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“Recognize yourself in he and she who are not like you 
and me.”  

   
― Carlos Fuentes 
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Abstract 
This study aims to investigate whether perceived institutional discrimination among job 

seekers within minority groups in Sweden is higher than in Canada. Perceived 

institutional discrimination is argued to be determined by cultural differences, more 

specifically, cultural Tight-Looseness and perceived everyday discrimination. 

Questionnaires and interviews were conducted both in Swedish and Canadian work 

centres. The results were compared with views on the perceived openness of the labour 

market. Results indicate that higher perceived institutional discrimination is related to the 

labour market being perceived as more closed for minority groups in Sweden while the 

same results could not be seen in Canada. 

 

Keywords: Labor market, institutional discrimination, minority groups, cultural tightness, 
Canada, Sweden 
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1. Introduction 
“When people look at me I do not want them to think of me as a beggar, I am useful. 

They should create a system where immigrants feel useful, and not like they are 

using the system1”. These are the words of Stavros Louca, a teacher with experience 

of how the Swedish system works for immigrants, and he is not the only one with an 

opinion on immigration policies. 

 

Living in Sweden it is hard to avoid the debate about immigration. Questions 

surrounding immigration and integration policy are frequently headlining the major 

Swedish news-outlets. Immigration is also suspected to be one of the most important 

election issues next year (2014) (Karlsson, 2012) and is frequently debated between 

parliamentary parties on TV (Fürstenberg, 2013; Sveriges Television, 2013). The 

amount of debate surrounding the topic of immigration suggests the need for a 

successful immigration and work policy for individuals with foreign backgrounds 

 

The debate regarding immigration and integration has heated up during the last 

several years. Swedish author Gellert Tamas writes that the government is “deaf” to 

the many indications of institutional discrimination (Tamas, 2013). Sarnecki (Hällsten, 

Szulkin & Sarnecki, 2013) examines the difference in crime statistics between 

individuals with foreign backgrounds and those with a Swedish background. In an 

open letter to the minister of justice, Jonas Hassen Khemiri writes about the daily 

discrimination he faces as an individual with a foreign background. Khemiri's letter 

was shared through social media and became the second most shared newspaper 

article in Swedish history (Khemiri, 2013; Rosén, 2013; Karlsten, 2013).  

 

This study investigates if perceived institutional discrimination exists among minority 

groups in Sweden and how it affects their view on the labor market. It is argued that 

institutional processes, as defined by Scott (2004), from government policies, labor 

markets, to an individual’s mentality has created a form of systematic discrimination 

among minority groups. This discrimination could cause individuals from minority 

	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
1	  Translated	  from	  Swedish	  by	  the	  authors	  using	  transcripts.	  
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groups to view the labor market as more closed and unfavorable for them, rather 

than open and favorable. 

There are three countries in the world that have declared themselves officially 

multicultural, Canada, Australia and Sweden (Alund & Schierup, 1993). This study 

focuses on comparing Sweden with Canada, a nation with a strong immigrant 

background. Canada is used as a comparison because it has successfully worked 

towards integrating multiculturalism into their society since 1956 (Berry, 1997). 

Canada and Sweden are also shown to have similar immigrant demographics 

(Segendorf & Teljosuo, 2011 s). Both countries take on an almost identical amount of 

immigrants for humanitarian reasons (0,1 % of population), the same amount of 

foreign workers (0,3 - 0,4%) and have the same overall immigration (0,7%), each 

year. However, Canada has slightly higher rates of immigration of family members 

than Sweden (+0,1%). (Segendorf & Teljosuo, 2011). The similar immigrant 

population size of the two countries also makes Canada a good match for 

comparison. 

Established immigrants, defined by Statistics Canada as immigrants who have lived 

in the country for at least 10 years, showed a 3% employment difference in 2008 

when compared to domestic born Canadians (Statistics Canada, 2008). In 

comparison, the difference between established immigrants and domestic born 

Swedes was 18% in 2007 (Lundström, 2009). 

Canadian minority groups are comparatively more employed, therefore it is 

suggested that they might feel more integrated into the society than their Swedish 

equivalents. With a long history of multiculturalism and recognized successful 

integration, Canadian minorities might have more favorable views of the labor market 

and perceive less institutional discrimination.  

1.2 Purpose 
The aim of this study is to investigate if perceived cultural differences among job 

seekers from minority groups in Sweden are related to their perceived experience of 

institutional discrimination in the Swedish society. The study will then try to measure 

if this view is reflected on the labor market being perceived as more closed or 
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unfavorable for this group. Comparisons are made with Canada, a country that is 

deemed to have a similar demography regarding minority groups, to determine 

potential differences. 

2. Background 
2.1 Definitions 
In this study there are primarily two categories, domestic and non-domestic 

background and four subgroups: Swedish Background, Canadian Background, 

Foreign Background, and Immigrant. (Figure 1). 

 

 
Domestic Background - Swedish background or Canadian background are defined 

as individuals who have at least one parent born in Sweden or Canada.  

Non-Domestic Background - Foreign background is defined as someone who was 

born abroad or has two parents born abroad. Since Immigrants are born abroad, they 

are also included in this group. “Minority groups” are synonymous to foreign 

background in this study. 
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In addition, Domestically born Swedes and Domestically born Canadians will also be 

mentioned, defined as individuals born in Sweden regardless of parents 

birthplace/native country. 

 

About the definitions  
The definitions used in this study have been adapted from Statistics Sweden (Tegsjö, 

2005; Lundström, 2009) and Statistics Canada (2008) with supplements from 

theoretical models defining Majority and Minority groups by Berry (1997). The 

definitions used to demarcate each target group were chosen because of the 

different ways these articles describe the groups. These different groupings have 

been used since it is believed the differences or similarities between them reflect and 

influence each other. 

2.2 Immigration and Swedish multiculturalism 
Demographic changes in a country bring about massive challenges, especially for 

countries that have a history of homogeneity and lack the experience of dealing with 

multicultural issues, and Sweden is no exception from this phenomenon (Brunner, 

2008). During the 50’s and 60’s, labor migration constituted a majority of Swedish 

immigration, especially from the nordic countries and mostly Finland, but also from 

other parts of Europe. In 1975, the government of Sweden declared itself a 

multicultural state and thereby aimed to adopt multicultural policies (Tahvilzadeh, 

2005; Alund & Schierup 1993). During the late 70’s, 80’s and 90’s, Sweden saw a 

change in its homogenous population due to new generous asylum policies. Groups 

of immigrants originating from mostly outside of the European Union arrived in 

Sweden, the majority being refugees that had fled from war or other hardships. There 

was also an influx of foreign workers (Migrationsinfo, 2013). 

 

Sweden's history as a multicultural society is relatively short. Fredlund-Blomst (2010) 

suggests that Sweden remained a relatively homogeneous society up until the middle 

of the 20th century, with labor force immigration coming from primarily surrounding 

states with similar cultural backgrounds. Sweden's geographical location and lack of 

colonies further isolated it from foreign cultural influence. This isolation ended at the 
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conclusion of WWII when people of all backgrounds immigrated to Sweden, evolving 

into one of the world's most liberal asylum policies by the 1970's. By providing 

protection to refugees from all over the globe, the once homogeneous Sweden 

quickly evolved into a more culturally diverse society (Alund & Schierup, 1993).  

 

Fredlund-Blomst (2010) continues to argue that this open policy of asylum combined 

with the Swedish welfare state, a system built on the premise that the government 

and the wealthy have a duty to help the weaker, instead has created a barrier 

between the “privileged” Swedes and the “victims” they have set out to help. This 

process she argues has forced individuals with foreign backgrounds into their own 

multicultural enclaves outside of mainstream society and represents a symbol of 

things that are non-Swedish. It is further argued that multiculturalism has been 

defined against the typical Swedish, instead of a part of it. 

 

In 2003, 15% of Sweden's population (1.35 million) was of foreign background and 

11% of the population was immigrants (1 million). Statistics from Statistics Sweden 

(SCB) show that individuals with foreign background have a 20% lower employment 

rate than individuals with Swedish backgrounds (Tegsjö, 2005). Immigrants from 

Africa and Asia have a 30% lower employment rate than individuals with a Swedish 

background and also have the least qualified jobs (Segendorf & Teljosuo, 2011; 

Svenskt näringsliv, 2010). These differences is argued to have an effect on many 

immigrants that arrived during the period of generous asylum policies and might 

therefore feel alienated from Swedish society as well as the labor market, especially 

those with roots outside of the European Union (Segendorf & Teljosuo, 2011; Hagos, 

2002). This feeling of alienation has also, to some degree, been passed on to their 

children born in Sweden (Heldmark, 2010). 

 

Statistics show that differences in employment rate between individuals with foreign 

background and native background decrease over time, suggesting that time spent in 

Sweden affects employment. Achieved education is another factor. A study to 

support this showed that immigrants with lower educational levels had a tougher time 

finding a job with 50% of the case group still unemployed after 10 years of in Sweden 

(Lundström, 2009). Of the individuals within the same group with a post-secondary 
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degree, only 25% were still unemployed, compared to the national average of 9,1% 

(Ekonomifakta, 2010). 

 

According to the Swedish Ministry of Employment, Arbetsmarknadsdepartementet, 

(2013) the difference in unemployment rate between individuals with foreign 

background and Swedish background creates a problem for the multicultural society 

that the Swedish government has set to achieve. Getting those with foreign 

background into the workforce is an important step towards increased integration. 

However, Tahvilzadeh (2005) challenges the notion that the government of Sweden 

through its policies is aiming for true integration. In his study about cultural minorities, 

he questions if the government’s policies actually result in integration, suggesting that 

the policies rather appear to have characteristics of assimilation instead. 

2.3 The Mainstream-minority versus the Multicultural 
model 
Modern societies are generally multicultural, composed of multiple cultural and ethnic 

groups living in what formerly was a more homogenous state. Berry (1997) suggests 

a presence of both dominant and non-dominant cultural groups within a society, 

named after the power they have relative to each other. Berry presents two models 

(Figure 2) for how the different cultural groups interact with each other, the 

mainstream-minority model and the multicultural model. A society shaped after the 

mainstream-minority model has one dominant cultural group with a number of 

minority cultural groups on the fringe. In this model, the minority group will remain on 

the fringe unless they choose to sacrifice their own culture in order to assimilate into 

the mainstream culture and rejection of the dominant culture may lead to separation 

or marginalization from society. Berry (1997) calls this rejection separation, when a 

minority group chooses to stick to their minority culture instead of adapting to the 

dominant culture. Marginalization is defined as a rejection of both cultures, either 

through individual choice or by being rejected from both cultural groups. 

 

In comparison, the multicultural model has no dominant group; instead the different 

cultural groups are incorporated into a larger national context. Non-dominant groups 
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are integrated into the society without having to sacrifice their unique culture, norms 

or values. Cultural differences are seen as assets rather than a hindrance. 

 

 

2.4 Canada and Multiculturalism 
As a successful adapter of the multicultural model, Berry (1997) argued that the 

Canadian government in 1956 concluded that attempts to assimilate the population 

to British norms and ways of conduct had failed, forcing them to adopt a new national 

policy of multiculturalism and integration, thus becoming the first country in the world 

to officially declare itself a multicultural state. It was concluded that "Although there 

are two official languages, there is no official culture, nor does any ethnic group take 

precedence over any other" (s. 26) The need for the non-dominant ethnic groups 

right to keep their own culture and ways of conduct was recognized and presented as 

equally important towards the dominant French and English groups. It was seen as 

necessary for every individual to believe in their roots and their culture in order to 

believe in themselves (Berry, 1997; Kobayashi, 1983). 
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2.5 Cultural Tight-Looseness and Institutional 
Discrimination 
Hughes (2002) defines Institutional discrimination as when “the institutions of society 

may function in such a way that they produce unequal outcomes for different groups. 

Gatekeeping and environmental racism are mechanisms by which institutional 

discrimination occurs” (p. 124). For something to become institutionalized, the most 

critical phenomenon is conformity, tight social norms, risk of sanctions and 

homogenous mentality among a society or organization (Gelfand et al., 2006).  

 

Bowles & Gelfand (2010) and Gelfand et al. (2006) describe tight nations as societies 

where norms are expressed clearly and unambiguously, deviants or defects are 

sanctioned and people are expected to act in the ways that these norms allow. 

However, in loose societies norms are expressed through a variety of channels, 

allowing a high tolerance of variety. This is measured through the Tight-Looseness 

scale (Gelfand et al., 2011a, 2011b).  

 

Gelfand et al. (2011b) published a questionnaire in 33 different countries, intended 

for measuring Tightness-Looseness. Sweden and Canada were not included in this 

study, however Norway and Australia were included and could be considered to be 

cultures equivalents of Sweden and Canada. Norway scored very high (9.5) 

compared to Australia that scored medium-low (4.4) (m=6,5), higher than any other 

Western Country in the study, and came in 6th place. Australia placed 24th of all 

nations measured.  

 

Gelfand et al. (2006) argued that history might have an influence in cultural Tight-

Looseness of societies. Norway has strong historical ties with Sweden; the language 

is almost identical and its society is similar. Australia also has strong historical ties 

with Canada, both originating from the British empire, bringing immigrants from many 

parts of the world together and both still being a part of the commonwealth. It is here 

argued that because these countries are so similar to each other, its societies should 

have a similar kind of mentality. The results of Gelfand’s (2011a, 2011b) study could 
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indicate that Sweden and Canada will differ with respect to tightness and looseness 

and that they will be more similar to their mentioned cultural equivalents. 

2.6 Preferentially based discrimination and social status in 
Sweden 
Bowles & Gelfand (2010) argued that social status and hierarchical structure is 

important with regards to workplace evaluation. Deviance among individuals with low 

social status gets more meticulously evaluated and receives harsher punishments 

than individuals with higher status. It is further argued that ethnic majorities generally 

have a superior status than ethnic minorities and thus receive a higher status. 

 

Bowles & Gelfand's (2010) discussed preferentially based discrimination, and in-

group favoritism, especially among the higher status groups. Individuals in the higher 

layer of society generally want to keep their status. This tends to discriminate 

specifically against individuals who have a different background and different ways of 

behaving than the organization or employer do themselves. Being outside the norm 

in turn leads to being viewed as deviant. Instead, factors that make the individual 

share the norms and social status of the organization are preferred and individuals 

perceived as deviant are more severely sanctioned. 

 

Examples of this type of discrimination are shown in Carlsson & Rooth’s (2007) 

Swedish study where they showed that individuals with surnames that sounded 

foreign (middle eastern) experienced more difficulty getting a work interview 

compared to individuals with Swedish surnames with comparable merits. In their 

study they argued that 77% of the discrimination can be explained by the participants 

foreign sounding name alone and that someone with a Swedish name was twice 

(50%) as likely to get the interview. Other studies of preferential based discrimination 

regarding foreign names in the Swedish labor market have also been made (see 

Attström, 2007; Knocke & Hertzberg, 2000; Knocke, 2003; Ahmed & Ekberg, 2009; 

Eriksson & Lagerström, 2007). ESO, a recognized Swedish organization working 

under the finance ministry with the function of providing analysis for coming future 

socio-economic challenges, reports the preferentially based discrimination in Sweden 
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as "a real problem" (Segendorf & Teljosuo, 2011). Tests have also determined that 

Arab-Muslims have a decreased probability of getting invited for job interviews 

through automatically activated associations (Rooth, 2010). Arai and Skogman 

(2006, 2009) also demonstrated that individuals who changed their Middle Eastern 

surnames to more typically Swedish sounding surnames had raised their income by 

25% within three years compared to those who did not change their name. 

 

In a recent study from 2013, Hällsten, Szulkin and Sarnecki argued that Swedish 

individuals with foreign background generally have lower wages and live in more 

segregated areas with higher crime rates. The data from this study indicates that 

individuals with foreign backgrounds are overrepresented in the lower classes of 

Swedish society. 

 

A study by Lindqvist & Vahlgren (2004) suggested a major difference in how 

minorities are treated within the Swedish justice system when sentenced for the 

same crime. Examined cases of drunk-driving in Sweden’s three major cities 

(Stockholm, Gothenburg and Malmö) found inconsistencies when comparing 

individuals with Swedish and foreign background. Though the average amount of 

alcohol measured while driving intoxicated was significantly higher among the 

charged individuals with Swedish backgrounds and their average criminal record was 

more severe,  there was a significantly higher proportion of individuals with foreign 

background (50%) who were sentenced to prison for the same crime as individuals 

with Swedish background (30%). Jerzy Sarnecki, a Swedish professor of criminology, 

referred to this as “strong indices of institutional discrimination in the Swedish justice 

system” (Lindqvist & Hvalgren, 2004). 

 

Preferentially based discrimination is not exclusive to any single country or society 

(Bertrand & Mullainathan, 2003). However, since individuals with foreign background 

might typically be perceived as having lower socioeconomic status in Sweden as 

stated in the article by Hällsten, Szulkin and Sarnecki (2013), it gives reason to 

believe that they might be particularly subjected to discrimination, given the theories 

by Bowles and Gelfand (2010). 
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Bowles & Gelfand (2010) stated the possibility that lower status individuals are 

subject to labor market discrimination, are more strictly punished for deviant 

behavior, and are more likely to have difficulty receiving promotions. This could 

reflect Hällsten, Szulkin & Sarnecki’s (2013) theories surrounding how individuals 

with foreign backgrounds are generally perceived to have lower status in the Swedish 

society. 

2.7 Importance of social unity in a welfare state 
A welfare-state requires more unity in the society than a state that has less public 

function, given that the principle of a welfare state is that it is continuously funded 

and upheld by its citizens. In other words, a welfare-state needs continuous loyalty 

and legitimacy (Nielsen, 2010; Van Oorschot, 2010). Both Sweden and Canada 

could be considered welfare-states; they both provide government funded health 

care, publicly funded primary and secondary schools and some regulation of the 

housing market. However, Sweden could be considered a more developed welfare-

state because of its general free health care (only for “medically necessary” cases in 

Canada) and higher education, child benefits, housing benefits and health insurance 

funded by the government (Försäkringskassan, 2012; Sweden.se, 2010; Political and 

Social Affairs Division Canadian Parliament, 1997). 

 

Brunner (2008) argued that Sweden's identity as a welfare state indicates the need to 

uphold a functionally integrated society where differences between individuals and 

cultures are recognized and cherished. In a welfare-state, it is critical to achieve 

prosperity and growth. Faced with new demographic challenges, it is critical that 

Sweden can achieve economic growth. 

2.8 Perceived openness of the labor market 
Berry (1997) stated that the labor force is a valuable resource for society as long as it 

is utilized. If not, individuals outside the work market can become marginalized, 

deterring growth. Authors like Härtel (2004) and Bowles & Gelfand (2010) suggested 

the importance of diversity management in order to help minority groups feel included 
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in the workplace. Hofstede (2010) has also written about open organizations, 

describing the organizational culture as more open and inclusive, compared to closed 

organizations that are more exclusive and secretive.  

 

There are no studies for the theories proposed by the authors on perceived 

openness or closedness on a national scale. However, Gelfand et al (2011a, 2011b) 

did make a comparative study on cultural Tight-Looseness on a national level, 

something that also could be used to indicate a country’s perceived open or 

closedness towards outsiders and/or deviant behavior (Gelfand et al, 2006, 2011a, 

2011b; Bowles & Gelfand, 2010). 

3. Hypotheses 
Given the theories from Gelfand (2006, 2010, 2011a, 2011b) and the background of 

the socio-economic situation in Sweden for individuals with foreign background 

(Hällsten, Szulkin & Sarnecki 2013) it is predicted that perceived everyday 

discrimination is related to cultural tightness in Sweden, by minority groups. However, 

with the theories of Berry (1997) it is predicted that these differences will not be 

measured in Canada. 

 

H1a: Higher perceived Everyday Discrimination is related to higher 

perceived Cultural Tightness by minority groups in Sweden 

 

H1b: There is no relation between Everyday discrimination and Cultural 

Tightness by minority groups in Canada 

 

If H1a is true, this should indicate the existence of institutional discrimination. 

Therefore, combined, higher everyday discrimination and higher cultural tightness 

should give a combined factor of the amount of institutionalized discrimination that is 

perceived. If grounds for such a factor are supported, it will be called Institutional 

Discrimination Factor (IDF). 
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It is predicted that high IDF would give a more closed/less favorable view of the labor 

market in Sweden from minority groups. This is partly based on research by Härtel 

(2004), Bowles & Gelfand (2010) and Hofstede (2010), as well as predictions by the 

authors of this study. However, since a measurable amount of IDF is not predicted to 

be found in Canada, the relation between these two factors is predicted not to relate 

to each other. 

 

H2a: A higher Institutional Discrimination Factor is related to Perceived 

closed Labor market by minority groups in Sweden. 

 

H2b: There is no relation between Institutional Discrimination Factor 

and perceived open/closed Labor market by minority groups in Canada. 

 

If H1a and H1b are true, it is also predicted that individuals with foreign backgrounds 

in Sweden will experience more everyday discrimination compared with individuals 

with foreign background in Canada.  

 

H3: Higher perceived everyday discrimination among minority groups in 

Sweden is higher than perceived everyday discrimination among 

minority groups in Canada. 

4. Method 
This study will investigate the difference between the degree of openness that 

individuals with foreign backgrounds feel towards the society’s norms and values 

through cultural Tight-Looseness, everyday discrimination, and perceptions about the 

labor market. The method aims to investigate if the perceived institutional 

discrimination in the given country relates to how open or closed individuals in 

minority groups consider the labor market. 

 

The data was collected through two methods. Since the study aimed to show results 

on a national level, the primary method was quantitative measurements through a 

questionnaire with standardized answers. A questionnaire was deemed the most 
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fitting way to acquire primary data since individual opinions from a larger population 

were measured. The use of questionnaires with standardized answers enables a 

larger quantity of data to be processed and also makes statistical analysis possible. 

Saunders et al. (2009) also proposed using questionnaires as a way of enabling the 

analysis of cause-and-effect relationships. The second method used was interviews 

with employment officers as well as prominent figures with extensive knowledge on 

the subject of immigrants’ integration in Sweden. The use of interviews as a 

complement to the questionnaire is also in accordance with what Saunders et al. 

(2009) recommended Sas a way of getting a more in-depth view of the issue. 

4.1 Interviews 

 
A total of four interviews were conducted, three in Sweden and one in Canada. The 

first three interviews had the purpose of creating a better understanding of the reality 

of institutional discrimination in the labor market in each country. One of the 

interviews from Sweden and the interview from Canada were conducted with an 

employment officer working at Arbetsförmedlingen Spånga/Tensta in Sweden and a 

Canadian equivalent at WorkBC Hastings/Abbott Street. This was done in order to 

supplement clarify the quantitative data acquired through the questionnaires. 

Through interviews it was possible to get a more in depth picture of the situation from 

the people that are constantly in contact with job seekers. The third interview was 

conducted with Stavros Louca, one of the founders of the Rinkeby Academy, an 

organization founded with the goal to tie immigrants and the Swedish society closer 

together (Rinkebyakademien, 2013). Louca's position offered valuable insight on how 
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individuals with foreign background experience the Swedish labor market. This 

interview was also conducted to help focus on current issues before the 

questionnaire was created. The final interview was conducted with a Swedish 

Professor in Social Psychology at Uppsala University. Since opinions of how 

institutional discrimination occurs and the causes of the phenomenon is debated, 

discussions were held to understand what affects institutional discrimination.  

4.2 Questionnaire 
(See Appendix 1 and 2 for questionnaires) 

4.2.1 Description of the different parts of the questionnaire 

The questionnaire consisted of four parts: Demographic questions, Everyday 

discrimination, Cultural Tight/Looseness of the Society and Perceived openness of 

the labor market, a total of 40 questions. The first part consisted of demographic 

questions. The questions in Part 2 were used for measuring cultural Tight-

Looseness. Part 3 constitutes of questions built on existing theory by the authors of 

this paper, with the aim of determining how close or open the participants perceive 

the labor market to be. Finally, Part 4 deals with questions concerning everyday 

discrimination. 

 

First part of the questionnaire 

The first part of the questionnaire consisted of eight demographical questions. These 

were asked for later statistical analysis to determine causality and to separate the 

participants into relevant groups for analysis. They were also considered to be warm-

up questions for the participants leading up to the questions concerning the actual 

study. 

 

Education Level was assessed through five options where the participants were 

asked to circle their highest achieved level of education; Primary school 

(Grundskolan), High school (Gymnasium), Diploma (Yrkesutbildning), Degree from 

University (Examen ifrån Högskola/Universitet) and “Other” where they could fill in 

their education if it did not fit with the standardized answers.  
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Work experience was assessed through three options where the participants were 

asked to circle in; if they had any work experience in the current country (Sweden or 

Canada), no experience at all or only work experience in another country. They were 

also asked about how much their total work experience amount was through four 

options: Less than 3 months; 3 - 6 months; 6 - 12 months; or more than 12 months. 

The participants were also asked to circle their average workload in percent where 

the options included: Full time (100%), Part Time (50%) or Less than Part Time 

(Other) (<50%). 

 

Second part of the questionnaire 

The questions in Part 2 reflected the participants overall experiences concerning the 

cultural Tight-Looseness of the society. This part consisted of a total of ten (Q9 - 14 

and Q22a - 22d) questions (See appendix 1 and 2). Gelfand et al. (2006) defined the 

Tight-Looseness scale as “strength of social norms and the degree of sanctioning 

within societies” (s. 1226). The Tight-Looseness scale is used to measure a society 

on its conformity, strict social norms and homogeneity. The construct of the Tight-

Looseness questionnaire was validated in a later study, and some questions from 

that conducted study were also used in the questionnaire in this study (Gelfand et al. 

2011a). 

 

The scale used in the questionnaire is a six item Likert scale as defined by Gelfand et 

al. (2011a) in her 33 nation study. It was deemed appropriate for compatibility 

between the different parts that the same scale should be used throughout the 

questionnaire. The choice of using the Likert scale came from the Gelfand study 

being thoroughly validated and reliable in a way that the authors of this paper could 

not achieve in the scope of this study. Also, a scale lacking a neutral option was used 

to force the participant to choose a slightly positive or negative answer in order to 

prevent midpoint answers, as recommended by Weems and Onwuegbuzie (2001). 

The apprehension was that people in general would use the middle of the scale to 

make it easier for themselves. The same argument was used when eliminating a “Not 

Sure”-opinion. The questions contained one statement each and the participant could 
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choose one option between Strongly Disagree (indicating cultural looseness) to 

Strongly Agree (indicating cultural tightness). 

 

Third part of the questionnaire 

The third part of the questionnaire involved the perceived open/closedness of the 

labor market. The participants were asked about how they experience the labor 

market. This part of the study was created by the authors of this paper, with no 

previous validation by other researchers. However, the questions for this part were 

created on the basis of relevant theories from researchers with related experience of 

the topic (Hofstede, 2010; Berry, 1997; Härtel, 2004). One question (number 20) had 

no back up from previous research or theory, regarding the participants’ experience 

of difficulty on entering the labor market.  

 

Question 22a - 22d were used for measuring the cultural Tight-Looseness and not 

open/closedness but were included in this part as well. It was added in this part 

because the participant was already answering questions about the workplace, in 

order to avoid confusion. 

 

The same six item Likert-scale as the second part was used, except for questions 

22a - 22d, where participants instead were asked to choose one option between 

Extremely Inappropriate and Extremely Inappropriate. The questions in this part were 

reversed, where Extremely Inappropriate indicated more workplace tightness and 

Extremely Appropriate indicated more workplace looseness. 

 

Fourth part of the questionnaire 

The fourth part of the questionnaire focused on everyday discrimination. To measure 

it, the Detroit Area Study Discrimination Scale (DAS-DQ) was used. The DAS-DQ 

scale was introduced by Williams et al. (1997) for measuring everyday discrimination 

among individuals. In the study, they measured perceived discrimination among 

African-Americans in the Detroit area. DAS-DQ was later performed by Taylor et al. 

(2004) who supported the structure validity of the original questionnaire. Questions in 

this part of the questionnaire reflected the participants’ experiences in day-to-day 

interactions with their environment and possible mistreatment. This part consisted of 
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15 questions. The first 10 questions were all taken from the original DAS-DQ 

questionnaire. Five additional questions were added to measure discrimination 

employment.  

 

The part of the questionnaire that was targeting perceived everyday discrimination 

was put last since it contained statements that could be perceived as offending. It 

was done in order to avoid possible biases when answering other parts of the 

questionnaire.  Examples of such questions/statements were “You are called names 

or insulted” or “People act as if they are better than you are”. 

 

The same six item Likert-scale used in the second and third part (except Q22a-22d) 

were also used here. 

 

Four questions (33b, 33c, 34a, 34b) in this part were removed from statistical 

analysis since they were considered hard to include because of the structure of the 

questions. Participants had been prompted to answer these questions only if they 

had a score of 4 or above on Q33a (See Appendix 1 and 2). These questions could 

also be misleading in the statistical results since all participants probably would not 

score 4 or above. Thus the remaining 11 questions in the Everyday Discrimination 

part were left for statistical analysis, 10 were from the original DAS-DQ  and one 

which was created by the authors of this study (Q33a). 

4.2.2 Pilot Questionnaire 

Before the questionnaires were handed out to the participants in this study, they were 

given to three individuals in Sweden and three individuals in Canada as a pilot study. 

This was done in order to determine that the questions were properly understood and 

that they did not contain any other mistakes. Participants in the test round were 

asked to look through the questionnaire, answer it and comment on anything they 

didn't understand as well as things they considered not to be clear. After their 

comments some questions were altered to address the concerns brought up in the 

test round, the structure of the questionnaire as well a few of the questions were 

simplified. Examples of this are the decision to only define the extreme options, 1 and 

6 (instead of using 1. Strongly Disagree 2. Moderately Disagree 3. Slightly Disagree 
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4. Slightly Agree 5. Moderately Agree 6. Strongly Agree) when this was addressed as 

something that would increase clarity. Also, words that were considered complex 

such as “Respective” in Q11 were changed to a simplified synonym. 

4.2.3 Locations of the data collection 

The questionnaires were then handed out to job seekers at work centers in 

Stockholm, Sweden and Vancouver, Canada. In Sweden they were handed out to 

job seekers at Arbetsförmedligen, and in Canada at WorkBC. In both locations, the 

questionnaires were handed out by the researchers of this paper making it possible 

to check that the right person filled out the questionnaire. This is in accordance to 

what Saunders et al (2009) recommended, as he stated that administering 

questionnaires in person makes it possible to ensure that the respondent is whom 

you want. Thus improving the reliability of the data. He continued by saying that it 

allows for some assessment of the impact of bias caused by refusals since it is 

possible to correctly measure how many chose not to participate. 

 

The work centers in the two countries were relatively similar. The way the premises 

were structured and the way they handled the job seekers bore much resemblance. 

Both locations had free computers for individual use, and individual counseling with 

an employment officer. Questionnaires were handed out either to people sitting 

individually with the computer or waiting for counseling with an employment officer in 

both locations. 

 

Two different work centers were used in each country, one was chosen to represent 

the poorer neighborhood with a lower socioeconomic status, and the second location 

was chosen to represent a middle-class neighborhood with medium socioeconomic 

status. This was done in order to get a more representative sample from the 

population as a whole. 
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Participants  
To make the reliability of the study as robust as possible, the goal was to approach 

participants at similar locations in both countries. By choosing employment offices in 

comparable areas the participants would come from relatively similar backgrounds in 

both countries. 

4.2.4 Addressing the issues surrounding a multi-lingual questionnaire 

Since the questionnaires, as well as the interviews were carried out in Swedish and 

English, there was a risk that the definitions of certain concepts might be lost in 

translation. As a result, this might be difficult to understand or even misconstrued by 

some participants. Also, Canada has two official languages, French and English. 

Since Vancouver is an English speaking part of the country, the questionnaire was 

made only in English.  

 

To minimize the risk, the translation-back-translation procedure proposed by Brislin 

(1970) and used by Gelfand et al. (2011a) in her 33 nation study was used. In those 

studies the questionnaire was first made in English and later translated to other 

languages. The translated version was then translated back to English by an 

individual who is proficient in both languages. This person had no prior knowledge of 

what the original questionnaire in English looked like. These two versions were 

thereafter compared and discrepancies were removed. This made a comparison 

between different countries possible without losing reliability. As opposed to Gelfand 

et al. (2011a), the individual used in this study was not a professional, but was a 

Swedish-born, who spent most of his childhood in the UK. It was therefore assumed 

that he had a thorough understanding of both languages and how they differed. He 



Bachelors	  Thesis	   	   Uppsala	  University	  
Department	  of	  Business	  Studies	   	   Supervisor:	  Lena	  Zander	  
Martin	  Walian	  &	  Ruben	  Christensen	   	   5	  June,	  2013	  
	   	   	  

25	  
	  

first translated the original questionnaire from English to Swedish and this version 

was in turn compared to the translation the authors had done. For example, in 

Question 23 (You are treated with less courtesy than other people), the Swedish 

version originally used “respect” instead of “courtesy” but was changed after a 

discussion between the authors and the translator. 

4.2.5 Reverse coding 

Questions Q22a - 22d were designed to be reversely coded, in order not to follow the 

same “stream” of answers as the other questions. According to Weems and 

Onwuegbuzie’s (2001) research, reverse coding should give more reliable answers 

since the use of a completely uniform scale could make participants follow a pattern 

when answering the questions about their attitude to certain things (for example 

answering 4 continuously because it feels comfortable instead of thinking the 

question through). Therefore four (4) questions were reversely coded in the middle of 

the questionnaire with the intention to reduce bias.  

4.2.6 Ethical considerations 

To avoid the answers being influenced by any pre-dispositioned ideas of what the 

participants might perceive as the goal of the questionnaire, there was no mention of 

discrimination or ethnicity beforehand. Instead the focus was put on the individual 

experience during the job searching process. This was deemed necessary as a way 

to avoid certain bias and was in no way done to deceive the participants. 

 

It is explicitly stated on the front page of the questionnaire (Appendix 1 and 2) that it 

is possible to abort the questionnaire at any time, and it was also stated to every 

participant that involvement was optional. Since the questionnaires were handed out 

at of the employment offices it was also clearly stated that the questionnaires did not 

come from their office and was instead a part of a separate bachelor’s thesis. 

4.2.7 Measuring internal consistency  

To measure the internal consistency within the different constructs Cronbach’s Alpha 

was used. According to Tavakol and Dennik (2011) this is the statistical tool most 
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commonly used when objectively determining reliability. Part 1 about Cultural Tight-

Looseness (CTL) was separated into two subgroups for testing, Societal Tight-

Looseness (STL) and WorkPlace Tight-Looseness (WPTL), since they were placed 

in different parts of the questionnaire. Part 2 was named Perceived 

Open/Closedness of the Labor Market (OCLM) and Part 3 Everyday Discrimination 

(ED). Part 1 (CTL) and Part 3 (ED) were intended to be combined to a new variable, 

Institutional Discrimination Factor (IDF). The same testing was used determining the 

new variable’s reliability. 

4.2.8 Exclusion of participants  

Since the intention of this study was to investigate experiences of the labor market it 

was important that the participants had work experience in their respective country. 

Therefore only participants who had work experience in the questionnaire country 

were considered for the statistiscal analysis. The intention was also to investigate 

experiences among minority groups in Sweden and Canada, therefore participants 

not fitting this criterion were excluded. An analysis with the comparing group that had 

Canadian Background or Swedish background could have been relevant for this 

study, but because of lack of time to gather enough participants for statistical 

analysis, results from these groups were not included, except for demographic data 

(See table 3). 

4.3 Possible biases with the questionnaire 

4.3.1 Grouping bias 

The fact that all groups might not have been correctly described through these 

definitions is stressed. For example, Scandinavian immigrants might not feel like a 

minority group in Sweden, but are still defined as one. Likewise, French-Canadians 

might not feel like a majority group in Canada outside Quebec, but are still grouped 

as such. Even though efforts have been made to reduce these differences, some 

issues could not be prevented given the necessary generalizations of groups. 
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4.3.2 Question-response bias given cultural differences 

As mentioned, attempts have been made to minimize the risk of the language being 

a factor impairing the reliability of the questionnaire. In addition to possible 

differences regarding the language of the questionnaire, differences in cultural 

interpretation might also have affected the answers. This was a risk between different 

nationalities as well as on an individual level within each country and was not 

something that could be prevented beforehand. However it does affect this study’s 

validity because of how the different cultures might have interpreted certain 

questions. To understand the differences between Swedish and Canadian culture, 

Hofstede’s cultural dimensions were used (Hofstede, 2010). In these cultural 

dimensions Sweden and Canada did not differ significantly, except for strong 

differences in masculinity and some differences in uncertainty avoidance, where 

Canada scored higher on both. However small the differences are, this should be 

taken into consideration when analyzing the results. 

4.3.3 Scale-response bias given cultural differences 

As noted by Gelfand et al.’s (2011a) 33-nation study, participants from the different 

cultures could answer the questions differently on the scaling (1-6) of the 

questionnaire, even if they both interpret the questions in the same way. Even though 

every response on the scale was labeled with an opinion (Strongly Disagree, Slightly 

Disagree etc.) a low answer on the scale in Sweden (i.e. 2) might mean the same as 

for a participant in Canada who also answered low on the scale as well, but with 

another number, (i.e. 3). Since Canada and Sweden have comparatively small 

cultural differences, the cultural biases are considered to be too small to affect the 

study (Hofstede, 2010). 

4.3.4 Location Bias 

Heterogeneous sampling was used, defined by Saunders et al. (2009) as focusing on 

one particular sub-group with similar members and as a method allowing for a more 

in-depth study of that group. Therefore it was deemed important to consider the 

effect that different locations could have on the kind of individuals eventually ending 

up as respondents. Since the ideal population was a large sample of individuals with 
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foreign background, Kista-Rinkeby was found appropriate in Sweden, as Kista and 

Rinkeby both have a high population of individuals with foreign background. 

Upplands Väsby was considered to have a smaller population of individuals with 

foreign background. In Canada, the equivalent of Kista-Rinkeby was Hastings/Abbott 

Street. Even though there were not as many individuals with foreign background in 

this work center, it was considered the lowest socioeconomic neighborhoods in 

Vancouver, similar to Kista-Rinkeby area in Stockholm. The second location was 

considered to have a higher, but still medium socioeconomic status, Surrey-Guildford 

work center in Vancouver and Upplands Väsby in Stockholm. These assumptions 

were not empirically supported since no data could be found and it could therefore be 

considered a limitation to the study, affecting both reliability and validity. 

4.3.5 Neutral option and midpoint answers 

To prevent midpoint answers that could affect the study's reliability, as recommended 

by Weems and Onwuegbuzie (2001), a scale with no neutral option was used. 

However, there should be mentioned that there is some debate surrounding the 

effectiveness of removing a neutral option in the Likert scale. For example, Harzing et 

al. (2009) recommended a 7-point likert scale for cross-cultural research. 

5. Results 
5.1 Interviews 

5.1.1 Historical factors 

All three interviewees that were used to get an in-depth picture for the situation for 

individuals with foreign background note the importance of the historical background 

of the country as a factor in their view on immigration, on individuals of different 

cultural background and on multiculturalism. Stavros Louca (SL) and Catryn Moreno 

(CM) note England as an example of a country with a longer history of dealing with 

different cultures. Their view is that England with its history of colonialism is a step 

ahead of Sweden, having been forced to deal with the issues surrounding 

multiculturalism in the 1970’s following the decline of Britain as a colonial power. 

Sweden deals with the same issues of cultural transformation today. 



Bachelors	  Thesis	   	   Uppsala	  University	  
Department	  of	  Business	  Studies	   	   Supervisor:	  Lena	  Zander	  
Martin	  Walian	  &	  Ruben	  Christensen	   	   5	  June,	  2013	  
	   	   	  

29	  
	  

 

As a country essentially founded on colonialism Doug Greenwood (DG) discusses 

how Canada has been forced to deal with the issues of combining two larger cultural 

groups (French and English) as well as a larger force of smaller ones. With the 

proximity to Asia in particular immigration seems natural: 

 

“I would think that we’re probably more adaptable than a lot of the other 

countries because. Seeing anybody with a different nationality, it’s just 

normal”. 

- Doug Greenwood (DG), Employment Officer, Canada 

 

5.1.2 Views on immigration 

This historical background has infused each country with certain beliefs on what 

immigration means. CM argues that Sweden as a society is very open when it comes 

to immigration, in particular for people in need of help. Accepting refugees is the way 

of immigration the populace has deemed acceptable, even though immigrant labor is 

always needed. 

 

“It is a part of our norm; you are supposed to take care of people2”  

- Catryn Moreno Falk (CM), Employment Officer, Sweden 

 

According to SL the Swedish system does not seem to want immigrants to work. He 

compares it to the English system where people are encouraged to work from the 

day of arrival. In Sweden his experience is that it can take a year before immigrants 

are allowed to work. You are not supposed to, instead of working you are to wait for 

things to be sorted out, while being taken care of by the state. Immigrants are treated 

well, but at the same time encounter negative reactions from people with jobs seeing 

immigrants with possessions they had not earned by working. Instead he argues that 

	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
2	  Translated	  from	  Swedish	  by	  the	  authors	  using	  transcripts.	  
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the possibility to work, for those who can and want to, would help with the integration 

as well as with cultural clashes. 

 

SL also mentions how immigrants of different cultural background have different 

demands placed on them when it comes to adopting the Swedish culture and 

language. To speak with an American accent is not an issue; it can even be seen as 

a positive trait. CM goes even further by stating that: 

 

”They [our comment: the Americans and the English] can live here for 

20 years and only use English, and be completely accepted3”. 

- Catryn Moreno Falk, Employment Officer, Sweden 

 

Though not discussing the issue DG argues that they have certain expectations on 

the people who come to Canada. Most Canadians are curious to learn from different 

cultures, but it is also a part of immigrating to Canada to make an effort to understand 

the new culture. 

5.1.3 Institutional discrimination 

CM describes Sweden as “well organized”, with a lot of governmental regulations 

with the result that people feel the need to recognize societal structures. Strong 

unions have also resulted in a tightly regulated labor market. She continues, 

describing Swedes in general as a consensus driven culture. With most jobs in the 

service sector this has become even more important today. Gone are the assembly 

lines and instead there is a demand for work through social interaction. 

 

Social norms are also deemed very important. Both CM and SL discuss how the 

norms of a society always exist under the surface, as things you are just expected to 

do. They both add that this is natural for all cultures and that it is not something 

unique for Sweden. DG mentions how it is expected of immigrants to adjust to 

Canadian customs in some ways, to meet halfway. 

 

	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
3	  Translated	  from	  Swedish	  by	  the	  authors	  using	  transcripts.	  
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To acquire a job in Sweden SL highlight contacts and experience, while CM and DG 

focus on language and an understanding of the culture, what CM calls social skill. 

Other things than actual know-how were considered to play a big part when it came 

to be accepted into the workforce. For SL, this could be a way of explaining why the 

job went to an ethnic Swede instead of a more qualified immigrant. To demand 

verifiable experience documents of people from far away, or ask for references from 

individuals without a history in the country would make it possible to not hire them 

without breaking any laws. DG also connects language and culture, to learn about 

culture, proficiency for the language is required. 

 

“But when I can’t understand you, and you can’t understand me, there 

is no way I can say; Hey that is wrong and this is right”. 

- Doug Greenwood (DG), Employment Officer, Canada 

 

Whether the individual would have an accent or not is, according to DG, not 

something that would affect the possibilities to get hired as long as it is on a level that 

makes it possible to communicate and the job does not demand a higher skill. In his 

work SL had also noticed a clear connection between being an immigrant and the 

difficulty with finding employment: 

 

”It was quite obvious; you would call and get an interview and 

everything was fine. They spoke fluent Swedish and you could not tell 

that they were not born in Sweden. But directly when they said their 

name something happened4”. 

- Stavros Louca, Teacher, Sweden 

5.1.4 Security 

The issues SL brings up exist in particular in the initial phase of the process, and it is 

therefore according to CM important to facilitate encounters: 

 

	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
4	  Translated	  from	  Swedish	  by	  the	  authors	  using	  transcripts.	  
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“Because there is so much fear, you do not believe that that drive 

exists, or you believe that drive exists but that it will be too complicated 

for some other reason...//5”. 

- Catryn Moreno Falk, Employment Officer, Sweden 

 

However, SL points out, people are not spiteful; instead it is about feeling secure. 

Prejudice creates insecurity which makes people create barriers. It is also natural to 

want to choose someone of one’s own nationality and culture. Both SL and CM state 

that the situation has improved. SL emphasizes the importance of social contact. 

Without that it is hard to overcome prejudice. This is in agreement with what CM 

states: 

 

A strong contributing factor to success is the encounter with the 

employer...//... (sic: we) often have to come and present the alternative. 

And then, after that, they are hooked6”. 

- Catryn Moreno Falk, Employment Officer, Sweden 

5.1.5 Understanding institutional discrimination - The individual perspective  

NA’s research has primary focus on prejudice and discrimination, from an individual 

perspective. NA explains that there are different perspectives of how institutionalized 

discrimination is viewed. His primary focus of study is the individual perspective, 

rather than an institutional or societal one. 

 

NA argues that institutional discrimination is an “action” coming out of institutions. 

And since institutions are made out of individuals the focus should lie on them rather 

than on the institution as a whole. He continues by arguing that since not all 

individuals have a uniform opinion all the time, this is an important perspective to 

understand. He gives an example of one research mentioned in this study; Carlsson 

& Rooth’s (2007) research showed that individuals with a Middle Eastern sounding 

	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
5	  Translated	  from	  Swedish	  by	  the	  authors	  using	  transcripts.	  
	  
6	  Translated	  from	  Swedish	  by	  the	  authors	  using	  transcripts.	  
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name with the same qualifications as an individual with a Swedish sounding name 

only had half the chance of getting a job interview. 

 

Seen from NA’s individual perspective half of the individuals hiring still got back to the 

individual with the best qualifications, regardless of their name. NA explains that 

since individuals run institutions they are the ones responsible of creating the 

atmosphere. Especially if some individuals acclaim too much power over an 

institution, the direction and mentality of it might change rapidly. 

 

However, institutions usually consist of written and unwritten rules that could 

intentionally or unintentionally favor some groups over others. Also in this scenario, 

the rules are interpreted by individuals, and this creates a midpoint where 

discriminative individuals and institutional discrimination come together. NA 

summarizes by saying that institutional discrimination is the sum of prejudice from the 

individuals that are running the institution, and its written and unwritten rules. 

 

NA argues that stricter rules could lead to a higher risk of institutional discrimination, 

if there is no overhaul and self-criticism from the institution. To reduce institutional 

discrimination he argues that there is need for individuals in institutions to review their 

rules for possible preferential treatment. This can for example be achieved by talking 

to other institutions. For an institution to take the initiative to start reducing 

institutional discrimination, the change has to come from an individual level, usually 

at the top of an organization. However, there will always be some rules that are 

necessary for the institution that will be unfavorable for some groups. 

 

5.2 Questionnaire   

5.2.1 Exclusion of participants 
One (1) participant who had no work experience and one (1) participant who had 

work experience only in another country were excluded from the questionnaire in 

Canada. Also, the participants who were considered as Swedish background (n=7) 

and Canadian background (n=11) were excluded from the statistical analysis but 

included in the demographic data (See table 3). 
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5.2.2 Missing data 
Four (4) questionnaires had missing data. All were from Canada; the missing data 

were age, Q15, Q17 and Q31 (For details on the questions, see Appendix 1 and 2). 

Therefore an imputation was made to adjust the score. For the missing age, the 

mean value of all participants (except excluded ones) from Canada replaced the 

undeclared age. Since m≈39,9 the participant got 40 as their age. Same procedure 

was used for Q15, Q17 and Q31, the mean scores on the question replaced the 

missing variable. This did not affect the overall mean score. only the SD score was 

slightly affected (age: sd≈13,1 before, sd≈12,87 after, Q15 sd≈1,5 before, sd≈1,47 

after, Q17 sd≈1,3 before, sd≈1,29 after, Q31: sd≈1,26 before, sd≈1,22 after), 

however this was a bias that was expected with this imputation method. 
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5.2.3 Demographic data of participants 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Participants that were not in the group “Foreign background Canada” or “Foreign 

background Sweden” were considered as Swedish background or Canadian 
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background. In the group with foreign background (the target group) the demographic 

analysis showed that the mean age was slightly different between the two countries, 

where Canadian participants were slightly older. Also work experience and workload 

(%) had some slight differences, where participants in Sweden had somewhat more 

experience from the labor market (See Table 3). It was however taken into 

consideration and the differences where seen as too small to affect the results. 

Remaining demographic data were considered comparatively evenly distributed with 

no significant differences. 

5.3.1 Reliability tests on part 1, part 2 and part 3 of the questionnaire in 
Sweden.  

(See table 4a) 

 

Part 1 - Cultural Tight-Looseness (CTL) 
Since Q22a - 22d were reversely coded they were recoded back to fit the answers on 

the rest of the questionnaire. On the first analysis, STL got a relatively low 

Cronbach’s alpha value (α=,430), the same with WPTL (α=,490).  

 

Questions 12 and 22c were removed because they did not show a high internal 

consistency with the rest of the battery of questions compared.  

Without Q12 (STL) the internal consistency got significantly higher (α=,791).  

Q22c (WPTL) was removed for the same reason. Removing Q22c did not give the 

same level of boost to the internal consistency as Q12, but still a the internal 

consistency got significantly improved (α=,708). 
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For Q12, it could be possible that the word “Freedom” triggers different associations 

for different individuals. Therefore the perceived interpretation of the question could 

be different from individual to individual, thus the questions might give a weak 

internal consistency for the context of this part of the questionnaire. 

For Q22c, it could be possible that the word “Argue” also triggers different 

associations for different individuals. Some individuals might perceive “Argue” as 

something more harsh than merely a discussion, and some might interpret it as just a 

discussion or similar. Since Q22c did not show lower internal consistency for the 

questionnaire done in Canada, it might also be possible that participants in Sweden 

understood the question properly and found it much more inappropriate than the 

other questions. 

 

STL and WPTL had previously been separated into different parts of the 

questionnaires to fit the context of them. Both parts did however belong to the CTL-

scale and were intended to measure tightness, but from different aspects. They 

showed high reliability and derived from the same original questionnaire, the intention 

was therefore to re-combine them into one variable (CTL). The reliability analysis for 

CTL also showed high internal consistency. The results indicated that the data could 

be considered normally distributed. 

 

Part 2 - Perceived Open/Closedness of the Labour Market (OCLM). 
Part 2 showed high internal consistency. The results indicated that the data could be 

considered normally distributed. 

 

Part 3 - Everyday Discrimination (ED). 
Part 3 also showed high internal consistency. The results indicated that the data 

could be considered normally distributed. 

5.3.2 Testing hypotheses H1a and H2a 

To test H1a and to determine if Part 1 (CTL) and Part 3 (ED) had enough covariance 

to be combined and create a new variable, Institutional Discrimination Factor (IDF), a 

series of tests were made. IDF showed high internal consistency (α=,751). The 

results indicated that the data could be considered normally distributed (even 
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skewness =-,006, kurtosis flat =-1,544). Means were also examined (m≈68,73, 

sd≈15,79). The strong alpha-score indicated that there was reason for correlational 

analysis between these variables. 

 

A two-tailed Pearson test was chosen to analyze if there was a positive correlation 

between these variables, thus provide the grounds to create an IDF variable. A 

parametric test was used since the variables were considered to have a normal 

distribution. Pearsons test showed a high positive correlation (r=,738) and the results 

were significant at the <0.01 level (p=,000). The highly significant results indicated 

that IDF could be measuring Perceived Institutional Discrimination. 

 

According to the theoretical analysis, support for H1a and thus grounds 

for Institutional Discrimination Factor were found. 

 

To test H2a a negative correlation was predicted in order to support our hypothesis 

that Higher IDF influence OCLM in a negative way. To test the correlation, Pearson 

two tailed test was used. A parametric test was used this time as well since the 

variables were considered to have a normal distribution. Results showed high 

negative correlations between the tested variables (r=,-808) and significance at the 

<0.01 level (p=0,000). The highly significant results indicated that higher IDF could 

relate to OCLM in a negative way. 

 

According to the theoretical analysis, support for H2a was found, which 

could indicate that higher Perceived Institutional Discrimination leads to 

less favorable view of the labor market. 

5.4.1 Reliability tests on part 1, part 2 and part 3 of the questionnaire in 
Canada  

(See table 4b) 

To be able to compare the two results, the same questions, types of tests and 

measurements were used for this group as well. 
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Part 1 - Cultural Tight-Looseness (CTL) 
Q12 showed a weak internal consistency also in Canada and was removed for the 

same reasons as for Sweden (α=,660 before removal, α=,746 after removal). 

However, Q22c did not show any significant weak internal consistency (α=,861 

before removal), but was still removed (α=,865 after removal) since it had been 

removed from the analysis for Sweden. This was in order to be able to compare the 

different scores with each other. 

 

Both parts of the CTL-scale (STL + WPTL) were also combined to compare the 

scores. They showed lower internal consistency than Sweden, but were still assumed 

high enough to be comparable. The results indicated that the data could be 

considered normally distributed. 

 

Part 2 - Perceived Open/Closedness of the Labour Market (OCLM). 
Part 2 showed high internal consistency. The results indicated that the data could be 

considered normally distributed. 

 

Part 3 - Everyday Discrimination (ED). 
This part showed high internal consistency, but was lower compared to Sweden. The 

results indicated that the data could be considered normally distributed. 

5.4.2 Testing hypotheses H1b and H2b 

To be able to support H1b, that CTL does not affect ED, the same internal reliability 

and correlation test as done with the Swedish questionnaire was made between Part 

1 and Part 3 to be able to determine if there was grounds for a possible IDF variable, 

or the lack of one. Tests showed a comparatively low internal reliability (α=,348). A 

parametric test was used since the variables were considered to have a normal 

distribution. A two-tailed Pearson's test showed a weak correlation (r=,220) and no 

significant result (p=,366) between the tested variables. Because of the comparable 

low correlation and high p-value, support was perceived to be found for H1b. 
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H1b: It was therefore perceived that cultural tightness could not be 

measured in the same degree in Canada as in Sweden. Therefore 

there was no relation between discrimination and cultural tightness in 

Canada. 

 

To test H2b for determining if there was any correlation between IDF and OCLM,  

a Pearson two tailed test was used, same as with the results for Sweden. 

Results showed low negative correlation between the tested variables  

(r=,-0,37) and a no significance in the result (p=,879). Because of the comparable low 

correlation and high p-value also in this test, support was perceived to be found for 

H2b. 

 

H2b: Since institutional discrimination could not be measured in 

Canada in H1b, no indications that it would relate to the how the labor 

market was perceived could be found. 

5.4.3 Testing hypothesis H3 

To determine if Perceived Everyday Discrimination was higher in Sweden than in 

Canada, an independent t-test was used. Results showed a difference (t=1,368) 

between the variables and the p-value was significant at the <0,1 level (p=,083).  

Therefore some support was perceived to be found for H3. 

5.5 Limitations 

5.5.1 Limitations of the interviews 

Though the general topics of the interviews were created in collaboration between 

the two authors, only one interview was conducted with both authors present. The 

open nature of the interviews allowed for significant personal discretion on what to 

discuss and the subject might have been approached from different angles, the 

questions and topics might also have been interpreted differently by different 

interviewees. The interviewees might also have had an idea of what the purpose of 

the interview was and answered in accordance to that notion. Furthermore, the 
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sensitive subject of ethnicity and discrimination might have been difficult to talk 

openly about and a certain bias might have been in effect. 

 

Due to the restraints on time as well as contacts in Canada, no further interviews 

were possible beyond the first one. The amount of data is therefore somewhat 

skewed and inference made on the Swedish case arguably has more merit. As 

suggested by Saunders et al (2009) all interviews were recorded and transcribed by 

the authors with the consent of the interviewee. This was done in order to assure the 

quality of the data and to ease usage later on in the process 

5.5.2 Limitations with the questionnaire 

Drop-out/Refusal to participate in the questionnaire 

Although n = 26 in Sweden and n= 32 in Canada, the participation rate was 22 % in 

Sweden and around 19 % in Canada. For the participants who dropped-out, refusal 

to participate in the questionnaire was explained by lack of time or reasons not 

disclosed to the authors. Possible reasons for this might be actual time shortage or 

that they did not feel like taking the time. Another possible reason hypothesized is 

that individuals with experiences of abuse and malfeasance from other countries 

would not trust an unknown person enough to answer any questions. This falling-off 

of participants, whatever the reason, possibly skewed the results by eliminating 

certain groups, the ones willing to participate might have other experiences than the 

ones that refused. Since it is not possible to ascertain whether this is the case or not 

there may be a certain bias. 

 

The issues of a standardized questionnaire 

Due to the time constraint it was deemed not feasible to allow the possibility to add 

personal comments to the questionnaire, the extra data to process would have been 

too time consuming. By sacrificing this option in favor of quantity, nuances 

surrounding answers as well personal interpretations of a question might have been 

lost. Another possible risk here would be that none of the given alternatives of a 

question fits and that the individual is forced to choose another option.  
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Issues surrounding the structure and design of the questionnaire 

Addressing educational level in question 5 of the questionnaire the participant is 

asked to list the highest achieved education level. By doing that individuals with 

years of higher education but still lacking a degree might have interpreted this 

differently, some might have filled in that they had not reached a higher education 

and therefore only had a high school degree, thus making it harder to interpret how 

much education affects the individual experience. There is also a risk that the 

participants did not distinguish correctly between these different situations because 

of the questionnaire design. To prevent this, pilot questionnaires were introduced 

before the participants got to answer the final versions of the questionnaire in both 

countries. However, a bias could still remain despite of this.  

 

Number of participants 

Since the number of participants for comparative studies were relatively low (n=26 

Sweden, n=30 Canada) the sample might not represent the population as a whole. 

The specific sample used in this study might have been collected from some 

individuals that had deviant opinions than the general population.  

5.6 Analysis and discussion of the results 
The interviews support that Sweden would be tighter with more restrictions 

surrounding behavior in and out of the workplace. The history of a highly regulatory 

government and powerful unions could be argued to have created a work 

environment with more set rules, difficult to change and with low chance of 

acceptance of deviant behavior. This could in turn lead to a higher rate of institutional 

discrimination, perceived as well as real when room for alternate behavior is less 

than in Canada. The notion that immigration is done to help people who cannot help 

themselves could also lead to a longer distance between Swedish background and 

foreign background, creating a sense of people of different worth. 

 

It is pointed out that Canada has been forced to deal with the issues surrounding a 

heterogeneous society long before Sweden. Though England, and not Canada, is 

used as an example the Swedish interviewees point to the same aspect, there is a 
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learning curve on which Sweden still lags behind other countries. The difference in 

experience of institutional discrimination between the two countries can therefore in 

part be explained as an issue of time. Canada has had more time to work out how to 

balance the needs of different cultures, and in the process lowering the frequency of 

institutional discrimination. 

 

Another time aspect would be to show how used to other cultures the average 

Swede or Canadian is. According to the interviewees in Sweden, fear of the unknown 

could be a natural part of the human mind and if Canada is perceived as a country 

ahead of Sweden in that aspect, the difference between the two nations should even 

out over time. 

 

The results from the questionnaire were in accordance with the predicted hypothesis 

that individuals with foreign background in Sweden experience comparatively more 

everyday discrimination. Results also indicate that this group’s perceived institutional 

discrimination (IDF) could be measured and that it relates to the perceived 

closedness of the labor market in Sweden. However, the same results could not be 

found for the same group in Canada. Even though the results were highly significant, 

because of the low number of participants in the sample (n=19 in each country), 

these results are only considered to give indications for the population as a whole, 

thus not representing it. The risks for a type 1 error in this study should therefore be 

considered. 

6. General Discussion 
Given the definitions by Berry (1997), for a successful integration of a multicultural 

nation, the multicultural model should be used. Canada has shown to have a 

sustainable multicultural model but according to Tahvilzadeh (2005) although 

Sweden is presumed to aim for a multicultural society, it can be questioned. It is 

further argued that, rather than to integrate, the results of the Swedish multicultural 

model have resembled assimilation. 
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The fact that Canada, early on in the process regulated national policies and 

guidelines for multiculturalism, lead to changed institutional processes and had an 

impact upon society as a whole. This includes the stereotypes and prejudices that 

might affect those who are considered different, especially in the labor market. 

Sweden, although adopting the same policy 18 years later, has not been able to 

show the same successful results.  It is possible that there is a view of individuals 

with foreign background as something to correct and assimilate into the Swedish 

society, instead of a source of new cultural impressions, has created a sense of “us” 

and “them”.  

 

In this study we found that indications of perceived institutional discrimination towards 

minority groups in Sweden reflect the cultural tightness of the country. This in turn 

reflects their view of the labor market in a negative way. We also found that these 

views were not shared by the comparable group in Canada. From the results, it could 

be argued that Sweden should take preventive measures on behalf of the minority 

group population to reduce the perceived institutional discrimination. Sweden has 

taken similar measures before to prevent institutional discrimination against women 

in the past. These measures together with a well-developed legislation aimed at 

preventing discrimination against women, has led to Sweden by many being 

perceived as one of the most equal countries in the world. Though this might be true 

regarding the equality between the sexes, concerning minority groups there is still 

plenty to be done.  

 

Since there is an assumed link between perceived institutional discrimination and the 

labor market, the issue also affects the general productivity of society. If minority 

groups find the labor market as unfavorable towards them, societal resources will be 

lost when individuals omit to apply to jobs on their educational level. It is also 

imperative to move away from the notion that minority groups in Sweden are “victims” 

in need of help. If people are considering themselves as victims instead of as a 

resource, their actual abilities in providing for the society might be overlooked.  
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Canada is not perfect; the results indicate some discrimination in Canada as well, 

though to a significantly lesser degree. However, they could not be explained through 

factors regarding this studies interpretation of institutional discrimination. Therefore 

Canada might have something that Sweden could benefit from. The idea that all 

groups have a responsibility to learn from the society puts pressure on all individuals 

to interact, but in the end it leads to a more respectful way of treating each other. It is 

our view that these demands, when kept on an adequate level, helps integrate 

people into the society and gives them a sense of pride and self-worth. 

 

The situation for individuals with foreign background in Sweden could lead to 

institutional discrimination, with the possibility of cultural marginalization and 

separation as a result. Given the statistical and societal differences, they might feel 

more stigmatized and exposed to prejudice which might translate into perceiving that 

the labor market is unfavorable towards them. Thus they might also view the labor 

market as more closed. 

 

It is believed that the culture in Canada, being more culturally loose, creates a better 

atmosphere for minority groups since, for example, deviant behavior is considered to 

be more tolerated. Therefore, institutional discrimination in this sense might not be 

intentional, but a cultural phenomenon. It is therefore argued that culture has a 

significant impact on institutional discrimination in Sweden, more specifically, 

because of the country’s cultural tightness. It is further argued that strong cultural 

tightness and multiculturalism do not go hand-in-hand. 

 

Conclusion 

In this study, cultural differences concerning views on minority groups on the labor 

market between Canada and Sweden were compared through interviews and 

questionnaires handed out to individuals in minority groups in both countries. Results 

showed that there are indications of differences between Sweden and Canada 

regarding their minority groups. Minority groups in Sweden perceived more 

institutional discrimination in relation to minority groups in Canada, this was argued to 

be the cause of cultural differences along with everyday discrimination. Furthermore, 

a correlation was found between perceived institutional discrimination and 
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Closed/Less favorable views on the labor market in Sweden, but not in Canada. Also, 

the perceived everyday discrimination was measured to be higher in Sweden than in 

Canada among minority groups. 

 

We recognize that it might be difficult to instigate a change of patterns and behaviors 

so deep-rooted in culture, as well as in societal institutions. However, not addressing 

the problem or failing to take it seriously might have even more severe 

consequences. Inequality and segregation are issues that need to be addressed, and 

although Sweden has historically been seen as advanced in such fields as women’s 

rights and general equality, continuous self-reflection and self-criticism are required 

for continued success on the matter. It is important to remember that no country can 

live on old merits and past successes in the long run.  

 

It is argued that looking at other nations with more experience of the multicultural 

learning curve could be helpful to Sweden. However, learning is not possible before 

the problem is acknowledged. In this study we have found indications of institutional 

discrimination in Sweden which significantly correlated with negative views of the 

labor market for minority groups. It is unclear what factor is the dependent one, but it 

is assumed that it is the perceived institutionalized discrimination that affects the 

closed labor market view.  

 

Within the scope of this study, it is hard to say exactly ‘what can be learned from the 

maple leaf’ since these factors were not studied in detail, even though there are 

some suggestions that Sweden could apply from what Canada has done in the past. 

However, in order to learn, there first has to be a consensus that there actually is 

something to be learned, and in this study we have presented indications that, for 

Sweden, this might be the case. 

 

Implications for future research  
We believe that Sweden is in the beginning of a multicultural learning curve and that 

institutional discrimination in Sweden is under-researched. There is plenty of room for 

the necessary research to be done, across various fields, to get a deeper 

understanding about institutional discrimination - its causes, effects and preventive 
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measures. According to this study, the problems are real and need to be addressed 

in order to find ways of reducing them. In order to achieve this, future research needs 

to aim special attention on domestic differences as well as international ones to find 

differences and possible applied solutions. In addition to this, culture must also be 

placed in context to understand the differences. Furthermore, more specific studies 

about the impact of lost resources should be made to understand the loss for 

companies as well as the society from the perceived institutional discrimination and 

closedness of the labor market that minority groups might experience. According to 

Steele & Aronsson’s (1995) and Steele’s (1997) research on stereotype threat, when 

a characteristic between two groups is salient, for example ethnicity, one group 

detriments from it, the other group (usually the most superior or dominant) might in 

turn benefit from it. Therefore there might be grounds for research regarding that 

individuals with Swedish backgrounds might perceive the labor market as more open 

than comparable groups in Canada. 
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Apendix 1 - Questionnaire in Swedish 

 

Enkät - Arbetssökande 

 
Välkomen till enkäten och tack för att du bidrar till vår forskning. 

 

Vi är två studenter från Uppsala Universitet, den här enkäten kommer användas som 
grund för vår kandidatuppsats i företagsekonomi. 

 
 

Du kommer i denna enkät bli tillfrågad om upplevelser i ditt jobbsökande samt om 
samhället i helhet. Var vänlig och besvara frågorna så ärligt som möjligt. Enkäten är 
anonym. Du kan avsluta deltagandet när du vill. 
 

Om du är osäker på en fråga eller ett ord går det bra att fråga mig 

 
 

När du är klar, var snäll och ge enkäten tillbaka till mig. Tack så mycket för ditt 
bidrag! 
 

Om du vill ta del av våra resultat senare går det bra att skicka ett mail till 
christensen.ruben@gmail.com 
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Del 1 

 
 

1.  Kön 

 Man         O 

 Kvinna         O 

 

2. Ålder 

Skriv här:…............................................... 

 

3a. Födelseland 

Skriv här:…............................................... 

 

3b. Om inte Sverige, vilket år invandrade du? 

Skriv här:…............................................... 

 

4. Föräldrars födelseland 

Mamma	  

Skriv här:…............................................... 
 

Pappa 

Skriv här:…............................................... 

 

5. Din högsta uppnådda utbildningsnivå (ringa in) 

Grundskola Gymnasium Kvalificerad yrkesutbildning  Examen från universitet/högskola 

Annat:..................................................... 
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6. Har du någon arbetslivserfarenhet från Sverige? 

Ja    O 

Nej    O 

Nej, men bara från ett annat land O  
 

Om Ja, besvara 7 och 8, hoppa annars till fråga 9 
 

7. Vilket av följande alternativ passar bäst in på din normala anställning 

Heltid (100%)     O 

Deltid (50%)   O 

Mindre än deltid  (annat)        O 
 

8. Ungefär hur länge har du totalt arbetat i Sverige? 

(mindre än 3 mån)        O 

(3 - 6 mån)                O 

(6 - 12 mån)    O 

(mer än 12 mån)   O 

 

Del 2 

 

Frågorna som du nu kommer besvara handlar om Sverige och dina upplevelser av 
landet. Var snäll och ringa in om du håller med eller inte håller med följande 
påståeden. Tänk på att påståenden ibland refererar till “sociala normer”, vilket är 
standardiserade beteenden som oftast består av oskrivna regler 

Var snäll och ringa in ETT alternativ 
 

9. Det finns många sociala normer som människor väntas följa i det här landet. 
 

1 2 3 4 5 6 

Håller inte med alls    Håller helt med 
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10. I det här landet finns det mycket klara förväntningar angående hur människor ska 
uppföra sig i de flesta situationer. 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

11. Människor är eniga om vilket uppförande som är lämpligt eller olämpligt i det här landet. 

 

1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

12. Folk i det här landet har stor frihet i att bestämma hur de vill uppföra sig i de flesta 
situationer 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

13. I det här landet kommer andra starkt ogilla om någon uppför sig på ett sätt som anses 
opassande 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

14. Mäniskor i det här landet följer nästan alltid de sociala normerna 

 

1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

Del 3 
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Basera dina svar på erfarenheter från tidigare anstälningar i Sverige. 
 

15. Jag känner att jag får behålla mina värderingar och tillvägagångssätt på min arbetsplats. 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

16. Jag känner att jag fått chansen att utvecklas under mina tidigare anställningar 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

17. Det var okej att avvika från den sociala normen på arbetsplatsen 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

18. Jag accepteras lätt in i omgivningen på arbetsplatsen 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

19. Jag känner mig som en del av arbetsplatsens kultur ganska fort 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

20. Av erfarenhet är det relativt enkelt att ta sig in på arbetsmarknaden 

 
1 2 3 4 5 6 
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Håller inte med alls    Håller helt med 

 

21. Det är lätt att accepteras av kollegor som nyanställd 

 
1 2 3 4 5 6 

         Håller inte med alls              Håller helt med 

 

22. Hur passande är följande uppförande när du arbetar? 

22a. Skratta högt 

 

1 2 3 4 5 6 

Extremt opassande             Extremt passande 

22b. Svära (använda fult språk) 

1 2 3 4 5 6 

Extremt opassande             Extremt passande 

22c. argumentera under en löneförhandling 

1 2 3 4 5 6 

Extremt opassande             Extremt passande 

22d. Lyssna på musik i hörlurar 

1 2 3 4 5 6 

Extremt opassande             Extremt passande 

 

Del 4 

 

In din vardag, hur väl stämmer dessa påståenden in på dig? 

                                                                                

23. Du behandlas med mindre hövlighet än andra människor 
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1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

24. Du behandlas med mindre respekt än andra människor                      

                                           

1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

25. Du erbjuds sämre service än andra människor (i restauranger och affärer). 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

  

26. Människor uppför sig som om de inte tror att du är smart. 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

27. Människor uppför sig som om de var rädda för dig. 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

  

28. Människor uppför sig som om trodde att du var oärlig. 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 
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29. Människor uppför sig som om var bättre än dig. 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

        

30. Du blir kallad namn och förolämpad. 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

31. Du blir hotad och trakaserad.                   

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

                                 

32. Anser du att du någonsin blivit orättvist sparkad eller nekad en befodran? 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

33a. Anser du att du någonsin inte fått ett jobb, av orättvisa skäl? (Om svaret är 4 eller 
högre, var vänlig svara på frågorna 33b - 33d, om svaret är 3 eller lägre fortsätt till fråga 34) 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

Var snäll ange hur dessa uttalanden stämmer överens med din erfarenhet 
 

Du kände dig orättvist behandlad i: 
 

33b. I ansökningsskedet 
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1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

 

33c. I intervjuskedet 

 

1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

34. När du får ett jobb känner du att arbetsgivare gör det för att... 

 

34a. Hjälpa dig 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 

 

34b. Du kan bidra till företaget 

 
1 2 3 4 5 6 

Håller inte med alls    Håller helt med 
 
 

 

 

 

 

Enkäten är slut. Tack för ditt deltagande! 
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Appendix 2 - Questionnaire in English 

 

Questionnaire - Job seekers 

 
Welcome to the survey and thank you for contributing to our research. 

We are two students from Uppsala University, Sweden and this survey will be used as a part 
of our bachelor thesis in Business studies. 

 

In this survey you will be asked about experiences in your job search, society as a whole as 
well as your day to day experiences. Please try to answer the questions as honestly as 
possible. The survey is anonymous. You can end your participation at any time. 

If you are uncertain of the meaning of a question or a word, please ask me 

When you are done, please hand the questionnaire back to me. Thank you for your 
contribution! 

If you would like to know about our results later on, please send an email to 
Martin.walian@gmail.com 
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Part 1 

1. Gender 

Male              O 

Female          O 

 

2. Age 

Write here: …............................................... 

 

3a. Country of origin/birth 

 

Write here: …............................................... 

 

3b. If not Canada, what year did you immigrate? 

 

Write here: …............................................... 

 

4. Country of origin/birth of your parents 

Mother 

Write here…............................................... 

Father 

Write here…............................................... 

 

5. Highest achieved education level (Circle your choice) 

 

Primary school         High school           Diploma        Degree from University/College        

Other: …............... 
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6. Do you have any working experience in Canada? 

Yes    O 

No      O      

No, only in another country      O  

 

If Yes, answer 7 and 8, otherwise skip to question 9 

7. Which option below best fits your usual type of employment? 

Full time 100%   O 

Part time (50%)                     O 

Less than Part time (Other)    O 

 

8. Approximately how long have you, in total, worked in Canada?  

Less than 3 months  O 

3-6 months            O 

6-12 months                 O 

More than 12 months  O  

 

Part 2 

 

The following statements refer to Canada and your experiences of the country. Please 
indicate whether you agree or disagree with the following statements. Note that the 
statements sometimes refer to "social norms,” which are standards for behavior that 
is generally unwritten.  

Please circle ONE alternative 

9. There are many social norms that people are supposed to abide by in this country. 

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 
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10. In this country, there are very clear expectations for how people should act in most  

situations. 

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

 

11. People agree upon what behaviors are appropriate versus inappropriate in most  

situations in this country. 

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

 

12. People in this country have a great deal of freedom in deciding how they want to behave  

in most situations. 

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

13. In this country, if someone acts in an inappropriate way, others will strongly disapprove.  

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 
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14. People in this country almost always comply with social norms. 

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

 

 

Part 3 

 

Please base the answers on the following questions from your experiences from 
previous employments in Canada. 

15. You feel that you are allowed to keep your values in your work place. 

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                        

16. You feel that you have had the opportunity to develop during your previous employments 

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

17. It was okay to deviate from the work place’s social norms 

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

18. You get easily accepted into the workplace environment 

 



Bachelors	  Thesis	   	   Uppsala	  University	  
Department	  of	  Business	  Studies	   	   Supervisor:	  Lena	  Zander	  
Martin	  Walian	  &	  Ruben	  Christensen	   	   5	  June,	  2013	  
	   	   	  

71	  
	  

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

19. You feel like a part of the workplace’s culture rather quickly 

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

20. According to your experience, it is relatively easy to enter the labour market 

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

21. In general, as a new employee, I find it easy to get accepted by colleagues  

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

 

22. How appropriate are the following behaviors in the workplace? 

22a. Laugh out loud 

1 2 3 4 5 6 

Extremely Inappropriate    Extremely Appropriate 

                                                                                            

22b. Curse/swear (use foul language) 

1 2 3 4 5 6 

Extremely Inappropriate    Extremely Appropriate 
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22c. Argue in a salary negotiation 

1 2 3 4 5 6 

Extremely Inappropriate    Extremely Appropriate 

 

22d. Listen to music on headphones 

1 2 3 4 5 6 

Extremely Inappropriate    Extremely Appropriate 

 

Part 4 

 

In your day-to-day life how much do these statements correspond to you? 

23. You are treated with less courtesy than other people.                                            

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

24. You are treated with less respect than other people.  

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

25. You receive poorer service than other people (at restaurants or stores). 

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

26. People act as if they think you are not smart. 
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1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

 

27. People act as if they are afraid of you. 

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

 

 

28. People act as if they think you are dishonest. 

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

 

29. People act as if they are better than you are. 

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

30. You are called names or insulted. 

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 
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31. You are threatened or harassed.               

 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

32. Do you think you have ever been unfairly fired or denied a promotion?                                    

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

                                                                                            

33a. For unfair reasons, do you think you have ever not been hired for a job? (If answer is 4 
or above, please continue with questions 30b – 30c, if answer is 3 or below, go on with 
question 34) 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

 

You felt unfairly treated in: 

33b. In the application phase 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

 

33c. In the interview phase 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

 

 

 

 

 

34. When you get a job, you get the feeling that your employer does it because.. 
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34a. because he/she wants to help you 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

 

34b. because he/she believes you can contribute to the company 

1 2 3 4 5 6 

Strongly Disagree    Strongly Agree 

 

 

 

 

 

 

 

 

The Survey is finished. Thank you for your participation! 


