual differently 

based on his or her group belonging (Allport, 1954). Understanding discrimination 

based on gender identity or expression is important in order to avoid discrimination in a 

work related situation such as in a recruitment process. 

Discrimination 

Discrimination is a result of the human need to categorize everything that we encounter, 

including things, people and situations (Fiske, 2010, a). Categorization processes start 

as soon as early childhood and guides us throughout life. The constructs that we create 

will continuously be strengthened or refuted depending on our environment and 

experiences. Categorization is a part of our socialization and will form our attitudes 

(Fiske, 2010, a). Our created categories will affect the way we see, interpret and feel for 

people, objects, and situations. Further Fiske (2010, a) claims that the constructs that we 

build up are part of our identity and difficult to change. We especially categorize others 

and ourselves into different groups. Groups that we identify with are called our 

“ingroups” and groups that we do not associate with are referred to as our “outgroups” 

(Hogg & Vaughan, 2010). As a consequence of ingroup favouritism, we tend to ascribe 

outgroups more negative stereotypes than we do to our ingroups (Hogg & Vaughan, 



 3 

2010). Categorization occurs in order to easier understand the world around us and save 

cognitive resources. For example when we encounter a new person, we will ascribe that 

person, based on previous experiences, specific characteristics depending on his/her 

group belonging. Prejudices are mostly a result of negative attitudes based on previous 

experiences and are preconceived judgements toward people or an individual, with 

reference to his or her group belonging (Hogg & Vaughan, 2010). It is when we decide 

to act upon our prejudices that we practise discrimination. However, the fact that one 

has prejudices does not necessarily imply that one will act upon them in all situations 

(Akrami & Ekehammar, 2005). 

Attitudes as a source of discrimination - implicit and explicit aspects 

Discrimination can occur both deliberately and unintended as a result of negative 

attitudes toward a group and its members (Greenwald & Banaji, 1995). Research shows 

that an attitude is an evaluation of an object and that this object can be anything a 

person holds in mind, such as people, groups, situations and ideas (Bohner & Dickel, 

2011). Attitudes are commonly seen as constructs of cognitions, affections and 

behaviour (Bohner & Dickel, 2011; Rosenberg & Hovland, 1960). Cognitions will have 

an impact on our stereotypes, whilst the affective aspect of attitudes can form and 

influence our prejudice and behaviour in some cases can result in discrimination. 

Attitudes exist on both implicit and explicit levels (Hofman, Gawronski, Gschwendner, 

Le & Schmitt, 2005). Implicit attitudes are attitudes that lay outside of our 

consciousness and are difficult to express even though we might be motivated to do so 

(Greenwald & Banaji, 1995). They can be defined as positive or negative associations 

toward an object and are automatically activated on a daily basis (Eagly & Chaiken, 

2005). Greenwald and Banaji (1995) defined implicit attitudes as "introspectively 

unidentified (or inaccurately identified) traces of past experience that mediate 

favourable or unfavourable feelings, thoughts, or actions toward social objects". 

Probably the most common measure to tap into implicit attitudes is the Implicit 

Association Test (henceforth IAT) (Greenwald, McGhee, & Schwartz, 1998). The 

principle is that congruent matters are faster and easier to process than non-congruent 

matters and the test measures different associations of two target concepts and attributes 

(Greenwald et al., 1998). In the original IAT version strength in association between 

flowers and pleasant meaning words was measured in comparison to the strength in 

association between insects and pleasant meaning words. The IAT is based on that the 

respondent is asked to sort stimulus that appear on a computer screen, with help from 

keys “E” and “I”, as fast and correctly as possible to either one of two targets or one of 

two attributes positioned on either left or right corner of the screen. Each stimulus is 

thought to belong to either one of the two targets or one of the two attributes not making 

it a question of free choice. In the critical phase of the test, targets and attributes are 

presented simultaneously and share response keys. If associations occur faster and 

easier when a target concept shares response key with a pleasant meaning attributes, it is 

hypothesised that one holds a preference for that target concept over the other. It could 

also be said that one has negative implicit attitudes toward the other target concept. The 

strength of the implicit attitudes is dependent on how fast associations are made which 

is calculated with each participants’ response latencies (Greenwald et al., 1998). 

Attitudes that we are aware of, stand up for, and can express whenever we desire to do 

so are referred to as our explicit attitudes (Eagly & Chaiken, 2005). Self-reporting 

measurements, where the respondent is directly asked to evaluate an attitude object, are 
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a common way to estimate explicit attitudes (Fazio & Olson 2003). One extensive 

problem with explicit attitude measures is that they may be influenced by social 

desirability and hence not reflect a person’s “real” attitude (Fazio & Olson, 2003; 

Greenwald et al., 1998; Webb, Campbell, Schwartz, Sechrest & Grove 1981). Social 

desirability is best explained by the tendency humans have to give an idealized image of 

them in order to make good impressions and appear more socially desirable (Fiske, 

2010, b). To overcome such issues it can be wise to use measures that assess attitudes 

implicitly instead (Hofman et al., 2005; Greenwald, Poehlman, Uhlmann & Banaji 

2009). 

Literature is indecisive of whether implicit and explicit attitudes truly are two different 

concepts and how they actually correlate with each other. Nosek and Smyth (2007), 

suggest that implicit and explicit attitudes can best be defined as related but distinct 

concepts. Several studies have shown that correlations tend to be fairly low within the 

domain of prejudice and stereotypes (e. g. Hofman et al., 2005). Several studies present 

findings that correlations are strong between implicit and explicit attitudes toward 

mundane and non-controversial subjects while correlations toward sensitive subjects are 

weak (Akrami & Ekehammar, 2005; Fazio & Olson, 2003; Greenwald et al., 2009; 

Hofman et al., 2005). Fazio and Olson (2003), suggest that it is not a question if the two 

attitudes relate, but rather when and under which conditions they do so. They argue that 

the extent to which the human tendency to disguise one’s attitude can account for the 

difference in implicit and explicit attitudes is still unknown. Explicit attitudes can be 

adjusted to a certain situation while implicit attitudes are much more difficult to 

influence and change (Fiske, 2010 (a); Hogg & Vaughan, 2010). The question whether 

implicit and explicit attitudes in fact are discordant is complicated by the fact that one 

may be aware of one’s implicit attitudes, indicating that they might be rather explicit 

than implicit (Fazio & Olson, 2003). As there is no obvious consensus on the matter, it 

is suggested that attitudes are manifested differently based on the implicit or explicit 

psychometric characteristics of the measurement (Fazio & Olson, 2003). Gender 

dysphoria is assumably considered a sensitive non-mundane subject and given the 

above-mentioned research, attitudes on gender dysphoria will most likely be expressed 

differently depending on the measuring instrument. The more sensitive the domain, the 

greater the likelihood that motivational factors will be evoked and exert influence on 

attitudes measured with an explicit measurement (Akrami, & Ekehammar, 2005; Fazio 

& Olson, 2003; Greenwald et al., 1998; Webb et al., 1981). The relation between 

socially sensitive and nonsensitive matters is consistent with the MODE (Motivation 

and Opportunity Determinants) model (Fazio, 1990). 

Motivation and Opportunity 

The MODE model describes the relationship between behaviour and attitudes and how 

discriminatory behaviour is dependent on both motivation and opportunity in any given 

situation (Fazio, 1990). Motivation is best described as different motivational factors to 

behave in a certain way, whilst opportunity refers to the time and resources needed to 

deliberate an action instead of acting spontaneously. The model argues that both 

attitude-based and attribute-based decisions can occur in any situation but that attitude-

based decisions rather take place when either motivation or opportunity is absent. On 

the other hand, for attribute-based decisions to occur both motivation and opportunity 

have to be present. Attitude-based decisions are formed by general attitudes toward an 

object, situation, or group, and are mainly spontaneous. Attribute-based decisions on the 
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other hand involve an elaborate search for evidence in memory and knowledge about a 

specific feature (object) where a thorough validation of the situation will follow and are 

hence deliberate, more time consuming, and effortful (Sanbonmatsu & Fazio, 1990). 

Motivation is crucial for a more time-consuming and effortful process to be activated 

(Fazio, 1990: Hofman et al., 2005). A potential situation where attitude- or attribute-

based decisions can occur is in a hiring situation. One applicant may be chosen over 

another due to the recruiter’s general attitude toward that applicant based on for 

example his or her group belonging. The recruiter could however also make a well 

thought-out decision based on the applicant's actual qualities. To address how attitudes 

influence judgements and behaviour is challenging, but according to the MODE model, 

motivation to make a correct decision and the opportunity (both of time and resources) 

to use suitable attribute knowledge, will have an effect on our behaviour. If motivation 

or opportunity decreases, the likelihood that attitudes will guide behaviour increases and 

explicit and implicit attitudes ought to correlate (Fazio & Olson, 2003). If, for example 

a situation is stressful, the time needed for a more effortful consideration will be limited 

and decisions will be made on a more spontaneous basis. Hence the risk that negative 

attitudes will guide behaviour in a discriminatory way increases. As pointed out above 

the question whether implicit and explicit attitudes correlate and to what extent attitudes 

influence behaviour is not a question of if but rather when and how. 

Theories of prejudice and discrimination emphasize the importance in engaging in 

intergroup contact. According to the Contact Hypothesis (Allport 1954) engagement in 

intergroup contact can improve intergroup relationship and should involve cooperative 

activity rather than purposeless interaction. Diverse individuals can provide new ideas 

and perspectives and it is shown that heterogeneous workplaces increase innovation and 

creativity (Englund, 2014; Rasulzada & Dackert, 2009). 

As evident from the literature review presented above, attitudes are a complex matter 

that can influence our behaviour with or without our knowledge. The question that rises 

is whether recruitment employees in a hiring situation discriminate gender dysphoric 

individuals due to negative implicit attitudes. Recruitment employees function as 

gatekeepers to the labour market and therefore their attitudes become of special interest. 

The aim of this study is to explore future recruitment employee’s implicit and explicit 

attitudes toward gender dysphoric individuals and to investigate if their attitudes affect 

decision-making in a hiring situation. As a result to the comprehensive literature review 

above, it is hypothesized that implicit and explicit attitudes will only correlate weakly. 

In order to see if their attitudes affect their decision-making, a correspondence study 

was conducted with the aim to identify discriminatory behaviour. 

 

Method 

Participants 

As representatives of future recruiting employees, recruitment was limited to students 

attending the Human Resource program (“PAO”) at the Department of Psychology, 

University of Stockholm. In order to achieve a higher number of participants, another 

five psychology students, who reported a special interest in working within recruitment 

in the future, also participated in the study. Participants were recruited continuously for 
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two weeks via direct contact, email and social media. Recruitment did also include 

visits to diverse psychology classes where the authors presented the study and 

encouraged participation. In total 30 women and 12 men ranging in age from 21 to 47 

years (M = 25.43, s = 4.26) participated in return for optional course credit. All the 

participants were informed both in writing and in person that their participation was 

voluntary and that all the data was to be aggregated and treated confidentially in strict 

accordance with ethical rules of research. Data from all subjects were included. 

Materials 

The Implicit Association Test measures implicit attitudes towards a subject based on 

each participant's different response latencies that serve as an index of strength in the 

automatic associations. For every single participant a score named Expressions D, 

which is dependent on the participant’s response latencies, is computed with the 

algorithm elaborated by Greenwald, Nosek and Banaji (2003). The IAT states that 

Expression D values (D-scores) over -0.15, -0.35 and -0.65 indicate a light, moderate 

and strong implicit preference for one of the two targets, whilst +0.15, +0.35 and +0.65 

indicate a light, moderate, and strong implicit preference for the other target. IAT has 

shown to have an acceptable reliability in test-retest of r > 0.6 (Fazio & Olson, 2003). 

The Implicit Association Test was constructed with 20 stimuli words. Five pleasant-

meaning words “terrific”, “joyful”, “wonderful”, “lucky” and “successful” were 

assigned the attribute positive, and five unpleasant-meaning words “horrible”, “agony”, 

“hurt”, “nasty” and “failure” were assigned the attribute negative. The two target 

categories in the test were Heteronorm and Trans. Circumlocutions for 

heteronormativity and gender dysphoria were used to facilitate reading for the 

participants. In this given context the five words that were associated with the category 

Trans were “treatment”, “hormones”, “odd”, “different”, and “sex change” and the five 

words that were assigned to belong to the category Heteronorm in this test were 

“matrimony”, “nuclear family”, “tradition”, “normal” and “ordinary”. The pleasant and 

unpleasant words were taken from already existing IATs with help from the software 

company Milliseconds Test Library (https://www.millisecond.com). The authors 

carefully chose words that sought to associate with gender dysphoria and 

heteronormativity with inspiration from various articles about gender dysphoria and 

interviews with 3 different experts within the field. The principal idea was to choose 

words that people in general, without any previous expert knowledge, could associate to 

the thought categories. A total of 12 trans-words and 12 heteronorm-words were tested 

on friends and family through free association with either category. The final words 

used in this study were the ones that had been correctly associated with each conceived 

category. 

A 7-item transphobia scale was compiled in a pilot study by the authors, and was used 

in the current study as a measurement for explicit attitudes toward gender dysphoria. 

The 7 items originated from two existing transphobia measurement studies by Landén 

and Innala (2000) and Walch, Ngamake, Francisco, Stitt and Shingler (2012). From a 

total of 33 items, seven items were chosen as a result of a factor analysis with oblimin 

rotation and a standardised Cronbach’s alpha of 0.86. The items cover different social 

rights of gender dysphoric individuals. Examples of these items are “A person who has 

undergone a sex change and lives together with a partner as a husband or wife should 

have the right to adopt and raise children on equal terms as other married people” and 

“A person who has undergone a sex change from male to female should be allowed to 
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work with children, e.g., be a teacher, or youth worker.” The transphobia scale was in 

the current study used in its entity with a response scale ranging from 1 (don’t agree) to 

5 (fully agree), where high values indicate positive explicit attitudes towards gender 

dysphoria (see Appendix B for details). 

Correspondence methods were first used by Jowell and Prescott-Clarke (1970) and have 

been a popular measurement to study discrimination in hiring processes. The method 

implies that the researcher sends out two different fictitious work applications to 

advertised work openings. The two résumés are designed to have identical skills with 

only one obvious difference that divides the applicants into different group belongings. 

In the present study the authors chose to distinguish the groups based on gender identity 

and expression. An actual advertisement looking for a well-qualified nurse within 

psychiatry was taken from the Swedish employment office’s website. Two résumés 

were composed as typical résumés by the authors. The two fabricated candidates were 

given the names “Anna” and “Robyn”. The résumés were given similar qualifications 

but described differently. The only substantial difference between the candidates was 

their fictitious picture. Anna’s résumé had a picture of an ordinary feminine woman that 

could not be mistaken for anything else except for a woman and Robyn’s résumé 

contained a picture of a clearly transsexual male to female person (see appendix A for 

details). Both pictures were taken according to copyright guidelines via CC Search and 

validated on friends and family. 

Procedure 

Each participant was anonymously tested in an examination room at the Department of 

Psychology, Stockholm University. Participants were informed that participation was 

voluntary, that they were free to withdraw at any time, and that all the data was to be 

treated according to ethical and confidential guidelines. Not until after the tests were 

performed was the participant debriefed about the aim of the study. Participants were 

also asked for feedback and offered some coffee and cake. In total, the whole procedure 

lasted approximately 30-45 minutes. 

Participants were welcomed and introduced to the study. The participants were given 3 

documents - one advertisement for a nursing position and two résumés. They were told 

to read the instructions demanding them to choose which of the persons they thought 

best appropriate for the job, given the specific role description presented. Additionally 

participants were allowed to give a brief written explanation as to why they had chosen 

one over the other and if they thought the decision to be difficult. 

After completing the résumé-review, participants were seated at the computer to 

complete the IAT. Before starting the test, each subject was given a short informative 

text about gender dysphoria and heteronormativity and asked to read it before 

completing the test. Each participant was also assigned a subject ID-number and a 

group-number either belonging to group one or two (every other participant) in order to 

control for eventual order effects. The participant was demanded to sort stimuli that 

appeared on the computer screen with help from the computer keys E and I, to either the 

right or left corner. Every stimulus either belonged to the category “Heteronorm” or 

“Trans” or to one of the two attributes “Positive” or “Negative”. Categories and 

attributes could appear by themselves or in various combined ways. Firstly participants 

completed different practice-blocks before they were tested in the test-blocks. For 
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example, in Group one, trans firstly appeared combined with pleasant words in the 

upper left corner whereas for group two heteronormativity firstly appeared in 

combination with pleasant words in the upper left corner. A total of seven blocks were 

covered where combinations appeared differently as illustrated in table 1. The computer 

used in this study was equipped with Inquisit 4 software (https://www.millisecond.com) 

and programmed with the constructed test. 

Table 1. IAT structure for group 1. Note that in order to avoid order effects, blocks 1, 3 

and 4 changed places with block 5, 6 and 7 for group 2.  

Block Trials Function Stimulus for 

left key 

Stimulus for 

right key 

1 20 Practice Trans Heteronorm 

2 20 Practice Positive Negative 

3 20 Practice Trans + 

positive 

Heteronorm + 

negative 

4 40 Test Trans + 

positive 

Heteronorm + 

negative 

5 20 Practice Heteronorm Trans 

6 20 Practice Heteronorm + 

positive 

Trans + negative 

7 40 Test Heteronorm + 

positive 

Trans + negative 

 

Finally, the participant completed the explicit transphobia scale. During the entire time 

the participant was alone in the room except from when they were introduced to the 

next part. 

 

Results 

Pre analysis 

A total of 42 subjects, 30 female and 12 male, between the ages of 21- 47 years (M = 

25.43, s = 4.26) were analyzed. All participants categorized themselves as either man or 

woman (with response options man, woman or other). Descriptive statistics were 

performed to study implicit and explicit attitudes toward gender dysphoria of future 

recruitment employees. Due to former empirical research it was hypothesized that the 

implicit and explicit attitudes would only correlate weakly with one another, mainly due 

to the sensitivity of the subject. Analyses on IAT were performed computing the D 

score, as an index of strength in the automatic associations according to the improved 
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algorithm by Greenwald et al. (2003). For all 42 subjects D scores ranged from -1.34 to 

0.63 (M = -0.60, s = 0.42), where negative values in this case indicated a preference for 

the target heteronorm and positive values indicated a preference for the target trans. The 

response latencies for each trial ranged from 239 milliseconds to 12 598 milliseconds 

(m = 1147.59, s = 779.70), where 3.2 % of all 7560 latencies exceeded a response time 

of 3000 ms (three seconds). No systematic pattern was shown in which the stimulus or 

participant accounted for the exceeded response latencies (>3000 ms), in total 39 of the 

participants did at least once exceed 3000 ms for all of the stimuli. 

The percent of correct associations ranged from 78.33 % - 100 % (M = 91.82) with only 

one participant associating less than 80 % (78.3 %) correct. The IAT states that 

everything lower than -0.15 classifies as having preferences for one target over another. 

A total of 85.7 % of the participants had at least a slight implicit preference toward 

heteronormativity and therefore negative implicit attitudes toward gender dysphoria. 

That is, associations occurred faster when the target heteronorm was in combination 

with positive attributes than when the target trans was in combination with positive 

attributes. According to the IAT, 52.4 % (22 participants) showed a strong automatic 

preference for heteronormativity, 23.8 % (10 participants) showed medium-strong 

preferences for heteronormativity, 9.5 % (4 participants) showed light preferences 

towards heteronormativity, 9.5 % (4 participants) had no preferences toward either 

group, and 4.8 % (2 participants) showed implicit preferences toward gender dysphoria. 

In sum, the results of the IAT, for the majority of all participants, indicate a stronger 

association between heteronormativity and pleasant meaning attributes than between 

gender dysphoria and pleasant meaning attributes. 

Results from the explicit transphobia scale ranged from 3.86 to 5.00 (M = 4.78, s = 

0.27) within a response scale from 1 (don’t agree) to 5 (fully agree), where upper half 

values were interpreted as trans friendly attitudes. In this study a standardized 

Cronbach’s alpha reached 0.62, in contrast to the pilot study where it was 0.86. 

Main analysis 

To test the hypothesis that explicit and implicit attitudes would correlate weakly, a 

bivariate (2-tailed) correlation was conducted. No significant correlation between the 

IAT (D-score) and the explicit transphobia scale, r = 0.11; p > 0.05, (N = 42) was 

obtained. 

To test if implicit attitudes influenced which applicant the participants thought best fit 

for the work role, an independent sample t-test was conducted. In total, 18 (43 %) 

participants (12 female and 6 male) chose the résumé belonging to “Anna” and 24 (57 

%) participants (18 female and 6 male) chose the résumé belonging to “Robyn”. The 

independent sample t-test compared implicit attitudes of the participants that chose 

“Anna” and the participants that chose “Robyn”. No significant difference was found in 

implicit preferences between the two decision-groups, p > 0.05 (2-tailed) (“Robyn”; M 

= -0.59, s = 0.47 and “Anna”; M = -0.62, s = 0.36); t40 = 0.26; p = 0.80. 

An independent sample t- test was also conducted to test differences in explicit attitudes 

with choice of résumé. There was no significant difference in explicit attitudes between 

the two decision-groups, p > 0.05 (two-tailed) “Robyn” (M = 4.78, s = 0.32), “Anna” 

(M = 4.78, s = 0.21); t40= 0.02; p = 0.98. In sum, results suggest that neither explicit nor 
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implicit attitudes differed significantly between the participants that chose the résumé 

belonging to “Anna” and the participants that chose the résumé belonging to “Robyn” 

 

Discussion 

The main focus of the study was to examine future recruitment employees’ implicit and 

explicit attitudes toward gender dysphoria and to see if they would affect their choice in 

a recruitment situation. Attitudes were tested with an Implicit Association Test and a 

transphobia scale. To explore attitude-behaviour relations a staged recruiting situation 

where participants were urged to choose one of two equally skilled applicants, a so-

called correspondence study was conducted. It was hypothesized that correlation 

between implicit and explicit attitudes would be weak, based on the notion that implicit 

and explicit attitude correlations tend to be weak in sensitive subjects.  

Pre analysis showed that a vast majority of participants had negative implicit attitudes 

towards gender dysphoric individuals. A total of 85.7 % showed implicit preferences 

toward heteronormativity. In other words, associations of positive attributes combined 

with heteronormativity occurred faster and easier than associations of positive attributes 

combined with gender dysphoria. It is important to emphasize that IAT measures 

associations between categories and not between each stimulus. Results achieved in an 

IAT therefore only stand in relation with the chosen contrast group in the test (Lane, 

Banaji, Nosek & Greenwald, 2007). Hence it is less important if pictures or words are 

being used as stimuli, the importance lies in that each stimulus clearly should fit into the 

intended category (Lane et. al., 2007). Greenwald et al. (2003), suggested with an 

improved algorithm that no extreme value treatment should be applied except for 

response latencies > 10,000 ms, which will be eliminated. A frequently used approach 

however is to analyze response latencies around 3000 ms. It is interesting to reflect on 

what slow latencies actually mean. It is questionable if too slow latencies actually 

manage to tap into implicit attitudes or if they in fact even indicate explicit attitudes, as 

it can be assumed that participants had time to make thorough associations. The fact that 

results in the current study identified only a mere 3.2 % of trials with response latencies 

slower than 3000 ms and that the majority of participants made less than 20 % incorrect 

associations concludes that the IAT succeeded in being an implicit measurement. Given 

that the slow response latencies were randomly distributed to different trials and 

participants they can most likely be considered random errors. 

In line with previous research (e.g. Landén & Innala, 2000), participants’ explicit 

attitudes, in contrast to their implicit attitudes, indicated a tolerant and overall positive 

attitude toward gender dysphoria. It is quite possible that this result not only is due to 

difficulties with social desirability that follows with explicit measures but also due to 

participant characteristics. Sweden is a secularized country with non-traditional values, 

which to a large extent will influence participants’ fundamental attitudes. The generally 

positive explicit attitudes attained in this study, are most likely a product of Sweden’s 

core societal values. The fact that individuals prefer their ingroup and are more 

prejudiced toward outgroups, could be an influencing factor on participants implicit 

attitudes. In this given context, where all participants categorized themselves as either 

man or woman, it is likely that participants considered gender dysphoric individuals as 
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members of an outgroup. Social desirability is a common problem in explicit measures 

and so it seems to be in this study as well. Given that the results of explicit and implicit 

attitudes diverge to the extent they do, it is arguable that participants have tried 

extensively to present themselves in good manners. 

Main analyses support research on the relation between implicit and explicit attitudes 

(e.g. Fazio & Olson, 2003). Results showed no significant correlation between implicit 

and explicit attitudes, which support the assumption that gender dysphoria can be 

considered a delicate subject, and the importance of motivation and opportunity 

becomes evident. 

In contrast to previous correspondence studies (e.g. Riach & Rich, 2004; Rooth, 2007) 

results suggested that there was no significant difference in implicit attitudes between 

the participants that chose “Anna” as the best suitable candidate, and the participants 

that chose “Robyn” as the best suitable candidate for the work position. Correspondence 

methods are said to identify discrimination based on gender, sexual orientation, age and 

ethnicity (Riach & Rich, 2004). Rooth (2007) conducted a correspondence study with 

two identically skilled work applications with the only obvious difference being the 

name of the applicants, where one was assigned a typical Swedish name and the other a 

typical Arabic/Muslim name. Implicit and explicit attitudes were measured with an IAT 

test and different self-report scales. The results indicated a significant correlation 

between call-back rates and the employer’s implicit stereotypes but only weak 

correlations between call-back rates and the explicit measures (Rooth, 2007). Rooth’s 

(2007) study concludes that IAT is a powerful tool in predicting discriminatory 

behaviour in real life hiring situations and that implicit discrimination can function as a 

determinant in the hiring process. 

Human Resource students have learned to not make decisions based on instinct whereas 

in this case one can assume that they have tried to justify their choice solely based on 

the given facts. When participants were asked as to why they chose as they did, it 

became evident that they justified their decision founded on facts in the application. 

This could be explained by that both motivation to make a “correct” decision and 

opportunity to use valid knowledge were present. The question remains however 

whether the participant's choice was made based upon instinct or deliberation. The fact 

that participants were part of a study could have made them especially vigilant to 

appearance. It is possible that the staged recruiting situation was not considered “real” 

enough which makes it difficult to tell whether they would have acted this reasonable in 

a realistic situation. A realistic recruiting situation will probably be different in the 

sense that recruiters most likely will be under more stress. For future studies it would 

probably be more efficient to randomize participants into two different groups and give 

them each an identical résumé with the only difference being the applicant’s picture and 

demanding participants to estimate the candidate in some way. By randomizing the 

groups the possibility for systematic errors would decrease in favour of control. It 

would also be of interest to apply this type of correspondence study to a real recruiting 

situation. 

The MODE model (Fazio, 1990) describes attitude-behaviour connection to be 

dependent on opportunity and motivation, where lack of one generates an attitude-based 

decision. In this case it is assumable that participants had both opportunity and 
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motivation to make a correct decision about which résumé was best suited, although the 

question remains whether the decision in fact was attitude - or attribute based. Based on 

the MODE model it is arguable that implicit attitudes rather guide attitude-based 

decisions and that explicit attitudes guide attribute-based decisions. Results indicate, in 

favour of the MODE model, that participants choose a résumé as a result of an attribute-

based decision. 

The general idea of the Implicit Association Test (Greenwald et al., 1998) is to measure 

unaware, implicit attitudes. With reference to the MODE model it can be said that in 

this study motivation existed whilst opportunity was absent. It follows that the 

motivation not to be perceived as transphobic was present whilst the opportunity to put 

oneself in a better light was absent due to mainly limited amount of time. Attitude-based 

decisions tend to occur when either motivation or opportunity is limited. Hence it is 

likely that attitude-based decisions guided the participants in the test. The IAT becomes 

especially interesting when revealing attitudes and preferences that one was not aware 

of existed. The IAT has been performed in several countries on more than a million 

people and has shown to be a reliable measure of ingroup favouritism (Greenwald et al., 

1998; Keuhnen, Schiessl, Bauer, Paulig, Poehlmann et al., 2001; Project Implicit, 2015; 

Rudman, Greenwald, Mellot & Schwarz, 1999). To our awareness no official version of 

an IAT exists that measures implicit attitudes toward gender dysphoric individuals, 

which is why one was created for this study, consequently making the IAT used in this 

study the first of it’s kind. 

Research on stereotypes and prejudice often stress intergroup contact with cooperative 

activities, as a way to reduce discrimination (e.g. Allport, 1954). Workplaces can 

therefore serve as important meeting-platforms where members of all kinds of groups 

can interact. Discrimination in a workplace can not only result in harm to the individual 

but also be an outright disadvantage to the company. As recruitment employees function 

as gatekeepers to the labour market they play a key role in the fight against prejudice 

and have the power to counteract discrimination not only in the labour market, but also 

on all levels in society.  

Method discussion 

The IAT used in this study measured implicit attitudes towards gender dysphoria, where 

the two target categories were “Trans” and “Heteronormativity”. Defining the opposite 

term for “Trans” turned out to be rather difficult. As mentioned before, gender 

dysphoric individuals are a minority group in society and are still a quite unknown 

phenomenon to most. Heteronormativity was chosen because it was thought to be 

mainstream enough and a well-established term. The more correct opponent would 

however have been “Cis person”, which was ruled out on the basis of participants’ 

anticipated lack of knowledge with the term. Heteronormativity and gender dysphoria 

are still complicated constructs and were therefore thoroughly explained to the 

participants before taking the test. The biggest challenge when constructing the IAT was 

to choose neutral stimuli words. Positive and negative attributes were taken from 

already existing IATs while trans- and hetero - stimuli had to be thought out and tested 

by the authors. For inspiration, several interviews were performed with leading experts 

in the field. There was an emphasis on finding stimuli words that evoke the correct 

associations to heteronormativity and gender dysphoria. Even though a lot of effort was 

put into this matter some words could in hindsight be improved. Words like 
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“Treatment” and “Normal” could have evoked an association based on the premise that 

they are not neutral. “Treatment” will not only be associated with transsexualism but 

most likely also with negative attributes. The same goes for “normal” in that it will most 

likely irrespectively evoke positive associations. Due to this, the validity of the test can 

be questioned. 

The decrease in Cronbach’s Alpha from 0.86 to 0.62 in the transphobia scale, could be 

dependent on the homogeneity of the sample and the design of the test. In contrast to the 

pilot study the transphobia scale was tested on a small homogenous group of Human 

Resource students. Previously the transphobia scale has been used in a digital version 

while in the present study a paper version was used and additionally in combination 

with both the résumé review and the IAT. The face validity of the transphobia scale 

should be considered high since it was quite clear what the items intended to measure. 

Within sensitive subjects high face validity can allow for greater leeway for social 

desirability, which should be taken into consideration in the current study.  

The two résumés used in this study were designed in a way so that no rational and 

objective distinction between the two candidates could be made. The aim was to make 

participants choose one résumé over the other based solely on the applicant’s picture. 

Hence participants were forced to make a decision based on instinct. The two résumés 

were constructed to be as alike as possible, and as the majority of participants answered 

“yes” to the question of whether they thought the choice to be difficult or not, it is 

arguable that the design of the résumés was successful. 

The order in which the tests were conducted can be a matter of discussion. Given that 

participants completed the transphobia scale last, the previous moments could have 

influenced the results. Order effects between implicit and explicit measures have 

previously though shown to be non-existent or very small (Lane et al., 2007) which is 

why this particular order was decided for every participant. Additionally this order was 

also considered most suitable since the correspondence study was thought to be the 

most sensible part and therefore more vulnerable to order effects. 

Conclusion and future studies 

In a country like Sweden that is one of the most tolerant and equal countries in the 

world, it still seems that individuals to a large extent will prefer their ingroup and be 

more prejudiced toward outgroups, with respect to the IAT results. This way of thinking 

probably dates back to the time when an outgroup member was a direct threat to our 

survival and is probably still a fundamental way of thinking. A step to decrease 

outgroup discrimination could be to broaden one’s ingroup and engage in intergroup 

relations. Stereotypes and discrimination are formed by our experiences and 

socialization, where we all play an important role in the fight against unequal treatment 

of individuals. The current study is, to our knowledge, the first in its kind and provides 

relevant information on the subject of implicit and explicit attitudes toward gender 

dysphoric individuals. As mentioned before, gender dysphoric individuals are becoming 

more and more apparent in our everyday life and are still a relatively unknown and 

sensitive subject. This study helps to shed light upon the matter by making future 

recruitment employees aware of the growing group in society. To conclude, we believe 

that this study serves as a valuable illustration of the relation between implicit and 

explicit attitudes toward gender dysphoria. The main findings imply that implicit and 
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explicit attitudes toward gender dysphoria in fact are opposed to each other and that 

implicit attitudes not necessarily are connected to discriminatory behaviour in a 

recruiting situation. Further research is however advised to explore the relationship 

between attitudes and how they manifest in discriminatory behaviour toward gender 

dysphoric individuals in a hiring situation. As mentioned before conducting a more 

extensive and realistic correspondence study with this particular aim would be of value, 

especially to tap into the relationship and prevalence between negative attitudes and 

discriminatory behaviour of recruitment employees. For future studies also the IAT 

should be validated and carried out on a larger number where different stimuli words 

should be tested. Today there is still no consensus in how attitudes are manifested in 

behaviour and further research concerning their relationship should continue to be 

conducted.  
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Appendix A 

Robyn Simonsson 
24 maj 1970  

Profil 

 Har arbetat som sjuksköterska sedan 1994 

 Jag har lätt att samarbeta med människor 

 Tycker om att tänka ”utanför boxen” och försöker alltid hitta alternativa 

lösningar om någonting inte fungerar 

 Stabil som person 

 Behåller lugnet i stressiga situationer 

 Bra verbal och skriftlig kommunikationsförmåga 

 Kan leda och delegera 

 Inte rädd för förändringar och tycker om att arbeta på ett flexibelt sätt.  

 Stark integritet och kan sätta gränser om så behövs 

 

Utbildning  

1990.08- 1993.06  Röda korsets Högskola,  Sjuksköterskeprogrammet, 180 poäng.  

 

Övriga Utbildningar  

Utbildad i Motiverande samtal (MI), VT & HT 2005 

 

Arbetslivserfarenhet 

2003 -2015  Sjuksköterska, Beroendekliniken, Danderyds sjukhus, Stockholm 

 Medverkat i framtagningen av ny vårdplan för behandling av alkohol- och tablettmissbruk 

 Lett kvinnogrupper med beroendeproblematik 

 Hållit i informationskvällar och haft stödgrupper för anhöriga  

 

1994.01- 2003 Sjuksköterska, Mag-och tarm, Karolinska Sjukhuset Huddinge, Stockholm 

 Förberedde patienter och anhöriga inför ingrepp och behandlingar 

 Ansvarade, tillsammans med annan vårdpersonal, för omvårdnad och planering och fick senare vara 

teamledare för en grupp på 6 omvårdare och undersköterskor. Mycket lärorik period. 

 Kontrollerade och övervakade patienters värden, utifrån sjukdomstillstånd 

 Tog initiativ till att ansvara för sjuksköterskestudenternas praktikperioder på avdelningen.  

 Utvecklade ett nytt dokumenteringsförfaringssätt som gjorde tidsåtgången mer effektiv för 

omvårdnadspersonalen vilket sedan implementerades i hela verksamheten.  

Mål 

Mina senaste tolv år har jag arbetat på beroendekliniken i Danderyd med människor med missbruksproblem, där 

flera av våra patienter även hade en psykiatrisk diagnos. Detta innebar en stor utmaning för det 

tvärprofessionella teamet som vi arbetade i där jag senare blev teamledare. För att få våra patienter motiverade 

att hantera sina missbruksproblem använde vi oss mycket av MI (motiverande samtal). Jag har utvecklats mycket 

under denna tid och jag har förstått vilken oerhörd utvecklingspotential människan har. Att arbeta med 

människor i denna situation gör att man också ifrågasätter allt det man tar för självklart i livet och lär känna sig 

själv på ett djupare plan. Mina erfarenheter av att ha arbetat med samhällets utsatta tror jag är en tillgång i 

tjänsten ni söker. Jag har en positiv människosyn som gör att jag brinner för mitt arbete. Jag anser mig vara en 

trygg person som står med båda fötterna på jorden och kan hålla huvudet kallt även under press. Jag söker nya 

utmaningar där mina kunskaper och tidigare erfarenheter kan komma till användning och jag tror att er 

arbetsplats kan vara rätt plats för detta. Ser fram emot att höra av er!  

Språk 

Svenska – modersmål 

Engelska – goda kunskaper  

Datorkunskaper  

Goda kunskaper i MS Office och journalsystemet Take Care  
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Anna Sjöström  
16 augusti 1972 

Profil 

 Har arbetat som sjuksköterska i 19 år  

 Jag fungerar bra i gruppsammanhang 

 Jag är lösningsorienterad och tycker om att leda team 

 Jag gillar att tänka ut alternativa vägar när någonting låser sig 

 Jag är trygg i mig själv 

 Jag har lätt att kommunicera 

 Jag anpassar mig snabbt till nya situationer 

 Jag har en god stresshanteringsförmåga  

 Jag kan sätta gränser mot andra 

Utbildning  

1993.08 - 1996.06  Karolinska Institutet, Sjuksköterskeprogrammet, 180 poäng.  

 

Övriga utbildningar  

Jag har en grundutbildning i KBT (kognitiv beteendeterapi) VT & HT 2005 

 

Arbetslivserfarenhet  

2005- 2015 Sjuksköterska på enheten för våldtagna kvinnor, Södersjukhuset, Stockholm  

 Samtalsledare för både patientgrupper och förövargrupper  

 Omvårdnadsansvarig för en avdelning på 10 patienter 

 Samordnare för det tvärprofessionella teamet på vårdenheten 

1996.08- 2005 Sjuksköterska, Öron- Näsa – Hals kliniken Karolinska Sjukhuset, Stockholm 

 Arbetsledare till en grupp med 4-6 undersköterskor och vårdbiträden. 

 Var helt ny i rollen som arbetsledare, utvecklade min förmåga att leda och lärde mig mycket om mig själv 

under de åren. 

 Ansvarade för omvårdnad och planering tillsammans med annan vårdpersonal. 

 Var delaktig i att ta fram nya idéer för att utveckla arbetet och motivera personalen. Valdes senare till 

teamledare. 

 Prövade nya arbetssätt som resulterade i att vi kortade ned våra väntetider på ett sätt som gynnade både 

patient och vårdpersonal. 

Mål 

Jag har arbetat som sjuksköterska inom enheten för våldtagna kvinnor i tio år där jag har lärt mig hantera 

människor i kris. Jag har lett gruppsamtal med både förövare och offer vilket har lärt mig mycket om 

människans psyke. Jag hade stor glädje av mina kunskaper i KBT i dessa sammanhang då de gav mig verktyg att 

hjälpa människor att bearbeta det de hade varit med om för att kunna gå vidare i livet. Min grundinställning är att 

varje människa i grunden är god och har potential att förändras och utvecklas till det bättre. Jag tror att min 

personlighet och mina kunskaper kan vara en tillgång i ert team och att vi kan lära mycket av varandra. Det är en 

spännande och lockande utmaning att jobba med er patientgrupp där jag tror att jag kan göra en insats. Min 

förmåga att behålla lugnet även när det blåser har haft en positiv inverkan på min omgivning och 

förhoppningsvis bli fallet även så på er klinik. Jag skulle bli jätteglad om jag fick möjligheten att träffa er och ser 

fram emot fortsatt diskussion! 

 

Språk  

Svenska – modersmål 

Engelska – goda kunskaper  

 

Datorkunskaper  

Take Care – goda kunskaper. MS Office- goda kunskaper.  
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Appendix B 

Transphobia Scale  

A transsexual individual should have the opportunity to change identity.  

A transsexual individual should have the opportunity to undergo surgical operation of the genitals. 

A transsexual individual should have the opportunity to be treated with sex hormones of the opposite sex. 

A person who has undergone a sex change and lives together with a partner as a husband or wife should have the 

right to adopt and raise children on equal terms with other married people.  

A person who has undergone a sex change from male to female should be allowed to work with children, e.g., be 

a teacher, or youth worker.  

A person who has undergone a sex change from female to male should be allowed to work with children, e.g., be 

a teacher, or youth worker.  

Transgendered individuals should be accepted completely into our society.  

 


