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Abstract 

Ethnic discrimination is a topic that has been widely researched and is relevant in the 

hiring process. The aim of this study was to see if the ethnic-sounding name of a job 

applicant leads to lower scores on employability, warmth and competence than for job 

applicants with typically native names. Another aim was to see whether the gender and 

hiring experience of the recruiters affects whether or not they differentiate between job 

applicants with ethnic-sounding names and applicants with typically native names when 

rating them on employability, warmth and competence. A study design called framed 

field experiment was applied providing the opportunity to acquire information about the 

recruiters’ gender and hiring experience. In total, 354 individuals, all with experience 

from hiring, participated in this study. Each of them was presented with a resume of a 

fictive job applicant that either had an ethnic-sounding name or a typically native name, 

and was either male or female. Then the participants were shown the same job 

advertisement and a questionnaire in which they evaluated the applicants and answered 

some background questions about themselves. The resumes were entirely identical for 

ethnic and native applicants apart from the name and gender. The main results showed 

no statistically significant difference in how recruiters evaluate native and ethnic named 

applicants on employability, warmth and competence. The results on the recruiters’ 

background showed that female recruiters rated both types of resumes equally on 

employability and warmth, but not on competence. Males, however, rated both types of 

resumes equally on employability, warmth and competence. When dividing the recruiters 

into two groups, one with lower hiring experience and the other with higher hiring 

experience, the results showed that experienced recruiters did not differentiate between 

the two groups when ratings employability, warmth and competence, but those with less 

experience rated the groups differently on warmth, but equally on competence and 

employability. 
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1  Introduction 

Every now and then, foreigners in the labour market become the centre of a media 

discussion. While some articles describe the value of foreign labour to the job market 

(Magnússon, 2019, April 11; Solheim, 2017, February 15), the tone of other media 

discussion is more negative, describing violations of foreign workers‘ rights (Erlendsdóttir, 

2018 March 6; Þorkelsdóttir, 2018, October 2). Some of the news articles deal with 

foreigners‘ access to jobs, with some of the foreigners claiming that their foreign name 

reduces the chances of getting a job or even being offered a job interview 

(Guðmundsdóttir, 2019, October 11; Solheim & Reine-Nilsen, 2018, October 4). 

Furthermore, there are news stories about employers presuming that a foreign name 

equals no or little knowledge in the local language (DV, 2019, July 1st). Foreign citizens 

were 13,6% of the inhabitants of Iceland on 01.01.2020 (Registers Iceland, 2020). For 

January 2020, 39,9% of those that received unemployment benefits had foreign 

citizenship (Directorate of Labour, 2020). This may indicate inequality in access to job 

opportunities. Could this be a sign that foreigners’ difficulties in getting a job might be 

caused by discrimination in the hiring and selection process?  

Foreigners in the labour market have not only caught the eye of journalists. 

Discrimination against foreigners has also been a popular topic in academic research. 

Having an ethnic-sounding name has been shown to be a disadvantage when applying for 

rental properties from landlords (Carpusor & Loges, 2006; Feldman & Weseley, 2013; 

Gaddis & Ghoshal, 2019). Findings also show students with typically native names being 

more likely to get a positive response about a meeting with a professor than students 

with ethnic-sounding names (Milkman et al., 2012; Zhao & Biernat, 2017). The same 

applies when applicants with ethnic-sounding names apply for jobs. They normally need 

to send more applications than native named applicants to be offered a job interview 

(Attström, 2007; Åslund & Skans, 2012; Bertrand & Mullainathan, 2004).   

A hiring process normally starts with resumes being screened and ends with one or 

more applicants being hired for the job. When screening job applications in the selection 

process, the person responsible for the hiring process evaluates the applicant, normally 
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based on a resume. The resume provides the recruiters with the first information about 

the applicants as well as cues that help the recruiters form their impressions of the 

applicant’s personality as well as abilities (Knouse, 1989). The recruiters use the content 

of the resumes to form their ideas about the applicant’s abilities and characteristics which 

then determines how the applicant is judged on employability and what type of hiring 

recommendations are made (Tsai et al., 2011). That means that the employer decides 

whether or not the applicant is employable with only a glance at the resume.  

Various factors, such as prejudice, discrimination and stereotyping, affect the 

recruiter’s decision making. Prejudice has been defined as “an aversive or hostile attitude 

towards a group member, because he or she belongs to that group and can be presumed 

to have the same qualities that are ascribed to that group” (Allport, 1954). Discrimination 

is not just an attitude, but rather behaviour that builds up an advantage towards one 

group and their members over other groups (Dovidio et al., 2010). Stereotyping is a 

cognitive activity resulting in a set of beliefs about a group (Young & Powell, 2015). At 

various phases when making an impression about a person or a group, stereotyping 

processes are activated and traits of the stereotyped group are linked to the person 

believed to belong to that group. The stereotypes affect the first impression of an 

individual leads to assumptions about that individual involving characteristics that are 

typical for the stereotype. This way it influences decision making in the hiring process 

(Branscombe & Smit, 1990).  

One result from studying the social perceptions of other individuals is the stereotype 

content model which differentiates between two dimensions; the warmth dimension and 

the competence dimension. The stereotype content model, or SCM, suggests that the 

majority of stereotypes are created by different combinations of warmth and 

competence (Fiske et al., 2002). The two dimensions are then used to rate different types 

of groups either as low or high in competence and in warmth. A group can be high on 

warmth and competence, low on both dimensions or high on one and low on the other 

(Fiske et al., 2002). Warmth and competence are relevant in the selection process 

because they give an idea about the reaction that the employer has about the applicants 

(Young & Powell, 2015). If a recruiter judges a person low on warmth and competence, 

the chances of the recruiter hiring that individual would also be quite slim. 
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Having been handed the task of evaluating resumes, those who make hiring decisions 

determine who makes their way into the company (Cole et al., 2007). But how good are 

their hiring decisions? Some have claimed that those responsible for hiring decisions in 

organizations are imperfect evaluators who make social judgments about job applicants 

that are irrelevant to the job that they need to fill. They gradually acquire a set of 

generalizations of categories about people and objects (Perry et al., 1994). If the 

organizational gatekeepers have prejudice against certain groups or stereotypical ideas 

about that group, there will always be the risk that their attitude will lead to 

discrimination resulting in minority groups having decreased possibilities of being offered 

a job or even getting the possibility of presenting themselves to the employer in a job 

interview.  

When studying discrimination, field experiments have been a widely used method in 

recent years. The most popular type of field experiments has been to do a 

correspondence study in which similar or equivalent applications from a majority group 

member and a minority group member are sent to job openings (Bertrand & Duflo, 2017). 

With correspondence studies failing to provide information about those that 

discriminate, there is limited knowledge about those who discriminate in hiring situations 

(Derous & Ryan, 2019). By applying a framed field experiment, which is performed on real 

agents in controlled settings (Lahey & Beasly, 2009), it is possible to acquire some 

background information about the recruiters. Despite many studies discussing the 

differences between the behaviour of males and females in different settings, less is 

known about gender-specific behaviour among recruiters. From a recent study 

interviewing employers, it is obvious by the way of speech of the employers that they 

classify immigrants by their country of origina and categorize them at the same time 

(Birkelund et al., 2020). There are also limited studies on how hiring experience affects 

likelihood of discriminating against ethnic applicants. Some have claimed that 

experienced recruiters base their hiring decisions on a wider range of examples of 

performance and are therefor less biased (Marlowe, 1996). 

One aim of this study is to look into ethnic discrimination in hiring by studying how 

hiring professionals rate job applicants with ethnic-sounding names as opposed to 

applicants with typically native names on employability. The second aim is to see if 
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employers have the same perceptions of warmth and competence for ethnic named 

applicants and job applicants with typically native names. The third aim is to study if the 

background of those making the hiring decisions affects whether or not there is any 

difference between how they rate job applicants with typically native names and job 

applicants with ethnic-sounding names.  

Some might ask why studying ethnic discrimination is important. Being discriminated 

against deprives the discriminated individual of the possibility of participating on equal 

terms with others in society (Jensen et al., 2012). It is, therefore, important to increase 

understanding of discrimination. Levels of discrimination are likely to be subject to 

changes in politics and society. With the emergence of right extremist groups in some 

countries and strong support to immigrant matters, ethnic discrimination is undoubtedly 

a dynamic topic which needs to be studied regularly from different angles. This study 

provides a valuable insight into hiring discrimination in the Icelandic job market and 

targets the exact people that make decisions about hiring. Better understanding of ethnic 

hiring discrimination can lead to improved hiring practices that aim to avoid 

discriminative behaviour. The design of the study also makes it possible to get 

background information on the recruiters, information that has been difficult to provide 

in previous research. The study design benefits from aspects in the field experiments, but 

also the suveys. It provides the possibility of limiting the differences between the resumes 

used in the study, by using only two control variables, the name of the applicant and the 

gender. This will give results that focus only on the name ruling other possible factors out.  

This thesis will start with a literature review about the selection process and biases 

that affect the hiring decision. Thereafter, the importance of warmth and competence is 

discussed and hiring discrimination and studies on the topic are presented. The last part 

of the literature review concerns the background of recruiters and how it can affect the 

evaluation of job applicants. This is followed by a description of the method applied, a 

presentation of the results and finally a discussion of the results. 
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2 Selecting the Right Candidate 

The job selection starts with the task of reducing the number of applicants to a feasible 

number of individuals chosen to move up to the next step hiring of the process (Carless, 

2007). Employers evaluate applicants using various types of information. The information 

used to evaluate the applicant originates mainly from resumes or application forms, 

which are the most commonly used selection methods to evaluate applicants 

(Bjarnadóttir, 2012). The results of the CRANET project in Iceland in 2015 show that 

resumes and application forms are the second most used method for assessing applicants 

after references, used 80% of the times when hiring managers, 90% of the times in 

specalists’ hirings and in 83% of the cases when hiring unskilled workers (Einarsdóttir et 

al., 2015). This is in line with studies, such as a US survey in which 98% of those responding 

claimed to use resumes in the selection process (Piotrowski & Armstrong, 2006). A study 

from the construction industry shows similar results with resumes being used for 63% of 

hirings of skilled or technical labour and 92% of hirings of supervisors. This despite more 

informality in selection methods being common in the construction industry (Lockyer & 

Scholarios, 2007). From these results, it is safe to say that resumes are commonly used in 

hirings.  

When recruiters evaluate a job candidate through the resume, they make judgments 

about the ability or attributes that the applicant has. From this, the recruiters make their 

judgments about the employability of the job applicant (Cole et al., 2008). Consisting of 

the two words, employment and ability, the meaning of employability is the ability to be 

employed (Vanhercke et al., 2014). It concerns the factors that influence an individual’s 

employment chances in a given segment of the labour market (Forrier & Sels, 2003). This 

can, for example, be the chance of being offered an interview, which is the result of the 

recruiters’ evaluations of resumes in the selection process. When selecting applicants, 

the productivity of the job applicant is not directly observable in the resume, so the whole 

practice involves the employer trying to obtain as good information as possible about the 

applicant, information that can serve as evidence on the applicant’s job capabilities 

(Behrenz, 2001).  

Although most applications and resumes contain the same type of information up to 

some extent, the content can vary both within professions and countries. Because of that 
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there are divided opinions on how much personal information should be included in job 

resumes and also if there should be a photo of the applicant. The criteria are not the same 

throughout the world. In some countries resumes should not include information on sex, 

age, ethnicity or family (Guðmundsson & Guðmundsdóttir, 2012). The difference in what 

should be included is not only between continents. Even within Europe, there are 

variations of what a resume should hold. In general, it is more common that a photo of 

the applicant is included in the resume in European countries than it is in the United 

States (Shackleton & Newell, 1994). In German-speaking countries, it is even customary 

to include high school grades or reports of apprenticeships in the application 

(Weichselbaumer, 2017). In the United States, however, where personal information 

should generally not appear on the resume, a person providing such details as their age 

or the number of children in the resume, would often be considered naïve and unaware 

of what is appropriate to include in a resume and possibly frowned upon (Lahey & Beasly, 

2018).  

Information about ethnicity, age or gender is not always brought to the recruiter in 

the same way. Some of the information in the resume is there by intention, with some 

applicants deciding to include information about their family situation, age or nationality. 

By reading through the lines about hobbies or personal information, cues about national 

culture or information on parental leave, the employer may be provided with more 

information. Education information, photos in a resume or even information on hobbies 

can therefore signal the ethnicity or nationality of an applicant (Dovidio & Gaertner, 2000; 

Weichselbaumer, 2017) 

Various factors may affect how a job applicant’s employability is evaluated. One point 

that needs to be taken into account is that many employers do not spend a whole lot of 

time on the screening process. Some even claim that they only spend a few seconds or 

half a minute on it (Adams, 2012; O'Neil, 2012). They are often under immense time 

pressure and need to evaluate a large pool of applicants. Time pressure, numerous 

applications and limited information on the applicants all lead to the use of simplified less 

difficult processing, with an emphasis on categorization (Kulik et al., 2007). Because of 

the lack of time and information on a resume limited to one or two pages, those in charge 

of hiring automatically engage in categorization that may activate group-stereotypes. If 
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the job selection focuses only on how the job candidate fits within the organization 

instead of focusing as well on knowledge, skills and competence, there will always be the 

risk of bias (Marlowe et al., 1996). The term bias is used to describe the effects that 

negative and extreme information has on the perception of other individuals or decision 

making (Skowronski & Carlston, 1989). 

Various types of biases can affect a recruiter’s evaluation in the selection process. 

Being lenient and hence giving everyone a positive evaluation in the interview is one type 

of hiring bias. Another bias is the halo effect, which means that an applicant receives a 

more positive evaluation in an interview due to factors that have nothing to do with the 

job. This could for example be that a candidate that lacks some competences is 

considered qualified for the job, only because he or she went to a prestigious university 

or tells fun stories (Aðalsteinsson, 2006). Intergroup bias, also referred to as ingroup 

favouritism, is the systematic tendency of giving those that belong to your own 

membership group, that is the ingroup and its members, a preferential treatment 

(Dovidio et al., 2010; Lewis & Sherman, 2003). This might mean that individuals of a 

certain gender, certain ethnicity or simply from the same neighbourhood prefer to hire 

people belonging to their own group, that is those of the same gender, ethnicity or 

because they come from their neighbourhood. An example of ingroup favoritism are the 

findings of a US study in which managers that are not black are shown to hire fewer black 

people and more white people than black managers. And in line with that, Hispanic 

managers are also shown to hire more Hispanic applicants than white managers (Giuliano 

et al., 2009). 

Biases are not the only thing affecting hiring managers’ perceptions of individuals. 

Stereotypes, prejudice and discrimination are also known to affect how people perceive 

others. The three concepts of stereotypes, prejudice and discrimination are similar to 

some extent. They are distinct but yet related (Dovidio et al., 2010). Discrimination can  

be against different groups and un-related to ethnicity, for instance discrimination 

against the disabled, religious groups or homosexuals. Ethnic discrimination is, however, 

unequal treatment on grounds of the ethnicity or the race of a group (Pager & Shepherd, 

2008). Low-prejudiced individuals are less likely to fall into the trap of relying on 

stereotypes than high-prejudiced individuals. This means that the level of prejudice 
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among those who evaluate resumes and make decisions on hiring can influence their 

decisions (Kawakami et al., 1998). Both prejudice and stereotyping are factors that impact 

employment discrimination and affect how the employer forms impressions of the 

applicant and evaluates his or her resume. 

Most people know the word stereotype or stereotypical and can even name some 

stereotypes. Stereotypes are general ideas and assumptions about the attributes of the 

members of a certain social group (Greenwald & Banaji, 1995). They become a part of 

one’s life early on with children starting to develop stereotypes at only two or three years 

old, and so becoming aware of their membership of a social group also at a young age 

(Martin & Ruble, 2010). Stereotypes affect judgment and actions in such a way that a 

person assumes that a stereotyped person carries traits that belong to the stereotype 

and acts towards that person accordingly (Greenwald & Banaji, 1995).  Stereotypes 

simplify the process of social perception, but the stereotyped target must pay the cost 

associated with inaccuracy in the stereotype (Wheeler et al., 2001).  While stereotypes 

exist, they will be used when perceiving other individuals, thus resulting in discrimination 

(Devine, 1989). In the making of stereotypes, social perceivers focus mostly on the 

behaviours that are typical of a group (Koenig & Eagly, 2014). One way to look at 

stereotype groups is to see how they measure within the stereotype content model, that 

is in warmth and competence.  
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3 Warmth and Competence in Hiring 

When people form impressions of other people, they do it in order to foresee how people 

will behave and prepare themselves on how to respond. When you meet someone, you 

always want to know whether that person will have a positive approach towards you so 

you know how to act (De Bruin & Van Lange, 1999). Impressions can be affected by 

stereotypes. When people make social judgments, two core dimensions underlie 

impressions of both individuals and groups. They are omnipresent through different 

cultures and explain the vast majority of how people judge other individuals (Cuddy et 

al., 2011).  These dimensions are known by different definitions, such as warmth and 

competence or agency and communion (Brambilla et al., 2011; Judd et al., 2005). 

But what are warmth and competence? Warmth and competence are a way of 

generalizing about traits that people use to form impressions and judgments about 

individuals and groups, as well as illustrating how these traits can be grouped together. 

They are the two main dimensions that form the basis of person and group impressions 

(Judd et al., 2005). This is the result of studies in which people are asked to connect 

different types of traits with stereotype groups in their societies. With their origin in the 

stereotype content model, different stereotypes are rated in warmth and competence. 

The rating can be low on both dimensions, high on both, or high one one and low on the 

other. Groups that are regarded as high in both warmth and competence cause 

admiration. Examples of groups that are rated high on bothe dimensions are the cultural 

defaults of society, such as the middle class in the United States (Cuddy et al., 2008). 

Other groups, like the homeless, are however rated low on warmth and competence 

leading to distaste against them (Cuddy et al., 2008). The more common combination, 

however, is that groups are high on one dimension and low on the other. 

One may ask what it means to be high on warmth or high on competence? There is no 

one correct way to describe exactly what is included in warmth although it certainly 

follows some main lines. Some say that warmth includes traits such as being good-

natured, friendly, trustworthy, tolerant and sincere (Cuddy et al., 2008). Wojciszke et al. 

(1998), however, talk about morality instead of warmth and name being fair, generous, 

helpful, honest, righteous, sincere, tolerant and understanding. There is more conformity 

in the description of traits included in the competence dimension. It is said to include 
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traits such as being clever, competent, creative, efficient, foresighted, ingenious, 

intelligent and knowledgeable (Cuddy et al., 2008). While warmth is said to reflect traits 

that represent perceived intent, competence reflects attributes that have to do with the 

perceived ability (Fiske et al., 2007). Warmth and competence are independent 

dimensions when an individual is judged. When judging social groups, warmth and 

competence often interact negatively, with one dimension low and the other high, 

creating predictable stereotypes, emotional prejudices and a tendency to discriminate 

(Fiske et al., 2007). 

The recruiter’s perception of warmth and competence affects both their behaviour 

and the organizational outcomes, for instance when making a hiring decision (Cuddy et 

al., 2011; Young & Powell, 2015). This makes warmth and competence relevant in hiring. 

A person starts their evaluation of others by automatically assessing their intentions. The 

warmth dimension involves the intentions of a person, but the competence dimension 

will tell you whether the individual will be able to make those intentions happen 

(Agerström et al., 2012). Warm and competent individuals will therefore bring out mostly 

positive emotions and behaviour, while people who are seen to lack warmth and 

competence evoke negativity (Fiske et al., 2007). It is reasonable to assume that job 

candidates who bring out positive emotions and behaviour would do better in the 

selection process than those that bring out negativity. There are indications of this in a 

study by Young and Powell (2014) on hiring of individuals with background from prison, 

showed that the hiring manager’s perception of warmth and competence of an applicant 

is positively connected to the hiring decision. Since those high in warmth and competence 

are generally determined to be the most successful, those perceived low on those 

dimensions are not likely to be favoured. 

Warmth and competence have significance when discussing the discrimination of 

ethnic named applicants because of how different ethnic groups and immigrants are 

stereotyped. It is interesting to know whether ethnic groups are rated differently on the 

stereotype content model than groups representing natives. In many studies, the generic 

group immigrant has been perceived as low in competence and low in warmth, with the 

group members seen as incompetent and untrustworthy outsiders. Studies from 

different countries have shown that in main parts the stereotype content model is 



 

18 

universal, which means that different stereotyped groups will be rated similarly in 

different countries (Durante et al., 2012). This would mean that immigrants as a group 

would be rated similarly in different countries. Each immigrant group does, however, 

have their own unique economic and social history within the host country, which again 

can vary within time. It is possible that Middle Eastern immigrants in Iceland would not 

be perceived exactly the same as Middle Eastern immigrants in the US where there is a 

long history of immigration. When added information on the immigrants’ origin or status 

is given, most immigrant groups are perceived as ambivalent stereotypes as they score 

low on either warmth or competence, but high on the other dimension (Lee & Fiske, 

2006). Latinos were perceived low in warmth and competence in a US study while black 

people were separated into two groups with black professionals being perceived warmer 

and more competent than poor black people (Fiske et al., 2002). A Swiss study shows 

immigrant groups receiving mixed scores on warmth and competence with combinations 

of negative and positive characteristics (Binggeli et al., 2014). Arabs have been perceived 

low in competence, and even lower in warmth (Cuddy et al., 2008), but in other studies 

average in competence and low in warmth in some studies (Fiske et al., 2002). In 

comparison, natives from the US, score high on competence but average in warmth (Lee 

& Fiske, 2006). A study from Norway showed that native Norwegians are seen as 

relatively high on both warmth and competence, while immigrants and Muslims were 

moderate to low on both dimensions (Bye et al., 2014). By this it is obvious, that native 

groups and ethnic groups are pereceived differently withn the stereotype content model. 

Agerström et al. (2012) apply the stereotype content model to actual settings in a 

study of hiring discrimination in the Swedish job market. The results of their study show 

that warmth and competence are relevant factors in ethnic labour market discrimination 

and that for applicants, both those those given a native name and those given an Arab 

name, the illustration of high levels of warmth and competence proves to be an 

advantage in the selection process. It also shows that if an Arab applicant wants to have 

equal opportunities of being offered a job intervie as the native Swedish applicant, the 

Arab applicant needs to illustrate higher levels of warmth and competence than the 

Swede.   
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Given that ethnic stereotype groups are normally seen as lower in competence and 

warmth than groups consisting of natives, the following hypotheses are put forward:  

Hypothesis 1:  Job applicants with ethnic-sounding names are perceived 

lower in warmth than job applicants with typically native names. 

Hypothesis 2: Job applicants with ethnic-sounding names are perceived 

lower in competence than job applicants with typically native names.  
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4 Hiring Discrimination  

Since discrimination in hiring decisions is hard to observe directly, field experiments have 

been a popular research method, done either by using an in-person audit or a 

correspondence test (Bertrand & Duflo, 2017). In field experiments on ethnic 

discrimination in hiring, the only difference between the applicants is that one of them 

has an ethnic-sounding name and the other one a name that is common among natives 

in the country of study. With the rise of online job applications, correspondence tests 

have grown in popularity, making use of the easy access to hiring professionals by using 

email (Gaddis, 2018). In correspondence tests, the researchers send job applications to 

respond to a job and the discrimination is measured by comparing the outcome between 

fictive applicants, with at least one of them representing a minority group (Bertrand & 

Duflo, 2017). In correspondence studies like that, it is very important to find a good way 

to signal the ethnicity through the resume. 

In most correspondence studies on ethnic hiring discrimination, the name of the 

applicant is used to indicate the origin. Thus the fictive applicant receives a name that 

represents an ethnicity (e.g. Bertrand & Mullainathan, 2004) or the nationality of the 

fictive applicant (e.g. Kaas & Manger, 2012; McGinnity & Lunn, 2011). With the name 

playing such a big part, it is important to choose the name carefully and be sure that it 

represents the correct group. The name gives indications of the applicants’ group 

membership, which may lead to stereotyping and possibly resulting in discrimination 

(Fiske, 1998).  

Meta-analyses have shown that in the majority of the correspondence studies on 

discrimination in hiring decisions, fictive job applicants of immigrant or ethnic origin are 

discriminated against as opposed to the native applicants (Baert, 2018; Zschirnt & Ruedin, 

2016). The level of discrimination in these studies varies but can be relatively high. The 

findings of Zschirnt & Ruedin (2016) show that minority applicants need to send on 

average 50% more applications than natives to get an invitation to a job interview. In all 

but one of the studies presented in their meta-analysis, the average call-back rate for 

ethnic applicants is lower than for native applicants.  

Some of those studying ethnic discrimination in hiring even claim that applications 

from ethnic named applicants do not stand a chance. Because of the name, employers 
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do not even have a look at the resumes from job applicants with ethnic or foreign 

sounding names. This can be seen in a study from the Netherlands, in which two well-

known online resume databases were used in order to see how many times the 

employers requested to see the full resume of an applicant. What is interesting in their 

results is that applications from candidates with Dutch names are generally viewed on 

average 9,57 times, while resumes from Arabic named job candidates are opened only 

6,36 times (Blommaert et al., 2014a). Bartos et al. (2016) also see a difference in the 

number of times majority applicants’ resumes from the Czech Republic are opened 

(63,3% of the times) as opposed to minority applications from applicants of Asian origin 

(47,5% of the times). 

Even if studies from various countries show that ethnic named applicants have fewer 

possibilities of being offered a job interview than native applicants (Bertrand & 

Mullainathan, 2004;  Drydakis & Vlassis, 2010; Jacquemet & Yannelis; 2012; Jowell & 

Prescott-Clarke, 1970; Maurer-Fazio, 2012; Weichselbaumer, 2017; Widner & Chicoine, 

2011), it is nevertheless possible to find examples of studies with little or no difference in 

call-back rates. Polish females from a Swedish study have a similar call-back rate as native 

applicants, even if other ethnic groups show signs of being discriminated against (Vernby 

& Dancygier, 2018). No discrimination against Latinos is shown in a US study with Latino 

applicants receiving slightly more callbacks than natives (Bendick et al., 1991). The 

difference in the number of call-backs for Italian applicants versus native Australian 

applicants is hardly significant in Booth et al. (2012). When Portuguese applicants and 

Spanish applicants are compared to native Swiss applicants, neither Portuguese nor 

Spanish applicants are discriminated against in two separate studies from Switzerland 

(Fibbi et al., 2006; Krings & Olivares, 2007). It is possible to find a study with no statistical 

difference in ratings of white, black and Hispanic job applicants (Dariolia et al., 2016). In 

that study, however, the choice of name for the black applicants may partly explain the 

results, but that is not the case for Hispanic applicants in that same study. What is 

intriguing when looking at all the studies in which the level of discrimination is low or 

non-existing, is that there are possible signs in some of the studies of geographical 

proximity and proximity of culture and languages influencing the results.  
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Researchers have focused on different aspects in their aim to figure out what factors 

affect the level of ethnic discrimination. Some have studied whether the type of job 

affects the possibilities of a callback for an interview. A few of these studies have focused 

on whether or not increased customer contact increases the chances of ethnic 

discrimination. Results on that have, however, not been consistent (Booth et al., 2012; 

McGinnity & Lunn, 2011). Other studies have focused on blue collar jobs as opposed to 

white collar jobs or the level of qualification needed. In a Swedish study with 15 different 

job types, dividing jobs into qualified and less qualified, there are no clear lines that ethnic 

applicants applying for blue collar jobs are more likely to be discriminated against. For 

senior and high school teacher’s jobs as well as receptionists there is almost no 

discrimination, but the highest discrimination rate is for cleaning jobs and assistant nurse 

positions (Bursell, 2007). 

There are fewer examples of studies in which the job requires extensive training or 

involves management, but some can be found. Andriessen et al. (2012) found that the 

level of discrimination is higher in jobs that would classify as low-skilled and require 

limited training, than in high-skilled jobs. A study from the Indian job market also showed 

that for jobs requiring higher skills and formal qualifications, there was no disadvantage 

between the minority group and the majority group (Banerjee et al., 2009). A European 

study of jobs for Ph.D. economists showed no signs of discrimination against non-

Western applicants as opposed to applicants that would be considered of Western origin 

(Krause et al., 2012).  In a study by Derous et al. (2009) with a student sample, two of the 

job positions are those of an office manager and a customer service manager. For the 

position of a customer service manager, described as a mentally demanding job with 

client contact, there is no difference in how Arab and white job candidates are rated. 

There are some examples of studies addressing the reasons behind discrimination. In 

a study from 2001, some of the employers claim that they see no racial differences 

between black and non-black employees while other respondents refer to negative 

attributes among black employees on matters such as their motivation, skills and 

attitudes. Some respondents in that study explained the racial homogeneity in their 

employee group by their employees’ antipathy towards other races (Moss & Tilly, 2001). 

In a US study, one of the reasons for the hesitation in hiring black men was that they were 
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seen to lack work ethic and did not dress and conduct themselves properly (Pager & 

Karafin, 2009). In a Norwegian study, employers described both positive and negative 

experiences from hiring applicants of immigrant origin. The positive experiences were 

mostly that certain nationalities were more polite and had better work ethics than 

Norwegians, but negative experience included language difficulties, religious aspects that 

clashed with their work or cultural incompatibilities such as negative views of females 

(Birkelund et al., 2020). In Canadian study, when asked about the reason behind their 

discrimination of ethnic named applicants, most employers mentioned that a foreign 

name often indicated a lower level of English language proficiency (Oreopoulos, 2011). In 

Jacquemet and Yannelis’ study (2012), employers also raise a concern that job applicants, 

with non-Anglo-Saxon names, may speak English with an accent. Education and work 

experience from the home country of the ethnic applicant has also shown to be valued 

less than work experience from the country where the study takes place (Carlsson & 

Rooth 2007; Oreopoulos, 2011).  

Given the above, the following hypotheses are put forward: 

Hypothesis 3: Job applicants with an ethnic-sounding name are rated 

lower on employability than job applicants with a typically native name. 
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5  The Effect of Recruiters’ Background on Hiring Decisions 

Those that make decisions about hiring are the ones that have the possibility of 

discriminating. Accordingly, it is intriguing to see if the recruiters’ background affects 

whether or not they show signs of discriminatory intensions. The long tradition of 

studying discrimination through audit studies offers a study design that excludes the 

possibility of raising questions to the decision makers, thus information on those who 

make the decision is not available to the researchers. The gender of the recruiters and 

their hiring experience are, therefore, interesting to look at. 

The difference between the genders has been a popular topic in literature and culture 

over the years, but also the subject of some studies that have focused on the differences 

between males and females in various contexts. These studies have focused on different 

aspects. Some focus on physical differences based on the women’s abilities to bear a child 

and how that has shaped their roles and the greater size and strength of men creating 

task efficiency. Other studies are based on evolutionary theory or the selectivity 

hypothesis (Meyers-Levy & Loken, 2015). Some studies show that men are more trusting 

than women (Garbarino & Slonim, 2009; Kanagaretnam et al., 2006), other that there is 

no difference (Croson & Buchan, 1999; Schwieren & Sutter, 2008). It is however more 

difficult to find studies in which women are found to be more trusting (Croson & Gneezy, 

2009). There are indications that competitiveness impacts men‘s performance more than 

women‘s (Bönte, 2015; Gneezy et al., 2003). Female participants have also been shown 

to be more likely to suggest an equal split of reward suggesting more altruism or aversion 

to inequality (Croson & Gneezy, 2009). Andreoni and Vesterlund (2001) found indications 

that females in a dictator game study were more egalitarians, but males more likely to be 

completely selfish or completely selfless. This could indicate that female candidates 

would be fair in rating fictive applicants and thus be more likely to rate an applicant with 

an ethnic-sounding name equally as the native named applicant. 

In the evaluation of others, there have been findings suggesting that gender can affect 

how evaluation of others. Some of the studies show women being less biased in their 

ratings than men (Carli et al., 1995; Eagly et al., 1992), while other show no difference in 

how males and females evaluate the applicants (Heilman & Chen, 2005). Studies have 

also shown indications that male and female recruiters evaluate applications differently 
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(Lai & Babcock, 2012). Female recruiters rate male applicants as having more work 

experience than female applicants and male recruiters rate females to have more 

extracurricular activities than male applicants (Cole et al., 2004). Female recruiters are 

more likely to offer a job candidate an interview than male recruiters, but they also 

appear to be in responsible for most of the discrimination against female job candidates 

with non native sounding names (Edo et al., 2019). Female hiring professionals have also 

been shown to be more likely to fill a vacancy with a female job applicant than male 

recruiters (Gorman, 2005). In a study by Ekehammar and Sidanius (1982), with a sample 

of 783 Swedish high school students from Stockholm, females were revealed to be less 

racist and more egalitarian than males. This in agreement with studies on ethnic 

discrimination in hiring that focus on the gender of the recruiters. In a study by 

Blommaert et al. (2014b), male participants from a student sample are more likely than 

female participants to discriminate against ethnic minority applicants. This is in line with 

Carlsson (2010) showing that when the hiring professional is male, candidates with 

immigrant background have less chances of an interview than natives. The same is seen 

in Carlsson and Rooth (2007), where there were indications of male recruiters treating 

applicants with a Middle Eastern name more negatively than applicants from native 

Sweden, as opposed to female recruiters. 

With regards to judging applicants’ level of warmth and competence, a study has 

shown that females are more likely to establish their impressions of people on morality 

judgments – which would be similar to warmth – than on competence judgments, but 

males would base their impression more on competence than on morality (Wojciszke et 

al., 1998). It is, therefore, an interesting factor to look into whether or not there is any 

difference in how females and males, that are responsible for hiring, rate applicants of 

ethnic origin compared to a native. Taking into consideration that studies have shown 

evidence of females being more focused on equality and males more negative in their 

evaluation of foreign-named job applicants, the following hypotheses are put forward: 

Hypothesis 4a: Female recruiters rate job applicants with ethnic-sounding 

names equally as job applicants with typically native names on 

employability.  
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Hypothesis 4b: Male recruiters rate job applicants with an ethnic-

sounding name lower on employability than job applicants with typically 

native names. 

Hypothesis 5a: Female recruiters rate job applicants with an ethnic-

sounding name equal on warmth and competence as the job applicants 

with typically native names. 

Hypothesis 5b: Male recruiters rate job applicants with an ethnic-

sounding name lower on warmth and competence than job applicants 

with typically native names. 

Some studies have shown that a person with experience in hiring is likely to rate an 

applicant differently than a person with little or no experience. There is limited 

information on the subject, but in studies comparing a student sample and a sample of 

employers, it is possible to conclude that one of the groups has some experience but the 

other none or little. The results of these studies have been non-conclusive. Singer and 

Bruhns’s study (1991) suggests that managers value work experience more than students 

do when rating job candidates. More studies show that experience in hiring gives 

different results. A study in which students without any hiring experience and 

experienced managers are asked to do selection ratings, suggests substantive differences 

in their ratings with students rating applicants much higher than the experienced 

managers did (Barr & Hitt, 1986). The same goes for Dipboye et al.’s study (1975) where 

students rate applicants more favourably than those with experience in the selection 

process for college admission and in Gilmore et al. (1986) where student raters are more 

lenient than recruiters with experience. Yet another study shows that recruiters with 

experience were are likely to use insignificant information in their evaluation of job 

candidates of non-native ethnicity, possibly due to being too confident about their own 

hiring skills (Derous & Ryan, 2019).  

There are also examples of studies showing no difference between how experienced 

recruiters and students rate applicants, such as Büsch et al.‘s study (2009) on ageism. 

Other studies show evidence of experienced decision makers being less likely to 

discriminate. Graves (1993) points out that individuals with experience from employment 

interviews may have detailed mental structures, causing them to be faster than the less 
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experienced in categorizing applicants as well as deciding on who should be hired and 

who shouldn’t. In a 1996 study on gender and attractiveness biases in hiring decisions, 

individuals with more hiring experience are less likely to show bias when rating job 

applicants than those with less hiring experience (Marlowe, Schneider & Nelson, 1996).  

As some studies have indicated that the more experienced the recruiter is, the less 

they discriminate, the following hypotheses are put forward:  

Hypothesis 6a: Experienced recruiters rate job applicants with ethnic-

sounding names equally on employability as job applicants with typically 

native names.  

Hypothesis 6b: Recruiters with less experience rate job applicants with 

ethnic-sounding names lower on employability than job applicants that 

have typically native names. 

Hypothesis 7a: Experienced recruiters rate job applicants with an ethnic-

sounding name equal on warmth and competence as the job applicants 

with a typically native name. 

Hypothesis 7b: Recruiters with less experience rate ethnic named job 

applicants lower on warmth and competence than job applicants with a 

typically native name. 
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6 Method  

The objective of this research was to study if there was difference in how job applicants 

with an ethnic-sounding name were perceived as opposed to job applicants with typically 

native names and look into whether the gender and hiring experience of those in charge 

of hiring decisions affect their evaluations of ethnic and native named applicants. In this 

study, which is a part of a bigger research project, a framed field experiment was used. 

Framed field experiments belong to a group of economic experiments originally 

designed to evaluate economic theories using laboratory conditions in a systematic way 

(Bouma et al., 2014). A framed field experiment has the advantage of embodying 

important elements of the context of a natural environment, but at the same time taking 

the ethical aspect into account with participants being conscious of their participation in 

an experiment (Levitt & List, 2009). The framed field experiments give the possibility of 

fully controlling the settings of the experiment,  but at the same time focus on exactly the 

target group taking part in a familiar context (Lahey & Beasley, 2009). Framed field 

experiments have proven to be quite good predictors of consumer behaviour and there 

are indications of external validity although not fully confirmed (Lusk et al., 2006). The 

advantage of using a framed field experiment is that although they represent fictive 

situations, meaning that the answers have minimal stake linked, they can easily be 

manipulated and survey programs can be used (Harrison & List, 2004). The participants 

are unaware of the use of randomization, thus excluding any randomization bias (Levitt 

& list, 2009). Another option to study ethnic discrimination in hiring in the Icelandic 

labour market would have been to use a correspondence study. In correspondence 

studies, there is the possibility of ethical issues, being that participants need to remain 

unaware of their own participation in the study, in order not to ruin it (Blommaert et al. 

2014a). Considering the size of the Icelandic labour market, as well as the common 

procedure to ask job candidates for their ID-number, a typical correspondence study with 

fictive applicants would have proven complicated to perform. The possibility of 

participants becoming aware of their participation in an experimental study is substantial 

with the risk of invalidating the data gathered. Thus the framed field experiment was a 

better option in order to avoid being revealed and invalidating the results. Another 

advantage of using a field experiment is the ethical factor. The time of hiring professionals 
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is not wasted on fictive applications, thus possibly generating costs for employers and 

affecting the competition in the labor market (Fossati et al., 2020).  In correspondence 

tests the fictive applicants normally apply to advertised positions (Zschirnt & Ruedin, 

2016). This might lead to certain types of jobs being less studied than others. In framed 

field experiments, however, it is possible to study discrimination for most types of jobs. 

Correspondence and in-person audits have, however, been criticized because they are 

usually for entry-level jobs, although some exceptions exist (Bertrand & Duflo, 2017). 

Correspondence studies have also failed to provide researchers with information 

about the individuals that are responsible for the discrimination. Therefore, other 

methods are worth trying. By applying a framed field experiment method, it is possible 

to ask participants questions about their background and even personality. This study 

provides knowledge about how the participants rate the job applicants, and at the same 

time contributes with information on the participants’ gender and hiring experience and 

its possible effect on applicant rating.  Giving the chance of providing information on the 

attitudes or motives of the employers, which is not the case with correspondence studies, 

is therefore valuable (Jensen et al., 2012). Another advantage of using a framed field 

experiment is the target. The sample is not a non-target population such as students, but 

exactly the population needed for the study (Fossati et al., 2020). In correspondence 

studies, the rejection against an ethnic applicant does not have to mean that there is 

discrimination involved as there may be many reasons for rejection (Riach & Rich, 2002). 

Reasons such as the advertisement being published despite it already being decided who 

would get the job, someone from inside the organization ended up getting the job or the 

qualifications needed for the job changed within the selection process (Bursell, 2007). In 

a framed field experiment false rejections will not affect the results. 

In this study, it would have been possible to choose either a non-paired approach, in 

which only one resume is sent out, or a paired approach presenting two or more resumes 

(Vuolo et al., 2018). Using a paired approach gives the possibility of a bigger sample and 

also the same person will evaluate both resumes. The downside is that the participant 

can become more fixated on some small differences between resumes, which would not 

be the case when viewing only one treatment or control and so decreasing how much 

discrimination is measured (Lahey & Beasly, 2018)  
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In this framed field experiment, a non-paired approach was chosen. Using that 

method, participants are less likely to discover the aim of the study, increasing the 

chances of answers being realistic. In a framed field experiment, the creation of work 

history does not create any complications as it does in some correspondence studies 

(Wood et al., 2009). A real organization can be used for descriptions of work experience 

in the resume with little risk that it will be fact-checked or any harm being caused by 

detection. Unpaired design is also more realistic in the way that it is highly unlikely in any 

hiring situation to receive two almost identical resumes (Lancee, 2019). By applying a 

non-paired approach in a framed field experiment design, it is also possible to keep both 

resumes identical in every aspect except for the part that illustrates the ethnicity of the 

fictive job applicants. In paired approach correspondence studies, resumes are kept as 

similar as possible (Oreopoulos, 2011) but they are never identical making it possible that 

the difference in call-back rates is caused by other factors than the ethnicity alone. 

6.1 The Resumes  

The framed field experiment consisted of a survey in which participants were presented 

with a job advertisement for a department manager job in a large Reykjavík based 

company. Responsibilities and qualifications are listed and there is a short description of 

the job (see Appendix A). 

For different versions of resumes were made in which only the name varies and the 

photos; one for the female applicant (see Appendix C and E) and one for the male 

applicant (see Appendix B and D). Randomization in the survey system was used, thus 

making sure that applicants were randomly presented with different resumes. The 

applicants carried an Icelandic or foreign name for either males or females. This way the 

method was to compare reactions to foreign named applicants and applicants carrying a 

native Icelandic name. In some countries, it can be difficult to differentiate between a 

native name and the name of the applicant of ethnic origin and in some cases the name 

is not precise enough signal of ethnicity (Andriessen et al., 2012; Lancee, 2019). This is 

however not a problem in Icelandic settings. The majority of Icelanders have names that 

follow a naming tradition that easily differentiates them from most foreign names and 

thus makes them easily recognizable to participants in Iceland.  
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The choice of names in ethnic discrimination testing is often based on choosing 

common names as seen in studies like Carlsson (2010), Darolia et al. (2016) and Vernby 

and Dancygier (2018). For the resumes, the focus was on common Icelandic names, that 

were neither very traditionally Icelandic nor foreign sounding. The chosen male name 

was Viktor Magnússon, and the female name was Viktoría Magnúsdóttir. According to 

information from Statistics Iceland, Viktor is the 30th most common name for individuals 

aged 25 – 29 years old and Viktoría is the 149th most popular for the same age group but 

has gained big popularity with younger Icelanders, being the 56th most popular name for 

20 – 24 year olds and gradually more popular for younger age groups. The last names that 

were chosen, Magnússon for males and Magnúsdóttir for females, are last names made 

out of the first names of the father. Magnús is a name that is in the top ten for the most 

popular names for age groups that could be fathers to 28 year olds (Statistics Iceland, 

2019a, 2019b). Using a known method applied in studies like Drydakis and Vlassis (2010), 

all applicants were given ethnically distinctive first and last names. The foreign names 

chosen were Nazim Assaf for the male applicant and Aisha Assaf for the female candidate. 

According to the website Behind the Name, both of the first names are of Arab origin and 

connected to the Islam religion (Behind the Name, 2019a; Behind the name 2019b). It is 

a known method to choose common nationalities or ethnicities in the country and used 

by i.e. Coates and Carr (2005) and Midtbøen (2016). Choosing a name, popular among 

Muslims for this study does not mean that these belong to the largest immigration group 

in Iceland. It is nevertheless relevant as immigration from Muslim countries such as Syria, 

Morocco and Afghanistan has been increasing in the last few years (Statistics Iceland, 

2020). Pre-tests, or preliminary survey, are commonly used by researchers and believed 

to be important to increase the validity of the results (Edo et al., 2013; Gaddis, 2017). In 

the pre-tests done for this study, most of the participants said that the ethnic-sounding 

names for the fictive applicants sounded North African or middle-Eastern. It needs to be 

taken into account, however, that a name may bring up more than the ethnicity alone, it 

may give indications of religion as well, in this case it being the Muslim religion (Midtbøen, 

2016). 

The resumes are from a married 28 year old with three children who have a B.Sc. 

degree from a Danish university that is frequented by Icelanders, as well as a master’s 

degree from an Icelandic university. It is also stated that the applicant finished college in 
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Iceland. This provides the participants with the information that the fictive applicant has 

been living in Iceland for at least ten years and came to Iceland as a teenager or younger. 

Same is done in other studies, such as Vernby and Dancygier (2018) where they choose 

young fictive applicants to minimize the difference between the Swedish applicants and 

those with an immigrant background. This is also done in a Belgian study where the 

applicants of ethnic origin are said to have their education from Belgium (Capeau et al., 

2012). In Drydakis and Vlassis (2010), applicants are also of similar age and have a high 

school diploma from a local high school which indicates a lengthy stay in the country. This 

implies a certain level of naturalization.  

The photos chosen for the resumes were bought from a photo database called iStock. 

A selection of photos were chosen and pre-tests sent out in which participants rated the 

individuals on the pictures in attractiveness, trustworthiness, likeableness and age as well 

as guessing their origin. Taking the results from these pre-tests into account, photos of 

individuals that had similar ratings on attractiveness, likeability, trustworthiness and age 

were chosen. Pretests using an independent-samples t-test to measure likeability showed 

no statistically significant difference in ratings of the female fictive applicant (M = 4.33, 

SD = 0.76) and the male fictive applicant (M = 4.54, SD = 0.64), t(50) = 1.04, p > .05. 

Comparison of trustworthiness between the male (M = 4.11, SD = 0.74) and female 

applicant (M = 3.92, SD = 0.72, t(50) = 0.94, p > .05) did not show any statistically 

significant difference either. Difference between ratings of attractiveness between the 

female applicant (M = 4.42, SD = 0.83) and the male applicant (M = 4.00, SD = 0.86, t(50) 

= -1.77, p > .05) was not statistically significant either. The pretest participants also 

guessed the age of the people in the photos which was then used to determine what age 

was chosen to present the fictive applicants in the resume. A Mann-Whitney U test of the 

pretest results revealed no significant difference in the age ranking of the male applicant 

(Md = 24.18, n = 28) and the female applicant (Md = 28.22, n = 23), U = 373.00, z = 1.11, 

p = .267. 

6.2 The Questionnaire 

After seeing both the job advertisement and the resume, participants were presented 

with a questionnaire (see Appendix F). They were first asked to rate some statements 

about the applicants and about the applicant’s employability with answers on a seven-
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point Likert scale ranging from completely disagree to completely agree. Participants 

rated applicant on three different statements that were used to measure the fictive 

applicant’s employability. The three statements were the following: I would consider the 

applicant as qualified for the position, I would like to interview this person for this position 

and This person has a good chance of making a ‘short list’ of candidates for this position. 

To measure the internal consistency of these, Cronbach’s alpha was calculated and 

showed acceptable reliability, α = 0.93. The rating of statements is similar to what Cole 

et al. (2007) use in their study when evaluating the employability of applicants. They ask 

for example about the overall evaluation of the candidate and how likely it is that the 

candidate would be offered an interview. Cole et al. (2004) assess the applicants’ 

employability by asking how likely it is that they would want to interview the applicant, 

and if they would make hiring suggestions for the job candidate. Although the 

respondents’ evaluations do not measure real outcomes, the answers are nevertheless 

an indirect evaluation of how suited the applicant would be for the job (Fossati et al., 

2020). Thus we can say that by rating applicants on these statements, the participants 

evaluate their employability. 

The three questions used to evaluate the applicant’s competence are all connected to 

the competence traits described by Cuddy et al. (2008) and were as follows: I think this 

person is hardworking, I believe this person is efficient and I think this person is dedicated. 

Cronbach’s alpha reliability measure showed acceptable results, α = 0.90. The statements 

that the participants rated and were used to evaluate the job applicant’s warmth are 

related to the traits described by Cuddy et al. (2008) and Wojciszke et al. (1998). They 

were as follows: I think this person is friendly, I think this person is likable and I think it 

would be good to talk to this person. Cronbach’s alpha for these three showed acceptable 

reliability, α = 0.89. Finally, the participants were asked to answer some questions about 

their age, gender and hiring experience: How old are you?, What is your gender? 

Approximately, how many times in your career have you been involved in a hiring 

procedure? To indicate warmth in studies, it is common to include some description of 

the applicant to indicate warmth, for example saying that the applicant is popular among 

colleagues and pleasant to work with (Agerström, 2012). 
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6.3 Procedures 

Gathering of email addresses for the larger research that this study forms a part of was 

done in September and October of 2019. The organizations were both from the public 

sector and private companies, located across the country and of different sizes. Names 

of organizations were found through different measures, e.g. using search engines to list 

up companies in different municipalities, lists of public institutions and member lists for 

confederations of Icelandic enterprises, within different sectors. This follows the line of 

Pedulla (2018) who suggests it can improve the representativeness in audit studies if the 

companies chosen for the study come from a representative national database.  

The survey was sent out to participants on 29.10.2019 through the Qualtrics Survey 

software and followed up with a reminder email a few days later. Participants had been 

told that this was a research project related to the labour market, involving cooperation 

between employees, recruitment and attitudes. It was not considered possible to inform 

the participants more precisely about the aim of the study, as it would have been likely 

to affect their answers. This is in line with other studies, such as Cole et al. (2004) in which 

the participants are not informed about the exact aim of the study. Participants were 

informed in the beginning about what the survey would look like, how long it would take 

and that no personally identifiable information would be included. Participants were also 

given the chance to participate in a lottery with a gift card as a prize to encourage people 

to finish the survey. 

6.4 Participants  

The survey participants were chosen because of their hiring experience. Using a 

convenience sample, participants were approached on their work emails and offered to 

participate. In total, 354 participated in this part of the survey with each participant rating 

one of four different resumes.  

The participants varied in gender, age and hiring experience as can be seen in Table 1. 

The males and females participating were more or less equal in number. Participants also 

varied in age, with the largest group being 45-54 years old. A large part of the participants 

had extensive hiring experience, with 40,7% having been involved in more than 31 hiring 

processes.  
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Table 1. Background of Participants. 

 

When comparing how different background factors affect how recruiters evaluate the 

resumes, the groups were divided into two gender groups: females and males. The other 

background factor used for analysis was the hiring experience of the participants. The 

participants were divided into two groups where the median lay in hiring experiences. 

That meant that participants with lower hiring experience were those that stated that 

they had been involved in a hiring process 30 times or less (N = 210) and those with high 

hiring experience were defined as those that had been involved in a hiring process more 

often than 31 times (N = 144).  

  

Background %

Gender

Male 51.0%

Female 49.0%

Age

18 - 34 years old 8,8%

35 - 44 years old 26,0%

45 - 54 years old 39,5%

55 year and older 25,7%

Hiring experience

Low (10 times or less) 31,9%

Medium (11 - 30 times) 27,4%

High (31 or more times) 40,7%
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7 Results 

In the following chapter, the results of the framed field experiment will be presented. The 

first part of the results involves ratings of warmth and competence. Independent-samples 

t-tests were used to measure the ratings of warmth and competence in order to see if 

there was any difference in their evaluations of job applicants with a typically native name 

in contrast to job applicants with ethnic-sounding names. When looking at how the 

participants rated the job applicants’ level of warmth, the results showed no statistically 

significant difference between ratings of resumes for job applicants with a typically native 

name (M = 5.21, SD = 0.91) in comparison to applications from job applicants with ethnic-

sounding names (M = 5.34, SD = 1.00), t(349) = -1.22, p > .05. The results for participants’ 

ratings of job applicants’ level of competence show that there was no statistical 

difference between the participants’ ratings of resumes from applicants with typically 

native names (M = 5.22, SD = 0.90) versus resumes from applicants with an ethnic-

sounding name (M = 5.06, SD = 0.99), t(349) = 1.59, p > .05. Hypothesis 1 about job 

applicants with ethnic-sounding names being perceived lower in warmth than job 

applicants with typically native names is therefore not supported. Hypothesis 2 about job 

applicants with an ethnic-sounding name being perceived lower in competence than job 

applicants with a typically native name is not supported either. 

The second part of the results were employability ratings of job applicants with a 

typically native name and job applicants with an ethnic-sounding name. Independent-

samples t-tests were used to test employability by type of resumes, that is if there was 

any difference in how participants rated the resumes from those two groups. In 

evaluation of employability, there was no statistical difference between how resumes 

from applicants with typically native names (M = 5.26, SD = 1.27) were rated in 

comparison to applications from applicants with ethnic-sounding names (M = 5.17, SD = 

1.30), t(348) = 0.67, p > .05. Hypothesis 3 about job applicants with an ethnic-sounding 

name being rated lower on employability than job applicants with a native sounding 

name was not supported. 

The third part of the results focuses on background factors of the recruiters and 

whether or not they affect their ratings. Independent samples t-test were again used to 

measure whether or not the background factors of the employers would affect how they 
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rate job applicants with an ethnic-sounding name as opposed to job applicants with a 

typically native name on both employability, warmth and competence. The background 

factors that were measured were gender and experience in hiring. When looking at 

employability, there was no statistically significant difference in how male recruiters 

evaluated job applicants with ethnic-sounding names (M = 5.24, SD = 1.22) and job 

applicants with typically native names (M = 5.31, SD = 1.16), t(174) = 0.41, p > .05. The 

same applies to female recruiters. There was no statistically significant difference either 

between how female recruiters rated job applicants with ethnic-sounding names (M = 

5.10, SD = 1.39) as opposed to job applicants with typically native names (M = 5.19, SD = 

1.37), t(170) = 0.44, p > .05. This means that hypothesis 4a about female recruiters rating 

job applicants with ethnic-sounding names equally as job applicants with typically native 

names on employability is supported. Hypothesis 4b about male recruiters rating job 

applicants with ethnic-sounding names lower on employability than job applicants with 

typically native names is however not supported as there was no statistically significant 

difference between how they rate native and ethnic named job applicants.  

Looking at the measures for warmth and competence, there was no statistically 

significant difference in how female recruiters evaluated ethnic applicants (M = 5.41, SD 

= 0.94) on warmth as opposed to native applicants (M = 5.30, SD  = 0.88), t(171) = -0.83, 

p > .05. On the other hand, there was a statistically significant difference in how female 

recruiters rated ethnic applicants on competence (M = 5.07, SD = 1.05) in comparison to 

native named applicants (M = 5.39, SD = 0.91), t(170) = 2.17, p < .05, d = 0.33 with female 

recruiters rating ethnic applicants lower than native applicants on competence. This 

means that hypothesis 5a about female recruiters rating job applicants with ethnic-

sounding names equal on warmth and competence as job applicants with typically native 

names is not fully supported. Although female recruiters did rate ethnic and native 

named job applicants equally on warmth, there was a statistically significant difference 

in how they rated the two groups on competence. The results for male recruiters showed 

that there was no statistically significant difference in how males evaluated ethnic job 

applicants (M = 5.26, SD = 1.06) on warmth as opposed to native job applicants (M = 5.13, 

SD = 0.94), t(175) = -0.87, p > .05. The same applies to their ratings of applicants‘ 

competence. There was no statistically significant difference between male recruiters‘ 

evaluation of competence for ethnic named applicants (M = 5.04, SD = 0.94) and native 
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named applicants (M = 5.03, SD = 0.87), t(174) = -0.07, p > .05. Hypothesis 5b on male 

recruiters rating job applicants with ethnic-sounding names lower on warmth and 

competence than job applicants with native names is therefore not supported. 

Last but not least we have the results on how the hiring experience of the recruiters 

affects the employability ratings of job applicants with an ethnic-sounding name and job 

applicants with a typically native name. There was no statistically significant difference in 

how those with high hiring experience rated job applicants with ethnic-sounding names 

(M = 5.05, SD = 1.21) and job applicants with typically native names (M = 5.10, SD = 1.25), 

t(141) = 0.25, p > .05 on employability. Employability ratings of those with lower hiring 

experience showed no statistically significant difference either. Less experienced 

recruiters evaluated job applicants with ethnic-sounding names (M = 5.26, SD = 1.37) 

slightly lower on employability than applicants with typically native names (M = 5.37, SD 

= 1.27), t(204) = 0.60, p > .05, yet the difference was not statistically significant. These 

results show that hypothesis 6a about experienced recruiters rating job applicants with 

ethnic-sounding names equally as job applicants with typically native names on 

employability is supported, but hypothesis 6b about recruiters with less hiring experience 

rating job applicants with an ethnic-sounding name lower than job applicants with a 

typically native name is not supported as there is no difference in how the rate those two 

groups. 

Results on the evaluation of warmth showed that there was no statistically significant 

difference in how recruiters with high hiring experience evaluated job applicants with 

ethnic-sounding names (M = 5.14, SD = 1.05) and applicants with typically native names 

(M = 5.20, SD = 0.90), t(140) = 0.34. With regards to competence, there was no statistically 

significant difference between how experienced recruiters evaluated job applicants with 

ethnic-sounding names (M = 4.99, SD = 0.98) on competence as opposed to job applicants 

with a typically native name (M = 5.15, SD = 0.88), t(140) = 1.03, p > .05. There was 

however, a statistically significant difference in how recruiters with lower hiring 

experience rate applicants on warmth. They rated ethnic named applicants higher on 

warmth (M = 5.48, SD = 0.95) than applicants with a typically native name (M = 5.22, SD 

= 0.92), t(205) = -2.03, p < .05, d = 0.28. Recruiters with lower experience rated both types 

of resumes equally on competence with no statistically significant difference in how they 
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rated job applicants with ethnic-sounding names (M = 5.10, SD = 1.00) and job applicants 

with a typically native name (M = 5.26, SD = 0.92), t(205) = 1.20, p > .05. Hypothesis 7a 

about experienced recruiters evaluating job applicants with ethnic-sounding names and 

job applicants with typically native names equally on warmth and competence is 

therefore supported. Hypothesis 7b about recruiters with less experience rating job 

applicants with an ethnic-sounding name lower on warmth and competence than job 

applicants with a typically native name is however not supported. The less experienced 

recruiters did rate job applicants with ethnic-sounding names higher on warmth than job 

applicants with a typically native name but there was no statistical difference in how they 

rated the two groups on competence.  
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8 Discussion 

The aim of this study was to study ethnic discrimination in hiring by focusing on how 

people that make hiring decisions rate job applicants with ethnic sounding names as 

opposed to applicants with a typically native name. Also, to see if there is a difference in 

how recruiters rate the job applicants on warmth and competence to check for possible 

differences between their ratings of job applicants with a typically native name as 

opposed to applicants with ethnic-sounding names. Last but not least, the aim was to see 

if the ratings of those two groups on employability, warmth and competence were 

affected by the age and hiring experience of the recruiters. 

The results of this study are somewhat unexpected. They show that the recruiters did 

not discriminate against job applicants with ethnic-sounding names as opposed to job 

applicants with a typically native name when judging them on employability, warmth and 

competence. The results of how the recruiters perceived the applicants’ employability 

are in contrast with findings of many studies on ethnic discrimination in hiring which show 

applicants with ethnic names having less chances of being offered an interview when 

compared to native named applicants (Cediey & Foroni, 2008; Oreopoulos, 2011; 

Weichselbaumer, 2017; Zschirnt & Ruedin, 2016). The ratings of warmth and competence 

are also in contrast with studies on the stereotype content model in which immigrant 

groups are pereceived differently than natives (Binggeli et al., 2014; Fiske et al., 2002; Lee 

& Fiske, 2006). The difference in results is intriguing. It’s not possible to condlude that 

ethnic discrimination in hiring is non-existent in Iceland. The results do reflect indications 

that recruiters do not discriminate against job applicants only because of their ethnic-

sounding name. 

Various factors may affect these results. The design of this study might play an 

important role. Many of the studies that show discrimination of ethnic-named applicants 

in the selection process are correspondence studies. Correspondence studies lack inside 

into the situation at the workplace where the discrimination finds place. Not being invited 

to an interview might be related to other factors than discriminatory behaviour and 

prejudice. The lack of invitation to a job interview may be associsated with the timing of 

the applications, the current employment status without it being related to preferring a 

particular ethnicity (Riach & Rich, 2002). With this framed field experiment, the name of 
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the applicant, as well as the gender, is the only difference between the resume and there 

is full control over what information is provided to those evaluating the resumes. 

Education and work experience from Iceland may also have had an impact on why the 

recruiters in this study evaluate the applicants equally. The applicants both have 

experience from the Icelandic school system. This agrees with studies showing indications 

of ethnic-minority applicants receiving a more positive evaluation when they are 

perceived to have attributes that would stereotypically be linked to white applicants 

(Branscombe & Smith, 1990). In our study the applicant not only has Icelandic high school 

education but also a university degree from a Danish university frequented by Icelandic 

students which both shows a level of naturalization. Studies have also shown signs that 

schooling and experience from outside the native country are valued less by employers 

than native education and experience (Carlsson & Rooth, 2007; Oreopoulos, 2011). The 

length of stay in Iceland also gives implications that the person would most likely have a 

residence permit and be a permanent resident of the country. According to 

Weichselbaumer (2017), residence status has sometimes been shown to be a factor when 

choosing applicants. Other employers have expressed concerns about ethnic named 

applicants’ level of the native language (Oreopoulos & Dechief, 2012). In this study the 

ethnic named candidate has high school education and a university degree from Iceland 

which gives strong indications of that person having lived in Iceland for a while and having 

had chances to learn the Icelandic language. 

Another aspect that might have affected the results is the choice of origin of the job 

applicant. In a study on ethnic hierarchy from Iceland’s neighbour country, Norway, 

Muslim immigrants from Iraq are quite far from the top of the hierarchy with Norwegians, 

Swedes and Poles all rated above them (Bye et al., 2014). Muslim immigrants can 

therefore hardly be considered to be ranked high in the ethnic hierarchy. Birkelund et al. 

(2020) raise the question if decisions built on stereotypes are more common and more 

difficult to overcome when the stereotyping of particular groups is deeply embedded in 

society. Although, there has been a rise in the number of Arab immigrants in Iceland in 

the last few years, they have yet to become an established immigrant group in the 

country and would not count as deeply embedded in the society. Negative experiences 

from employees of different ethnicites can lead to negative stereotyping (Birkelund et al., 
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2020; Pager & Karafin, 2009). Perhaps Icelandic recruiters do not have enough experience 

with applicants with Arab sounding names and therefore give them an ambivalent 

evaluation. It is also unclear to what extent the participants have a clear meaning the 

applicants’ names, even if they do realize that it’s ethnic-sounding. Had the name been a 

Polish one, they would possibly have drawn conclusions about the job applicant based on 

their previous experience with Polish employees or workmates. With a middle-Eastern 

name, it is less likely that Icelandic participants have had much experience with 

individuals of that origin in the workplace. 

The choice of job for the advertisement may also have an impact on the results, taking 

into consideration that some studies show indications that discrimination is more likely 

in low-skilled jobs (Andriessen et al., 2012). The job chosen for this study was a middle 

management job requiring university education (see Appendix A). Findings showing no 

discrimination or only partly discrimination between native and ethnic named applicants 

for jobs in management or requiring high skills (Banerjee et al., 2009; Derous et al., 2009; 

Krause et al., 2012) are, therefore, consistent with the results of this study. 

One more reason that may explain why this study has different findings than other 

studies on the subject might have to do with publication bias. Only a part of all the 

research carried out is published and also only parts of the results are published in the 

papers. It is therefore a possibility that studies showing little or no discrimination are less 

likely to be published (Sutton, 2009). Potentially, studies showing no discrimination are 

less likely to draw attention and are considered less interesting. 

The findings on how the background of the recruiters affects their decision making are 

mixed. Female recruiters rate the job applicants with an ethnic-sounding name equally 

on employability as native applicants, which is in line with studies in which females are 

shown to be egalitarian (Croson & Gneezy, 2009), less racist (Ekehammar & Sidanius, 

1982) and less likely to discriminate than males (Blommaert et al., 2014b). The results 

showing that male recruiters also rated the job applicants with an ethnic-sounding name 

equally as job applicants with typically native names are, however, not in line with these 

studies. The mixed results on how male and female recruiters evaluate warmth and 

competence do show that more research on this topic is relevant. There is no difference 

in how experienced and less experienced recruiters evaluate the job candidates on 
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employability, warmth and competence. In countries with good economic situation and 

high equality, there are normally less extremes in ratings of stereotype groups within in 

the stereotype content model (Bye et al., 2014). That might explain these results to some 

extent given that the economic situation in Iceland had been quite stable in the last few 

years before the survey was sent out. It would be interesting to see more studies on 

warmth and competence in connection with immigrant groups and hiring discrimination, 

to see if immigrants in Iceland fit into the stereotype content model in a similar way as in 

other countries.  

A limitation to a study like this will always be that it fails to provide information on 

anything beyond the stage of being invited for an interview. What happens in the next 

part of the hiring process remains unknown (Gaddis, 2015). The artificiality of the 

resumes is also a limitation. In a real-life hiring situation, those responsible for hiring, 

would likely have more detailed information. The settings of a study design like this, will 

never measure real outcomes, but always just be an evaluation on a scale (Fossati et al., 

2020). Signalling characteristics is a known limitation in correspondence studies (Gaddis, 

2018), which might be relevant in this framed field experiment. It remains unclear to what 

extent the participants notice the fact that the job applicant has a foreign name. 

Participants in framed field experiments are also conscious that they form part of an 

experiment, which might compromise generalizability of the study (Levitt & List, 2009), 

possibly affected by social desirability. Although there are some indications of framed 

field experiments being a reasonably accurate predictor of real-life behaviour there will 

always be the tendency of participants showing a more pro-social behaviour (Lusk et al., 

2006). 

By looking at unemployment figures for foreign nationals in Iceland, it is obvious that 

immigrants struggle to some point in the Icelandic job market. Further research on the 

reasons behind that would be relevant. In future research it would be interesting to look 

into whether or not the percentage of foreign workers in a company affects their hiring 

processes towards foreigners, and whether the employers with experience from foreign 

workers, are interested in hiring more? It would be of interest as well to see if education 

and work experience from Iceland is valued more by employers than foreign education. 

Is it possibly that the foreign education or the lack of work experience from Iceland 
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contributes towards foreign employees having a harder time finding a job? In this framed 

field experiment, the job applicant had a Muslim name. For future studies it would be 

interesting to see other ethnic minorities in Iceland studied, preferably more established 

immigrant groups such as Polish, Philippine or Lithuanian nationals or even immigrants 

from the other Nordic countries. In a future study it would be interesting to signal the 

ethnicity in more than one way, for example with a photo showing a woman with a 

headscarf or a person of colour or by adding information on hobbies or lifestyle that 

would imply a connection to a certain ethnicity. Also, more manipulation tests would be 

suitable to make sure that ethnicity is signalled sufficiently. A larger sample would have 

been preferred. By reaching a larger group of participants, it would be useful to see if 

there is a difference between the female applicants and the male applicants instead of 

only looking at the groups by ethnicity. Studies that cover not only the hiring process but 

possibly the difference in salary and promotions or education possibilities between native 

employees and employees of foreign origin wil also hopefully be done in the future as 

there is a lot still to be studied within this field of research.  
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Appendix A. The Job Advertisement 
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Appendix B. The Native Male Applicant‘s Resume 
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Appendix C. The Native Female Applicant‘s Resume 

  



 

62 

Appendix D. The Foreign Named Male Applicant‘s Resume 
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Appendix E. The Foreign Named Female Applicant‘s Resume 
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Appendix F. The Questionnaire 

 

How old are you? 

 Younger than 18 years old 

 18 – 29 years old 

 30 – 34 years old 

 35 – 39 years old 

 40 – 44 years old 

 45 – 49 years old 

 50 – 54 years old 

 55 – 59 years old 

 60 – 69 years old 

 70 years old and older 

What is your gender? 

 Male 

 Female  

 Other 

 I do not want to answer 

Approximately, how many times in your career have you been involved in a hiring process? 

 Never 

 1 – 5  

 6 – 10  

 11 – 30 

 31 or more 

 Completely 
disagree 

Generally 
disagree 

Somewhat 
disagree 

Neither 
disagree 
nor agree 

Somewhat 
agree 

Generally 
agree 

Completely 
agree 

I would consider the 
applicant as qualified 
for the position 

       

I would like to 
interview this person 
for this position 

       

This person has a good 
chance of making a 
‘short list’ of candidates 
for this position 

       

I think this person is 
hardworking        

I think it would be good 
to talk to this person        

I think this person is 
likable        

I believe this person is 
efficient        

I think this person is 
friendly        

I think this person is 
dedicated        

 


