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Sweden is often considered as exemplary 
in promoting gender equality. In an interna-
tional comparison, norms of gender equal-
ity are widespread among Swedes (Edlund 
& Öun, 2016) and the gender gap in unpaid 
(household) work is rather thin (European 
Institute for Gender Equality, 2017). In ad-
dition, female labor market participation is 
relatively high (OECD, 2017), which is prob-
ably partly due to extensive family policies 
and the availability of state-subsidized day-
care at a low cost. The parental leave poli-
cies are generous in terms of leave length, 
benefit level and flexibility, encouraging 
also fathers to take leave (Duvander & Jo-
hansson, 2012). A parent with a permanent 
employment (contract) generally has the 
right to keep one’s job while on parental 
leave and to work shorter hours until the 
child has finished the first grade or turns 8 
years. 

Yet, mothers still take up the majority 
of the parental leave days even in Sweden 
(Swedish Social Insurance Agency, 2018), 
the gender difference in wages between 
men and women is rather large (European 
Institute for Gender Equality, 2017), and the 
gender gap in authority positions increas-
es after entry into parenthood (Bygren & 
Gähler, 2012). On the one hand, one may 
expect mothers or women of fertile age to 
be discriminated against especially in a so-
ciety like Sweden with extensive family pol-
icies. On the other hand, one may expect 
the opposite as fathers are also expected 
to be on parental leave and dual-earner 
households represent the norm. 

Foreign-born make up one fifth of the 
Swedish population (Statistics Sweden, 
2021), and an even higher share of Swedes 

have at least one foreign-born parent. Gaps 
in employment between foreign-born and 
natives in Sweden are among the largest in 
the OECD (OECD, 2014). For these reasons, 
it is of particular interest to study labor 
market discrimination based on ethnicity, 
gender and parenthood in Sweden. 

While one may ask employees about 
the personal and subjective experiences, 
observing labor market discrimination at 
large is problematic using survey or register 
data. Therefore, a well-established method 
to study hiring discrimination is a field ex-
periment, i.e., a correspondence audit, in 
which written job applications are sent to 
advertised vacancies and employers’ re-
sponses to these are documented. Certain 
characteristics, such as gender and ethnici-
ty, of the fictitious job candidates are varied 
whereas education and work experience 
are equal within occupations. Thus, distinct 
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Employers discriminate against foreign-named job 
applicants in Sweden – no signs of discrimination 
based on gender or parenthood in general 

• Job applicants with a for-
eign-sounding name receive far 
fewer positive responses to their 
applications than applicants with 
a typical Swedish-sounding name. 

• Men with a foreign-sounding 
name receive fewer positive re-
sponses than foreign-named 
women.

• The study shows no signs of sys-
tematic employer discrimination 
based on gender or parenthood 
in the labor market at large.
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female and male names as well as native 
and foreign-sounding names are generally 
used to signal the gender and ethnic back-
ground, respectively, of the candidates.

Discrimination of job applicants 
based on ethnicity

Using this approach, we find no evidence of 
systematic discrimination of job applicants 
based on gender or parenthood status in 
Sweden at large (Bygren et al., 2017). This 
applies both to jobs requiring higher educa-
tion and less education. Yet, male recruiters 
appear to favor male applicants, especially 
in gender-balanced occupations (Erlands-
son, 2019).  

The results do show however, that ethnic 
discrimination takes place. Job applicants 
with foreign-sounding names receive sub-
stantially fewer positive responses to their 
job applications than applicants with typi-
cal Swedish-sounding names (Erlandsson, 
2022). This is regardless of recruiter gen-
der. Moreover, men with foreign-sound-
ing names are contacted less often by em-
ployers than women with foreign-sounding 
names. This is notable particularly because 
the fictious applicants have identical Swed-
ish educational and occupational back-
grounds, within occupations. 

These results are largely in line with re-
cent research from Europe. While previous 
findings on gender discrimination are some-
what diverse (Baert, 2018), e.g., depending 
on the country and occupational context, 
many recent European studies do not show 
discrimination against women in general 
(Albert et al., 2011; Baert, 2015; Birkelund 
et al., 2022; Bygren & Gähler, 2021). In fact, 
there is some evidence of hiring discrimi-
nation in favor of women (Birkelund et al., 
2022).

Yet, discrimination against job applicants 
with foreign-sounding names is well docu-
mented in research (Baert, 2018; Riach & 
Rich, 2002; Bursell, 2014; Di Stasio & Lars-
en, 2020). Several Nordic studies show for-
eign-named men to encounter more hiring 
discrimination than foreign-named women 
(Arai et al., 2016; Dahl & Krog, 2018; Lieb-
kind et al., 2016; Midtbøen, 2016). But there 
are exceptions to this in Europe (Blommae-
rt et al., 2014), and discrimination patterns 

can vary depending on the gender compo-
sition of the occupation (Bursell, 2014) and 
ethnic or racial background (Di Stasio & 
Larsen, 2020). Recruiter gender and its role 
for discrimination has been studied much 
less in field experiments and the research 
findings are somewhat varying.

Discrimination can occur in other 
dimensions related to employment

It is important to keep in mind that this 
method only studies the early stage of the 
formal hiring process, and not the final hir-
ing decisions. Discrimination can also take 
place in other phases related to employ-
ment, such as promotions, training oppor-
tunities, wages, firings and informal recruit-
ment processes. Our findings point to other 
mechanisms than gender discrimination 
in the hiring process as more important 
for gender equalities in the Swedish labor 
marker. 

Yet, the results imply that discrimination 
against job applicants with foreign-sound-
ing names contributes to ethnic inequality 
in the labor market, and especially so for 
men with foreign-sounding names. If for-
eign-named (male) workers, in general, re-
ceive fewer responses to their job applica-
tions, they can be assumed to be less likely 
to end up in an interview and to be hired 
than workers with typical native names.

Data and research method

The study comprises (up to) 5 641 applica-
tions that were sent in response to job ad-
vertisements in Sweden during 2013-2020. 
(Some of the studies use a smaller sample 
of the data.) Applications were sent to 20 oc-
cupations. One job application per vacancy 
was submitted, and employers’ responses 
were documented. The names of the ficti-
tious job applicants were used to indicate 
gender and ethnicity.  Names were ran-
domized in the applications. The applicants 
had identical merits within occupations, i.e., 
they had the same occupation-specific edu-
cation and employment background. They 
were all aged 31. Information about the 
gender of the recruiter or the contact per-
son was based on the employers’ respons-
es and the job advertisements.



3

For more information

Senior researcher Anni Erlandsson, Univer-
sity of Turku, firstname.lastname@utu.fi

Sources

Albert, R., Escot, L., & Fernández-Cornejo, 
J. A. (2011). A field experiment to study sex 
and age discrimination in the Madrid labour 
market. The International Journal of Human 
Resource Management, 22(02), 351-375.

Arai, M., Bursell, M., & Nekby, L. (2016). The 
reverse gender gap in ethnic discrimination: 
Employer stereotypes of men and women 
with Arabic names. International Migration 
Review, 50(2), 385-412.

Baert, S. (2015). Field Experimental Evi-
dence on Gender Discrimination in Hiring: 
Biased as Heckman and Siegelman Predict-
ed? Economics: The Open-Access, Open-As-
sessment E-Journal, 9(25), 1-11.

Baert, S. (2018). Hiring discrimination: An 
overview of (almost) all correspondence ex-
periments since 2005. In Gaddis, S. M. (Ed.), 
Audit studies: Behind the scenes with theo-
ry, method, and nuance (pp. 63–77). Cham, 
Switzerland: Springer.

Birkelund, G. E., Lancee, B., Larsen, E. N., 
Polavieja, J. G., Radl, J., & Yemane, R. (2022). 
Gender Discrimination in Hiring: Evidence 
from a Cross-National Harmonized Field 
Experiment. European Sociological Review, 
38(3), 337-354.

Blommaert L., Coenders M., & van Tu-
bergen F. (2014). Discrimination of Ara-
bic-named applicants in the Netherlands: 
an internet-based field experiment examin-
ing different phases in online recruitment 
procedures. Social Forces, 92, 957–982.

Bursell, M. (2014). The multiple burdens of 
foreign-named men—evidence from a field 
experiment on gendered ethnic hiring dis-
crimination in Sweden. European Sociologi-
cal Review, 30(3), 399-409. 

Bygren, M., Erlandsson, A., & Gähler, M. 
(2017). Do employers prefer fathers? Evi-

dence from a field experiment testing the 
gender by parenthood interaction effect on 
callbacks to job applications. European So-
ciological Review, 33(3), 337-348. 

Bygren, M., & Gähler, M. (2012). Family for-
mation and men’s and women’s attainment 
of workplace authority. Social Forces, 90, 
795-816.

Dahl, M., & Krog, N. (2018). Experimental 
evidence of discrimination in the labour 
market: Intersections between ethnicity, 
gender, and socio-economic status. Euro-
pean Sociological Review, 34(4), 402-417.

Di Stasio, V., & Larsen, E. N. (2020). The ra-
cialized and gendered workplace: applying 
an intersectional lens to a field experiment 
on hiring discrimination in five European 
labor markets. Social Psychology Quarterly, 
83(3), 229-250.

Duvander, A. Z., & Johansson, M. (2012). 
What are the effects of reforms promoting 
fathers’ parental leave use? Journal of Euro-
pean Social Policy, 22(3), 319-330. 

Edlund, J., & Öun, I. (2016). Who should work 
and who should care? Attitudes towards the 
desirable division of labour between moth-
ers and fathers in five European countries. 
Acta Sociologica, 59(2), 151-169.

Erlandsson, A. (2019). Do men favor men 
in recruitment? A field experiment in the 
Swedish labor market. Work and Occupa-
tions, 46(3), 239-264.

Erlandsson, A. (2022). Gender, Parenthood, 
Ethnicity and Discrimination in the Labor 
Market: Experimental Studies on Discrim-
ination in Recruitment in Sweden. Doctor-
al dissertation, Department of Sociology, 
Stockholm University. 

European Institute for Gender Equality. 
(2017). Gender Equality Index 2017. Mea-
suring Gender Equality in the European 
Union 2005–2015. Vilnius: European Insti-
tute for Gender Equality.

Liebkind K., Larja L., & Brylka A. (2016). Eth-
nic and gender discrimination in recruit-



4

ment: experimental evidence from Finland. 
Journal of Social and Political Psychology, 4: 
403–426.

Midtbøen A. H. (2016). Discrimination of 
the second generation: evidence from a 
field experiment in Norway. Journal of In-
ternational Migration and Integration, 17, 
253–272. 

OECD. (2014). Finding the way: A discussion 
of the Swedish migrant integration system. 
Paris: OECD publishing. 

OECD. (2017). OECD employment outlook 
2017. Paris, France: OECD Publishing. 
Riach, P. A., & Rich, J. (2002). Field experi-
ments of discrimination in the market place. 
The economic journal, 112(483), F480-F518.

Statistics Sweden. (2021). Utrikes födda i 
Sverige [The foreign-born in Sweden]. 

Swedish Social Insurance Agency. (2018). 
Social Insurance in Figures 2018. Stock-
holm: Swedish Social Insurance Agency.

https://www.oecd-ilibrary.org/employment/oecd-employment-outlook-2017_empl_outlook-2017-en
https://www.oecd-ilibrary.org/employment/oecd-employment-outlook-2017_empl_outlook-2017-en
https://www.scb.se/hitta-statistik/sverige-i-siffror/manniskorna-i-sverige/utrikes-fodda/
https://www.scb.se/hitta-statistik/sverige-i-siffror/manniskorna-i-sverige/utrikes-fodda/

