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Abstract

Relying on data from a large-scale field experiment in Sweden, this article studies discrimin-
ation in recruitment on the basis of gender and ethnicity combined with recruiter gender.
The study includes 5641 job applications sent in response to advertised vacancies, and the
employer callbacks to these. Gender and either a Swedish or a foreign-sounding name were
randomly assigned to the applications, and recruiter gender was documented whenever
available. Based on the callback rates, there is evidence of ethnic discrimination against
foreign-named job applicants by both male and female recruiters. Also, male applicants with
foreign-sounding names are discriminated more than female applicants with foreign-sounding
names. Thus, the results show gendered ethnic discrimination in the Swedish labor market,
and this does not appear to depend on recruiter gender in general. However, the patterns
for gendered ethnic discrimination by recruiter gender vary across occupational categories.
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Introduction

Labor market inequality takes many forms, and different groups of individuals experience a range of chal-
lenges in the labor market. Natives generally have an advantage over immigrants in the labor market, and
there is evidence of ethnic discrimination in recruitment both internationally and from Sweden (cf. Baert,
2018). Also, men tend to have an advantage over women in the labor market (e.g. Charles, 2011). In
general, men have higher wages and hold authority positions to a greater degree compared to women
(Gronlund et al., 2017). These disparities may be partly because of differences in the work- and
family-related decisions made by men and women. Yet, it has been suggested that discriminatory
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behavior by employers may be one possible reason for the observed gender disparities in career-related
outcomes (e.g. Blau and Kahn, 2017; Mandel and Semyonov, 2006).

While there is some evidence of gender discrimination against women in recruitment internationally
(e.g. Goldin and Rouse, 2000; Gonzalez et al., 2019; Riach and Rich, 2006; Weichselbaumer, 2004),
Swedish field experiments do not find such evidence in general (Bygren et al., 2017; Bygren and
Gibhler, 2021; Carlsson, 2011). Also, some recent evidence from Europe shows female applicants to
be slightly advantaged over male applicants in recruitment (Birkelund et al., 2019; Di Stasio and
Larsen, 2020). When it comes to the intersection of gender and ethnicity as regards discrimination in
recruitment, there is evidence of ethnic minority male applicants facing more discrimination than
ethnic minority female applicants in Europe (Arai et al., 2016; Dahl and Krog, 2018; Liebkind et al.,
2016; Midtbeen, 2016). Yet, not all studies find such a difference, and it may differ depending on the
type of occupation (Bursell, 2014). Moreover, a previous Swedish field experiment shows that the
gender of the recruiter together with the occupational type is important for male and female applicants’
chances of getting a positive response when applying for a job (Erlandsson, 2019).

While a lot of the field experiment literature on gender, and ethnic, discrimination has a theoretical
focus on statistical and taste-based discrimination, and occasionally on status characteristics, additional
theoretical approaches, such as homophily, in-group bias, and intersectional theories, may also be of
importance. Yet, data limitations and endogeneity often make it difficult to study in-group bias based
on gender in the real world outside the laboratory (Sandberg, 2018). Studying in-group bias related to
several discrimination dimensions, that is, gender interacted with ethnicity, can therefore be even
more difficult in practice and is related to increased theoretical complexity.

To my knowledge, there are no previous field experiments on ethnic or gendered ethnic discrimination
that focus on the gender of the recruiter, except for one that is limited in scope (Edo et al., 2019). Thus, it
is unclear what role, if any, the gender of the recruiter plays in (gendered) ethnic discrimination in the first
stage of the recruitment process, that is, in screening job applicants for vacancies. The void in this area of
research leads to the following research questions: Do male and female recruiters discriminate against job
applicants with foreign-sounding names? Does this tendency differ based on the gender of the applicant?
Are there differences in ethnic majority and ethnic minority job applicants’ chances of getting a callback,
that is, a positive response to their job applications, based on the gender of the recruiter, and based on the
gender of the applicant? Ethnicity here is signaled by typical Swedish names and foreign-sounding
names — common Arabic or Slavic names — which is a common practice in field experiments on recruit-
ment (cf. Gaddis, 2018), and may be taken as an indication of immigrant background.'

Labor market discrimination based on ethnicity and gender, and any combination of these, together
with the recruiter gender, is an important topic of study. This is not only because of the scarcity of
research on the topic, but also because of the intersection of several group identities or group character-
istics, here gender and ethnicity, may entail different, more or less strong, grounds and forms of discrim-
ination (cf. Ridgeway and Kricheli-Katz, 2013), not only as such but also when considering recruiter
gender. Moreover, if gendered ethnic discrimination differs by recruiter gender, it may have implications
for gender and ethnic segregation in the labor market, given that the proportion of female and male recrui-
ters differs between occupational categories. If recruiter gender plays a role in (gendered) ethnic discrim-
ination, it suggests that gender diversity among recruiters within a workplace is important for recruitment
outcomes.

Sweden, together with other Nordic countries, tends to be ranked high in terms of gender equality in
labor market outcomes, for example, employment rates (OECD, 2017; United Nations Development
Programme, 2016). While the Swedish institutional setting supports a dual-earner model, and the
country has a high prevalence of gender egalitarian attitudes (Edlund and Oun, 2016), the Swedish
labor market is characterized by a high degree of gender segregation (European Institute for Gender
Equality, 2017). At the same time, Sweden has received a rather high number of immigrants, at least
in comparison to its Nordic neighbors. Consequently, Sweden has a diverse population with every
fifth person being born abroad (Statistics Sweden, 2020). Many of the immigrants have arrived in
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Sweden because of humanitarian reasons, often without basic education or facing trouble in transferring
their qualifications, and the employment gaps between natives and immigrants are among the largest in
the Organisation for Economic Co-operation and Development (OECD), across the educational distribu-
tion (OECD, 2014: 5). Thus, Sweden provides an interesting context to study recruitment discrimination
based on the combination of gender and ethnicity together with recruiter gender.

Literature review

The term homophily is common in sociology when referring to the tendency of individuals to select rela-
tionships with similar others (e.g. Kandel, 1978; McPherson et al., 2001). In social psychology, the
concept of in-group favoritism (e.g. Tajfel et al., 1971) or in-group bias (Hewstone et al., 2002) is
applied to discrimination; research finds that individuals discriminate in favor of those who belong to
their in-group over individuals of other groups, and gender represents one basis for such group division
(cf. Brewer and Kramer, 1985; Hewstone et al., 2002). In line with the ideas of homophily and in-group
favoritism, male employers are expected to prefer male job applicants over female applicants while
female employers are expected to favor female applicants over males. Also, one may expect Swedish
employers, in general, assuming that most of them represent the ethnic majority,” to favor ethnic majority
job applicants over ethnic minority applicants, that is, job applicants with a foreign-sounding name.

The economic theory of labor market discrimination is generally divided into statistical discrimination
(Arrow, 1973; Phelps, 1972) and taste-based discrimination depending on the underlying source of dis-
crimination (Becker, 1971). A main difference between these two theories is that taste-based discrimin-
ation arises from an individual’s prejudice against, or a negative “taste” for, members of a certain group,
for example, characterized by ethnicity or gender (or both), whereas statistical discrimination is based on
rationality about the average productivity of members of a certain group, such as men and women, or
foreign-born and natives when the actual productivity of the individual is unknown.’

For instance, statistical discrimination against job applicants with foreign-sounding names can arise
because of average differences in (Swedish) language skills, implying that immigrants, and workers
with foreign names, are less productive and thereby more costly to the employer than native workers,
for example, workers with typical Swedish names. Also, female workers (of childbearing age) in
general, rather than male workers, may experience statistical discrimination because of a lower product-
ivity associated with motherhood. This is possible because female workers are likely to either have chil-
dren or be perceived as being “at risk” of having children, and employers may link (potential)
motherhood to costs such as absence from work and reduced working hours.

Yet, discrimination can arise from a cognitive bias functioning beyond the productivity of certain
groups (cf. Correll and Benard, 2006). Status characteristics related to gender and ethnicity can be rele-
vant in such a situation. Culturally prevailing status rankings related to the characteristics of certain
groups based on for example, gender, are often used to evaluate individual behavior and characteristics,
and according to such status beliefs, men tend to be seen as superior to, and more competent than, women
in most domains of social life (Ridgeway, 2011; Ridgeway and Smith-Lovin, 1999). A main distinction
between homophily, or in-group bias, and the status characteristics theory is that status characteristics are
beliefs possessed by everybody, in general, including the out-group members, meaning that both female
and male recruiters would rely on the same status rankings and, according to these, prefer individuals of
the superior group, for example, men over women, in recruitment. Whereas if homophily, or in-group
bias, based on gender prevailed, only male recruiters, but not female recruiters, would favor male job
applicants over female applicants. However, the context is important for the relevance and influence
of status characteristics. One may argue that in relatively gender-neutral contexts (e.g. gender-balanced
occupations) status beliefs would imply that men, in general, have a slight advantage over women, in
masculine-typed situations (e.g. male-dominated occupations) men would be expected to have an advan-
tage over women whereas, in feminine-typed situations (e.g. female-dominated occupations), men’s
advantage over women would be smaller or even reversed (Ridgeway and Correll, 2004). Also, given
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that foreign-born are often concentrated in low-paid occupations, employers may even prefer some
groups of immigrants for certain low-paid jobs due to, for example, a perceived higher work commitment
and job-specific skills (Friberg and Midtbgen, 2018), one may assume more ethnic discrimination in
highly qualified occupations in comparison to less qualified occupations.

Yet, the presence of multiple simultaneous group identities or group characteristics, for example,
gender interacted with ethnicity, tends to lead to theoretical complexity. Cultural beliefs and stereotypes
related to gender and ethnicity illustrate the views of dominant groups in society and influence the expec-
tations about individuals representing different groups (Ridgeway and Kricheli-Katz, 2013). However,
intersectional theories propose somewhat competing approaches.

First, the multiple burden (cf. King, 1988) or double jeopardy approach argues that ethnic minority
women experience more discrimination, in relation to ethnic minority men as well as ethnic majority
men and women, by belonging to two subordinate groups simultaneously (Berdahl and Moore, 2006;
Nelson and Probst, 2004; for a review, see Purdie-Vaughns and Eibach, 2008).

Second, and in opposition to the first perspective, Purdie-Vaughns and Eibach (2008: 377) argue that
having several subordinate-group identities (an ethnic minority female) makes a person “invisible,” or
oft-diagonal, in comparison to those with only one subordinate-group identity (an ethnic minority
male) as all of a person’s group identities will not be fully recognized. This suggests that if an ethnic
minority man is the prototype of an ethnic minority, then ethnic minority women can be affected by inter-
sectional invisibility and face less discrimination than ethnic minority men.

Third, the subordinate male target hypothesis (SMTH), derived from the social dominance theory,
states that ethnic minority men experience more discrimination than ethnic minority women because
of a greater perceived threat (Sidanius and Pratto, 2001; Sidanius and Veniegas, 2000). As the SMTH
theory builds partly on assumed competition among males, ethnic minority male applicants can be
seen as a threat by male recruiters in particular. Thus, based on SMTH, one may expect to find discrim-
ination against ethnic minority men by male recruiters in particular.

When several group identities of individuals are present at the same time, some of them are more
essentialized than others, and this can result in both obstacles and opportunities for individuals
(Ridgeway and Kricheli-Katz, 2013), depending on the context. Intersectional invisibility only takes
place in a context where subordinate identities are regarded as non-prototypical, and, therefore, in fem-
inine domains, that is, in female-dominated occupations, the prototypical person is a female
(Purdie-Vaughns and Eibach, 2008). Given that females are prototypical in female-dominated occupa-
tions (invisibility ebbing), ethnic minority women may face even greater discrimination in these contexts
as compared with occupations that are gender-neutral or male-dominated. Thus, employers’ gendered and
ethnic preferences related to workers may depend on the type of occupation or job in question (e.g.
Bursell, 2014), and the employer preferences are often related to ethnic stereotypes about the skills
and productivity of the workers (Friberg and Midtbeen, 2018).

Empirical evidence

While there is a lot of research on gender discrimination in the labor market, the evidence of gender dis-
crimination in recruitment seems to vary (Baert, 2018), depending on the country context and the occu-
pational category (Birkelund et al., 2019; Di Stasio and Larsen, 2020). Some field experiments have
detected gender discrimination against women in recruitment (e.g. Gonzalez et al., 2019 [Spain];
Riach and Rich, 2006 [the UK]; Weichselbaumer, 2004 [Austria]). According to a recent overview of
field experiments on gender discrimination since 1996, female applicants are advantaged over males
in Europe, especially in female-dominated and gender-balanced occupations (Birkelund et al., 2019).
Yet, some field experiments do not show any significant gender differences in callbacks in general
(e.g., Albert et al., 2011 [Spain]; Baert, 2015 [Belgium]; Bygren et al., 2017 [Sweden]; Bygren and
Gibhler, 2021 [Sweden]).
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Ethnic discrimination in recruitment, that is, discrimination against job applicants with foreign-
sounding names, is well documented in research (e.g., Baert, 2018; Riach and Rich, 2002 [overviews
of several countries]; Bursell, 2014 [Sweden]; Bursell et al., 2021 [Sweden]; Carlsson and Rooth,
2007 [Sweden]; Di Stasio and Larsen, 2020 [the UK, Germany, the Netherlands, Norway, and
Spain]). While Carlsson and Rooth, (2007) show ethnic discrimination to be greater in more qualified
jobs, according to Bursell et al. (2021) discrimination against foreign-named job applicants appears to
be very similar in both high-skilled and low-skilled occupations.

Field experiments show evidence of gendered ethnic discrimination in various labor markets, that is,
ethnic minority male job applicants experience more discrimination than ethnic minority female appli-
cants (Andriessen et al., 2012% Arai et al., 2016; Dahl and Krog, 2018; Liebkind et al., 2016;
Midtbgen, 2016; Sidanius and Pratto, 2001). Yet, there is some inconsistency regarding this pattern
(e.g. Blommaert et al., 2014), and the level and direction of gendered ethnic discrimination appear to
vary by occupational gender composition (Bursell, 2014) as well as ethnic category (Di Stasio and
Larsen, 2020).

Only a few field experiments examine the role of recruiter (i.e. contact person) gender in recruitment
discrimination, and, to my knowledge, there is one such field experiment studying gendered ethnic dis-
crimination. Edo et al. (2019) show that female recruiters favor female job applicants over male appli-
cants and that French-named female and male recruiters discriminate against foreign-named males
over foreign-named females, in accounting jobs in Paris and its suburbs. Also, Erlandsson (2019)
shows male recruiters to contact male job applicants more often than females with identical merits, espe-
cially in gender-balanced occupations. However, some field experiments show no evidence of gender dis-
crimination by recruiter gender in Australia (including only female-dominated occupations) (Booth and
Leigh, 2010) or in Sweden, except for some indication that male recruiters favor female applicants in
male-dominated occupations (significant only at the 10% level) (Carlsson, 2011). These field experiments
differ from each other in several ways, especially when it comes to the number and types of occupations
that are included, which can partly explain the variance in findings. Moreover, while a meta-analysis of
experimental studies on employment decision-making shows nearly no general gender bias among
female evaluators, it shows a pro-male bias among male evaluators, but the findings vary by the
gender composition of the occupation (Koch et al., 2015).

Expectations

Based on the statistical discrimination theory, status characteristics theory, theories about homophily and
in-group favoritism, as well as in line with previous research using field experiments (e.g. Baert, 2018; Di
Stasio and Larsen, 2020), discrimination against ethnic minority applicants, that is, applicants with
foreign-sounding names, can be assumed to take place. While previous studies on the role of the recruiter
gender are few, and the results differ, theories about a (potential) gender difference in the tendency to
engage in ethnic discrimination are scarce. Yet, if most female and male recruiters are native Swedes,
one may assume homophily (or an in-group bias) on the basis of ethnicity to prevail among both male
and female recruiters, and to result in both male and female recruiters contacting ethnic minority appli-
cants less often than ethnic majority applicants. In addition, statistical discrimination against ethnic
minority applicants can be expected to take place because of differences in average productivity, regard-
less of recruiter gender. Also, according to the status characteristics theory, one would expect individuals
from the dominant group, that is, ethnic majority applicants, to be favored over the minority applicants by
both male and female recruiters. Therefore, I will test Hypothesis 1 that there is discrimination against
ethnic minority applicants over ethnic majority applicants by both female and male recruiters.
However, on the one hand, according to the double jeopardy perspective, one would theoretically
expect ethnic minority women to experience more discrimination than ethnic minority men. Yet, on
the other hand, based on the SMTH one can expect the opposite, that is, that ethnic minority males
face more discrimination than ethnic minority females. But regarding gendered ethnic discrimination
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and recruiter gender, the SMTH suggests (ethnic majority) male recruiters in particular discriminate
against ethnic minority men over ethnic minority women, as the theory builds partly on assumed com-
petition among males. Also, the intersectional invisibility approach (Purdie-Vaughns and Eibach,
2008) suggests that ethnic minority women are affected by intersectional invisibility and will thereby
experience less discrimination than ethnic minority men, from both male and female recruiters. In add-
ition, one may assume gender-based homophily and in-group favoritism to prevail among female recrui-
ters. Therefore, I will test Hypothesis 2 that there is more discrimination against ethnic minority male
applicants than against ethnic minority female applicants by both female and male recruiters.

The theories outlined above suggest somewhat different, and more complex, mechanisms and out-
comes regarding gendered ethnic discrimination based on the occupational type combined with recruiter
gender. While homophily, and in-group favoritism, would result in discrimination against members of the
out-group, regardless of the occupational type, based on the status characteristics theory and intersec-
tional invisibility, gendered ethnic discrimination is likely to differ by the gender composition and quali-
fication level of the occupation. Thus, rather than formulating several explicit (and contradictory)
hypotheses regarding different types of occupations, an exploratory approach is applied here by exam-
ining gendered ethnic discrimination and recruiter gender in a number of occupational categories that
vary in terms of qualification level and occupational gender composition.

Data and method

A correspondence test was performed in the Swedish labor market in order to study potential discrimin-
ation in recruitment. Fictitious applications were submitted to advertised vacancies, and the subsequent
employer responses, that is, callbacks, were observed. The applications in this design are nearly identical
within occupations, yet they differ in that they indicate the different group identities based on gender and
ethnicity, that is, foreign background, as signaled by applicant names. Importantly, the method is subject
to ethical concerns, mainly due to a lack of informed consent, as it is not possible to inform the employers
about the study.

Experimental design

The data used for this study come from a correspondence test conducted between October 2013 and
August 2020.° The data used here include 5641 fictitious job applications and the employer callbacks
to these applications. The jobs were primarily located in and near the three largest cities in Sweden,
that is, Stockholm (including the Milardalen area), Gothenburg, and Malmé. The vacancies were
found on the largest database for job search in Sweden, that is, the Swedish Employment Agency’s
website. Information from the job advertisement, such as the gender of the contact person (indicated
by a name), was documented when available. Vacancies that accepted applications through email or
as website uploads, without requiring a social security number or filling out the applicant’s qualifications
in an online form, were chosen.®

This study only includes job applications for vacancies with information about the gender of the
recruiter, that is, the contact person or employer. The gender of the recruiter is based firstly on the
name of the person who contacted the (fictitious) applicant, and secondly, if there is no such information,
for example, no employer response is received, it is based on the name of the contact person stated in the
advertisement.” According to the data collected, recruiter gender tends to be the same in the job adver-
tisement as for the person who contacted the applicant.® There are few exceptions to this (about 2% of the
applications included here). This fact indicates that a potential problem with the study design does not
seem to be an issue here, that is, employers do not seem to have routines where male recruiters
contact male applicants and female recruiters contact female applicants. Moreover, the callback contents
suggest that the person listed in the job announcement tends to be active in the recruitment decisions and
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is often the same person who responds to the applicant, for example, “I have read your application and
would like to meet you” is an example of a typical phrase included in a callback.

The study includes vacancies in 20 occupations (which were combined into 17 analytical categories)
that vary as regards gender and immigrant composition, sector, and educational qualifications (see
Bursell, 2014). The occupations are also relatively representative of the Swedish labor market; applica-
tions were submitted to 14 of the 30 most common occupations, while seven of the occupations belong to
the 10 most common occupations in Sweden.

One application is submitted for each vacancy by email or via a website (depending on the instructions
in the job announcement). This method, in contrast to submitting more than one application to each job
opening, permits the use of identical applications, rather than simply using applicants with equivalent
qualifications, saves time and work for the employer (which is ethically a benefit), and limits the risk
of detection. In addition, the method of using only one application avoids the risk of spillover effects
(cf. Phillips, 2019). Gender, ethnicity, and some other characteristics’ are randomized in the applications.
Gender is indicated by the name of the applicant, that is, either a distinctive female or male name. Age is
held constant at 31 years in order for the applicants to be old enough to have higher education and some
work experience while still not having reached too senior a position. All applicants hold occupation-
specific educational qualifications and an employment background from Sweden.

Majority ethnicity, that is, a native Swede, is signaled by a set of typical Swedish names whereas
minority ethnicity (indicating immigrant background) is signaled by common Arabic names and
Slavic names, that is, the latter refers to typical names for individuals from the region of former
Yugoslavia (presently known as Bosnia, Croatia, Kosovo, Northern Macedonia, Serbia and Slovenia).
These groups represent some of the largest groups of the foreign-born population in Sweden
(Statistics Sweden, 2020),'® and can be regarded as visible ethnic minority groups, meaning individuals
who can by their appearance be distinguished from the ethnic majority. Employment gaps exist between
individuals with these backgrounds (i.e. here indicated by Arabic- and Slavic-sounding names) and
“native” Swedes, yet the gaps are generally greater for those originating from the Middle East (le
Grand and Szulkin, 2002; Lundborg, 2013).

Each application includes an application letter and a simple resume, both matched to the occupation
(see the Online Appendix in Bygren et al., 2017). These reveal the applicant’s personal details, that is,
name, date of birth, phone number, email address, and postal address. The resume presents previous
jobs, education, language skills (all applicants have Swedish as a mother tongue), and computer skills.
The application letter includes a biography with information about, for example, prior work experience
and qualifications. Each fictitious applicant has a unique email address and a telephone number connected
to a voicemail (following a few ring signals, a recording with the applicant’s name and a request to leave a
message is played). Here, a callback is a positive response from the employer by email or phone (auto-
matic replies were ignored), such as a job offer, invitation to an interview, or a request for more infor-
mation or to contact the recruiter, which suggests interest in the applicant.'" If a callback is made, the
employer is promptly told that the applicant no longer has any interest in the job.

In order to examine discrimination in different types of occupations based on occupational gender
composition (Statistics Sweden, 2012), three categories are created for the analysis. Occupations in
which the proportion of women is higher than 60% are categorized as female-dominated occupations,
that is, store personnel/cashier, financial assistant, preschool teacher, elementary school teacher,
cleaner, accountant, receptionist, nurse, and assistant nurse. Occupations in which the proportion of
men is higher than 60% are categorized as male-dominated, and these include carpenter, driver, sales-
person, computer science engineer/programmer, and engineer in machine technology/industrial eco-
nomics/electronics. The remaining occupations, that is, high school teacher, chef, and auditor, in
which the proportion of women is 40% to 60% are categorized as gender-balanced occupations.
Furthermore, the following occupations are defined as highly qualified occupations in the analysis:
accountant, auditor, computer specialist, engineer, nurse, preschool teacher as well as elementary
and high school teacher.'?
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Results

The sample has a total callback rate of 36.7%. This means that 36.7% of the submitted job applications
resulted in a callback, that is, a positive response from the employer. The callback rate is calculated by
dividing the number of positive callbacks by the total number of applications sent.

Table 1 presents the number of job applications, the proportion of recruiters and job applicants, and the
callback rates for the different categories. In line with most previous studies on ethnic discrimination in
recruitment (cf. Baert, 2018), job applicants with foreign-sounding names receive fewer callbacks than
applicants with Swedish-sounding names, the callback rates being 44.0% for Swedish-named applicants
and 29.4% for foreign-named applicants, yielding a difference of 14.6 percentage points. This difference
is statistically significant (p <0.001) and can be taken as evidence of ethnic discrimination in the Swedish
labor market.

Both male and female recruiters engage in ethnic discrimination by contacting Swedish-named appli-
cants more often than applicants with foreign-sounding names, and these differences are statistically sig-
nificant (p <0.001). Thus, Hypothesis 1, that both female and male recruiters discriminate against ethnic
minority applicants over ethnic majority applicants, is supported. The callback ratios that are presented in
Table 1 indicate that there appears practically no overall difference in the level or direction of ethnic dis-
crimination between male recruiters (a ratio of 1.50) and female recruiters (a ratio of 1.51).

In addition to this, there are clear patterns of different levels of ethnic discrimination toward male and
female job applicants. For male applicants, the callback ratio is 1.66 overall, compared to 1.37 for female
applicants. In other words, for every 10 job applications sent by a Swedish-named male applicant, a
foreign-named male applicant would have to send close to 17 applications to achieve a similar
number of callbacks. For female candidates, the difference is smaller: for every 10 job applications
sent by a Swedish-named female applicant, a foreign-named female applicant would have to send
close to 14 applications to achieve a similar expected number of callbacks. Thus, I find patterns of gen-
dered ethnic discrimination consistent with the previous literature (e.g. Arai et al., 2016; Dahl and Krog,
2018; Liebkind et al., 2016; Midtbeen, 2016), and support for Hypothesis 2. Finally, these patterns of
gendered ethnic discrimination do not seem to depend on recruiter gender.

Figure 1 visualizes the callback rates by applicant gender and recruiter gender, which are displayed in
Table 1, but confidence intervals are also shown. The figure portrays the gendered pattern in ethnic

Table I. Callback rates by job applicant’s ethnicity (i.e. a foreign or a Swedish name) and gender, and recruiter’s
gender.

Callback rate Ratio Difference
Number Swedish name Foreign name Swedish versus Swedish-
of jobs All (N=3233) (N =2408) foreign foreign
Aggregated results 5641 36.67 43.98 29.36 | .50k | 4, 67%%*
Woman 2857  37.86 43.71 32.00 | .37k | |.7%%%
Man 2784 35.50 4427 26.72 |.66%+* | 7.5%%*
Female recruiter 2682 38.87 46.76 30.97 | .5 |k | 5.8
Female recruiter X 1315 41.93 48.72 35.14 | .39k | 3.6%F*
woman
Female recruiter X man 1367 35.95 4483 27.08 |.66%+* | 7.7%%%
Male recruiter 2959 34.70 41.59 27.80 | .5Q%k | 3.8%%*
Male recruiter X 1542 34.39 39.63 29.16 |.36%%* | Q. 5%k
woman
Male recruiter X man 1417 35.05 43.76 26.35 | .66+ | 7 40

#5<0.05, #p <0.01, **p <0.001.
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Figure 1. Callback rates by recruiter gender and job applicant gender and ethnicity (i.e. a foreign or a
Swedish name). Ninety-five percent confidence intervals.

discrimination in line with the SMTH and the intersectional invisibility approach: the ethnic gap in call-
backs is somewhat larger among men than women. Also, foreign-named men have the lowest callback
rate regardless of recruiter gender. Moreover, Figure 1 illustrates a slight own-gender bias in callback
rates for Swedish-named applicants, yet the difference is statistically significant only at a 10% level
for male recruiters and it does not reach statistical significance for female recruiters.

Theoretically, the occupational context is expected to be important for discrimination outcomes.
While there are too few observations for certain occupations to allow for a meaningful analysis of
occupation-specific discrimination patterns, I run separate analyses for female and male recruiters
based on the qualification level of the occupation, that is, whether post-secondary education tends to
be required in the occupation or not. Figure 2 visualizes the callback rates for male and female recruiters
separately by the qualification level of the occupation. In Figure 2, the ethnic gaps appear largest among
men in highly qualified occupations.

Figure 3 illustrates the callback rates for female and male recruiters separately by the occupational
gender composition. Figure 3 shows clear variation in the ethnic gaps in callbacks among men and
women, respectively, by recruiter gender and the occupational gender composition.

To further assess the gendered differences in ethnic discrimination, that is, whether there is ethnic
discrimination and, if so, does it differ between male and female applicants, as well as to control
whether the results are due to sampling variation in occupation and other job-related characteristics
(e.g. a time period when the job application was submitted and whether an external recruitment or
personnel agency was involved), I run a linear probability regression (Table 2). The models include
a variable “Foreign name” to measure ethnic discrimination, a variable “Man” to measure gender
discrimination, and an interaction term ‘“Foreign name*Man” to measure gendered ethnic discrimin-
ation. Model 1 reconfirms Hypothesis 1 regarding ethnic discrimination that was discussed above.
Also, Model 1 is in line with Hypothesis 2, that there is more (ethnic) discrimination against men
with foreign-sounding names than women with foreign-sounding names by both male and female
recruiters.

Yet, in Models 2 and 3, the estimation regarding the interaction effect of gender and foreign name on
applicants’ callbacks, among male and female recruiters, respectively, does not reach statistical signifi-
cance at the 5% level here (possibly due to a smaller sample size), that is, the precision of the estimate
decreases considerably while the size of the effect remains when controls are added in the model.
However, it can be noted that in Model 3 the coefficient for “Foreign name*Man” for male recruiters
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Figure 2. Callback rates for combinations of recruiter gender and job applicant gender and ethnicity
(i.e. a foreign or a Swedish name), by the qualification level of occupation. Ninety-five percent

confidence intervals.
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Figure 3. Callback rates for combinations of recruiter gender and job applicant gender and ethnicity
(i.e., a foreign or a Swedish-sounding name), by the gender composition of occupation. Ninety-five

percent confidence intervals.

is statistically significant at the 10% level. Thus, the effect of recruiter gender on gendered ethnic discrim-
ination seems to be somewhat moderated by other occupational, and job-related, factors.
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Models 4 and 7 show that, when controls are included, foreign-named men appear to experience stat-
istically significant gendered ethnic discrimination not only by female recruiters in highly qualified occu-
pations but also by male recruiters in less qualified occupations. When it comes to gendered ethnic
discrimination in occupational categories based on the occupational gender composition (Model 8 to
13), the coefficient for the interaction of foreign names and applicant gender is statistically significant
only in one model. This is the case in Model 11, confirming a clear negative and statistically significant
effect of being a foreign-named man on the callbacks among male recruiters in male-dominated
occupations.

Conclusion

The results presented here show, in line with most of the previous research from Europe (e.g. Arai et al.,
2016; Dahl and Krog, 2018; Liebkind et al., 2016; Midtbgen, 2016), that foreign-named male job appli-
cants face more recruitment discrimination than foreign-named female applicants. Also, recruiter gender
does not seem to matter for the direction of ethnic discrimination. Both male and female recruiters dis-
criminate against job applicants with a foreign-sounding name over Swedish-named applicants, and this
tendency is stronger for male applicants.

Moreover, female recruiters discriminate against foreign-named male applicants over foreign-named
female applicants especially in highly qualified occupations, whereas male recruiters discriminate against
foreign-named males over foreign-named females in less qualified occupations and male-dominated
occupations in particular. These findings highlight the importance of intersectionality, and how the
group characteristics, or group identities based on gender and ethnicity (i.e. a foreign-sounding name),
and the combinations of these, form a base for differential treatment of job applicants, both by male
and female recruiters in different occupational contexts.

While there is no support for the multiple burden theory that ethnic minority women, in general, would
face more discrimination than ethnic minority men, the foreign-named men seem to be subordinate male
targets although this varies by the occupational category in combination with the gender of the recruiter.
Thus, the results lend some support to the theoretical approach that having the double subordinate status
of a female minority can, through intersectional invisibility, protect foreign-named women from the
strongest discrimination, while the occupational context matters. At the same time, the findings
suggest that status characteristics related to ethnic minority males together with occupational context
play a role in discrimination outcomes among female and male recruiters.

The results presented here show, in line with the SMTH and most previous research, that ethnic minor-
ity men in particular are subject to discrimination. This appears to be a pattern, although the explorative
approach indicates gendered ethnic discrimination against foreign-named men to be stronger in male-
dominated and less qualified occupations by male recruiters and in highly qualified occupations by
female recruiters. This discrimination pattern calls for future research to address the mechanisms
behind the discrimination against foreign-named men.

There are limitations to this study. One is that discrimination may also take place later in the recruit-
ment process, that is, in the final hiring decisions which are not studied here. Almost 90% of the discrim-
ination against ethnic minority applicants appears to occur at this early stage, rather than later in the
recruitment process (Allasino et al., 2004; Attstrom, 2007; Cediey and Foroni, 2008). However, in a
recent meta-study, Quillian et al. (2020) argue that this is due to most applicants of any race or ethnicity
being dropped at the first stage where callback rates are typically low—thereby resulting in few applicants
at risk of discrimination at the later stage—and show ethnic and racial discrimination to be greater later at
the job offer stage than in callbacks at the early stage. Thus, while the method used here is superior to
other methods in detecting labor market discrimination, it may not accurately measure the extent of dis-
crimination in the labor market at large. Also, in Sweden, permanent workers generally have a relatively
high employment protection, that is, stronger than the OECD average (OECD, 2021), which is likely to
increase the pressure on recruiters in their recruitment decisions, in comparison to other contexts.
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Moreover, one cannot know with certainty who makes the recruitment decisions. Although, based on
the content of the employer responses, it is likely that the person who contacts the applicant, or is men-
tioned in the job advertisement, is involved in the hiring decision. Moreover, because of gender segre-
gation in the labor market, the proportion of female and male recruiters is likely to differ by the type
of occupation. As shown here, the patterns for gendered ethnic discrimination among male and female
recruiters differ depending on the occupational gender composition and the qualification level of the
occupation. Thus, the discrimination patterns are also likely to vary between specific occupations.
Because of data limitations, separate occupations cannot be studied here in a meaningful way. Yet, it
would be interesting to study occupation-specific discrimination patterns on this topic in future research.

To conclude, the findings presented here show evidence of widespread discrimination against foreign-
named men in the Swedish labor market. The results suggest that while gender diversity among recruiters
appears not to be crucial for gendered ethnic discrimination in general, it plays a varying role in recruit-
ment outcomes, that is, who gets a chance to proceed in the recruitment process, depending on the occu-
pational context. Finally, the results hint that female recruiters may contribute to the vertical ethnic
segregation of foreign-named men by discriminating against them in highly qualified occupations.
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Notes

1. Although ethnicity and immigrant background are not the same, for the sake of simplicity, I use these concepts
as synonyms in this paper.

Recruiter ethnicity is not measured here.

3. Discrimination based on erroneous estimates, that is, when the relative average productivity of a group of indi-
viduals is incorrectly estimated by employers, is referred to as error discrimination by England (1992). While
error discrimination is sometimes considered as a type of statistical discrimination (Bielby and Baron, 1986;
Blau, 1984), England (1992) argues that it differs from statistical discrimination in which the assumed
average productivity of a group of individuals is estimated correctly while in error discrimination it is incor-
rectly estimated.

4. Here the interaction effect of gender and ethnicity is statistically significant only at the 10% level, which can be
taken as an indication of gendered ethnic discrimination.

5. The data cover two time periods: October 2013—June 2015 and February 2017-August 2020.

Because of these restrictions, the number of vacancies advertised by recruitment agencies and public sector
employers were limited as these often demand a social security number through a web-based system.

7. A total of 2188 observations were excluded due to the lack of information on the gender of the contact person.

8. The results follow a very similar pattern as those presented later in this article even if one uses information about
recruiter gender only from the job advertisement.
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9. Other applicant-related characteristics, for example, parenthood, that are not the focus of this study are varied
randomly. Because of differences in the primary aims of the research projects for which the data were collected,
there is also some variation regarding the applicant characteristics (e.g. the proportion of foreign-named appli-
cants vs. Swedish-named applicants) between the two time periods of data collection. For the same reason, the
two ethnic minority groups are not distinguished in the data, except for a subsample of the data, and therefore no
separate analyses are done for the two ethnic minority groups, that is, Arabic and Slavic.

10.  For the foreign-born in Sweden in 2020, among the most common origin countries are Syria, Finland, Iraq, Iran,
Poland, Afghanistan, and the former Yugoslavian region (Statistics Sweden, 2020).

11. The strictness of the callback measure, that is, whether a callback is defined strictly as an invitation to an inter-
view or as any type of positive response, appears not to be related to the levels of recruitment discrimination
(Lippens et al., 2023).

12. Driver and carpenter are only included for the period 2017-2020 whereas auditor is only included for
2013-2015.
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