Analysis Plan Documents

Our pre-specified analysis estimates intent-to-treat effects of age, verbal and analytical skills on various outcomes, namely any callback, interview invitation, and response timing. The analyses will be conducted with linear probability models with stratum fixed effects (region, company NACE, occupation ISCO) and various specifications of robust standard errors, such as robust, or clustered at various levels (e.g., NACE, ISCO, or region). 
Main coefficients recover the effects of Age, Portuguese levels (High—C1 vs Low—A12 vs None), and Chess levels (Enthusiast and well ranked vs Enthusiast vs None). Additional analyses will include interaction terms between Age and Portuguese, Chess, and their levels.
The design is powered to detect modest effects on callbacks and to deliver precise nulls if employers ignore non-job-relevant cognitive cues. Ethical safeguards are insured by the assistance of the Public Defender of Rights; moreover, data with employer communications will be anonymized and GDPR-complying stored.

For all the following hypotheses, we infer that we cannot reject the null hypothesis if p-values are greater than 0.10 using a two-tailed test.

Main analyses 
[bookmark: _Hlk98852696]Main hypotheses
We test the following hypothesis:
Hp 1: the increase in age does not impact the probability of receiving a callback. The expectation is that age negatively impacts callback.
Hp 2: employees with job-irrelevant cognitive abilities are as likely to receive a callback as employees without job-irrelevant cognitive abilities. The expectation is that the former group of prospective employees has a higher callback rate.
Hp 3: age and job-irrelevant cognitive abilities do not interact. The expectation is that they do interact and that the sign of the interaction term is negative.
Hp 3 will be repeated with two interaction terms between age and the two job-irrelevant cognitive abilities separately. The expectation is that they do interact and that the sign of the interaction term is negative.
The same hypotheses could be tested on other outcomes, namely positive answer, timing, politeness.
Robustness checks will be conducted on a subsample of occupations where generic cognition plausibly matters.

Secondary hypotheses
We test the following hypothesis:
Hp 2.1: employees with a A2 Portuguese language knowledge are as likely to receive a callback as employees without it. The expectation is that the former group of prospective employees has a higher callback rate.
Hp 2.2: employees with C1 Portuguese language knowledge are as likely to receive a callback as employees with A2 level. The expectation is that the former group of prospective employees has a higher callback rate.
Hp 2.3: employees with Chess abilities (enthusiast) are as likely to receive a callback as employees without them. The expectation is that the former group of prospective employees has a higher callback rate.
Hp 2.4: employees with high Chess abilities (well-ranked enthusiasts) are as likely to receive a callback as employees with lower Chess abilities. The expectation is that the former group of prospective employees has a higher callback rate.
Hp 2.5: employees with Chess abilities are as likely to receive a callback as employees with Portuguese knowledge. The expectation is that the former group of prospective employees has a higher callback rate because, on average and across occupations, analytical skills are better rewarded. 

Like the main analyses, additional secondary analyses will test the null hypothesis on the interaction term between age and the different cognitive abilities margins (i.e., recency of Portuguese language and ability level in chess).
The same hypotheses could be tested on other outcomes, namely positive answer, timing, politeness.
Robustness checks will be conducted on a subsample of occupations where generic cognition abilities plausibly matters.


Additional analyses
Additional analyses investigate possible mechanisms 
In particular, we investigate heterogeneous effects by standardized hiring processes (e.g., proxied by firm size), and by level of competition between firms. These two sets of analyses will allow us to identify taste-based and statistical discrimination.
The expectations align with standard labor economics literature. For example, we expect that large firms are less likely to treat applicants with different ages differently because of a more standardized assessment process of the candidates. For similar reasons, we expect that large firms are more likely to reward job-irrelevant (but productivity enhancing) cognitive abilities as they pay more attention to details because of a more standardized assessment process of the candidates. Similarly, increased competition between firms, all else equal, should reduce ageism and decrease returns from job-irrelevant (and not productivity enhancing) cognitive abilities. 
We can conduct also analyses by macro ISCO occupation categories. However, differently from the above, we do not have expectations; generally, we could expect that certain types of jobs differently reward different types of job-irrelevant cognitive abilities, depending on the features of the job itself.

Additional analyses investigate the effect of third-country citizens positions
We conduct an additional exploratory analysis to examine whether Czech applicants are as likely to receive callbacks when applying for jobs explicitly open to third-country (non-EU) nationals. All our fictitious applicants are Czech citizens, and our expectation is that these applicants may face lower callback rates for such positions. This expectation is based on anecdotal evidence suggesting that employers who advertise these roles may already intend to sponsor non-EU workers and might even prefer them over domestic applicants.

Additional analyses investigate commuting and commuting-related heterogenous effects
We can conduct heterogeneity analyses by estimated commuting distance, with the general expectation being that increased distance reduces the likelihood of receiving a callback (Carlsson et al., 2018). However, we do not have precise expectations of how increased distance might interact with age and job-irrelevant cognitive abilities (both their type and level). On one hand, commuting-time penalty could be steeper for older applicants: employers may project higher lateness/absence risk and lower schedule flexibility for late-career applicants. On the other hand, commuting-time penalty might not interact with age or even reduce: older workers are often seen as more reliable, possibly offsetting distance concerns.
These analyses could account also for neighborhood affluence or area-specific intensity of public transportation. 
