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Abstract
We ask (1) how the position of an ethnic (majority or minority) group in the local ethnic hierarchy affects the amount of recruitment
discrimination faced by applicants from that group, and (2) whether gender discrimination is dependent on occupational gender
stereotypes in the same way among ethnic majority and minority applicants. We use the situation testing method for the first
time in Finland: In an experimental study (Study 1), 103 dentistry students made recruitment decisions based on the CVs of
three bogus applicants from different ethnic groups (Finnish, Austrian and Polish) and in a field experiment (Study 2), four test
applicants (male and female Finns and Russians) with equivalent CVs applied for 1,258 vacant jobs, addressing gender
discrimination in relation to occupational gender stereotypes as well as ethnic discrimination. Together these studies cover
both skilled (Study 1) and semi-skilled jobs (Study 2) and applicants from ethnic minority groups originating from within as well
as outside the EU. Results show that majority group members are more likely to be hired compared to minority members (both
Studies) and that minority members from a higher status group are more likely to be hired than those from a lower status group
(Study 1). Results also show that male applicants from the majority group were discriminated compared to women in occupations
characterised as feminine, while Russian men faced recruitment discrimination compared to Russian women independently
of the job’s gender stereotype (Study 2). Implications of recruitment discrimination based on ethnicity and gender are discussed.
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In most multicultural societies prejudiced views contribute to rather consensual hierarchies of ethnic or cultural
groups, who enjoy varying degrees of social acceptability (e.g., Berry, 2006; Hagendoorn, 1993, 1995; Snellman
& Ekehammar, 2005). It has been shown that the majority group has more positive attitudes towards immigrants
who occupy a higher position in the ethnic hierarchy, who in turn have substantially higher chances for employment
corresponding to their educational background and previous work experience compared to immigrants of a lower
status (Krings & Olivares, 2007). The fact that immigrants occupying a lower position in the ethnic hierarchy benefit significantly less from their human capital than those in higher positions in that hierarchy, even after controlling
for personal characteristics (Anderson et al., 2006), is one of the most common signs of labour market discrimin-
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ation. However, the debate continues on the extent to which social and economic inequality between different
groups in society is due to discrimination. Differences observed in the labour market outcomes (wages, employment
rate, etc.) may be the result of discrimination but also of differences in productivity. Economists traditionally define
labour market discrimination as a situation in which equally productive persons are treated unequally on the basis
of an observable characteristic (Laing, 2011). From a social psychological perspective, recruitment discrimination
can be defined as a reduced likelihood of being offered a job or job interview following submission of an application
to an advertised vacancy when the applicant’s membership in a negatively stereotyped group is revealed in the
application (Stone & Wright, 2013). Our first research question addresses the extent to which the position of an
ethnic group in the local ethnic hierarchy—as a majority group or a high or low status minority group—affects the
amount of recruitment discrimination faced by applicants from that group, even if their qualifications match those
of applicants from ethnic groups higher in the hierarchy.
While there is some evidence showing that membership in a devalued ethnic group can indeed be the reason for
being discriminated against during the recruitment process (Krings & Olivares, 2007), the role of the applicant's
gender still remains unclear. Even less is known about whether or not ethnic discrimination follows similar patterns
for male and female members of a particular ethnic group. So far, research has shown that immigrant men may
sometimes face more recruitment discrimination than immigrant women (e.g., Bertrand & Mullainathan, 2004).
However, immigrant women may also be more discriminated than immigrant men, as it is assumed that recruitment
discrimination on the ground of gender may result in intersectional discrimination: Minority women may suffer
from a double stigma due to both ethnicity and gender (e.g., Petit, Duguet, L’Horty, du Parquet, & Sari, 2011).
One reason for these contradictory results on gender discrimination may be that also occupational gender stereotypes, that is, whether a job is considered stereotypically feminine or masculine, have been found to predict discrimination faced by men and women in the recruitment situation (e.g., Carlsson & Rooth, 2008). The likelihood
of discrimination in recruitment is affected not only by gender and the position of an ethnic group in the local ethnic
hierarchy (i.e., the degree of social acceptance of that group among the population) but also by whether or not
the stereotypes related to the applicant’s gender and/or ethnic group are congruent with the occupational stereotype
(Weichselbaumer, 2004).
Discrimination based on ethnicity and gender, while acknowledging the gender stereotype of the occupation, is
still under-researched, and results are inconclusive. One example is the study by Arai, Bursell, and Nekby (2011).
The researchers tested gender discrimination of Arab-named and Swedish-named male and female job applicants
in Sweden but found mixed evidence on the effect of occupational gender stereotypes. Specifically, Arabic women
were invited to an interview more often than Arabic men for the stereotypically “feminine” accountant and assistant
nurse positions but also for the post of a “masculine” computer specialist. Arabic men, in turn, had better chances
of being hired for a “masculine” driver position but also for “feminine” high school teacher positions. Our second
research question therefore concerns the extent to which gender discrimination in recruitment is dependent on
occupational gender stereotypes in the same way among ethnic majority and minority applicants.
To answer these two research questions, discrimination should be measured accurately. This is, however, a
challenging task (e.g., Bond, McGinnity, & Russell, 2010). The major benefit of (laboratory and field) experimental
research is the possibility to control and manipulate the research design, which makes it possible to test the
treatment of two equally merited candidates of, for example, different ethnic background (Aalto, Larja, & Liebkind,
2010; Pager, 2007; Quillian, 2006). In Finland, however, a country characterised by a short history of immigration
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and a concomitant small number of immigrants, no systematic research on recruitment discrimination of immigrants
has been carried out before.
In this paper results will be reported from one laboratory experiment (Study 1) and one field experiment (Study 2)
in Finland. Study 1 addresses the first research question as it focuses on recruitment discrimination on the basis
of ethnicity and the position of ethnic (majority and minority) groups in the local ethnic hierarchy. Discrimination
in recruitment towards members of low status (Polish) and high status (Austrian) ethnic minority groups from
within the European Union (EU) will be investigated, comparing them to each other as well as to the Finnish majority group. In a between-subjects design, three CVs of bogus applicants representing the same highly skilled
profession (dentists) with similar skills and work experience but with names and other information revealing their
ethnic group membership are presented in pairs of two to dentistry students who are asked to make a recruitment
decision. Study 2 focuses on the role of both ethnicity and gender in recruitment discrimination occurring in occupations characterised by different occupational gender stereotypes and thus addresses both research questions.
In Study 2, discrimination in recruitment, compared to Finnish majority applicants, towards men and women from
a low status ethnic minority group (Russians) from outside the EU will be investigated by sending fake applications
to vacancies in male- and female-dominated semi-skilled jobs, controlling for skills and work experience in the
applicants’ CVs.
To our knowledge, field experiments of recruitment discrimination of Russian-named job applicants have not been
conducted in any EU country before. In addition, as noted above and as will be further evident below, previous
research on discrimination based on ethnicity and gender, taking into account the gender stereotype of the occupation is scarce and the obtained results are inconclusive. Together our studies add to the existing knowledge
on the recruitment discrimination of rarely studied ethnic groups in a new social context by covering both skilled
(Study 1) and semi-skilled jobs (Study 2), thus representing a more diverse domain for discrimination in recruitment
compared to previous studies (e.g., Arai et al., 2011). A further contribution is that we explore how the compatibility of the applicants’ gender with the occupational gender stereotype affects the amount of recruitment discrimination faced by ethnic minority and majority job applicants.

Recruitment Discrimination: Ethnic Hierarchies and the Recognition of Professional
Qualifications
So called situation tests (for a review, see e.g., Riach & Rich, 2002), where a pair of equally qualified job applications
with different names are sent in response to real job advertisements, have shown systematically high levels of
recruitment discrimination of various groups in society on the grounds of, for example, ethnicity, nationality or
gender in Europe (e.g., Carlsson & Rooth, 2007; McGinnity & Lunn, 2011), the United States (e.g., Bertrand &
Mullainathan, 2004) and Australia (e.g., Booth, Leigh, & Varganova, 2010). Currently a widely accepted view of
any prejudiced behaviour, like recruitment discrimination, is that it can operate automatically (without conscious
intent) or systematically (with conscious intent), and that this corresponds to explicit (deliberate) and implicit
(automatic) attitudes, respectively (e.g., Agerström & Rooth, 2009, 2011). Although recruitment discrimination
has been shown to take place also without conscious intent (e.g., Agerström & Rooth, 2009, 2011; Rooth, 2010),
regardless of its underlying mechanisms it represents unjustifiable negative behaviour towards a group or its
members on the basis of their group membership (Al Ramiah, Hewstone, Dovidio, & Penner, 2010). One's
membership in an ethnic, national or gender group, in turn, can be easily detectable from the individual's name
(see, for example, Carpusor & Loges, 2006) and as previous research has shown, names have indeed been
evidenced as a direct antecedent of employment discrimination (Derous, Nguyen, & Ryan, 2009).
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Although membership in an ethnic and national group has been found to predict recruitment discrimination (e.g.,
Bertrand & Mullainathan, 2004; Krings & Olivares, 2007), in this paper it is argued that it is not ethnicity / nationality
as such which should be taken into account when labour market discrimination is studied but so called ethnic
hierarchies. Ethnic hierarchy has been defined as a ranking of different minority groups in the country, in which
a minority group’s position is determined by factors such as perceived cultural characteristics of the group, its
socioeconomic status and the perceived threat that it poses to the national in-group (Pepels & Hagendoorn, 2000).
Although ethnic hierarchies differ between countries, previous research has shown that in Western multicultural
societies ethnic rankings seem to follow a certain pattern. Specifically, West Europeans are at the top of the
hierarchy, South and East Europeans are in the middle and non-European groups occupy the lowest positions of
these ethnic rankings (see e.g., Berry, 2006; Hagendoorn, 1993; Snellman & Ekehammar, 2005).
So far, the effect of position of a certain minority in an ethnic hierarchy on the amount of discrimination in recruitment
has been largely undiscovered. There is some evidence showing that the position of an ethnic group in the hierarchy
has consequences for its members’ labour outcomes. Specifically, studies in the Canadian context (e.g., Thompson,
2000) corroborate that labour market outcomes of immigrants’ are not predicted by their level of education. As
showed by Bauder (2003), this finding is especially true for highly-skilled immigrants and it is often a consequence
of a long and arbitrary procedure of the recognition of immigrants’ professional qualifications. The procedure of
the recognition of professional qualifications in Canada differs, however, depending on the origin of the qualifications.
While immigrants from Asia, Middle East and Eastern Europe have restricted access to high-skill occupations
(Thompson, 2000) due to the arbitrariness of the recognition process (Bauder, 2003), immigrants from Western
European and English-speaking countries have an advantage in the labour market (e.g., Gozalie, 2002) as their
qualifications are often automatically recognised (see Girard & Bauder, 2007).
As showed by Berry (2006), Canadians view West and North European immigrants more positively than immigrants
of East and South European origin, while immigrants of non-European background occupy an even lower position
in the ethnic hierarchy. Therefore, the degree of difficulty in the recognition of professional qualifications seems
to match the position a diploma holder occupies in the ethnic hierarchy in Canada: Immigrants whose ethnic group
occupies a high position in the hierarchy do not struggle with the recognition of their qualifications, whereas immigrants from groups occupying low positions in the hierarchy are less often recognised as professionals. It has
thus been claimed (Bauder, 2003; Girard & Bauder, 2007) that the non-recognition of qualifications is the reason
for immigrants belonging to low status ethnic groups to be underemployed when compared to immigrants belonging
to high status ethnic groups. As a consequence, in research on recruitment discrimination in receiving societies,
the effect of the recognition of professional qualifications seems to be confounded with that of the local ethnic
hierarchy. Thus, the effect of the recognition of qualifications has to be controlled for or eliminated when studying
positions which require that an applicant’ s professional status is recognised in the receiving state. Only in this
way is it possible to corroborate the effect of ethnic hierarchies on labour market discrimination.
i

In the context of the EU, literature (e.g., Currie, 2008) indicates that East and Central European immigrants (A8

group nationals) have a lower status in the labour market than immigrants from the Western and South European
countries (EU15). According to Anderson, Ruhs, Rogaly, and Spencer (2006) this is indicated by, for example, a
clear mismatch between skills and qualifications reported by East and Central European immigrants and skills
needed for a successful performance of the (mostly unskilled) jobs they hold in the UK. In addition, these immigrants
benefit significantly less from their human capital than their counterparts from the Western and South European
countries (EU15), even after controlling for personal characteristics (Anderson et al., 2006). Also in Finland, imJournal of Social and Political Psychology
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migrants from East and Central Europe (A8) are sometimes positioned in the official discourse as a remedy for
the lack of local workers in the least attractive and prestigious sectors of the Finnish economy as, for example,
elderly care (see Jaakkola, 2005).
Most studies on recruitment discrimination against members of ethnic minorities have taken place in countries
with fairly large numbers of immigrants and a long history of immigration. One exception is the study by McGinnity
and Lunn (2011), who found no differences in recruitment discrimination against Africans, Asians and Germans
in Ireland. The authors explain this result as being due to the fact that the recent immigration history of Ireland
has prevented stereotypes specific to various immigrant groups to develop. Contrary to the situation in Ireland,
however, in Finland a consensual hierarchy of immigrant groups does exist (Jaakkola, 2005, 2009, cf. Context of
the Present Studies below). This study, therefore, contributes to existing knowledge on recruitment discrimination
by investigating the largely undiscovered effect of the ethnic hierarchy of a small country with a short history of
immigration on the amount of discrimination in recruitment in that country. Based on the reviewed literature it is
expected that, in the recruitment process, majority group members are preferred over ethnic minority groups of
different status in this hierarchy (Hypothesis 1A) and that minority groups of higher status are preferred over those
in a lower status, regardless of their qualifications or the formal recognition of those qualifications (Hypothesis
1B). H1A will be tested in both Study 1 and Study 2 while H1B will be tested in Study 1.

Occupational Gender Stereotypes and Intersectionality
Significant, persistent and pervasive levels of discrimination against women in the labour market have been repeatedly reported in reviews on relevant research (e.g., Riach & Rich, 2002). However, studies on gender discrimination have shown the importance of the gender stereotype of the occupation on the amount of discrimination:
Being a woman is either an advantage or disadvantage, depending on whether the occupational stereotype is
more masculine or feminine (Carlsson & Rooth, 2008; Nunes & Seligman, 2000). In Study 2, we thus assume
that among majority members, female applicants will be discriminated when applying for stereotypically masculine
jobs and male applicants when applying for stereotypically feminine jobs (Hypothesis 2).
As there are no ethnic minority (or majority) members without gender, gender discrimination can be expected to
occur in the same way among members of ethnic minorities and majorities. However, results concerning the effect
of occupational gender stereotypes are not directly generalisable to men and women belonging to ethnic minorities.
Studies (for a review, see Arai, Bursell, & Nekby, 2008) show that stereotypes about different ethnic groups often
reflect stereotypes about men belonging to that group, whereas ethnic minority women may be stereotyped very
differently from what the stereotypes of their ethnic group would suggest, and they may be stereotyped simply
according to the general female stereotype.
In line with these findings, Ghavami and Peplau (2013) corroborated that cultural stereotypes of an ethnic group
were indeed more similar to stereotypes of the men than the women from that group. Nevertheless, the authors
also noticed that culturally held intersecting gender and ethnic stereotypes contained unique elements that could
not be obtained by simply adding gender stereotypes to ethnic stereotypes, and that the stereotype of minority
women contained more distinct elements than that of minority men. There is some evidence that women from
minority groups suffer from a double stigma caused by their gender and ethnicity. For example, Petit et al. (2011)
found that Moroccan and Senegalese women were discriminated against more than Moroccan and Senegalese
men and more than native French men and women. However, Bertrand and Mullainathan (2004) found the opposite,
that is, African American women encountered less discrimination than African American men, and the same results
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were reported also by Petit et al. (2011) for Vietnamese women and men. In addition, Martens et al. (2005) found
no difference in the amount of discrimination faced by minority women and men and Arai et al. (2011) initially
found more ethnic discrimination against Arabic women than Arabic men, but after the minority CV’s had been
made better than those of the Swedish native applicants, only Arabic men were discriminated. Therefore, the
evidence on double stigma as opposed to single effects of ethnicity or gender is very mixed.
One possible explanation for these mixed results could be the occupational gender stereotypes of the studied
occupations. Besides ethnic hierarchy, the likelihood of discrimination is affected by the overall stereotype match,
that is, whether or not the (ethnic and/or gender) stereotype of the applicant is congruent with the occupational
stereotype (Weichselbaumer, 2004). For example, women are often considered more suitable for service jobs
and men for driving or construction. However, studies showing how gender and ethnicity affect the discrimination
faced by ethnic minority men and women when applying for stereotypically ‘feminine’ and ‘masculine’ jobs are
scarce. For example, when Petit et al. (2011) studied the interaction of ethnicity and gender on discrimination in
a highly-skilled job for IT-developer, they held the occupation (IT-developer) constant. As a consequence, it cannot
be judged whether or not their results are specific to this occupation only, as the stereotype match is occupationspecific (Weichselbaumer, 2004).
The few studies conducted to date on discrimination based on both ethnicity and gender which also acknowledged
the gender stereotype of the occupation have produced inconclusive results. Studying Moroccan job seekers in
Brussels, Smeesters and Nayer (1998) found that Moroccan men were discriminated against compared to women
in the hotel and restaurant sector and in non-sales services; jobs in both of these sectors may be considered
stereotypically feminine occupations. In the more gender-neutral sales and business jobs, the authors found hardly
any evidence of gender discrimination among Moroccan job seekers. Although Arai et al. (2011) found some
support for the occupational gender stereotype hypothesis, their results were mixed. Specifically, Arabic women
were invited to an interview more often than Arabic men for some feminine, but also for some masculine positions,
while the same was true for Arabic men regarding other masculine as well as feminine positions. Thus, there is
clearly a need for more research in this area. Due to the inconclusive results obtained in previous research we
will, in Study 2, only explore whether or not the treatment of male and female ethnic minority (Russian) applicants
in stereotypically masculine and feminine occupations follows the same pattern as that received by ethnic majority
(Finnish) male and female applicants.

Context of the Present Studies
Like some other small countries in Northern Europe, Finland has traditionally been rather a country of emigration
than immigration (Pitkänen & Kouki, 2002). Still today, only five per cent of the population speaks a language
ii
other than Finnish (90% of the population) or Swedish (5%) as their mother tongue. Due to historical reasons ,
the population of Finland is quite patriotic and shows rather high levels of national identification and pride in survey
polls (Finell, 2012). The content of Finnish national identity is also quite essentialist, i.e., builds upon ethnic and
cultural characteristics rather than citizenship (Varjonen, Arnold, & Jasinskaja-Lahti, 2013). Thus, the Finnish
context is characterised by a relative lack of experience of ethnic or cultural minorities, combined with high levels
of a cohesive national identity.
The consensual hierarchy of immigrant groups in Finland has remained quite stable over the years (Jaakkola,
2005, 2009). Attitudes towards immigrants from high status rich Western European countries are in Finland more
positive than attitudes towards immigrants from low status poorer countries (e.g., Berry et al., 2006; Jaakkola,
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2005). Among immigrants from non-Western European countries the nationalities which are evaluated the lowest
are Russian, Serb, Croatian and Polish (Jaakkola, 2005). On average, attitudes towards nationalities from EU
countries are more positive than towards nationalities from outside the EU, and attitudes towards nationalities
from the Western and South European countries are more positive than towards nationalities from East and
Central European countries. Specifically, different Western European nationalities occupy the highest positions
th
th
in the hierarchy, Poles are somewhat in the middle of the ranking along with Black Africans (14 and 17 position,
st

rd

th

respectively), and Russians, Arabs and Somalis (21 , 23 , and 24 position, respectively) occupy the lowest
positions in the hierarchy (Jaakkola, 2005, p. 138). The reasons for the negative stereotypes of Russians may be
sought in a conflictual history between the former Soviet Union and Finland.
In Finland, no systematic research on employment discrimination among ethnic minority groups has been conducted,
but unemployment is more frequent among some immigrant groups than among Finnish majority members. For
example, along with refugees, immigrants from Russia and the former Soviet Union have been worst affected by
unemployment (25% of Russian speakers in the labour force were unemployed in 2011), as compared to, for
example, only 10% of unemployed among Estonian citizens (Statistics Finland, 2013a). Research results also
indicate that Russians may encounter intentional or unintentional discrimination in the labour market (e.g., Jasinskaja-Lahti, Liebkind, & Perhoniemi, 2007).

Study 1
The aim of Study 1, conducted as a laboratory experiment among Finnish university students, was to answer the
first research question by examining whether Finnish majority applicants are preferred over minority applicants
belonging to ethnic groups of different status in the local ethnic hierarchy when the qualifications of these applicants
are the same (Hypothesis 1A). In addition, it was investigated whether applicants belonging to minority groups of
higher status are preferred over those of a lower status (Hypothesis 1B). Specifically, we wanted to find out
whether the status of the specific EU nationality (high status immigrant applicant from Western and South Europe
vs. low status immigrant applicant from Central and Eastern Europe) contributes to recruiters’ decisions when
selecting a successful candidate for a professional position between (a) a Finnish majority applicant and an ethnic
minority applicant, and between (b) two ethnic minority applicants from within the EU holding different positions
in the local ethnic hierarchy but not differing from each other with regard to the recognition of their professional
qualifications.
When selecting the high status job requiring professional skills to be studied, the possible interference of the nonrecognition of professional qualifications with the recruitment outcome was eliminated by the selection of the
dentist profession. As dentistry training within all EU member states is unified with respect to its content, dentists
trained inside the EU have the right to claim automatic recognition of their qualifications under the specific sector
rule (see Directive 2005/36/EC of the European Parliament).
When selecting the ethnic minority groups for this study two kinds of nationalities were avoided: those which are
either especially privileged in Finland (e.g., English-speaking, Nordic, Estonians) or those which could potentially
elicit strong negative attitudes due to salient economic or political crisis at the time of the study (e.g., Greece,
Spain or Portugal). Instead, countries where the length of the dentistry education and post-graduate internships
were structured similarly to those in Finland, and from where immigration to Finland would be of sufficient magnitude
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to be realistic, were preferred. The two countries which fit best all of these criteria were Austria and Poland, the
former representing a high status EU country (Western and South Europe) and the latter a low status EU country
(Central and Eastern Europe).
We expected that a low status ethnic minority applicant (from Poland) will be discriminated against when paired
with a high status majority Finnish applicant and that even a high status ethnic minority applicant (from Austria)
will be discriminated when paired with a majority Finnish applicant with equivalent qualifications (Hypothesis 1A).
We also expected that an ethnic minority applicant (from Austria) with a higher position in the ethnic hierarchy will
be favoured over a low status ethnic minority applicant (from Poland) with equivalent qualifications (Hypothesis
1B).

Method
The data was collected in 2011 among Finnish dentistry students at the Institute of Dentistry of the University of
Helsinki. The final sample was N = 103 (M age = 24.57, 71.8% female). The percentage of women in the sample
roughly corresponds to the percentage of females in the general population of dentistry undergraduate program
students in Finland (74%; Kravitz & Treasure, 2009, p. 31).
The material consisted of three CVs of bogus male dentist applicants. The main difference between the CVs was
the applicants’ ethnicity (national origin) and the country of origin of their professional qualifications. Both the
Austrian and the Polish CV contained information on the applicant’s professional qualifications having been recognised by the relevant Finnish professional body (VALVIRA), and on the applicant being fluent in the national languages (Finnish and Swedish). Participants were informed that the purpose of the task was to investigate the
willingness of Finns to employ candidates from different EU countries and that in their individualised study pack
they would encounter CVs of applicants of different nationalities. As the presence of different EU nationalities in
the task was made explicit, no manipulation check was administered to assess whether the participants noticed
different ethnicities of the bogus applicants. The ethnicity of the applicants was also signalised by their name,
mother tongue, and the location of their home university and previous work places in their home country.
In the task description the participants were asked to make a recruitment decision and select one of two available
applicants for a vacant full-time position in a private dental clinic. The clinic was described as well established in
the local dental care market, doing fine financially and presently employing ten additional dentists. In the betweensubjects design the CVs of two applicants with different nationalities were randomly handed out to the participants,
creating three research conditions:
Condition 1: Austrian and Polish (n1 = 34; 82.4% female)
Condition 2: Finnish and Polish (n2 = 34; 52.9% female)
Condition 3: Finnish and Austrian (n3 = 35; 80% female)

Results and Discussion
All hypotheses of the study were examined with chi-square tests. In line with Hypothesis 1A, the participants were
significantly more willing to employ the high status majority Finnish than the low status Polish minority applicant
2

(Finnish: N = 24, Polish: N = 10; χ (1) = 5.765, p = .016). However, when the high status ethnic minority applicant
from an Western or South European country was paired with the Finnish majority applicant, both applicants were
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treated equally (Finnish: N = 16, Austrian: N = 19; χ (1) = 0.257, p = .612). Therefore, Hypothesis 1A received
only partial support.
The results also showed that the participants were significantly more willing to employ the high status ethnic
minority applicant from Austria than the low status ethnic minority applicant from Poland (Austrian: N = 28, Polish:
2

N = 6; χ (1) = 14.235, p < .001). Thus, Hypothesis 1B, which tested the effect of the position of the ethnic minority
iii

applicants in the ethnic hierarchy while controlling for recognition of professional qualifications, was supported .
The results of Study 1 indicated that the position of a particular ethnic minority group in the local ethnic hierarchy,
even within the EU, may be a decisive factor between employment and unemployment, regardless of the official
recognition of the group members’ professional qualifications. However, Study 1 addressed discrimination within
only one high-skilled profession against members of ethnic minority groups from two EU countries who do not
form any substantial proportion of the immigrant population in Finland, and it did not address gender as a possible
ground for recruitment discrimination. In addition, as laboratory experiments cannot demonstrate the true prevalence
of recruitment discrimination due to not being based on random samples or total data, the results from Study 1
cannot be generalised (Aalto et al., 2010).

Study 2
Study 2 aims to validate the findings on ethnic discrimination (Hypothesis 1A) from Study 1 in a real-world setting
and with an ethnic minority from outside the EU. Another aim of Study 2 was to answer the second research
question by testing not only the effect of ethnicity, but also of gender as a ground for discrimination, which allowed
for exploring also intersectional discrimination. To this end, Study 2 was set to assess whether among ethnic
majority members female applicants will be discriminated when applying for stereotypically masculine jobs and
male applicants when applying for stereotypically feminine jobs (Hypothesis 2), and to explore whether or not
gender discrimination is dependent on occupational gender stereotypes in the same way for ethnic minority as
for ethnic majority applicants.
Study 2 was a large-scale field experiment with real employers and vacancies. In this study, a research technique
called situation testing was employed (Bovenkerk, 1992; ILO, 2007/2010). The basic principle of this testing
method is that pairs of two equally merited fictitious applicants who differ only on the studied characteristic (e.g.,
ethnicity or gender) and otherwise are as similar as they can be without risking arousing the suspicion of employers,
apply for the same jobs. If both applicants get the same treatment in the application process, e.g., both are invited
for or both are denied an interview, no preferential treatment has occurred. However, discrimination is argued to
occur if only one of them (usually the majority member) is repeatedly invited to an interview.
A field experiment on recruitment discrimination was conducted using the situation testing method which compared
the success of fictitious male and female ethnic minority job seekers from outside the EU and equivalent job
seekers from the Finnish majority group with matched education and work experience. Due to the limited scale
of the Finnish labour market it was not possible to study simultaneously two ethnic groups and two grounds for
discrimination. Thus, in order to have sufficient statistical power in our analysis, recruitment discrimination was
studied on the basis of gender and one minority ethnicity when applying for semi-skilled office, restaurant, driver
and construction jobs.
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When choosing the ethnic group for Study 2, a number of conditions had to be met: 1) the studied group needs
to be large enough for the results to be relevant; 2) members of the selected group should be typically employed
in the semi-skilled occupational sectors under study in order for the applicants to be credible, and 3) there needs
to be empirical evidence that this group has been discriminated against in order for the study to be relevant (for
more details, see Larja et al., 2012, p. 144). Russians were chosen as the ethnic group for several reasons. Firstly,
Russian-speaking immigrants constitute the largest immigrant group in Finland (23% of the total immigrant population at the end of 2013; Statistics Finland, 2014), making the results of a field study more socially relevant than
those pertaining to smaller groups. Secondly, in order to study gender as a ground for recruitment discrimination,
women from both the selected immigrant group and the national group should be commonly employed in various
sectors. This is why some other large immigrant groups which have been shown to experience discrimination
(e.g., the Somalians) were excluded. Thirdly, to our knowledge, discrimination against Russian job seekers in an
EU country has not been studied before with the situation testing method.
In Finland, the Russians occupy an even lower position in the status hierarchy of ethnic groups than the Poles
but share with them much of the general stereotype of Eastern Europeans (Jaakkola, 2005). However, unlike
Poles who are a numerically small ethnic group, Russians—both male and female—are widely employed in many
sectors (Statistics Finland, 2011), which enhances the credibility of the fictitious applicants. In addition, as was
evident in the literature review above, the integration of the immigrants from the former Soviet Union into Finnish
society has been far from smooth. Thus, it is hypothesised that Finnish-named applicants will be favoured over
Russian-named applicants in recruitment in all job sectors (H1A).
Gender stereotypes of occupations affect the amount of discrimination against males and females (Carlsson &
Rooth, 2008; Nunes & Seligman, 2000; Riach & Rich; 2006). Thus, following previous studies on gender discrimination (e.g., Booth & Leigh, 2010; Weichselbaumer, 2004) it was hypothesised that Finnish women would be
discriminated against in stereotypically male and Finnish men in stereotypically female occupations (H2). As research on gender discrimination of immigrant job seekers is scarce and results inconclusive, we explored
whether the validity of the pattern of gender discrimination in relation to occupational gender stereotypes hypothesised for the majority members holds true in the case of Russian-named male and female job seekers.

Method
The study design, sampling procedures, selection of vacancies, recruitment and training of research assistants,
production of test materials, participant flow from one stage to another as well as validity tests on applicant homogeneity are described in full detail in a previous report (Larja et al., 2012). Main points are summarised here.
Situation Testing in the Field
In situation testing (see for example Bovenkerk, 1992), a research method where pairs of two applicants who
differ only on the studied characteristic (e.g. ethnicity, gender) apply for the same jobs, the education and job
history of the applicants are made as similar as possible without risking arousing the suspicion of recruiters. The
role of applicants is played by research assistants (testers) who are carefully selected and trained to match in
their conduct, attitude and appearance. A complete testing procedure consists of three stages: in the first inquiry
stage testers call or visit the employer to ask whether the job is still available and if they can apply for it. In the
application stage written applications (CV, cover letter) are sent to the employer, and the last stage is the job interview. Conducting field experiments is easier in the first and second stages as contact with the recruiters is re-
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stricted to either phone calls or written applications. In order to avoid excessive costs and many of the pitfalls of
the third stage (e.g., matching of the applicants’ appearance) (Pager, 2007), and because the largest share of
discrimination on the ground of ethnicity has been found to occur in the second stage (Riach & Rich, 2002), we
chose to conduct only the first two stages of the procedure.
Sample and Procedure
In Study 2, Russian- and Finnish-named female and male test applicants applied for a total of 1,258 vacant jobs
at the end of 2011. Because of the limited number of vacant jobs, random sampling could not be applied. Instead,
all the jobs were included that fit our criteria (see below). In the first inquiry stage our testers made altogether
1164 calls (= 582 valid tests, i.e., pairs of applicants with similar CVs but different ethnicity making an inquiry or
sending in an application) to employers in response to an advertised job opportunity. If no phone number was
provided, we moved directly to the application stage. In the first inquiry stage the critical outcome was an invitation
to send in a written application. In the application stage altogether 1 690 written job applications (= 845 valid tests)
were sent via e-mail. The critical outcome was the invitation to a job interview.
There were four possible outcomes in each stage: both applicants proceed in the process (i.e., are encouraged
to send in their application or are invited to an interview), only the ethnic majority member, only the ethnic minority
member, or neither of the applicants proceeds. Preferential treatment occurs in cases where only one applicant
proceeds. Discrimination is considered to have occurred if one of the applicants is systematically invited to proceed
in the recruitment process (e.g., to send in an application, is invited to an interview or offered a job) more often
than the other one.
Choosing Occupational Groups — Study 2 was conducted in the main economic centres in Finland where most
of the Russian-speakers live. The vacancies were among semi-skilled jobs, as recommended by Bovenkerk (1992,
pp. 21-22, 27-29). In this study, testers applied for restaurant jobs (e.g., chef, cooker, waiter/waitress), semi-skilled
office jobs (e.g., accountant, payroll clerk, secretary, receptionist), driver jobs (e.g., taxi driver, truck driver, lorry
driver), and construction jobs (e.g., construction worker, painter, tiler). Semi-skilled office jobs are female-dominated
(81% female employees), driver and construction jobs are male-dominated (93% and 96% male, respectively),
whereas the restaurant sector is more ambiguous: Cook jobs are somewhat less female-dominated (71% female)
than waiter/waitress jobs (77% female). Despite the relatively large amount of females in cook jobs, however, the
professional stereotype for cooks in Finland is more masculine than feminine - perhaps due to celebrity cooks
being largely male.
The vacancies were selected among positions advertised on the web pages of the Employment and Economic
Development Office. Open vacancies were randomly assigned to the testers.
The Applicants and Applications — Research assistants playing the role of (fictitious) job applicants, four females
and five males, were recruited among students of colleges and universities in Helsinki. Five of the testers spoke
Russian and four spoke Finnish as their mother tongue but all of them could speak Finnish with a Russian accent.
They were trained for their tasks in a one-week preparation course by employers from the studied sectors, a
professional actor and the researchers.
The applications consisted of a one-page CV and a cover letter, representing five different professional profiles.
All applications were written in standard Finnish with no language errors and the CV made clear that the Russian-
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named applicant was educated in Finland and fluent in Finnish. The ethnicity and gender of the tester were communicated primarily by the name and mother tongue of the applicant. During the phone inquiries, the ethnicity
and gender of the applicant was communicated through name, voice and accent.
Acknowledging the criticism against situation testing (e.g., Heckman, 1998), at least two different testers (research
assistants) played each of the four characters (male and female Russian and Finn). In this way, the results for
one character are not dependent on only one person’s performance. As suggested by Bovenkerk (1992, p. 39;
Bovenkerk, Gras, & Ramsoedh, 1995, p. 12), also validity tests were conducted for the data and minor corrections
were made accordingly (for more details, see Larja et al., 2012, p. 157).
Ethical Considerations — The employers could not be informed of the study beforehand, as it probably would
have altered the results. Although discrimination can be studied in laboratory experiments, only the results of field
experiments can be generalised to the actual situation in the labour market. However, the absence of informed
consent gives rise to ethical considerations. For this reason, the study design was presented to the Ethical Review
Board in the Humanities and Social and Behavioural Sciences at the University of Helsinki and permission to
conduct the study was granted.
In addition to matters of moral principle involved in misleading participants in the study, the employers inevitably
lose when using their time to answer phone calls and process applications of people who are not genuinely interested in the open positions. Furthermore, the method entails a small risk that the success of real applicants is
affected by the presence of fictitious applicants in the recruitment process. Thus, our choice to include only the
first inquiry (phone call) and application stage and omit the job interview stage was motivated by the wish to minimise the inconvenience caused to employers and other job seekers. Furthermore, invitations to interviews were
cancelled as soon as possible to minimise any inconvenience.
To safeguard the anonymity of employers, all persons involved in the study signed a non-disclosure agreement
and it was ensured that employers could not be identified from the published results. The well-being of our research
assistants (the testers) was monitored during the data collection. After the data collection, all employers were sent
a debriefing letter with contact details of the researchers.

Results and Discussion
Ethnic Discrimination
As shown by the results (see Table 1), H1A predicting that Finnish-named (majority) applicants will be favoured
over Russian-named (minority) applicants in recruitment in all job sectors was supported. In the first inquiry stage
the call-back rate (CBR; the share of positive answers in response to phone calls) was 82% for the Finns and
77% for the Russians. As at this stage both applicants were paired due to applying for the same position, the
2

McNemar test for within subject design was used and the difference in CBR was statistically significant (χ (1) =
5.818; p = .023). In the second stage the CBR (the share of applications out of all applications that resulted in an
invitation to an interview) was 26% for the Finns and 13% for the Russians, meaning that the Russians needed
to send in twice the amount of applications to get invited into as many interviews as the Finns. The difference was
2

statistically significant (χ (1) = 42.433, p < .001). As at this stage interviewing only one applicant from a pair may
suffice for the employer to make the recruitment decision, instead of using the McNemar test for paired applicants,
the Pearson’s test was used to compare the treatment of Finnish and Russian applicants across all the positions
they applied for.
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Table 1
Ethnic Discrimination: Call-Back Rates (CBR) in the 1st and 2nd Stage
Stage
1st stage: phone call
nd

2

N (applications)

CBR Finns (%)

CBR Russians (%)

χ2(df = 1)

p

1164

82

77

5.818

.023

stage: written application (all)

1690

26

13

42.433

.000

Driver & construction (M)

406

17

9

4.186

.057

Office clerk (F)

612

23

10

17.631

.000

Cooks (M)

310

39

19

14.091

.000

17

8.443

.004

Waiters (F)

362

29

Note. For detailed results, relative call-back rates or net-discrimination rates, see Larja et al., 2012, pp. 165-166. M = masculine; F = feminine.
All tests are 2-tailed.

Results from the second stage were analysed also according to occupation and nature of the job. Due to small
numbers of applications within these sectors, taxi, truck and other delivery van driver jobs were combined with
construction worker jobs. In spite of the smaller subsample sizes in this analysis, the differences in call-back rates
between applicants with Finnish and Russian names remained statistically significant in almost all occupational
categories (see Table 1). Hence, discrimination occurred in all occupational categories.
Gender Discrimination of Finnish-Named Applicants
In order not to mix the effects of gender discrimination with the effects of intersectional discrimination (ethnicity
and gender), the results for Russian- and Finnish-named applicants were analysed separately when addressing
gender discrimination in recruitment for jobs characterised by different gender stereotypes. However, this caused
sample sizes to drop considerably for most occupational sectors. This means that substantial differences in the
call-back rates are required for the difference between the sectors to become statistically significant. Consequently,
we combined the occupational sectors into two categories only, i.e., stereotypically feminine and stereotypically
masculine, respectively.
In order to test H2 we first performed a logistic regression for the Finnish applicants to test the effects of gender,
occupational gender stereotype and the interaction between these on the likelihood that the applicant is invited
to a job interview. The logistic regression model was statistically significant (χ2(3) = 11.430, p = .010). The model
2
explained 2.0% (Nagelkerke R ) of the variance in getting invited to a job interview and correctly classified 74.2%
of the cases. Regardless of occupational sector, gender was a significant predictor of being invited to an interview;
women were preferred overall when recruiting members of the ethnic majority: Finnish women were 2.04 times
(B = 0.714, p = .001) more likely to be invited into a job interview than Finnish men. The main effect of the occupational gender stereotype was not statistically significant.
However, and supporting our H2 on gender discrimination in recruitment being dependent on the occupational
gender stereotype among Finnish majority applicants, the interaction between gender and the occupational gender
stereotype was significant in the Finnish sample and thus predicted the likelihood to be invited into the job interview
among Finnish job-seekers (B = 0.498, p =. 031). As can be seen in Table 2, female Finnish applicants were invited
to a job interview more often than Finnish males when applying for stereotypically feminine jobs, i.e., male applicants
with Finnish names were discriminated against in stereotypically feminine jobs (office and waiter/waitress jobs).
The CBR was 19% for men and 32% for women, which suggests that male applicants from the ethnic majority
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group needed to submit almost twice as many applications as a female applicant from the same ethnic group in
order to obtain to an interview for an office job.
However, there was no statistically significant discrimination of Finnish women in stereotypically masculine sectors
(drivers, construction workers and cooks), and H2 on ethnic majority women being discriminated against in stereotypically masculine sectors was not supported. Therefore, only partial support was found for H2 on gender
discrimination of Finnish-named applicants in stereotypically feminine and masculine jobs, as only men were
discriminated against in the stereotypically feminine sectors.
Gender Discrimination of Russian-Named Applicants
To test our second research question, i.e., whether or not gender discrimination in recruitment is dependent on
occupational gender stereotypes in the same way among majority and minority applicants, and thus to explore
whether H2 would apply also to the minority members, i.e., whether the Russian-named ethnic minority applicants
faced similar gender discrimination as Finnish-named majority applicants in occupations characterised by different
gender stereotypes, the analysis of gender discrimination was repeated with only Russian-named minority applicants.
Table 2
nd

Discrimination Based on Gender and Ethnicity: Call-Back Rates (CBR) in the 2
Ethnicity, Gender stereotype

Stage
χ2(df = 1)

p

26

0.004

.947
.001

N (applications)

CBR male (%)

CBR female (%)

358

26

Majority applicants (Finnish name)
Masculine (Driver & construction and Cooks)

487

19

32

11.215

Masculine (Driver & construction and Cooks)

358

9

16

3.727

.054

Feminine (Waiters & Office clerks)

487

9

16

6.054

.014

Feminine (Waiters & Office clerks)
Minority applicants (Russian name)

Note. For detailed results, relative call-back rates or net-discrimination rates, see Larja et al., 2012, pp. 172-174. All tests are 2-tailed.

Interestingly, the results did not follow the same pattern as with the Finnish-named majority applicants. At first,
the results look similar to those obtained for the Finnish sample. The logistic regression model conducted for the
Russian sample to test the effects of gender, occupational gender stereotype and the interaction between these
2

was significant (χ2 (3) = 10.020, p = .018). The model explained 2.2% (Nagelkerke R ) of the variance in getting
invited to a job interview and correctly classified 87.1% of cases. As in the case of the Finnish sample, the main
effect of the occupational gender stereotype was not statistically significant but that of gender was, so that Russian
women were 1.99 times (B = 0.693, p = .015) more likely to be invited into a job interview than Russian men regardless of occupational sector. In contrast to the results obtained for the Finnish sample, however, the interaction
between gender and the gender stereotype of the occupation was not a significant predictor for the likelihood of
Russian applicants to be invited into a job interview. The results from the chi-square tests (cf. Table 2) show that
ethnic minority women were not treated worse than ethnic minority men in the stereotypically masculine sectors
of driving, construction and cook jobs. Surprisingly, even an opposite tendency was observed, i.e., that Russian
women tend to be treated better than Russian men in typically masculine job sectors (see Table 2). With regard
to stereotypically feminine jobs (office and waiter/waitress jobs), the discrimination of Russian men compared to
Russian women is significant, as was the case of Finnish men compared to Finnish women in stereotypically
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feminine jobs (see Table 2). Therefore, the pattern of gender discrimination among the ethnic minority applicants
did not follow the pattern hypothesised for the ethnic majority applicants (H2). Specifically, ethnic minority men
were treated significantly worse than ethnic minority women in both stereotypically feminine (office clerks and
waiters/waitresses), and masculine job sectors (driving, construction and cook), while majority men were treated
significantly worse than majority women only in the stereotypically feminine occupations. Among both minority
and majority applicants, women were not discriminated in stereotypically masculine jobs.

General Discussion
As regards our first research question on the relationship between recruitment discrimination and the position of
the applicants’ ethnic group in the local ethnic hierarchy, the results of Study 1 clearly showed that a foreign applicant from a low-status ethnic minority group (Polish) had significantly lower chances of being selected for a
vacant position when paired with a majority applicant (Finnish), as well as when paired with an applicant from a
high-status ethnic minority (Austrian). However, as the high-status minority applicant was not discriminated against
when paired with the Finnish applicant, our Hypothesis 1A was only partly supported by Study 1: Ethnic minority
membership by itself does not seem to be a sufficient ground for ethnic discrimination in recruitment. Instead, a
sufficiently low position in the local hierarchy of the applicant’s ethnic group seems to be the ground for discrimination. This claim is further supported by the finding that not only the majority applicant but also the Austrian applicant
was preferred over the Polish applicant, thus confirming our Hypothesis 1B. Consequently, it is not the applicant's
group membership as such but rather the rank of the applicant’s group membership in the local consensual ethnic
hierarchy that seems to be more informative about the pattern of recruitment discrimination that applicants are
likely to face due to their ethnicity (Jaakkola, 2005, 2009).
It should be noted that the position of one's membership group in the ethnic ranking affected the amount of recruitment discrimination even though the recognition of the professional qualifications of the applicants was held
constant. To our knowledge, this study is the first one to show that even if immigrant applicants have unified and
equally recognised qualifications, the factor which is decisive for their employment in a position matching their
professional qualifications in the host country is their nationality due to its associated rank in the ethnic hierarchy.
The results of Study 2 widened the occupational domains studied in Study 1 from skilled to semi-skilled jobs and
gave further support to Hypothesis 1A on the effect of ethnic ranking on recruitment discrimination. Specifically,
the results corroborated that a Russian applicant had significantly lower chances of getting interviewed for a vacant
position in the studied occupational sectors. Regardless of the type of occupation, in the second stage of Study
2, 13% of the Russian and 26% of the Finnish applicants were invited to a job interview. This implies that the RCR
(relative call-back rate) equals 2.00, which means that compared to the Finnish applicant, the Russian applicant
needed to send twice the amount of applications to receive as many interview invitations.
Although the results of Study 2 cannot fully represent general national levels of discrimination in Finland and although many factors can influence RCR-levels in different studies, some cautious cross-national comparisons
can be made. The obtained RCR of 2.0 is somewhat higher than the average RCR in other situation tests carried
out in the 2000s in Europe (1.8) and in Canada, the United States and Australia (1.6) (Larja et al., 2012, pp. 131134). This result may be indicative of the differences in the integration of immigrants and attitudes towards immigrants in traditional nation states versus so called settler states with a longer tradition of immigration; in the latter
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countries, attitudes towards immigrants are usually less negative (see, for example, Phinney, Berry, Vedder, &
Liebkind, 2006; Ward & Masgoret, 2008). In this respect, Finland is a nation state which belongs to more recent
immigration destinations and this is reflected in the discrimination experiences of ethnic minorities (e.g., FRA,
2009, p. 36) being more numerous and in the attitudes of the majority population towards ethnic minorities (e.g.,
Eurobarometer, 2008) being slightly more negative than in other EU countries which have a longer history of immigration.
The RCR of 1.08 obtained for the first (call back) stage shows that Russian applicants were discriminated against
when compared to Finnish applicants already at this initial point of the recruitment process. This RCR is similar
to the one found in Sweden for Middle Eastern applicants (1.06; Attström, 2007, our calculations) and although
it already points at some discrimination against minority applicants, it also underlines the point made by Attström
(2007, p. 44) that substantial and selective screening out of applicants occurs only later when employers choose
whom to call and invite to an interview. Obviously, in both Finland and Sweden, political correctness when
minority applicants call (i.e., unwillingness to explicitly discourage minority members to apply even when the employer has no interest in the applicant) has resulted in comparably lower discrimination rates in the first stage of
the recruitment process as compared to the discrimination in the second stage.
Our second research question was whether or not gender discrimination in recruitment depends on occupational
gender stereotypes in the same way among majority and minority applicants. We assumed (H2) that Finnish men
will be discriminated against in recruitment to occupations considered to be feminine, while Finnish women will
be discriminated when the occupations are considered to be masculine. In Study 2, our H2 was supported in that
we observed a significant interaction between gender and the occupational gender stereotype in the majority
sample. However, a closer look revealed that H2 was only partly supported as, among the Finnish majority group,
male applicants were found to be discriminated against when applying for stereotypically feminine jobs, but this
was not the case for Finnish women applying for stereotypically masculine jobs. These findings were thus only
partly in line with previous results from situation tests in other countries. Although some previous results have
shown discrimination against women in typically ‘masculine’ occupations (Nunes & Seligman, 2000; Riach & Rich
2006; but for an exception see Carlsson & Rooth, 2008), such effects were not found in this study. Thus, the
results of Study 2 clearly differ from those obtained by Arai et al. (2011) who found no gender discrimination
among the native Swedish applicants in the normal-CV-setup and strong evidence of discrimination against
Swedish women compared to Swedish men in almost all occupational categories when immigrant applicants had
better CVs than native Swedes. However, situation tests for the most part use either entry-level or semi-skilled
jobs and women are typically discriminated when applying for high status posts (e.g., Riach & Rich, 2002; Petit
et al., 2011). Therefore, this particular research design may not be fully suitable for studying gender discrimination,
at least not in the Nordic countries where gender equality is prioritised (e.g., Bergqvist, 1999). Another explanation
for this result may be found in studies on wage discrimination (Asplund, 2008; Nieminen, 2008): The problems of
women in Finnish working life may reside more in wage discrimination and promotion opportunities than in recruitment discrimination.
When the effects of gender and occupational gender stereotypes were explored among the Russian applicants
in order to address our second research question, the pattern seemed to be different: The results suggest that in
the case of these minority applicants, gender discrimination cannot be predicted by the stereotypical “masculinity”
or “femininity” of the occupation; the interaction between gender and the occupational gender stereotype was
non-significant among the minority applicants. Partly consistent with previous findings of Arai and colleagues
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(2008, 2011) on job seekers with Arabic names, men with Russian names had significantly lower call-back rates
than Russian-named women in stereotypically feminine (office and waiter/waitress) jobs but, surprisingly, tended
to have lower call-back rates than Russian-named women also in masculine (construction/driver and cook) jobs.
However, females with Russian names were not discriminated against on the ground of gender, although they
were still discriminated against on the basis of their ethnicity in all occupational sectors when compared to Finnish
female applicants. These results seem to corroborate the conclusions drawn by Ghavami and Peplau (2013) that
ethnic minority women may be stereotyped very differently from the stereotypes of their ethnic group, and that
culturally held intersecting gender and ethnic stereotypes contain unique elements that cannot be obtained by
simply adding gender stereotypes to ethnic stereotypes.
Arai et al. (2011) who studied workers from Arabic countries argued that working women in general are perceived
as less traditional and that Arabic women are thus less likely than Arabic men to be judged through the national
stereotype of Arabs. The situation of working Russian women is, however, different. Although the position of employed women in Russia declined somewhat after the fall of the Soviet Union (from 51 percent in 1990 to 48 percent
in 1998), the position of women in Russia as relatively equal partners in the labour market still prevails (Rzhanitsyna,
2000). Thus, simply being in the labour market cannot ‘protect’ working Russian women from being judged through
the national stereotype of Russians. However, in the case of Finland, the historically-grounded negative stereotypes
of Russians tend to reflect a perceived threat (Stephan & Renfro, 2002) of (military or other) aggression (Karemaa,
1998). These negative stereotypes of Russians in general could be assumed to apply more to Russian men than
Russian women, who thus would be perceived as less threatening and more likeable than Russian men, regardless
of the context. This could possibly explain why we found even in the stereotypically masculine job sector a tendency
of Russian women to be treated better than Russian men. Therefore, more research with Russian-named male
and female applicants in other countries needs to be conducted, duly acknowledging the ranking of this ethnic
group in the local ethnic hierarchy.
In summary, the studies reported here contribute to existing knowledge on recruitment discrimination by (1) using
the situation test method in a context (Finland) where it has not been used before; (2) studying the recruitment
discrimination of a group (Russian immigrants) which has not been studied before in any EU-country; (3) covering
a more diverse domain for discrimination in recruitment compared to previous studies from skilled (Study 1) to
semi-skilled jobs (Study 2); (4) studying, for the first time, recruitment discrimination on the ground of ethnicity
towards low status ethnic minority groups from within and outside EU while controlling simultaneously for the
possible confound of formal recognition of qualifications (in addition to skills and work experience), and by (5)
addressing the rarely studied issue of gender discrimination in relation to occupational gender stereotypes in the
recruitment discrimination of immigrants.
Besides the novel contributions which our research makes to the existing literature on labour market discrimination,
also the limitations of the present studies must be acknowledged. The limitations of Study 1 include relatively
small samples used for testing the hypotheses, a limited number of ethnic groups and only one profession. An
additional limitation of Study 1 is the fact that the status of the groups was not manipulated; equivalent results
from studies manipulating the status of the group in the local hierarchy would offer a more convincing demonstration
of the effect. The limitations of Study 2 are largely related to situation testing as a method. Although both the
validity and reliability of the method are good, the generalisability and comparability of the results to other ethnic
groups in Finland are limited, as attitudes towards and stereotypes about Russians in Finland are, due to historical
reasons, rather unique. Studying a smaller ethnic group with a less clear-cut profile could make the results easier
Journal of Social and Political Psychology
2016, Vol. 4(1), 403–426
doi:10.5964/jspp.v4i1.433

Discrimination in Recruitment

420

to generalise to other similar groups. Nonetheless, it can be argued that the reception received by Russian-named
applicants in the call-back stage can apply to applicants with names and accents that employers would consider
to be ‘Russian’, for example, Estonians of Russian descent or other East European groups (e.g., Polish). Considering the results of Study 1, applicants with names indicating Western European origin (e.g. Austrian or German)
would be expected to face less discrimination. It is also possible that applicants with Somali-sounding names
would have faced even more discrimination than did the Russian-named applicants as their position in the ethnic
hierarchy is even lower (Jaakkola, 2005, 2009).
The generalisability of the results could be to some extent affected also by the selection of the occupational categories, cities and period of data collection. However, although our sample of vacancies was not random, it included
all vacant positions in Finland that fit our criteria among the largest occupation categories (i.e., by the number of
open vacancies) during the data-gathering period. The results of this study are thus likely to largely represent the
studied occupational categories at the given time. However, as only around 40% of vacancies in Finland are announced publicly (Tuomaala, 2009, p. 9) and the field experiment covered only the main population centres in
Finland (28% of the total population; Statistics Finland, 2013b), the representativeness of our job sample can still
be considered limited. In addition, the results of this study cannot automatically be generalised to other occupational sectors (see also Bursell, 2007) and especially gender discrimination should in future research be studied
in more high status professions.
As Study 2 did not encompass the third stage of the recruitment process which is the job interview, the final outcome
of the recruitment process, i.e., the employment decision, remained unknown. However, as only a small part of
the discrimination occurring during the entire recruitment process takes place in the third stage (Larja et al., 2012,
p. 135), it is reasonable to assume that this study covered the largest share of discrimination cases. It is also
worth noting that Finland, along with the rest of Europe, was undergoing an economic recession at the time of
data gathering. Thus, it is plausible that the results may be different during a period marked by more economic
optimism and better employment prospects. However, as the recession in Finland has only deepened since Study
2 was conducted (Ministry of Finance, 2014), concerted action against recruitment discrimination is more urgent
than ever.
Considering this urgent task, the practical relevance of the results obtained in the two studies is obvious: They
can be used to raise the awareness of employers of their own recruitment behaviour. In order to create a fairer
labour market, such awareness-raising is necessary, especially as employers may discriminate unknowingly.
Evidence of such unconscious bias was found in a study by Rooth (2010) who found that the implicit (automatic,
subconscious) attitudes of Swedish employers whose implicit attitudes had been tested prior to their recruitment
behaviour were associated with a reduced probability to invite minority members to a job interview, while explicitly
stated attitudes did not predict employers’ discriminatory behaviour. As noted in the literature review above, recruitment discrimination represents an unjustifiable negative behaviour towards a group or its members on the
basis of their group membership, regardless of underlying motivations or the degree of conscious intent (Al
Ramiah et al., 2010). Future research should further specify the psychological processes responsible for such
behaviour. We can only speculate that, in accordance with some previous research results (Agerström & Rooth,
2009, 2011; Rooth, 2010) implicit rather than explicit (deliberate) attitudes are responsible for the results we obtained
on recruitment discrimination in this study.
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Recruitment discrimination on the basis of ethnicity or gender is against the law, on national as well as EU levels.
Yet the results from Study 1 indicate that although EU citizens from all member states have the same rights
within the EU, citizens from newer member states may be discriminated against in a recruitment situation. Such
discrimination seems to occur not only when applicants from the newer EU member states are compared to equally
qualified local applicants but also to equally qualified applicants from older EU states, even when controlling for
the formal recognition of their professional qualifications. Results from Study 2, in turn, revealed that illegal ethnic
discrimination in recruitment actually takes place on a relatively large scale. Clearly, the problem is not unique to
Finland, but this is the first time it has been reliably identified. Although anonymisation of applications has been
offered as one solution to this problem (e.g., Carpusor & Loges, 2006), it seems insufficient for the recruitment
situations tested in this study. More specifically, anonymisation is relevant only with later generations of immigrants
who no longer reveal their foreign background with their accent and/or origin of their qualifications. Thus, the
findings of the present research point at the importance of alerting employers to the fact that they may, even unwillingly, break the law in the recruitment process.

Notes
i) EU15 are member states which were part of the European Union before its first enlargement in 2004 and the following
enlargement of 2010: Austria, Belgium, Denmark, Finland, Germany, Greece, Spain, France, Ireland, Italy, Luxembourg, the
Netherlands, Portugal, Sweden, and the Great Britain. A8 (Accession 8) are eight member states that joined the EU in May
2004: Czech Republic, Estonia, Hungary, Latvia, Lithuania, Poland, Slovakia, and Slovenia.
ii) Finland was a part of Sweden until 1809 and a part of the Russian Empire in 1809-1917. After becoming a sovereign state
in 1917, during the World War II Finland defended its independence from the Soviet Union in the so called Winter War in
1939-1940. The Winter War, being a military conflict between the superpower and the nation of around 3,5 million inhabitants,
remains for Finns a symbol of heroism (Finell, 2012).
iii) Additional analysis. As previous research in Finland (e.g., Jaakkola, 2005, 2009) has shown that women have more positive
attitudes towards immigrants than men, an additional chi-square test was performed to assess whether the obtained result
differed for male and female participants. Due to the small percentage of male participants in Conditions 1 and 3, the chi-square
test could not be performed for each of the conditions separately, as the minimal requirements for performing such a test were
not met (see Bryman & Cramer, 2005). However, we combined the overall choice of the Finnish, Polish and Austrian applicant
across conditions, which allowed for testing the effect of gender in the whole sample. The results showed that the preference
for employing the applicants was indeed gender-dependent χ2(2) = 7.551, p = .023. A closer inspection of the results (actual
versus expected count) revealed that the Austrian applicant was chosen by female participants more often and by male
participants less often than expected, and, conversely, that the Finnish applicant was chosen by female participants less often
and by male participants more often than expected. However, there was no gender difference in recruiting the Polish applicant,
as the actual and expected counts were the same.

Funding
This research project was co-financed by the Ministry of Employment and Economy and the Ministry of Interior (Finland) and
the YES 4 – Equality is Priority project, supported by the European Union PROGRESS Program (2007-2013).

Competing Interests
The authors have declared that no competing interests exist.

Journal of Social and Political Psychology
2016, Vol. 4(1), 403–426
doi:10.5964/jspp.v4i1.433

Discrimination in Recruitment

422

Acknowledgments
We are grateful to the anonymous reviewers as well as the Handling Editor of JSPP Gülseli Baysu for valuable comments on
earlier versions of this paper. We also extend our thanks to Reijo Sund for his methodological advice during the revision
process.

References
Aalto, M., Larja, L., & Liebkind, K. (2010). Syrjintä työhönottotilanteissa – Tutkimuskatsaus [Discrimination in recruitment
situations – Research review] (Publication 16/2010). Retrieved from Ministry of Employment and the Economy website:
https://www.tem.fi/files/26783/TEM_16_2010_netti.pdf
Agerström, J., & Rooth, D.-O. (2009). Implicit prejudice and ethnic minorities: Arab-Muslims in Sweden. International Journal
of Manpower, 30, 43-55. doi:10.1108/01437720910948384
Agerström, J., & Rooth, D.-O. (2011). The role of automatic obesity stereotypes in real hiring discrimination. The Journal of
Applied Psychology, 96, 790-805. doi:10.1037/a0021594
Al Ramiah, A., Hewstone, J. F., Dovidio, M., & Penner, L. A. (2010). The social psychology of discrimination: Theory,
measurement and consequences. In L. Bond, F. McGinnity, & H. Russell (Eds.), Making equality count: Irish and international
research measuring equality and discrimination (pp. 84-112). Dublin, Ireland: Liffety Press.
Anderson, B., Ruhs, M., Rogaly, B., & Spencer, S. (2006). Fair enough? Central and East European migrants in low-wage
employment in the UK. Retrieved from https://www.compas.ox.ac.uk/2006/pr-2006-changing_status_fair_enough
Arai, M., Bursell, M., & Nekby, L. (2008). Between meritocracy and ethnic discrimination: The gender difference (Discussion
Paper No. 3467). Retrieved from IZA website: http://ftp.iza.org/dp3467.pdf
Arai, M., Bursell, M., & Nekby, L. (2011). The reverse gender gap in ethnic discrimination: Employer priors against men and
women with Arabic names. Brussels, Belgium: Free University of Brussels.
Asplund, R. (2008). Sukupuolten palkkaerot Suomessa – yksityisen sektorin miesten ja naisten palkkojen ja palkkaerojen
tarkastelu [The gender pay gap in Finland – A review of salaries and the pay gap between private sector and between
men and women]. Helsinki, Finland: The Research Institute of Finnish Economy. Retrieved from
https://www.etla.fi/wp-content/uploads/sukupuolten_palkkaerot_suomessa.pdf
Attström, K. (2007). Discrimination against native Swedes of immigrant origin in access to employment (International Migration
Papers 86E). Retrieved from International Labor Organization website:
http://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---migrant/documents/publication/wcms_201428.pdf
Bauder, H. (2003). “Brain abuse”, or the devaluation of immigrant labour in Canada. Antipode, 35, 699-717.
doi:10.1046/j.1467-8330.2003.00346.x
Bergqvist, C. (1999). The Nordic Countries – One model or several? In C. Bergqvist, A. Borchorst, A.-D. Christensen, V.
Ramstedt-Silén, M. C. Raaum, & A. Styrkársdóttir (Eds.), Equal democracies? Gender and politics in the Nordic Countries
(pp. 3-16). Oslo, Norway: Scandinavian University Press.
Berry, J. W. (2006). Mutual attitudes among immigrants and ethnocultural groups in Canada. International Journal of Intercultural
Relations, 30, 719-734. doi:10.1016/j.ijintrel.2006.06.004

Journal of Social and Political Psychology
2016, Vol. 4(1), 403–426
doi:10.5964/jspp.v4i1.433

Liebkind, Larja, & Brylka

423

Berry, J. W., Westin, C., Virta, E., Vedder, P., Ronney, R., & Sang, D. (2006). Design of the study: Selecting societies of
settlement and immigrant groups. In J. S. Phinney, D. L. Sam, & P. Vedder (Eds.), Immigrant youth in cultural transition.
Acculturation, identity, and adaption across national contexts (pp. 15-45). Mahwah, NJ, USA: Lawrence Erlbaum Associates.
Bertrand, M., & Mullainathan, S. (2004). Are Emily and Greg more employable than Lakisha and Jamal? A field experiment
on labor market discrimination. The American Economic Review, 94, 991-1013. doi:10.1257/0002828042002561
Bond, L., McGinnity, F., & Russell, H. (2010). Introduction: Making equality count. In L. Bond, F. McGinnity, & H. Russell (Eds.),
Making equality count: Irish and international research measuring equality and discrimination (pp. 1-19). Dublin, Ireland:
Liffety Press.
Booth, A., & Leigh, A. (2010). Do employers discriminate by gender? A field experiment in female-dominated occupations.
Economics Letters, 107, 236-238. doi:10.1016/j.econlet.2010.01.034
Booth, A., Leigh, A., & Varganova, E. (2010). Does racial and ethnic discrimination vary across minority groups? Evidence
from a field experiment (Discussion Paper No. 4947). Retrieved from IZA website: http://ftp.iza.org/dp4947.pdf
Bovenkerk, F. (1992). Testing discrimination in natural experiments: A manual for international comparative research on
discrimination on the grounds of “race” and “ethnic origin”. Geneva, Switzerland: ILO.
Bovenkerk, F., Gras, M. J. I., & Ramsoedh, D. (1995). Discrimination against migrant workers and ethnic minorities in access
to employment in the Netherlands (International Migration Papers, No. 4). Retrieved from International Labour Office
Website: http://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---migrant/documents/publication/wcms_201033.pdf
Bryman, A., & Cramer, D. (2005). Quantitative data analysis with SPSS 12 and 13: A guide for social scientists. London, United
Kingdom: Routledge.
Bursell, M. (2007). What’s in a name? A field experiment test for the existence of ethnic discrimination in the hiring process
(Linnaeus Center for Integration Studies Working Paper 2007:7). Retrieved from The Stockholm University website:
http://www.su.se/polopoly_fs/1.55389.1321514449!/SULCISWP2007_7.pdf
Carlsson, M., & Rooth, D.-O. (2007). Evidence of ethnic discrimination in the Swedish labor market using experimental data.
Labour Economics, 14, 716-729. doi:10.1016/j.labeco.2007.05.001
Carlsson, M., & Rooth, D.-O. (2008). An experimental study of sex segregation in the Swedish labour market: Is discrimination
the explanation? (Discussion Paper No. 3811). Retrieved from IZA website: http://repec.iza.org/dp3811.pdf
Carpusor, A. G., & Loges, W. E. (2006). Rental discrimination and ethnicity in names. Journal of Applied Social Psychology,
36, 934-952. doi:10.1111/j.0021-9029.2006.00050.x
Currie, S. (2008). Migration, work and citizenship in the enlarged European Union. Farnham, United Kingdom: Ashgate.
Derous, E., Nguyen, H.-H., & Ryan, A. M. (2009). Hiring discrimination against Arab minorities: Interactions between prejudice
and job characteristics. Human Performance, 22, 297-320. doi:10.1080/08959280903120261
Eurobarometer. (2008). Discrimination in the European Union: Perceptions, experience and attitudes (Special Eurobarometer
296). Retrieved from European Commission website: http://ec.europa.eu/public_opinion/archives/ebs/ebs_296_en.pdf
European Parliament. (2005). Directive 2005/36/EC of the European Parliament and of the Council of 7 September 2005 on
the recognition of professional qualifications. Retrieved from
http://eurlex.europa.eu/LexUriServ/LexUriServ.do?uri=OJ:L:2005:255:0022:0142:en:PDF

Journal of Social and Political Psychology
2016, Vol. 4(1), 403–426
doi:10.5964/jspp.v4i1.433

Discrimination in Recruitment

424

Finell, E. (2012). National symbols, their meanings, and how they relate to national identification, outgroup attitudes and
national sentiments: Rhetorical, correlational and experimental studies (Unpublished doctoral dissertation). Department
of Social Research, University of Helsinki, Helsinki, Finland.
FRA. (2009). European Union Agency for Fundamental Rights: Annual report. Retrieved from
http://fra.europa.eu/sites/default/files/fra_uploads/480-FRA-AnnualReport09_en.pdf
Ghavami, N., & Peplau, L. A. (2013). An intersectional analysis of gender and ethnic stereotypes: Testing three hypotheses.
Psychology of Women Quarterly, 37, 113-127. doi:10.1177/0361684312464203
Girard, E. R., & Bauder, H. (2007). Assimilation and exclusion of foreign trained engineers in Canada: Inside a professional
regulatory organization. Antipode, 39, 35-53. doi:10.1111/j.1467-8330.2007.00505.x
Gozalie, H. (2002). Immigrants’ earnings and assimilation in Canada’s labour market: The case of overachievers. (Vancouver
Centre of Excellence Working Paper Series No. 02-11). Retrieved from
http://mbc.metropolis.net/assets/uploads/files/wp/2002/WP02-11.pdf
Hagendoorn, L. (1993). Ethnic categorization and outgroup exclusion: Cultural values and social stereotypes in the construction
of ethnic hierarchies. Ethnic and Racial Studies, 16(1), 26-51. doi:10.1080/01419870.1993.9993771
Hagendoorn, L. (1995). Intergroup biases in multiple group systems: The perception of ethnic hierarchies. In W. Stroebe & M.
Hewstone (Eds.), European review of social psychology (pp. 199-228). Chichester, United Kingdom: John Wiley.
Heckman, J. J. (1998). Detecting discrimination. The Journal of Economic Perspectives, 12, 101-116. doi:10.1257/jep.12.2.101
International Labor Organization (ILO). (2007/2010). “Situation testing” discrimination in access to employment based on ILO
methodology. Geneva, Switzerland: ILO.
Jaakkola, M. (2005). Suomalaisten suhtautuminen maahanmuuttajiin vuosina 1987–2003 [Finns’ attitudes towards immigrants
in years 1987–2007]. Helsinki, Finland: Ministry of Labour.
Jaakkola, M. (2009). Maahanmuuttajat suomalaisten näkökulmasta: Asennemuutokset 1987–2007 [Immigrants from the
perspective of Finns: Change in attitudes 1987–2007]. Helsinki, Finland: City of Helsinki Information Centre.
Jasinskaja-Lahti, I., Liebkind, K., & Perhoniemi, R. (2007). Perceived ethnic discrimination at work and well-being of immigrants
in Finland: The moderating role of employment status and work-specific group-level control beliefs. International Journal
of Intercultural Relations, 31, 223-242. doi:10.1016/j.ijintrel.2006.02.003
Karemaa, O. (1998). Vihollisia, vainoojia, syöpäläisiä: Venäläisviha Suomessa 1917-1923 [Foes, fiends, and vermin: Ethnic
hatred of Russians in Finland 1917-1923]. Helsinki, Finland: The Finnish Historical Society.
Kravitz, A. S., & Treasure, E. T. (2009). Manual of dental practice: Version 4.1 (2009). Retrieved from
http://www.lza-zobi.lv/uploads/files/new_eu_manual_2009_version_41___aug010-20100827-1652[1].pdf
Krings, F., & Olivares, J. (2007). At the doorstep to employment: Discrimination against immigrants as a function of applicant
ethnicity, job type, and raters’ prejudice. International Journal of Psychology, 42, 406-417. doi:10.1080/00207590701251721
Laing, D. (2011). Labor economics: Introduction to classic and the new labor economics. London, United Kingdom: W. W.
Norton & Company.
Larja, L., Warius, J., Sundbäck, L., Liebkind, K., Kandolin, I., & Jasinskaja-Lahti, I. (2012). Discrimination in the Finnish labor
market: An overview and a field experiment on recruitment (Publication 16/2012). Retrieved from Ministry of Employment
and the Economy website: https://www.tem.fi/files/32827/TEMjul_16_2012_web.pdf

Journal of Social and Political Psychology
2016, Vol. 4(1), 403–426
doi:10.5964/jspp.v4i1.433

Liebkind, Larja, & Brylka

425

Martens, A., Ouali, N., Van de Maele, M., Vertommen, S., Dryon, P., & Verhoven, H. (2005). Discriminations des étrangers et
des personnes d’origine étrangere sur le marché du travail de la Région de Bruxelles-Capitale: Recherche dans le cadre
du Pacte social pour lémploi des bruxellois. Rapport de synthèse [Discrimination of foreigners and persons of foreign origin
in the labour market of the capital region of Brussels: Research in the Social Pact for Employment of Brussels. Synthesis
Report]. Retrieved from Free University of Brussels website:
http://www.ulb.ac.be/socio/tef/LivresTEF/Discrimination_ethnique.pdf
McGinnity, F., & Lunn, P. D. (2011). Measuring discrimination facing ethnic minority job applicants: An Irish experiment. Work,
Employment and Society, 25, 693-708. doi:10.1177/0950017011419722
Ministry of Finance. (2014). Taloudellinen katsaus, kevät 2014 [Economic Review, spring 2014]. Retrieved from
http://verkkojulkaisut.vm.fi/zine/30/article-3801
Nieminen, T. (2008). Tasa-arvobarometri 2008 [Equality barometer 2008] (Publication 24/2008). Retrieved from Ministry for
Social Affairs and Health website: https://www.julkari.fi/handle/10024/111235
Nunes, A., & Seligman, B. (2000). A study of the treatment of female and male applicants by San Francisco Bay Area auto
service shops. Berkeley, CA, USA: Discrimination Research Center of the Impact Fund.
Pager, D. (2007). The use of field experiments for studies of employment discrimination: Contributions, critiques, and directions
for the future. The Annals of the American Academy of Political and Social Science, 609, 104-133.
doi:10.1177/0002716206294796
Pepels, J., & Hagendoorn, L. (2000). A model explaining the ethnic hierarchy of the Dutch. Utrecht, the Netherlands: University
Press.
Petit, P., Duguet, E., L’Horty, Y., du Parquet, L., & Sari, F. (2011). Discriminations à l’embauche des jeunes franciliens et
intersectionalité du sexe et de l’origine: Les résultats d’un testing [Discrimination in youth hiring and intersectionality of
gender and origin: The results of the testing] (Working paper 141). Retrieved from Centre d'études de l'emploi website:
http://www.cee-recherche.fr/publications/document-de-travail/discriminations-lembauche-des-jeunes-franciliens-etintersectionalite-du-sexe-et-de-lorigine
Phinney, J., Berry, J., Vedder, P., & Liebkind, K. (2006). The acculturation experience: Attitudes, identities and behaviors of
immigrant youth. In J. Berry, J. Phinney, D. Sam, & P. Vedder (Eds.), Immigrant youth in cultural transition: Acculturation,
identity, and adaptation across national contexts (pp. 71-116). New Jersey, NJ, USA: Lawrence Erlbaum Associates.
Pitkänen, P., & Kouki, S. (2002). Meeting foreign cultures: A survey of the attitudes of Finnish authorities towards immigrants
and immigration. Journal of Ethnic and Migration Studies, 28, 103-118. doi:10.1080/13691830120103958
Quillian, L. (2006). New approaches to understanding racial prejudice and discrimination. Annual Review of Sociology, 32,
299-328. doi:10.1146/annurev.soc.32.061604.123132
Riach, P. A., & Rich, J. (2002). Field experiments of discrimination in the market place. The Economic Journal, 112, F480-F518.
doi:10.1111/1468-0297.00080
Riach, P. A., & Rich, J. (2006). An experimental investigation of sexual discrimination in hiring in the English labor market.
The B.E. Journal of Economic Analysis & Policy, 6, Article 1. doi:10.2202/1538-0637.1416
Rooth, D.-O. (2010). Automatic associations and discrimination in hiring: Real world evidence. Labour Economics, 17, 523-534.
doi:10.1016/j.labeco.2009.04.005
Rzhanitsyna, L. (2000). Working women in Russia at the end of the 1990s. Problems of Economic Transition, 43, 56-67.
doi:10.2753/PET1061-1991430756

Journal of Social and Political Psychology
2016, Vol. 4(1), 403–426
doi:10.5964/jspp.v4i1.433

Discrimination in Recruitment

426

Smeesters, B., & Nayer, A. (1998). La discrimination à l’accès à l’emploi en raison d’origine étrangère: Le cas de la Belgique
[Discrimination in access to employment due to foreign origin] (Cahiers de Migrations Internationales, 23). Retrieved from
International Labor Organization website:
http://natlex.ilo.ch/wcmsp5/groups/public/---ed_protect/---protrav/---migrant/documents/publication/wcms_201966.pdf
Snellman, A., & Ekehammar, B. (2005). Ethnic hierarchies, ethnic prejudice, and social dominance orientation. Journal of
Community & Applied Social Psychology, 15, 83-94. doi:10.1002/casp.812
Statistics Finland. (2011). Employment statistics 2009: Occupation by sex and mother tongue. File delivered by e-mail.
Statistics Finland. (2013a). Employment statistics 2011 (database). Population by main type of activity, language, occupational
status, sex and year. Retrieved from
http://pxnet2.stat.fi/PXWeb/pxweb/en/StatFin/StatFin__vrm__tyokay/027_tyokay_tau_104.px/?rxid=4a24d8b1-c9fb-484c99a8-1ba44edf1c22
Statistics Finland. (2013b). Population 2011 (database). Population by sex and area and increase of population. Retrieved
from
http://pxnet2.stat.fi/PXWeb/pxweb/en/StatFin/StatFin__vrm__vaerak/010_vaerak_tau_123.px/?rxid=4a24d8b1-c9fb-484c99a8-1ba44edf1c22
Statistics Finland. (2014). Foreign-language speakers account for 90 per cent of the population growth in 2013. Retrieved
from http://tilastokeskus.fi/til/vaerak/2013/vaerak_2013_2014-03-21_tie_001_en.html
Stephan, W. G., & Renfro, C. L. (2002). The role of threats in intergroup relations. In D. Mackie & E. R. Smith (Eds.), From
prejudice to intergroup emotions (pp. 191-208). New York, NY, USA: Psychology Press.
Stone, A., & Wright, T. (2013). When your face doesn’t fit: Employment discrimination against people with facial disfigurements.
Journal of Applied Social Psychology, 43, 515-526. doi:10.1111/j.1559-1816.2013.01032.x
Thompson, E. N. (2000). Immigrant occupational skill outcomes and the role of region-specific human capital (Vancouver
Centre of Excellence Working Paper Series, No. #00-04). Retrieved from
http://mbc.metropolis.net/assets/uploads/files/wp/2000/WP00-04.pdf
Tuomaala, M. (2009). Työvoiman hankinta toimipaikoissa vuonna 2008: TEM-analyyseja 13/2009 [Labor contracting for offices
in 2008: The TEM analysis 13/2009]. Retrieved from Ministry of Employment and the Economy website:
https://www.tem.fi/files/23585/Tyovoiman_hankinta_toimipaikoissa_vuonna_2008.pdf
Varjonen, S., Arnold, L., & Jasinskaja-Lahti, I. (2013). ‘We’re Finns here, and Russians there’: A longitudinal study on ethnic
identity construction in the context of ethnic migration. Discourse & Society, 24, 110-134. doi:10.1177/0957926512463632
Ward, C., & Masgoret, A.-M. (2008). Attitudes toward immigrants, immigration, and multiculturalism in New Zealand: A social
psychological analysis. The International Migration Review, 42, 227-248. doi:10.1111/j.1747-7379.2007.00119.x
Weichselbaumer, D. (2004). Is it sex or personality? The impact of sex stereotypes on discrimination in applicant selection.
Eastern Economic Journal, 30, 159-186.

Journal of Social and Political Psychology
2016, Vol. 4(1), 403–426
doi:10.5964/jspp.v4i1.433

PsychOpen is a publishing service by Leibniz Institute
for Psychology Information (ZPID), Trier, Germany.
www.zpid.de/en

