
JUNE - 2022 

 

 

 
 
 
 
 
 

MASTERS IN MANAGEMENT (MIM) 
 

MASTER’S FINAL WORK 
 
 
 
 

DISSERTATION 
 
 

DOES CONCERN ABOUT APPEARANCE IMPACT FIRM 
PERFORMANCE? A STUDY OF THE PORTUGUESE CASE 

 
 
 
 

ANA CAROLINA ROSADO S. XAVIER 



JUNE - 2022 

 

 

MASTERS IN MANAGEMENT (MIM) 
 

MASTER’S FINAL WORK 
 

DISSERTATION 
 
 

DOES CONCERN ABOUT APPEARANCE IMPACT FIRM 
PERFORMANCE? A STUDY OF THE PORTUGUESE CASE 

 
 
 
 

ANA CAROLINA ROSADO S. XAVIER 
 
 
SUPERVISOR: PROF. MARIA JOÃO GUEDES 

 
 
JURY: 
PRESIDENT: PROF. JOSÉ MANUEL CRISTÓVÃO VERÍSSIMO 
RAPPORTEUR: PROF. RICARDO MARINO FRANCISCO RODRIGES 
SUPERVISOR: PROF. MARIA JOÃO GUEDES 



Does Concern About Appearance Impact Firm Performance? A Study of the Portuguese Case 

Ana Carolina Rosado S. Xavier Masters in Management (MIM) 
iv 

 

 

 
 
 
 

ABSTRACT 
 

Appearance is not just how individuals are perceived by others, but also how they are 

perceived by themselves, in a so-called self-assessed appearance. It goes beyond just 

physical aspects, as it also can be reflected in and by someone's behaviors. These 

behaviors can be impacted by circumstances that correspond to cultural, biological, and 

socio aspects. How an individual assesses its concern towards its self-appearance depends 

on its level of self-esteem, where is assumed that higher levels of self-esteem results in 

lower levels of concern for appearance. The pressure on how a person appears can also 

differ amongst gender, management level, and income level. The objective of the research 

was to see if these differences in concern towards appearance could impact the firm 

performance both subjectively (measured by a self-perception scale) and objectively 

(measured by ROA). The results pointed to a non-significant relationship between self- 

assessed appearance and firm performance. However, it confirmed that females are more 

concerned about appearance than males and that top managers are less concerned than 

middle managers, forming an interesting study that can also be related to the phenomenon 

of beauty premium and the Upper Echelons Theory. 

 
 

KEYWORDS: Appearance; self-esteem; firm performance; gender; Beauty Premium; 
Upper Echelons Theory. 
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1. INTRODUCTION 
 

Whether people accept it or not, judgment is an ongoing activity in our society 

(Baumeister, et al., 2003; Neff & Vonk, 2009). Individuals judge each other on their 

beliefs, their career choices, their political preferences, and most of all, on how they 

appear, in a physical and/or behavioral form. The way a person behaves is affected by 

their personality and is already well perceived that those personality traits have an impact 

on decision-making skills (Hambrick & Mason, 1984). For instance, due to an established 

relationship between personality and self-esteem, extroverted people are more likely to 

show a higher sense of power and autonomy than introverted people (Amirazodi & 

Amirazodi, 2011), contributing to how different they can perform in their professional 

roles. 

Additionally, some studies have shown how physical appearance can impact an 

individual's professional life, due to a phenomenon called beauty premium (French, 2002; 

Frieze et al., 1991), where people that are perceived as better looking are more prone to 

having higher earnings (Biddle et al., 1994) and to achieving leadership roles (Rhode, 

2010). 

However, it is yet unknown if this built-up pressure on appearance can impact 

how individuals feel and how that impacts firms’ performance. More so, if there is a 

difference in how women deal with this concern in comparison to men, due to historical 

enforcement (Jackson, 1992). Or if this pressure can change consonant their responsibility 

level inside their company. All contribute to the unfolding question: Does concern about 

appearance impact firm performance? 

The idea of this dissertation is to answer this question and the main objective is to 

contribute to this scope of research by being the first to investigate the relationship 
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between different levels of concern on appearance and firm performance, specifically in 

the Portuguese scenario. 

 
The dissertation is divided into five chapters, starting with the Introduction. 

Chapter 2 contains the Literature Review that introduces the various topics in the study 

and presents the proposed hypothesis; chapter 3 describes the Data and Methodology 

used; chapter 4 presents and analyses the obtained Results and chapter 5 contains the 

conclusions and limitations of the study, as well as suggestions for future investigation 

on this subject. 
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2. LITERATURE REVIEW 
 

2.1. Appearance 
 

The etymology dictionary definition of appearance is to “come to view” and from 

Latin apparentia, it is to “be seeing in public”, implying that appearance is the result of 

being seen by others, as, it is defined by one another and what can be extracted from a 

looking at a person (Gibson, 1979). It is also about the results of social interactions and 

the information that people gather from them (Jackson, 1992). Regarding, it is only 

possible to measure appearance by objectifying it through physical characteristics (Perry, 

1998). Indeed, facial appearance is the “center stage in the research on physical 

appearance” (Jackson, 1992). 

Physical appearance is a combination of biological genetic features (Polderman et 

al., 2015), cultural (McCabe & Ricciardelli, 2003; Smith, Noll, & Bryant, 1999), and how 

each person expresses their personality. According to Lauer and Lauer (1981), this can 

be through physical looks. The authors claimed that clothing can reveal an individual's 

personality, or from the face itself since hormones embedded in the face can reflect 

emotions and personality development (Neave et al., 2003). In addition, appearance plays 

an important role in non-verbal communication, for example, behaviors. As a matter of 

fact, it influences, among others, the formation of interpersonal relations (Perry, 1998), 

that arise from how we behave and communicate with one another, for instance when 

building a career (Puspito et al., 2020). 

When it comes to career paths, appearance plays an important facet from the 

hiring process (Roepe, 2017) all the way to leadership roles (Rhode, 2010). On one hand, 

it is possible to say that appearance can be impacted by numerous factors such as culture, 
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genetics, and personality as well as can impact different aspects of an individual’s life, 

such as personal and professional relationships. 

On the other hand, appearance can also be perceived by itself, known as self- 

image, or ‘self-assessed’ appearance, which is dependent on self-perception (Bem, 1972). 

2.2. Self-Perception 
 

To better understand the idea of self-perception, it is crucial to bring attention to 

the Self-Perception Theory first proposed by Bem in 1965. This theory emerged with the 

idea that attitudes were inferences that came from the observation of one's behavior. It 

aims to simply explain that when there is a matter in question, the behavior and the 

situational cues that surround it, can provide a clear indication to each individual on how 

to act upon them (Bem, 1972). By bringing this theory into self-perception of appearance, 

it is possible to observe that self-perception of appearance or ‘self-assessed’ appearance, 

is influenced by both one's behavior and surrounding, so how an individual behaves in a 

certain situation, can be reflected on how it perceives its own appearance on that moment. 

When conveying this to an organizational scenario, it is possible to affirm that a 

motivating environment, which can be defined by technological, generational, and 

organizational practices (Korzynski & Pawel, 2013), may enhance an individual self- 

perception of appearance, considering that job satisfaction and motivation is influenced 

by employee empowerment (Khuong & Tien, 2013) and being empowered can result in 

a higher self-perception of appearance, or as is mostly called, higher self-esteem (Al- 

Qahtani et al., 2021), which is normally linked to individuals that show less concern 

towards appearance (Rosenberg, 1965). 
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2.3. Self-esteem 
 

One of the biggest facets of appearance is judgment, by others or own self, which 

can be due to or result in lower levels of self-esteem. Studies from earlier this century 

confirm that self-esteem is founded on self-evaluations that depend on feedback received 

(Baumeister, et al., 2003; Neff & Vonk, 2009) and although these studies may not have 

been focused on individuals inside organizations, they can be applied to it and can 

insinuate a relationship between a motivating work environment with higher levels of 

self-esteem that can result, although is not the only factor, in higher individual 

performance (Baumeister, et al., 2003), and overall may impact company's performance. 

What is certain is that occupation success is proven to boost self-esteem (Bachman & 

O'Malley, 1977) and self-perception. So, it can be a hypothesis that individuals who reach 

a higher management level inside a firm, due to occupational success, will likely have 

higher self-esteem and will be less concerned about their appearance. 

 
2.4. Appearance and Gender 

 
It is hard, if not quite impossible to talk about appearance, on a social and cultural 

basis, without discussing the differences on the topic among males and females. 

According to the sociocultural perspective, physical appearance is more relevant in 

females due to cultural values (Jackson, 1992), meaning, it can differ among different 

cultural perspectives. For instance, the constitution of what is beauty can change if 

analyzed in different eras as well as in different parts of the world (Hakim, 2010). In the 

early eras, women's relevance was mostly based on how they looked, since it was directly 

related to being a wife to a man (Silva et al., 2005) and although the feminist movement 

(Mitchell & Oakley, 1986), has made quite a progress in changing that perspective, it still 
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found to be true that females are still in the spotlight when appearance1 topics arise. As 

so, empirical studies have shown that it is common for females to worry more about 

appearance than males, considering they are more prone to worry about their bodies 

throughout their life stages (Jackson, 1992; McMullin & Cairney, 2004). Furthermore, 

there are studies that strongly point out how in adulthood2, women are more prone to 

lower self-esteem than men (Josephs et al., 1992), which can be reflected due to the 

relative power in a society that has been given to men (Rosenfield, 1999) and the fragile 

image that has been given to women (Querino et al., 2013). 

Appearance, gender, and career 
 

Many studies have corroborated that gender plays a very significant part when 

discussing appearance in social and cultural aspects, more even, that women are more 

affected by it (Jackson, 1992; Josephs et al., 1992; McMullin & Cairney, 2004; Pliner et 

al., 1990). However, when investigating the relationship between appearance, gender, and 

career, it can be identified that men, due to their relative power, can face major pressure 

when it comes to professional success (Whitaker, 1998). But this does not disregard the 

pressure that women face to succeed in their careers, just shows how different the 

exigency is. Meaning, it has become clear that both men and women feel pressured on 

how they appear in their work lives, the difference is that women feel more pressure to 

prove themselves accountable and non-fragile to break historical assumptions, and men 

to maintain historical assumptions and their relative power. 

However, when strictly talking about physical appearance (either self-assessed or 

assessed by others) the pressure on career success can be measured by individuals’ 

 

1 Recalling that appearance does not just regard physical appearance, but rather how individuals see other 
individuals (Gibson, 1979) and how they see themselves (Bem, 1972). 
2 According to Britannica Encyclopedia, adulthood is defined as individuals between the ages of 20 and 
40. 
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earnings and role hierarchy in a company. Biddle et al. (1994) conducted an analysis that 

concluded that average-looking people earn higher wages than below-average-looking 

people, and it applies to both men and women, but it is more significant for women. This 

finding also supports the literature that attractive faces earn more income than less 

attractive for both men and women, but when regarding females, attractiveness only led 

to higher income later in their careers, rather than at the beginning (Frieze et al., 1991), 

concluding that physical appearance indeed plays an important and crucial role in 

earnings, but it is gender-specific. In fact, French (2002) found that female employees 

who judge themselves with above-average appearance have, on average, an 8% higher 

income than females with average appearance. 

Concerning career success as a role hierarchy in a company, as it has been stated 

before, physical appearance starts to play a role in the hiring process (Roepe, 2017). 

Aspects of beauty can be directly related to the number of job interviews an individual 

will face during their (Bóo et al., 2013). This can also be reflected in different stages of 

professional life, as attractive people are often more susceptible to receiving better 

performance evaluations (Landy & Sigall, 1974) and are more likely to be promoted 

(Morrow et al., 1990). Regarding leadership, it has also been previously studied how 

facial appearance is related to more competent leaders (Graham et al., 2010; Rule & 

Ambady, 2008), but it was concluded that facial attractiveness reflects more on leadership 

selection, rather than its success (Re & Rule, 2015), which, at this moment, is more 

relevant, considering it is being assessed how physical appearance plays a role in 

hierarchical position in a company. While it is certain that individuals expecting 

promotion often feel more pressure to prove their competency to higher managers (Jaser, 

2021), it is yet to be determined if this changes their self-assessed appearance. A recent 
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project that was done in Portugal (Guedes, 2021), provided the data for this study, 

showing that top-level managers are also surrounded by constant pressure, including 

appearance, and are often more judged on how they look, rather than their essence. 

Nonetheless, the results were also gender-specific, since women stated they felt more 

pressured and judged on their appearance than men and their peers, while men stated they 

felt more pressure in being successful. 

Until now, it has been clear that appearance differs among individuals' cultural values, 

self-esteem, gender, and management roles. But does self-assessed appearance impact 

company performance? Or do different levels of concern about appearance shows 

different results in company performance? 

2.5. Appearance and Company Performance 
 

Upper Echelons Theory has established that personal features could be linked to 

decision making and as a result, company performance (Hambrick & Mason, 1984). 

According to this theory socioeconomic background, functional track, formal education, 

financial position, and group heterogeneity of Top Management directly influence the 

decisions that companies take. This theory has been empirically tested by a vast number 

of studies. For example, Rule and Ambady (2008), linked firm performance to CEO facial 

traits. They collected face pictures from male CEOs of 50 U.S. Fortune companies and 

had them rated by 100 university students on personality traits. These traits were judged 

through individuals' faces (Adams & Kleck, 2005, Neave et. al., 2003, Todorov et. al 

2004): competence, dominance, likeability, facial maturity, trustworthiness, and 

assessment of leadership ability. It was found to be true that competence, dominance 

facial maturity, and leadership were significantly related to enhanced company 

performance, and CEOs from successful companies could be identified through their 
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facial appearance. And although an interesting result was found, it was still gender- 

specific to males, so, Rule and Ambady (2009) proceeded to a similar method study 

analyzing face pictures from female CEOs of 20 U.S. Fortune companies, that were rated 

by 170 university students on the same personality traits. In this case, the results were that 

competence and leadership were significantly correlated with enhanced firm 

performance. So, in both cases, it was found an association between facial appearance 

and firm performance. Building upon the work of Rule and Ambady (2009), Lähdevuori 

(2012) conducted a study in Sweden and investigated whether the faces of CEOs of small 

and large companies, as well as non-CEOs and the research aimed at perceiving the 

differences between the judgment on those. The CEOs were rated based on attractiveness, 

trustworthiness, dominance, and competence. The results show that perceived CEO 

competence or attractiveness did not enhance company performance, just enhanced 

individuals’ compensation, in accordance with other previous literature on beauty 

premium (Biddle et al., 1994; French, 2002; Frieze et al., 1991). 

To add to a similar line of research, some studies indicate a relationship between 

personal characteristics and performance, while observing levels of self-esteem 

(Amirazodi & Amirazodi, 2011; Baumeister et al., 2003; Caspi et al., 2005). For example, 

higher levels of self-esteem are often seen in individuals that show more power, 

responsibility in the public domain, high autonomy, and are overall more confident 

people. As a result, they are more prone to be comfortable in their workplace and will 

likely take more risks when presenting their ideas, while less confident fearful individuals 

are likely timider, more anxious, and may take fewer risks due to their lack of confidence. 

This lack of confidence is a sense of lower self-esteem (Amirazodi & Amirazodi, 2011). 
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Regardless, all previous research focused either on personal traits (Hambrick & 

Mason, 1984), that did not include the appearance feature, or when appearance was 

referred it was based solely on third-party judgment. Still, it hasn’t been studied the 

association between self-assessed appearance and company performance, more so, how 

much the time and effort spent by individuals whilst worrying about their appearance and 

the judgment of others could impact company profits, thus this being the first research on 

the subject, which implies explanatory assumptions. As so, assuming that higher levels 

of concern for appearance are in consequence to lower levels of self-esteem (Al-Qahtani 

et al., 2021; Rosenberg, 1965) and that, higher levels of self-esteem are linked to 

enhanced individual performance and overall may impact company performance 

(Amirazodi & Amirazodi, 2011; Baumeister et al., 2003), a hypothesis was defined in 

connection to existent literature, while aiming to investigate newer results. Therefore, the 

general proposed hypothesis is: 

H1: Higher concern about appearance will impact company performance. 
 

3. DATA DESCRIPTION AND METHODOLOGY 
 

3.1. Data Description 
 

The present study uses both primary and secondary data. The primary data was 

obtained from a questionnaire sent by e-mail (using the Qualtrics Software) to Portuguese 

non-listed companies. The online questionnaire was chosen due to its ability to access 

individuals in distant locations, convenience in having automated data collection, and is 

time and cost-effective (Wright, 2005). The secondary data was obtained from annual 

financial reports, retrieved from Informa D&B. This questionnaire is part of a bigger 

project that involved 10,836 e-mails, that were provided by Informa D&B. A total of 

1,038 responses were obtained but for the purpose of this study, it was only considered 
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responses from higher-level managers (top and middle management), who answered all 

questions regarding appearance and self-perspective, resulting in a final sample of 278 

top managers (143 females and 153 males). 

The variables were chosen, build on previous literature, with the intention of 

investigating how each is related to the respondent's perspective on its own appearance, 

and the impact on the way employee's perception of appearance can relate to firm 

performance, both in a subjective and objective perspective. Annex I present the complete 

sample description. Out of the 278 respondents, 51.4% were female, 58.2% are in a 

position of maximum responsibility within the company, 17.6% are the founders, 30.2% 

are partner owners of the companies and 32% have less than 21 years of experience. 

52.5% have more than 47 years old, which is the most represented age. 64% have their 

undergraduate diploma and the most frequent level of gross income is between 30 000€ 

and 44 555€ representing 25.1% of the sample. As for the company-related data, only 5% 

can be considered a large company (>250 employees) and 17.2% have no female workers. 

45.3% are family businesses and only 29.2% have more than 2 shareholders. All the firms 

have at least one individual composing a management board, however, 49.2% have no 

female representation. And lastly, 12.2% have an above-average Debt to Equity ratio of 

4.91, which is relevant to measuring a company's financial sustainability (Serghiescu & 

Văidean, 2014). 

3.2. Measures and Scales 
 

This study was conducted with the objective of analyzing the impact on the self- 

perception of appearance and its possible association with company performance, 

objectively and subjectively, considering distinct aspects, such as management roles, 

gender, and other individual and company-related variables. The first defined variable 
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was the categorical variable Hierarchical Position, where 1 = top-level managers and 2 = 

middle-level managers, this was defined to identify these two different groups. 

Appearance 
 

The measurement of appearance is subjective to perception, either self-perception 

(Bem, 1972) or the perception of others (Gibson, 1979). Nevertheless, it is needed to input 

some objectivity to make it more measurable, but a method to measure the perception of 

appearance was nonexistent, so a scale was developed for this project. The developed 

measure is named APPEA, an appearance score that consists of 6 statements, all of them 

describe how the respondents feel in relation to appearance and were fully interpreted in 

accordance with their own judgment and subjectivity, considering that appearance is a 

personal characteristic which contributes to the expectation regarding others (Mahoney, 

1978). For each statement the respondents were required to answer on a Likert Scale, 

measured by their level of agreement (Vagias & Wade, 2006), where 1 was “strongly 

disagree” and 5 was “strongly agree”. For example, a couple of the statements were “I 

feel that I’m judged by my appearance” and “I feel that I’m judged by my appearance 

more than my peers”. All the statements used in the questionnaire are in Table II. 

The final APPEA Score is achieved by the sum of the score of all statements and 

the higher the value, the more impact appearance has on the individual concerns within 

their job roles. The Cronbach's alpha coefficient of the scale is 0.84, meaning the measure 

has very good reliability (DeVellis, 1991). 

Company Performance 
 

The assessment of company performance can be achieved using subjective and 

objective measures. Subjective measures correspond to data collected via interviews or 

questionnaires and objective measures correspond to data collected directly from the 
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company´s reports. In this study, the two measures were used since both are relevant when 

investigating company performance. The subjective measure was achieved by self- 

perception which can be individually influenced by its surroundings (Bem, 1972), 

therefore being more prone to error. Still, it considers various dimensions of performance 

and adds a human factor to the company reports, thus complementing the objective 

measure, that conveys the company’s business activity and financial performance into 

financial statements. It was only possible to use both measures in this analysis because 

the companies were not kept anonymous, enabling access to their reports. 

Objective Company Performance 
 

The objective performance measure, that is used as a dependent variable, is the 

ratio of ROA (return on assets), defined as Net Income/ Total Assets. According to 

classical finance theories, it can be the most effective in measuring and monitoring the 

financial status of companies (Avlokulov, 2018), and it is one of the most common ratios 

used in studies predicting business failures (Hossari & Rahman, 2005), as well as is 

considered an important indicator of company sustainability (Lassala et al., 2017). It is 

important to mention that ROA is been used with the goal of measuring each business 

over time, not as a comparison tool between the companies in the study, as it can be a less 

useful ratio when comparing companies from different dimensions and sectors, for 

example, the performance of manufacturing sector companies are directly related to the 

use of physical assets, which is more likely to generate lower levels of ROA, while 

financial sector companies rely less on physical assets, therefore can present higher levels 

of ROA (Berkin & Curry, 2021; Hagel et al., 2013). 
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Subjective Company Performance 
 

As for the subjective approach to company performance, it was based on the self- 

perspective of the individuals and the measurement of performance was using a scale 

previous developed by Wiklund and Shepherd (2003), where respondents were asked to 

appraise the performance of their firm considering the last three years comparing to their 

main competitors in ten spheres of performance (sales growth, revenue growth, growth 

in the number of employees, net profit margin, product/service innovation, process 

innovation, adoption of new technology, product/service quality, product/service variety, 

and customer satisfaction). The scale radius from 1 to 5, where 1 was "much lower" and 

5 was "much higher", the final score was obtained by an index that resulted in the sum of 

all 10 spheres (Naldi et al., 2007). The Cronbach alpha is 0.89, which in accordance with 

DeVellis (1991), is considered to show very good reliability. 

Control Variables 
 

The present study uses several control variables, both individual and company- 

related variables since the analysis is around how appearance can play a factor in both 

individuals and companies. Starting with the individual-related ones, the variable 

Maximum Responsibility within the firm is a dummy variable that equals one if the 

respondent is the maximum response in the firm and zero otherwise. It represents the 

individuals that acquire the highest level of power and responsibilities within the firm, 

normally known as the Chief Executive Officer (CEO) (Barnard, 1938), the management 

level can directly be linked to self-esteem and self-assessed appearance due to its impact 

on empowerment (Al-Qahtani et al., 2021). To interpret distinct types of workers, an 

Entrepreneurship variable was defined, where there are two possible categories: one for 

those individuals that are salary workers and the other for self-employed or entrepreneur 



Does Concern About Appearance Impact Firm Performance? A Sturdy of the Portuguese Case 

Ana Carolina Rosado S. Xavier Masters in Management (MIM) 
15 

 

 

 
 
 

individuals (Code of Practice on Determining Employment Status, 2021). A variable was 

also defined to observe the amount of time the respondent has been in their current 

position, called Tenure. Tenure can play an important role when assessing concern on 

appearance since the longer someone is in a position, the more confident they likely are 

(Johnson et al., 2007), influencing their self-esteem (Bachman & O’Malley, 1977). Age 

is the biological number of years of an individual and Gender is a dummy variable that 

equals one if the respondent is female and zero otherwise. These variables are very 

relevant because they are reflected by historical determinants and cultural differences 

(Nisbett & Miyamoto, 2005), and they both are essential when discussing appearance, as 

they are very different depending on age (Josephs et al., 1992) and between females and 

males (Guedes, 2021; Jackson, 1992; Pliner et al., 1990). Marital Status includes four 

groups possible: single, married/civil partnership/union, divorced, and widowers. This is 

important since the life cycle also impacts the level of concern about appearance (Jackson, 

1992; McMullin & Cairney, 2004). Lastly, the Educational Level is measured if the 

individual attained a high school, bachelor's, master's, or Ph.D. degree, and Gross Income 

that varies from less than 19,999 € to over 120,000 €. Both can be linked to Maslows 

Hierarchy of Needs pyramid (1943) since they are part of securing physiological and 

safety needs and can also impact the esteem level. 

For the company-related variables, three control variables are defined. The first 

variable is Family Business which is equal to one of the firms being a family business 

and zeroes otherwise, Family businesses are characterized by having the majority 

ownership within a family (Dede & Ayrance, 2014). The second variable is size is the 

number of employees, which determines the size of the company, influencing financial 

analysis and valuation, especially when assessing companies from different industries 
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(Erik Lie et al., 2002). The third variable is Debt-to-Equity, defined as the company’s 

leverage level and can be positively related to expected returns (Bhandari, 1988). This 

ratio was chosen because it represents the capital structure of the company, incorporating 

internal and external business factors such as profitability, the tangibility of assets, 

liquidity, asset turnover, and macroeconomic conditions, which can reflect a relevant 

measurement of financial sustainability, being useful to evaluate company performance 

(Serghiescu & Văidean, 2014). 

Table I presents the variables used in the study. 
 

TABLE I – Variables 
 

 Variables Description 

 
Variable Hierarchical Position 

(POS) 
1 if Top Level Management; 2 if 
Middle-Level Management 

 Objective Company 
performance (ROA) 

An objective perspective on the 
performance of the company is 
measured by the financial ratio of 
Return on Assets (ROA), calculated by 
dividing the Net Income by the assets. 

 
 
 
 
 
Dependent 

Subjective Company 
Performance (SPERF) 

Subjective perspective on performance, 
measured by Respondents’ perception 
regarding the sales growth, revenue 
growth, growth in the number of 
employees, net profit margin, 
product/service innovation, process 
innovation, adoption of new 
technology, product/service quality, 
product/service variety and customer 
satisfaction concerning the company 
respondents’ perception regarding the 
sales growth, revenue growth, growth in 
the number of employees, net profit 
margin, product/service innovation, 
process innovation, adoption of new 
technology, product/service quality, 
product/service variety and customer 
satisfaction concerning the company. 

Variables 
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TABLE I (CONT.) – Variables 
 

 
Variables Description 

Independent 
Variable 

Appearance Score The sum of all 6 statements regarding 

(APPEA) appearance, that were answered on a 
scale from 1 to 5. 

Individual Related Variables 
 Maximum Responsibility 0 if is not the maximum responsible; 1 
 within the firm (MAX) 

Entrepreneurship 
if it is the maximum responsible 
0 if is a salaried worker; 1 if is an 

 (ENTREP) entrepreneur 
 Gender (SEX) 1 for women; 0 for men 
 Age (AGE) Age of each individual. 
 

Tenure (TERN) 
Amount of time each individual has 
been in their position. 

 Marital Status 
(MARITAL) 

1 if single; 2 if married/union; 3 if 
divorced and 4 if widower. 

Control 
Variables 

 
Education Level (EDUL) 

1 if completed High School; 2 if 
completed bachelor's degree; 3 if 
completed master’s degree; 4 if has a 
PhD 

 Gross Income (GI) 1 if annual gross income is less than 
19999€; 2 if it is between 20,000 and 

  29,999€; 3 if it is between 30,000 and 
44,999€; 4 if it is between 45,000 and 

  59,999€; 5 if it is between 60 and 
74,999€; 6 if between 75,000 and 

  89,999€; 7 if it is between 90,000 and 
104,999€; 8 if it is between 105,000 and 

  119,999€; 9 if it is higher than 120,000€ 
Company Related Variables 
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3.3. Methodology 
 

Using the STATA software, t-tests were performed for both dependent and 

independent variables. The objective was to test the equality of means and evaluate if the 

level of concern on appearance changes. 

 
To extent de analysis and explore the association relationship between the 

perception of appearance and a company's performance according to the stated 

hypothesis, multiple linear regression analysis with the robust option was tested. Different 

models were defined concerning objective (ROA) and subjective (SPERF) performance. 

The main independent variable present in all models is the appearance score given by the 

APPEA score scale. Equation 1 concerns only the relation between objective performance 

(ROA) and appearance (APPEA), equation 2 adds as control variables the ones related to 

the individual (maximum responsibility within the firm, entrepreneurship, age, tenure on 

the role, marital status, education level gross income and gender), equation 3 adds as 

control variables, instead, the ones related to the company (number of employees, being 

a family business and debt to equity ratio) and equation 4 adds both control variables 

related to the company and the individual. α represents the constant, β the coefficients to 

estimate and ε is the error term. 

 
!"#	=	&	+	 (1	#))*#. (1) 

 
!"#	=	 &	+	(1	#))*#	+	(2	+#X	+	(3*-.!*)	+	($	#/*	+	(5	.*!-	+	

(&	+#!0.#1	+	 (7	*231	+	 ((	/0	+	 ()	4*X	+	 5	 (2) 
 

!"#	=		&	+		(1	#))*#	+		(2	*+)1"6	+		(3	7#+	+	($	2*8._*:30.6	+		5		(3) 
 

!"#	=	 &	+	(1	#))*#	+	(2	+#X	+	(3*-.!*)	+	($	#/*	+	(5	.*!-	+	
(&	+#!0.#1	+	 (7	*231	+	 ((	/0	+	 ()	4*X	+	(1+	*+)1"6	+	
(11	7#+	+	(12	2*8._*:30.6	+		5				(4) 



Does Concern About Appearance Impact Firm Performance? A Sturdy of the Portuguese Case 

Ana Carolina Rosado S. Xavier Masters in Management (MIM) 
19 

 

 

 
 
 

Equations 5 to 8 present the models that concerned the subjective approach. these 

models were also tested separately, and the dependent variable is SPERF to denote 

subjective performance. Just like the objective approach, the main independent variable 

present in all models is the appearance score given by the APPEA score scale. Equation 

5 concerns only the relation between subjective performance (SPERF) and appearance 

(APPEA), equation 6 adds as control variables the ones related to the individual 

(maximum responsibility within the firm, entrepreneurship, age, tenure on the role, 

marital status, education level gross income and gender), equation 7 adds as control 

variables, instead, the ones related to the company (number of employees, being a family 

business and debt to equity ratio) and equation 8 adds both control variables related to the 

company and the individual. α represents the constant, β the coefficients to estimate and 

ε is the error term. 

 
4)*!7	=	&	+	 (1	#))*#. (5) 

 
4)*!7	=	 &	+	(1	#))*#	+	(2	+#X	+	(3*-.!*)	+	($	#/*	+	(5	.*!-	+	

(&	+#!0.#1	+	 (7	*231	+	 ((	/0	+	 ()	4*X	+	 5	 (6) 
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4. RESULTS 
 

4.1. Descriptive statistics 
 

The descriptive statistics are presented in Table II. The mean value of subjective 

performance is 34.115 and the dimension that displays the highest score in customer 

satisfaction, with a mean of 3.712, and the opposite, the dimension that displays the 

lowest performance score is the growth in the number of employees, with a mean of 
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3.071. As for the objective performance, the return on assets (ROA) has a mean value of 
 

0.016. The APPEA Score has a mean value of 15.564 and the statement that exhibit the 

highest score is "I feel they always expect the most of me". 

The correlation status for all variables can be found in Annex III. 
 
 

TABLE II – Descriptive Statistics 
 

 Min. Max. Mean SD α 
Subjective 
Performance 

Overall Company 10 50 34.115 6.09 0.891 

Sales Growth 1 5 3.384 0.918  

Revenue Growth 1 5 3.367 0.920  
Growth in the number of employees 1 5 3.071 0.924  
Net Profit Margin 1 5 3.366 0.863  

Product Service Innovation 1 5 3.298 0.875  

Process Innovation 1 5 3.392 0.867  

Adoption of new technology 1 5 3.388 0.891  
Product/service quality 1 5 3.679 0.751  
Product/service variety 1 5 3.453 0.790  

Customer satisfaction 1 5 3.712 0.752  
Objective Company Performance      

Return on Assets (ROA) -0.71 0.78 0.016 0.120  

Appearance Score 6 30 15.564 5.75 0.856 
1. I feel judged by my appearance 1 5 2.471 1.273  
2. I feel that I am judged more by my 
appearance than by my peers 
3. I feel pressure to always present 

1 
 
1 

5 
 

5 

1.845 
 

2.305 

1.068 
 

1.258 

 

myself impeccably 
4. I feel they always expect the most 

 
1 

 
5 

 
3.593 

 
1.284 

 

from me 
5. I feel pressured to always present 

 
1 

 
5 

 
2.870 

 
1.339 

 

myself at my best 
6. I get hurt when they criticize my 

 
1 

 
5 

 
2.482 

 
1.387 

 

physical appearance instead of my 
professional abilities 

     

Note: N = 278. N is the number of observations; Min. is the minimum; Max is the maximum; SD is the 
standard deviation; α is the Cronbach’s alpha. 
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TABLE III – Descriptive statistics of independent variables 
 
 
 

 Min. Max. Mean SD 
Hierarchical Position   1 2 1.561 0.497 
Maximum Responsibility 
firm 
Entrepreneurship 

within the 0 
 
0 

1 
 

1 

0.255 
 
0.143 

0.436 
 
0.351 

Gender   0 1 0.514 0.506 
Age   24 77 47.94 9.168 
Education Level   1 5 2.439 1.002 
Gross Income   1 9 3.370 2.049 
Marital   0 4 1.993 0.563 
Tenure   0 40 12.69 8.602 
Family Business   0 1 0.453 0.498 
Number of Employees   0 1487 64.012 156.781 
Debt-to-Equity (D/E)   -62 581 4.910 36.925 

Note: N = 278. N is the number of observations; Min. is the minimum; Max is the maximum; SD is 
the standard deviation. 

 
To perform t-tests and regression, the variables Hierarchical Position, Age, 

Educational Level, Gross Income, Tenure, Marital Status, Number of Employees, Debt 

to Equity, and Returns on Assets were recorded to better estimate de models as shown in 

Table IV.  

TABLE IV – Recoded Variables 
 

Variables Description 
Hierarchical Position (HPOS) 1 for Top Level Management; 0 for Middle-Level 

Management 
Age (AGE) 1 for more than 45 years old; 0 for less than 45 years 

old 
Marital Status (MARITAL) 1 for singles; 0 for married and others 
Education Level (EDULE) 1 for more than an undergraduate degree; 0 for up to 

an undergraduate degree 
Gross Income (INCOM) 1 for more than 29 999 €; 0 for up to 29 999 € 
Tenure (TERNR) 1 for more than 20 years in this position; 0 if up to 

20 years in this position 
Number of Employees (NEMPLOY) 1 if more than 250 employees; 0 if up to 250 

employees 
Debt-to-Equity (D/E) 1 if more than the average of 4.910; 0 if up to 4.910 
Return on Assets (ROA) 1 if more than the average of 0.016; 0 if up to 0.016 
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4.2. T-Tests 
 

Aiming to determine if were significant differences in the level of concern on 

appearance, t-tests were conducted to compare means of variables. Table V shows the 

mean and t-vale for the different variables. The null hypothesis is the equality of means 

between the groups of variables.  

TABLE V – t-tests 
 
 
 

 N = 278 
Hierarchical Position 

 
APPEA 

Top Level 
Management 
2.37 

Middle-Level 
Management 
2.77 

t-value 
 

3.4608*** 
Maximum Responsibility Maximum Level Non-Maximum t-value 

 
APPEA 

 
2.34 

Level 
2.68 

 
2.6461*** 

Entrepreneur Is an entrepreneur Is a salaried worker t-value 
APPEA 2.46 2.62 0.9437 

Gender Female Male t-value 
APPEA 2.79 2.39 - 3.5105*** 

Tenure 
 

APPEA 

More than 12 years in 
the position 
2.55 

Up to 12 years in the 
position 
2.63 

t-value 
 

0.7252 
Marital Status Single Married and Others t-value 

APPEA 2.72 2.57 -0.9000 
Age More than 45 years old Up to 45 years old t-value 

APPEA 2.46 2.83 3.2389** 
Educational Level 

 
 

APPEA 

More than the 
undergraduate degree 

 
2.62 

Up to 
undergraduate 
degree 
2.58 

t-value 
 
 

-0.4163 
Gross Income More than 29 999 € Up to 29 999 € t-value 

APPEA 2.49 2.76 2.2905** 
Family Business Is a Family Business Is Not a Family t-value 

 
APPEA 

 
2.66 

Business 
2.54 

 
-1.0569 

Number of Employees Large Enterprise PME t-value 
APPEA 2.39 2.61 0.8090 

Objective Performance Higher than average Lower than average t-value 
(ROA) 

APPEA 
 

2.591 
 

2.597 
 

0.0478 
Debt-to-Equity Higher than average Lower than average t-value 

APPEA 2.56 2.59 0.0421 
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TABLE V (CONT.) – t-tests 
 

 
N = 278 

 

 

Subjective Performance 
(SPERF) 

Higher Lower t-value 

APPEA 2.61 2.57 -0.3011 
Note: *, ** and *** indicate significance levels of 10%, 5% and 1%, respectively. w 

 
According to table V, the null hypothesis is rejected for the variables hierarchical 

position, maximum responsibility, gender, age, and gross income. For those variables the 

difference in means is statistically significant, implying differences in the levels of 

concern towards appearance. The results regarding that, women are more prone to be 

worried about self-appearance than men support the literature (Guedes, 2021; Pliner et 

al., 1990), and is shaped by historical social and cultural ideologies that have been 

pressuring females to look a certain way – "ideal bodies” - to feel empowered (Ngo, 

2019). In fact, it is enhanced by age, where women that are younger than 45 years old, 

show more concern over their appearance, which can be linked to the literature that 

explains that lower levels of self-esteem are more common in women in adulthood 

(Josephs et al., 1992), however, the literature specifies the age gap between 20 and 40 

years old, being more exclusive than the results in this study. Additionally, the gross 

income also shows a difference in the level of appearance, where individuals with lower 

incomes led to higher levels of appearance concern, which is in concordance with 

French’s study (2002) that concluded that women who present lower self-assessed 

appearance, have lower earnings than the ones who present higher self-assessed 

appearance. 

Another result is that middle-level management is more concerned with appearance 

rather than top-level managers, and the highest level in the hierarchical positions (CEO) 
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is less concerned than other top-level managers, this can likely be explained by decades 

of the ideas that middle management is mediocre supervisors (Jaser, 2021) and are 

different from inspirational leaders (Zaleznik, 2004), which resulted in an ongoing need 

to prove themselves in every way possible, including appearance. It also adds to the idea 

that occupational success boosts self-esteem (Bachman & O'Malley, 1977), and lower 

levels of concern on own appearance. Regarding company performance, as exposed 

before, there is no significant association between the higher or lower level of appearance 

concern in performance, as will be more investigated in the regression analysis. 

 
4.3. Linear Regression Model 

 
Table VI shows the results for the linear regressions that consider jointly top and 

middle-level managers and where ROA was defined as the dependent variable to assess 

objective company performance. Each column shows results for the corresponding 

model. The regressions were used as a complementary analysis since the focus was 

established through t-tests and their corresponding correlation status. 

TABLE VI – Linear Regression Model 
 
 
 

(1) 
Variables 

APPEA
 

(2) 
APPEA + 

(3) 
APPEA + 

(4) 
All 

 

 Individual Company  

APPEA Score -0.005 -0.006 -0.004 
 

-0.006 

(-0.641) (-0.847) (-0.584) 
 

(-0.798) 

Maximum Responsibility -0.043*   -0.042* 
 (-1.920)   (-1.791) 
Entrepreneur 0.019   0.020 

 (0.842)   (0.868) 

Age 0.00013   0.00013 
 (0.117)   (0.146) 
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TABLE VI (CONT.) – Linear Regression Model 
 
 

 
 

Variables 
(1) 
APPEA 

(2)  
APPEA + 

(3) 
APPEA 

 
+ 

(4)  
All 

   Individual Company    

Tenure   -0.001    -0.001 

   (-0.806)    (-0.805) 

Marital Status   -0.013    -0.013 
   (-0.716)    (-0.702) 

Educational Level   -0.003    -0.003 
   (-0.388)    (-0.394) 

Gross Income   0.008    0.008 
   (1.367)    (1.377) 

Gender   0.011    0.013 
   (0.738)    (0.802) 

Number of Employees   
0.000* 0.000* 

   (1.855) (1.772) 
Family Business   0.005 0.004 

   (0.390) (0.247) 
Debt to Equity   -0.000 -0.000 

   (0.924) (-0.102) 
Constant 0.029 0.040 0.022 0.034 

 (1.422) (0.958) (0.924) (0.739) 
R-squared 0.001 0.041 0.008 0.046 
Prob>F 0.5218 0.7296 0.2167 0.5686 

Note: Columns 1 to 4 show the results of the four equations tested. ROA is the dependent variable in all 
models. In equation 1, APPEA is the only explanatory variable, in equation 2 the dependent variables are 
APPEA and all the individual related variables (maximum responsibility, entrepreneur, age, tenure, marital 
status, educational level, gross income, and sex), in equation 3 the dependent variables are narcissism and 
all the company related variables (number of employees, being a family business and debt to equity ratio) 
and equation 4 considers, besides narcissism, both individual and company-related variables as dependent 
variables. α represents the constant, β the coefficients to estimate and ε is the error term. Robust t-statistics 
in parenthesis. 
*, ** and *** indicate significance levels of 10%, 5% and 1%, respectively. 

 
It is possible to see that in all estimated regressions, appearance (APPEA Score) 

shows a non-significant association with company performance. The values of the 

estimated appearance coefficient range from -0.006 to -0.004, presenting that even though 

the self-perception of appearance may impact individuals in some ways and may differ 
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consonant other variables, does not impact company performance. Besides appearance, 

in regressions 2 and 3 maximum responsibility shows a lightly negative association with 

company performance. The number of employees is lightly positively associated with 

company performance, in equations 3 and 4. The lowest value is obtained in equation 4, 

where appearance is linked with both individual and performance variables. The results 

aim to the likelihood of appearance concerns affecting the individuals and company 

characteristics rather than the performance itself, with that, the proposed hypothesis is 

rejected. 

So, it has become clear that the concern on appearance is consonant to individuals, 

showing that it can differ depending on the self-esteem, age, gender, income, and 

management position within the firm affecting them on personal levels. So, while being 

coherent with previous literature, showing that it impacts their motivation (Baumeister, 

et al., 2003), and empowerment (Al-Qahtani et al., 2021; Khuong & Tien, 2013), does 

not impact their decision making like personal traits do (Hambrick & Mason, 1984), thus 

it shows no association to company performance. 

The regression was also tested by separating the top and middle-level managers, 

as well as, using the subjective performance (SPERF) as the dependent variable and the 

results obtained are similar (hence not presented). 



Does Concern About Appearance Impact Firm Performance? A Sturdy of the Portuguese Case 

Ana Carolina Rosado S. Xavier Masters in Management (MIM) 
27 

 

 

 
 
 

5. CONCLUSION 
 

5.1. Final Conclusions 
 
 

Appearance can be defined as the image individuals appear to others and to 

themselves. This image and/or self-image reflects each one's surroundings and cultural 

values. It includes physical aspects, such as biological features and characteristics, and is 

complemented by non-physical aspects, such as behaviors and personality traits. 

Appearance is directly affected by levels of self-esteem, which are determined by how an 

individual takes the perception of others and uses it as a valuation to its self-perception, 

constructing a so-called self-assessed appearance. This self-assessed appearance will then 

indicate higher or lower levels of concern. Typically, an individual that has higher self- 

esteem is less concerned with third-party thoughts. Historically, it has been proven that 

females show more concern for physical appearance than males, due to biological and 

sociocultural pressure (Jackson, 1992). However, males also show concerns about how 

successful they appear, due to the pressure brought by historical relative power (Whitaker, 

1998). Either way, it can also affect and be affected by an individual life stage and career 

status, such as hierarchical position and levels of income. 

Management scholars have investigated if personality traits impact decision- 

making and performance (Hambrick & Mason, 1984), but the results data are still 

inconclusive. Adding to this literature, I investigate if self-assessed appearance shows an 

impact on company performance, which at this point, is unknown. Thus, the interest and 

importance of studying how different levels of concern on appearance could impact 

different individuals and company performance. The results show that appearance does 

not impact performance, considering both subjective and objective measures, leading to 

the rejection of the phrased hypothesis. However, in concordance with previous literature, 
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results point out that, different levels of concern towards appearance differ among 

individuals, regarding their hierarchical position, gender, age, and income level. Higher 

management levels show less concern about appearance (Bachman & O’Malley, 1977; 

Jaser, 2021). Women showed more concern about their appearance than men (Guedes, 

2021; Jackson, 1992; Pliner et al., 1990), especially when in adulthood (Josephs et al., 

1992). And individuals that show more concern for appearance are the ones who possess 

lower levels of income (French, 2002). 

This study revealed that is difficult to not only define, but also objectively measure 

the concept of appearance, and since this is the first study performed on the subject, still 

leaves a considerable amount of space to further research. 

 
 

5.2. Limitations and Future Research 
 

Some limitations of this study can be linked to both lacks of previous literature 

and to the method used for collecting data, the questionnaire. The response rate of the 

questionnaire (9.58%) was not very high and, while being part of a broader project, the 

questions were directed at employees in any position level. Future research can adapt the 

questions to top management in particular. The Appearance Score used could also 

represent a limitation since it was solely developed for this study, is difficult to 

theoretically back it up, but interviews are a good alternative way to complement the 

score. However, since concern on appearance is very tough to measure and uniformize, 

any other form of measuring would most likely result in a limitation, nonetheless, it could 

be an interesting point for future research to try to overcome. Future research can seek 

validation of the measure and bring new additions to it. 
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In this dissertation the companies were from various industries and focused on 

the Portuguese scenario, it would be interesting to study the different levels of concern 

by industry, precisely to see if more gender-specific industries show different results. It 

would also be interesting to extend the investigation to different countries since the take 

on appearance can differ among historical and cultural values. 
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ANNEX 
 

ANNEX I – Sample Description 
 

 Frequency Percentage 
Female 143 51.4 

Gender Male 135 48.6 
Total 278 100 
Up to 45 years old 102 36.7 

Age More than 45 years old 176 63.3 
Total 278 100 
Single 40 14.3 
Married/Union 205 73.7 

Marital Status Divorced 28 10.1 
Widower 5 1.8 
Total 278 100 
Until High School 39 14.0 
Undergraduate Degree 139 50.0 

Educational Post Graduate Degree 51 15.8 
Level Masters Degree 44 18.35 

PhD 5 1.8 
Total 278 100 
Up to 12 years 126 45.3 

Tenure More than 12 years 152 54.7 
Total 278 100 

Professional 
Up to 20 years

 89 32.0 

Experience More than 20 years 189 68.0 
Total 278 100 
0 - 19,999 € 50 17.9 
20,000 € - 29,999 € 56 20.1 
30,000 € - 44,999 € 70 25.2 
45,000 € - 59,999 € 36 10.1 

Annual Gross 60,000 € - 74,999 € 28 5.0 
Income 75,000 € - 89,999 € 14 2.9 

90,000 € - 104,999 € 8 1.9 
105,000 € - 119,999 € 3 0.01 
More than 120,000 € 13 4.7 
Total 278 100 

Hierarchical Top-Level Managers 122 43.9 

Position Middle-Level Managers 156 56.1 
Total 278 100 

Maximum Yes 70 74.5 
Responsability 

No
 207 25.5 

Total 278 100 
Salary Worker 238 85.6 

Entrepreneurship Entrepreneur 40 14.4 
Total 278 100 
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ANNEX I (CONT.) – Sample Description 
 

 Frequency Percentage 
 Yes 49 17.6 

Founder No 229 82.4 
 Total 278 100 
 Yes 84 30.3 

Owner No 194 69.7 
 Total 278 100 
 Up to 6 262 94.2 

Number of Between 6 and 12 11 4.0 
shareholders More than 12 5 1.8 

 Total 278 100 
Number of Up to 3 117 42.1 

individuals on the 
Between 3 and 6

 144 49.2 

Board More than 6 17 50.7 
Total 278 100 

Females present Yes 137 30.3 
on the Board 

No
 141 69.7 

 Total 278 100 
 Yes 126 45.3 

Family Business No 152 54.7 
 Total 278 100 
 10 or fewer employees 112 40.2 

Number of Between 11-50 employees 87 31.3 
Employees in the Between 51 -250 employees 66 23.7 

company 251 or more employees 13 4.8 
 Total 278 100 
 Lower than average of 4.91 244 87.8 

Debt to Equity Higher than average of 4.91 34 12.2 
 Total 278 100 
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ANNEX II – Additional Linear Regression 
 

 
 

Variables 

(1) 
APPEA 

(2) 
APPEA + 
Individual 

(3) 
APPEA + 
Company 

(4) 
All 

 
 

APPEA Score -0.013 -0.007 -0.106 0.016 

(-0.317) (-0.018) (-0.262) (0.040) 
 

Maximum 3.983*** 4.150*** 
Responsibility   

 (4.507) (4.608) 
Entrepreneur -1.833* -1.783 

 (-1.757) (-1.641) 

Age -0.097** -0.099** 
 (-1.982) (-1.986) 

Tenure -0.001 -0.010 
 (-0.806) (-0.192) 

Marital Status 0.114 0.153 
 (0.178) (0.236) 

Educational Level -0.471 -0.474 
 (-1.242) (-1.260) 

Gross Income 0.101 0.112 
 (0.516) (0.568) 

Sex -0.109 (0.045) 
 (-0.134) (0.802) 

Number of Employees   
0.002 0.003 

   (1.157) (1.424) 
Family Business   0.178 0.364 

   (0.243) (0.467) 
Debt to Equity   -0.005 -0.006 

 
Constant 

 
34.477*** 

 
38.807*** 

(-1.202) 
34.200*** 

(-1.364) 
38.262*** 

 (29.805) (14.847) (27.130) (13.680) 
R-squared 0.000 0.071 0.005 0.079 
Prob>F 0.7513 0.0027 0.4576 0.0031 

Note: Columns 1 to 4 show the results of the four equations tested. Subjective performance is the dependent variable 
in all models. In equation 1, APPEA is the only explanatory variable, in equation 2 the dependent variables are APPEA 
and all the individual related variables (maximum responsibility, entrepreneur, age, tenure, marital status, educational 
level, gross income, and sex), in equation 3 the dependent variables are narcissism and all the company related variables 
(number of employees, being a family business and debt to equity ratio) and equation 4 considers, besides narcissism, 
both individual and company-related variables as dependent variables. α represents the constant, β the coefficients to 
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estimate and ε is the error term. Robust t-statistics in parenthesis. *, ** and *** indicate significance levels of 10%, 
5% and 1%, respectively. 

 
This shows the results concerning the linear regression analysis for the subjective 

performance approach model, with the SPERF variable as the dependent variable. 
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ANNEX III – Pearson Correlation between variables 
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PERFORMANCE 
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1.000 
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GEN TENURE 
 

MAX. 
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EDUCATIONAL 
LEVEL 
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Note: *, ** and *** indicate significance levels of 10%, 5% and 1%, respectively. 
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ENTREPRENEUR 

-0.002 1.000        

 
-0.038 

 
-0.020 

 
1.000 

     

 
-0.042 

 
-0.045 

 
-0.205*** 

 
1.000 

    

 
0.029 

 
-0.054 

 
0.020*** 

 
-0.231*** 

 
1.000 
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1.000 
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0.243*** 

 
-0.134** 

 
0.187*** 

 
0.441*** 

 
1.000 
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0.013 

 
0.008 
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0.000 

 
0.116* 
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0.059 
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0.017 

 

-0.057 

 

0.053 

 

-0.076 

 

-0.012 

 

-0.174*** 

 

-0.034 

 

-0.087 

 

0.031 

 

1.000 

    

 
0.065 

 
0.041 
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0.392*** 

 
-0.355*** 
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0.285*** 

 
0.0410 

 
0.137** 

 
0.200*** 

 
1.000 
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0.018 

 
0.063 
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-0.040 
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-0.036 

 
0.182*** 

 
-0.104* 

 
0.012 

 
-0.066 

 
1.000 

  

 

0.075 

 

0.056 

 

-0.075 

 

0.032 

 

-0.046 

 

0.016 

 

-0.087 

 

0.013 

 

-0.013 

 

0.007 

 

0.044 

 

-0.001 

 

1.000 

 

 
-0.017 

 
-0.031 

 
0.007 

 
0.034 
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0.112* 
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0.016 
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