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Abstract

This paper analyzes gender-based access discriomnatthe Latvian labour market. The
authors perform a field study of sending bogusmessiin response to online job advertisements.
A pair of two resumes was sent to 703 job vacaneies in 155 cases the authors received a
positive answer from the potential employer. Onlencandidates were invited to the interviews
63 times, only female candidates — 39 times, wbolh candidates were treated equally 53
times. The study finds no statistically significawidence for accepting the hypothesis that
access discrimination can be observed in the maked to data limitations no meaningful
analysis could be performed across industries, filntiser research is warranted to assess the

implications for the society and policy setting.

Keywords: Gender equality, access discrimination, Latvidoola market, correspondence study
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1 Introduction

Equal employment opportunity is a fundamental vatueost of the countries. It is widely
accepted that potential employees must be evalwaitdide basis of merit, job related

knowledge, skills and abilities. Decisions are edeed to be discriminatory if they are based on
demographic criteria which are not related to tie for example, gender, race, age and

nationality (Harcourt, Lam, & Harcourt, 2005).

Wage gap in the Latvian labour market is a substlaanhd persistent problem, as women earn
13.6% less than men (Hausmann, Tyson, & ZahidigRQQlearly there is no equality of
outcomes in the Latvian labour market. But a qoestemains: is the inequality of outcomes

caused by the inequality of opportunities?

The authors of this study conducted a field expenito determine whether there is access
discrimination in the Latvian labour market. Theheus tested whether it is more difficult to get
a job for females than for males, and whether tfierdnces are persistent across various
positions and industries. The results could gibetter understanding of the persistent inequality
of outcomes (for example, in the form of wage gapshe Latvian labour market: if there is
access discrimination, then the problem of inedquatarts in the recruitment process, while if no
statistically significant access discrimination ¢enobserved, then, apparently, the
discriminatory treatment starts to appear in therlstages of employment. The findings of the
research could imply relevant policy suggestiorsualvhether the gender discrimination should
be fought against already at the stage when thalésnare just trying to access the labour

market.
The authors answered two main research questions:

* Do Latvian companies discriminate against wometh@ir recruitment practices by
being more likely to call back to a male candidatder than a female candidate with the
same skills and experience?

» Does the level of gender access discriminatioreddtross various industries in Latvia?

The remainder of the paper is structured as follove first section provides a comprehensive

review of the literature on the topic. The seceadtion introduces the methodological
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framework employed in the study. The third secpoovides a brief description of the dataset
used in the analysis. The fourth section preséetsdsults of the study. The fifth section
provides a brief discussion on the possible linoteg of the method employed. The sixth section
analyzes the implied effects on the society ancdeguwental policy setting. The seventh section

concludes the paper.
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2 Literature Review

2.1 Discrimination

Two identical candidates should have identical oputies in the labour market in terms of
recruitment, treatment at work, level of salaryhability to be promoted etc. A fair treatment
would mean that the employee is evaluated onlydarecharacteristics that are directly linked
to the job performance, such as skills, previoyseeence, productivity and others.
Discrimination is said to exist if the employettaking into account other factors (Aigner &
Cain, 1977; Heckman, 1998; Bendick, Jackson, ReinkdHodges, 1991; Chung, 2001).

2.1.1 Reasons for Discrimination

The most common grounds for discrimination in ergplent are age (as proven by Gringart and
Helmes (2001)), gender (Adam, 1981; Goldin & Ro@8$)0), race and ethnicity (Hoque &
Noon, 1999). The results of several field experita@mdicate that being a part of the
discriminated minority group can worsen your cagespects by up to fifty percent. Bertrand
and Mullainathan (2003) analyze the labour markstramination in Boston and Chicago and
find that, keeping the content of the resume coistaperson with a White-sounding name will
receive two call-backs while a person with an AfneAmerican name will be called only once.
Carlson and Rooth (2007) conduct a similar expenimme Sweden and find that an applicant
with a distinctly Swedish name is twice more likedyreceive a call from the potential employer
than a Muslim candidate with the same qualificatiorhe difference in call-back rates is

persistent across both genders.

2.1.2 Types of Discrimination

There are two main types of discriminatory behawiauthe labour market: (1) access
discrimination, which can be observed during thecpss of recruitment (Chung, 2001), and (2)
treatment discrimination, which takes place whendmployment contracts have been signed,
and has an effect on the remuneration, the poggitmlbe promoted, and the likelihood of being
fired (Perry, Hendricks, & Broadbent, 2000; Culbre2006).
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2.1.2.1Access discrimination

Arguably the most important point when discrimingtpractices should be particularly

measured is the process of recruitment: if the lgewpho are able to enter employment
relationship are selected based on discriminatbayacteristics, then all consequent measures of
unfair treatment underestimate the actual discitnm (Newman, 1978). Equal employment
opportunities stipulate that two identical candedabaving the same skills and experience should
receive the same number of responses when apgbyiige same position (Harcourt et al.,

2005; Newman, 1978). However, discriminatory bebawvduring the process of recruitment is
particularly difficult to detect on an individuavel because the rejected candidate can never
verifiably claim that the selected candidate watshadter qualified for the job (Bendick et al.,
1991).

2.1.2.2Treatment discrimination

Conventional economic theory suggests that if taebviduals or two groups of individuals
receive different remuneration for their work, thrayst contribute differently to the company by
having different levels of productivity. Howevefthe differences in salary can be explained by
the employer evaluating concepts like gender, raicé ethnicity, then it can be seen as unfair
and discriminatory behaviour in the company (Arrd®71). Terborg and llgen (1975) find that
although two equally competent candidates haddheegprobability of being hired, the female
applicant was treated worse than the male applimabeing asked to do less important duties
and consequently receiving lower wage. Cornell\afadich (1996) argue further claiming that
even if the applicants are hired and treated faluging the time of their employment, possible
discriminatory behaviour can be observed when thgl@yment contract is being terminated.
Therefore, government laws that try to protect eyees by making it more difficult and
expensive to fire them, indirectly have an effetidéscrimination as employers tend not to

recruit the subjectively less productive minority.

2.1.3 Discrimination across Different Industries and Positions

The theoretical framework developed by Cornell Welch (1996) suggests that discrimination

should differ across industries and between highgositions. If a potential mistake of an
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employee is very costly to the employer (for exampl the case of doctors, lawyers, employees
of the financial sector), then the employer wiltmat less of the minority that he sees as worse
based on some discriminatory and unrelated-to-whaktacteristics. Similarly, discrimination is
higher in positions where the contribution of timepéoyee cannot be observed immediately (for
example, at the top levels of management) comparkxv-skilled positions (such as cleaning
staff, basic construction workers, crop harvesttw) where the productivity of an employee
takes instant effect. The theory is partly provempeically: Bertrand and Mullainathan (2003)

do not find statistically significant gender disaimation when looking at each industry as a
whole; however, Richardson, Webb, Webber, and Srt0i3) find that discriminatory

practices are prevalent in stereotypically gengecsic positions, such as engineers for males

and secretaries for females.

2.1.4 Is the Gender Gap Narrowing?

Economic models on discrimination in the labour ke&usually evaluate the gap in treatment
between the members of two groups, for examplacéirAmericans and Whites, or males and
females. Part of this gap is attributed to diff@esin productivity (referred to as “the human
capital gap”) while the rest of the gap is a resfitharacteristics that cannot be linked to
productivity and should not affect job performaiftte discrimination gap”). The more of the
differences can be linked to productivity, the derahe discrimination (Darity & Mason, 1998).
Modern academic literature states at least thrasores of why the gender gap has been
decreasing over the past decades: (1) Gottsch@®/jlshows that over the time period from
mid-1970s to mid 1990s the real wage rate decrefaseden and increased for women; (2)
Blau, Ferber, and Winkler (1998) prove that reatkitg experience that is very highly valued
by the employers has been increasing significaarttpng women; and (3) legal framework has
been improved to eradicate discriminatory limitaief opportunities in the labour market for
women (Blau & Kahn, 1997). However, two considegat@lasons are still observable that could
account for the gap between the treatment of mdmeamen in the labour market: (1) young
women are still perceived as potential mothersienfuture, and pre-assuming that they might go
on a maternity leave in the near future, certaiplegers might not be willing to hire them

(Waldfogel, 1998); and (2) certain expectationb@iv much education a women should have
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are still persistent in the society, and those etgtimns deter females from acquiring university

degree and they end up at low-skilled positionsqdiga 1999).

2.1.5 Economic and Social Costs of Discrimination

Discrimination bears significant economic coststfa current business environment. Although
theoretically having a heterogeneous group of eygae bears a cost of more difficulties in
communication (loannides, 2010), it is proven emgplly that the company actually benefits as
people with various skills, opinions and experiencan develop more creative solutions to
problems (Page, 2007).

Moreover, there are socio-economic costs assocvetbdhe future professional and academic
development of the discriminated minority. Firsifya candidate is rejected purely due to
characteristics not related to job performance vglienot have an opportunity to gain valuable
working experience, and the stereotypical expemtatof her being a worse applicant will self-
fulfil over time (Darity & Mason, 1998). Secondiya group faces a labour market where their
skills are valued less just because of their rgeeder or ethnicity, then they have less incentives
than a not-discriminated candidate to invest ingicample, education, as the potential return is
lower (Bertrand & Mullainathan, 2003). Moreovere tlack of incentives can be passed also to
the next generation, slowing the movement towardserequal opportunities and fair treatment

in the labour market (Heckman, 1998).

2.2 Theoretical Framework on Why Discrimination Exists

Many studies suggest that discrimination is harmailonly to the society but for businesses
themselves. Worker diversity brings different tageand backgrounds to the company and
groups with different viewpoints usually can sopreblems more efficiently than homogenous
groups (Page, 2007). So why do employers decitlanm the company and deny themselves the

opportunity to consider different candidates fa &mployment position?

The literature offers two general hypotheses thay explain labour market discrimination: (1)
taste-based discrimination theory and (2) sta@iktc informational discrimination theory
(Lundberg & Startz, 1983). According to the tasieory, discrimination is a result of the

preferences of employers, current employees androgss. As this is an irrational emotion-
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based model, it should not be persistent in efiiciearkets (Becker, 1971). Statistical theory, on
the contrary, suggests that discrimination is nal response to incomplete information about
the productivity of the candidate and, thereforaymersist even in competitive markets (Phelps,
1972).

2.2.1 Taste-based Models

More than 50 years ago Becker (1957) was thetbrdescribe discrimination as a result of
prejudices. He showed that employers were willméptgo income in order not to be associated
with people of a certain demographic group. He pdothat the same can be applied also to other
employees and consumers. Other studies have simavoustomer and co-worker

discrimination theory might be flawed as a sigmifitvariance in discrimination cannot be
observed in jobs that require more extensive comeation with customers or colleagues.
However, the lack of variation in discrimination yrize consistent with employer discrimination
theory (Bertrand & Mullainathan, 2003).

Institutional theory is one of the perspectivespgarpng the taste-based view. It suggests that
companies do not necessarily care only about mamgntheir profit. When deciding about
employing new people companies do not want to wasteurces to make potentially the best
economic decisions as the outcome is still to gel@xtent ambiguous and performing an
accurate cost-benefit analysis is nearly imposgidércourt et al., 2005). Therefore, companies
engage in practices that are not necessarily i@tenmd efficient but are acceptable and
legitimate from the perspective of the main stakéérs (Oliver, 1991). Various empirical
researches have shown that companies often adbitenmost efficient practices (D'Aunno,
Sutton, & Price, 1991; DiMaggio, & Powell, 1983;d8tig 1987). To gain legitimacy, companies
from the same industry often implement similar pcas and, therefore, some networks may be

more discriminatory than others (Fennell, 1980).

However, the taste-based models fail to justifygbesistence of discriminating firms and,
therefore, discrimination in the long run. As expé before, discrimination should impede the
efficiency of companies and, thus, discriminatimmé should be less profitable in the longer
run. Later theories tried to solve the issue bypsing that there might be some frictions in the

taste-based theory. However, other models displdigsimination as an outcome of
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asymmetric information and easily justified thegistence of the phenomenon even in the long
run (Siddique, 2011).

2.2.2 Statistical / Information-based Models

The statistical models try to rationalize discriation by emphasizing the incomplete
information the company possesses about individaradlidates. To make decisions about
employing an individual, organizations need to geeeralizations about certain labour force
groups to minimize the costs of information acgiosi (Richardson et al., 2013). Assuming that
the employer possesses information about the aggmagluctivity of different easily
distinguishable groups, it is economically ratiofwalthe decision-maker to screen the

candidates on these potentially discriminatory bg$emaskovic-Devey, & Skaggs, 1999).

The theory suggests that employers assume tharityigooups are less productive “based on
probability estimates of turnover, work commitmeangd skills from the population at large”
(Kirchmeyer, 2002, p.8). Discrimination based ox appears mostly due to expectations of
potential pregnancy and child-care duties (Richamdst al., 2013). Other studies suggest that the
constraining factor is different stereotypes amaditronal gender roles (Cecil, Paul, & Olins,

1973; Rosen & Jerdee, 1974; Cohen and Bunker, 1€1&arly, some arbitrary group qualities
cannot be applied to every individual and, therefonany productive individuals who represent

some minority group suffer from discrimination (Vig 2002).

Economists have developed two fundamental grougsatiktical models of discrimination. One
group of models suggests that decision-makers eis®graphic criteria as proxies for various
unobservable qualities (Phelps, 1972; Arrow, 19@8her group of models assumes that
employers consider the same observable charastexssinore precise and reliable for one group
of people than for the other (Aigner & Cain, 19EZdndberg & Startz, 1983; Cornell & Welch,
1996).

Existing studies still have not reached a conseasushich model describes the source of the
discrimination in the labour market the best. Hoarethe common idea of all approaches is that
the decision-makers have an underlying belief peafple with different demographic
characteristics possess different unobservableactaistics.
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2.3 Methods for Detecting Discrimination

It is complicated to examine discrimination in tabour market because data about the potential
employees that is accessible to the researchinsiied and not consistent with the information
available to the employers. Even if two people seemparable to the researchers, they might
look totally different from the perspective of temployer (Bertrand & Mullainathan, 2003).
Therefore, every observed difference in the lalmarket that might seem to be based on
demographic criteria cannot be fully attributedliscrimination.

Most of the existing researches try to detect disoation by investigating publicly available
data (for example, wages) and looking for differeaticomes between the groups that cannot be
explained by job-related characteristics. Howelignising this type of methods the authors can
only observe unexplained wage differentials. TH#edkntials could easily be caused by some
objective but unobservable characteristics andetbee, would not indicate discrimination
(Weichselbaumer, 2002).

Because of the disadvantages associated withyfhesaf methodology more and more
researchers have used experimental techniquesiiea the existence of discrimination. These
studies try to understand whether equally qualifiaddidates, who are differentiated only by the
demographic characteristic of interest, have egppbrtunities to become employed. The

experimental methods are employed both in laboya®periments and real life settings.

2.3.1 Conventional Household and Labour Force Surveys

Researchers try to measure labour market discriromasing survey data by comparing the
performance of workers with similar set of skillsthese surveys, the authors try to assess
characteristics that correlate with the productiat the worker and, therefore, determine the
individual performance in the labour market. Thetca notion of the method is that people with

the same productivity should reach the same outdortiee labour market (Siddique, 2011).

One of the commonly used methods is a regressairiribs to assess the dependence of wage
levels or occupational status on the previouslydesd characteristics (for example, education
and experience) and the demographic variables@fast (for example, gender and race). If the

coefficients on the dummy variables describing dgraphic characteristics are statistically
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significantly negative, the authors conclude thatdiscrimination can be observed (Darity &
Mason, 1998).

Another extensively used model is the Blinder-Oaxaecomposition procedure (Darity &
Mason, 1998). The method identifies the underlyiagses of existing differences in the labour
market outcomes by allowing sorting between thea$f of the qualities representing
productiveness and the demographic characterigiesmethod captures the gap by creating a

reference group and a comparison group (Fairlie5p0

However, the obtained results most likely representonly the existing discrimination but also
the differences in productivity which are not olvsdrle to the researcher (Siddique, 2011).

When an employer makes a decision of hiring oirget wage for an employee, he takes into
account various qualities that cannot be detecyesl siandard survey (Bertrand & Mullainathan,
2003). These qualities include not only theorelycadeasurable abilities but also intangible
features like calmness, punctuality, openness alidgness to work (Arrow, 1972). Moreover,
there is almost no survey data on hiring decisiamgch makes it nearly impossible to examine
the access discrimination (Siddique, 2011). Theae/lacks have led researchers to increase the

reliance on gathering evidence by various experiai¢echniques.

2.3.2 Laboratory Studies

Laboratory experiments are used to specifically dinectly detect existing discrimination. It is
usually done in an unrealistic laboratory environimeith a casted recruiter or students who are
acting as recruiters. The participants need to ingag hypothetical situation where a choice

between potential employees differing in the gqyalitinterest has to be made (Newman, 1978).

The first laboratory experiment investigating disgnation in the labour market was performed
by Fidell (1970). She tried to determine the impEfctex on the evaluation of hypothetical
applicants. She found that men received prefeldntiatment. Others have performed the
experiments in more realistic settings (for exampleexamining the outcomes of blind

auditioning for orchestras (Goldin & Rouse, 2000)).

The problem with laboratory studies is that theaot®#d results cannot be reliably transposed
from laboratory settings to reality. The actiongha participant of the experiment are costless
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for the particular person, meaning that the test@edoes not have to live with the
consequences of the decision. If there is no reqent to follow-through on the decisions made,
the participants of the experiment cannot be exgaettt act in the same way they would in actual
decision-making situation (Newman, 1978). Moreotteere are no monetary incentives to act
against the widely accepted social norms and, thexethe recruited person is likely to give a
socially acceptable response. Thus, it is imposgidbhpply the results of the study as the real
life situation might diverge substantially (Weichsaimer, 2002). Due to these reasons the
researches rely heavily on the evidence obtairgd fraturally occurring situations.

2.3.3 Field Experiments

Field experiments are used to examine whether Bogadlified candidates have equal access to
the first phase of the hiring process (correspooeeesting) and the employment position as
such (audit studies) (Weichselbaumer, 2002).

2.3.3.1Audit Studies

Employment auditing is a method that allows overncanthe previously described measurement
difficulties. The studies attempt to analyse theialdabour market settings by using comparable
potential employees who differ only by the demogragharacteristic of interest. The
candidates apply for the same employment posiimonlsaneously. As both of the potential
employees have comparable qualities and qualifinataffecting their productivity, any
difference in the treatment of those candidatesbeaconsidered to be discrimination (Bendick
et al., 1991). In general, the employment audifinggests that minorities tend to receive worse
treatment (less invitations to interviews and ldsdy to become employed) (Bertrand &
Mullainathan, 2003).

Audit studies have been applied in various setttngsg to detect discrimination based on
different demographic characteristics. The methaslllieen used to examine racial
discrimination (Turner, Fix, & Struyk, 1991), ethrdiscrimination (Cross, Keeney, Mell, &
Zimmerman, 1990) and sex-based discrimination (NekBank, & Van Nort, 1995). The
studies have been used to detect differences betiwgk-paying and low-paying jobs (Neumark
et al., 1995).
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Although employment auditing provides rather cle@dence on labour market discrimination,
the technique has quite substantial weaknessesifidagc& Siegelman, 1992). One of the main
challenges of the study is the fact that it is atmmpossible to find candidates that are identical
in all relevant dimensions for the employer. Eviethé participants of the study are visually
similar and trained to act in the same way, itdanly impossible to eliminate all differences
between the potential employees (Bertrand & Mulittian, 2003). Therefore, the results
generated by these studies are based on fundamasstahptions about what are the qualities
and qualifications important to the employer and/tiloe labour market operates (Heckman,
1998). Another drawback of the method is the flaat the participants of the audit study know
the purpose of the study and they might be constyar subconsciously motivated to generate
certain results. It is hard to ensure that thetatglwill not try to confirm their own views or
general beliefs in the society (Turner et al., J9%inally, these studies are very expensive and,
therefore, the analysed sample is too small torgdéime the results and understand the nuances

and mitigating aspects of discrimination (Bertr&Mullainathan, 2003).

2.3.3.2Correspondence Studies

Correspondence studies allow overcoming most oiviseknesses of audit studies (Darity &
Mason, 1998). The method involves sending out bogsismes in response to job ads. The
resumes must be the same in all aspects of hunpataldaat affect productivity and might be
important to the employer except for the demographaracteristic of interest. To ensure that no
unintended differences are introduced the authiossch studies rotate the resumes and
randomly assign them to different fake personalifRiach & Rich, 2006). The key concept of
the method is the strict control over all poteyiaélevant characteristics and if that is ensured
the authors can conclude that any preferentialrtreat for one or another candidate is
attributable to the difference in the demograplharacteristic and, therefore, can be considered
discrimination (Riach & Rich, 2002).

The first experiment involving bogus pairs of regsmvas performed by Jowell and Prescott-
Clarke (1970) examining racial discrimination. Thethod was later applied by Frith (1982) and
Riach and Rich (1995) to measure sex-based dis@imon (Weichselbaumer, 2002). Since then

several studies using this technique have trieddgasure access discrimination in various
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countries like the USA, the UK, France, Germany Ansdtralia (Riach & Rich, 2004). Other
studies have tried to detect discrimination basedge (Bendick, Jackson, & Romero, 1997,
Gringart & Helmes, 2001), disability (Ravaud, Madi& Ville, 1992) and sexual orientation
(Adam, 1981). An influential research by Bertrandllainathan (2003) investigating racial
discrimination again sparked interest about thehoulogy in the academic community and

several replicating studies have been develop#tkeinecent years (Aslund & Skans, 2012).

This method is superior to the previously descriteathniques because it allows exercising strict
control over all relevant characteristics and gwes that the candidates are almost identical in
all qualities except for the demographic charastierof interest. As no real people are involved
in the study, it is possible to ensure complete gamability of the resumes (Bertrand &
Mullainathan, 2003). The demographic characteristrandomly assigned to the different
resumes which minimizes any unintended biases laad g exhibits the objectivity of the study
(Riach & Rich, 2006). Moreover, the written resuraiew eliminating any demand-side effects
as written protocols do not allow divergence frdma tlefined procedures. Finally, the marginal
costs of sending out the resumes are relativelydog therefore, a larger sample can be
generated and discrimination can be analysed rhoreughly (Bertrand & Mullainathan, 2003).

It must be noted that correspondence studies dalloet analysing the whole hiring process.

Only the initial labour-hiring stage (selection foterviews) can be examined and the full degree
of discrimination might not be measured (Riach &Ri2006). However, majority of the field
experiments that involve a two-stage examinati@ygsat that most of the discrimination is
observed exactly in the first phase of the hiringcpss as it leaves the rejected candidate with no
evidence of discrimination (Riach & Rich, 2002; &tia& Rich, 2006).

Moreover, it can be argued that the correspondstuckes involve deception of the potential
employer due to lack of informed consent and, floeee are ethically unacceptable (Riach &
Rich, 2004). However, American Psychological Asatonh Committee on Ethical Standards for
Psychology (1967) suggests that it is necessaapatyse three aspects of the study to determine
whether it is ethically acceptable: (1) the harntlmsubject, (2) the importance of the study,
and (3) the existence of alternatives (Mcintyre i@, & Posner, 1980). Firstly, the harmful

effects of the study are minimized as the invitadiare usually rejected as soon as received.
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Moreover, this type of interaction is quite frequanthe labour market as the potential
employees apply to many jobs and need to turn dawme offers (Riach & Rich, 2006).
Secondly, deceptive studies detecting discrimimaiticthe labour market are justified because of
the considerable social and economic harms ofidigzation on the society (Newman &
Krzystofiak, 1979). Finally, as shown before, altgive procedures (surveys, laboratory
researches and audit studies) are flawed and dealata cannot be gathered (Mcintyre et al.,
1980). Therefore, even if the study involves deioept is ethically justifiable as the generated
societal benefits are substantially larger thamtlaeginal harms imposed on every individual

decision maker.

2.3.4 Existing Research in Latvia

The studies about gender discrimination in Lataa be divided in two fundamentally different
groups. A part of these researches tries to aise$srmal discrimination in the labour market
by analysing the impact of the existing legislatmndiscriminatory practices (Feldtie & Mits,
2001). The studies show that gender equality fdgneadists and it is ensured by both the
national legislation and the binding internatiotmahties (Factum & Biss, 2006; Kavasa, 1999;
Neimane, 1999; Dimitrovs, 2012).

However, the other group of studies, which analysesactual discrimination in the labour
market, has found many imperfections in the reabsion of the implementation and
maintenance of legislative principles. One of th@strobvious inconsistencies is the persistent
and obvious wage gap as well as the differencéseiproportion of each gender in different

professions (Factum & Biss, 2006).

The problem with the existing studies about disgration in the Latvian labour market is the
fact that the analysis is performed on publiclyide data (like wage rates and employment
ratios) (Sabiedbas integicijas fonds, 2005; Factum & Biss, 2006; Nurdind2@1.3) or on data
gathered in conventional labour force surveys (ZakO7; Kaejeva, 2001; Putna & Ziverte,
2004). The studies analyse discrimination retrospely by looking at the consequences of
potentially existing discrimination or by trying &ssess people’s understanding of the

discrimination in the Latvian labour market.
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However, as shown before, it is almost impossiblméasure discrimination by using publicly
available data and labour force surveys. The prolies in the fact that researchers possess far
less data on workers than employers do. Even ifdavalidates appear similar to researchers,
they may look completely different to employerssiso because standard surveys do not
contain all the characteristics that employers olesd-or example, by comparing two resumes
we cannot assess the charisma and confidenceasfdddate and, therefore, eliminate a very
important comparative factor from the analysis.ré€fare, any “observed discrimination” in the
labour market can be easily caused by some undateifferences and not by discrimination

based on demographic criteria (Siddique, 2011).
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3 Methodology

3.1 Creation of Resumes

Two fictitious job applications were created fockeadvertisement: one female and one male.
Both candidates were assigned a set of skills apdreences that may appear relevant from the
perspective of the potential employee in ordentwaase the likelihood of a call back. The main
challenge is to balance two aspects: (1) both Gii® o be very similar so that the authors can
attribute any differences in call back rates solelthe differences in gender that are implied by
the name of the applicant; however, (2) the reswraasot be entirely identical as it would
expose the experiment when a recruiter receivelcagipns from two people who appear to be
the same except for their name.

Undoubtedly the most important information that teeruiters look at in a CV is the education
and the past work experience of the candidatetlfithe authors analyzed the rankings of high
schools and universities in Latvia that is avagath the home page of the Ministry of Science
and Education. Based on this data educationatutistns with a comparable quality that might
seem relevant for a particular job position weresgm and randomly assigned to the resumes of
the candidates. Secondly, the authors assignedvoastexperience in a similar position to the
one in the job advertisement to increase the hioeld that the recruiter sees the candidate as a
good fit for the position. The previous employersveefictitious small private company with a
likely yet not unique name (for example, shopartRa un DZrieni” which means “Food and
Drinks” in Latvian). If the resumes would containigue and existing company names, the
recruiter might be contacting the actual compard/asking for recommendation or other
comments about the candidate. The obvious lackdf data would then ruin the chances of the
candidate being selected. For some resumes therawlso used very popular company names
(such as the most popular retail shop chains MagintbRimi), since it would be highly unlikely
that the company would be able to provide an eitertsackground information about the

previous employee.

A very important challenge is not to imply otheladhcteristics than the gender of the candidate
that the potential employer could infer from theormation in the CV and afterwards use as a

reason for discrimination. Firstly, the recruiteigit infer some information about the
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socioeconomic background of the candidate fronptistal address mentioned in the CV. In
order to limit such bias the address was not indaaMoreover, the increasing reliance on
mobile phones and the Internet as means of commtimicmakes it not seem suspicious if a
company receives a CV without an address in itoBaly, the age of the candidate might give
additional grounds for discriminating: employer htigpe unwilling to hire too young candidates
as they might lack valuable experience and skilldle at the same time the employer might not
want to invest in candidates that are too old ag thould soon retire. Therefore, both of the
candidates in this study were nearly thirty yedds(born in 1984) as it is the median age of the

most economically active age group in Latvia.

Lastly all the other information that has to beuwed in a typical CV and does not imply
anything specifically about the candidate was #maesfor both candidates. Both of them had
Latvian as their native language, had good knovdeafg=nglish and were fluent in Russian. The
candidates had a driving licence of category B, theg both had the basic computer skills in
Microsoft Office. The authors believe that all bbse aspects are quite common in resumes and,
therefore, the fact that both of the applicants idadtical information in these parts should not
seem suspicious and the experiment should notxgetsed.

Finally the CVs were formatted according to guide$ posted on job advertisement and
employment centre sites such as www.cv.lv. Fiveetght design styles were randomly assigned
to each CV sent out. One of the pairs of resumaswlkre used in the study is included in
Appendix A for illustrative purposes.

3.2 Creation of Identities

Undoubtedly employers do not want to hire onlydhalifications and skills. Companies are
searching for people that are suitable for thetegsvorking environment. Therefore, the next
stage of the methodology was to create identibeshfe fictitious candidates. To assess the fit of
the person, recruiters very often check out théasoetworking profiles and other online
activities of the potential employees. As it is mspible to construct a convincing online
presence for each randomly constructed candidaesitoice of names and surnames was
critical for the research. To reduce the possibditthe detection of the bogus candidates and

eliminate the non-response due to non-existenhemresence, the authors used very common
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names and surnames. The authors used the dataldeait the Office of Citizenship and

Migration Affairs of Latvia.

For example, there are 55150 men nam@isnd 24155 women named Anna registered in
Latvia. Moreover, there are 1135 profiles for aspernamedahis BerzinS and 475 profiles for a
person named Anna Liag registered on the most popular social networkitegin Latvia
www.draugiem.lvGiven the information available for the recrujtiéis impossible to

differentiate between those profiles to assesséeeled information about the potential
employee. Therefore, the authors are fairly suaelbly choosing very popular names and
surnames, the problem of non-existent online p@sean be mitigated. To eliminate any
ambiguity in interpreting the results, the authdese typical Latvian male and female names. It
was done to eliminate any potential effects caumedifferences in the perceived nationality of
the candidates as it could also serve as groumdiderimination.

Moreover, the identity is necessary to facilitdte bpportunity for the recruiter to establish
contact with the potential employee. After recegvanresume of a promising candidate, the most
common ways of proceeding with the recruitment psscand invite the applicant to an

interview is to communicate with the person viampdor email. Therefore, an email account
with an officially sounding user name was createdsonail for each constructed identity
(name.surname@gmail.com). Two pre-paid SIM card®warchased and the authors ensured
that one Latvian female and one Latvian male canays be reached via the phone number
provided in the resumes.

3.3 Responding to Job Advertisements

The authors sent bogus resumes in response tayatsement. Two CVs representing one
Latvian female and one Latvian male were sent th @atential employment position. Two

resumes corresponding to the required qualificatmfithe position were generated and the

gender of the applicant was randomly assigned ¢oobthe created CVs. In some cases, the
authors slightly adjusted both CVs to increasepttodability that any response was received.
For example, the knowledge of a certain softwaog@am was added to the resume to make
both candidates more suitable for a certain anglysition. The candidates responded to the

advertisement by sending an email message thasdtat the applicant is applying to a certain
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vacant position and a resume is attached to thiex I&n example of the email is included in

Appendix B.

The authors needed to take into account that thiediinvolves a trade-off between being
detected and maintaining equivalence. In a pediecty, the applications should be sent out
simultaneously to create equivalent circumstanoedseasure that the only decisive factor is the
gender of the applicant. However, the coincidingval of very similar applications may seem
suspicious and it might result in a detection ef performed study. Therefore, the applications
were sent with a twenty four hour difference. Teading order of CVs was rotated randomly so

that there was an equal likelihood that a maleeordie application was received first.

There is no comprehensive list of current employno@portunities available in Latvia.
Nevertheless, advertisements in job search welsstissunt for most of the job vacancies.
Therefore, the most popular online job sites inviaatsuch asyww.cv.lv, www.cvmarket.lv,
www.mekledarbu.landwww.visidarbi.ly were used to identify open employment positians t

which the previously created candidates applied.

The authors responded to offers that require canelsdo apply for the position through email.
Diverse pool of positions was analyzed becausel@grbhand for certain positions in Latvia is not
sufficiently high to ensure satisfactorily largemgae for the analysis. Moreover, by not limiting
the analysis to certain positions, the authors \abte to compare the differences in access
discrimination between professions that are ferdal®inated (for example, secretary), male-

dominated (for example, engineer) and mixed.

However, the correspondence testing was performedrmaximum of four job offers from each
company. To ensure no repetition, upon review efdimployment ads, the authors registered the
following details of each position: (1) name of ttempany; (2) contact information of the
company; (3) the position advertised; (4) deadtihsubmitting applications and (5) additional

specific requirements of the chosen vacancy.

3.4 Measuring Responses

The responses of the recruiters were measured bitaniag the created email addresses and the
mobile phones of the fictitious candidates. Foheamail and phone reply, the authors used the
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content of the message to match the answer teteeant resume-advertisement pair. The
received responses were recorded as a dichotonubesnee: if the candidate is invited for an
interview or receives a job offer, it was documerds a positive response while no response
was marked as a negative outcome. The authors rageuntered a case when the potential
employer would call or write an email saying tha aipplicant was not selected. This is
consistent with the common practice in Latvia tatest only successful applicants during the

first stage of the recruitment process.

The results were compiled in four groups. If bgtiplecants received a response, it was treated as
equal treatment and, thus, no discrimination wasaliered. If only the male candidate was
contacted, it was registered as discrimination tdeaomen. Similarly, if only the female
applicant was contacted, it was treated as a dasisawimination towards men. If none of the
applicants received a response, it was considerbd & non-observation as it told nothing about

the access discrimination.

The second variable measured by the authors wasnhmgy differences in company responses to
the potential candidates. The authors took inte@actthe date when the application was
submitted, and the date the response was recéihesivariable allows adding another
dimension to the study. Even if the replies formbodandidates were equally favourable, the
difference in timing may depict the uncertaintytlod company about whether the applicant

should be invited to the interview.

When a response from a recruiter was received;ahdidates punctually and respectfully
declined invitations to job interviews by sayingtlhey have already found another job. It was
done to diminish any inconveniences for the reeriahd the company. The authors were very
cautious to retain documentation of the repliesaoch application. The responses indicating
specific company names will be kept strictly corfitial to the authors of the study.
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4 Description of the Dataset

The first stage of the study was sending resumBistorentry-level jobs in front office,
administration, sales and customer service as thesigons had the lowest requirements and
generic resumes could be used. The resumes wedrewtdor four weeks from January 2 to
February 2, followed by a two week period whendeeive all remaining answers. The authors
sent resumes to 703 job vacancies, and 1406 Cisah(2 matching resumes for each position
— one male and one female) were sent out. Folerdiit online job search websites were used in
the study: www.cv.lv, www.cvmarket.lv, www.mekledarlv and www.visidarbi.lv. The

authors sent applications to the positions via é:ma

During the second stage of the research (from reifgikary to mid-March) the authors sent
applications to high-level positions. Overall apptions were sent to 297 vacancies, so that the
overall sample size would be 1000 job advertisemethbwever, the response rate was
significantly lower than expected (only 7%). Theref, the authors did not include these results
in further analysis. This was done due to the tfaat no meaningful conclusions about the

general situation can be made from such a smalblsani responses.

The last stage of the research was gathering irgtom about the companies to which the
applications were sent. The authors gathered datheoturnover and the number of employees
for every company from the Amadeus database, websitnas.lv and publicly available
information on the homepages of the companies.iffioemation represents the situation in
2012 for most of the companies; however, due ta biaitations in some cases statistics from

2011 were used as it was the latest informatioilahla.
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5 Results and Analysis
The general description of the results of the sitatybe found in Table 1. To depict and

interpret the results the authors used a formathwhas been employed in various field

experiments in Europe (for example, Riach and R2€192)).

Table 1. Summary of the results of the study

Amount | % of total| % of usable test
Neither invited 548 77.95%
Usable test 155 22.05%
Both invited 53 7.54% 34.19%
Only man invited 63 8.96% 40.65%
Of which:
Only woman invited 39 5.55% 25.16%
Net discrimination 24 3.41% 15.48%
Total 703

Source: Created by the authors

The company representatives (sometimes a HumaruResmanager, but sometimes the
employer) used both the provided e-mail and theilmolumber details to contact the potential
candidates while the authors prudently recordesktlamswers. If one or both applicants received
a positive answer from the potential employer,application was documented as a usable test.
If both applicants received a positive answer,abeasion was documented as equal treatment. If
only the male candidate received a positive regpahg occasion was documented as
discrimination against the female. If only the féeneandidate received a favourable response,
the occasion was documented as discrimination agtia male. Net discrimination was
calculated by subtracting discrimination againffedent genders from one another (here,

discrimination against female minus discriminatagainst male).

From the 703 positions to which the authors segubaesumes, at least one answer was

received in 155 cases (22.05%). As shown in Appe@dithe overall response rate for female
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applicants (summing up the cases when both cardidateived a response and when only the
female applicant was contacted) was 13.09% whéadlponse rate for male applicants was
16.50%. Based on the obtained results male appliama 26.08% higher probability to be
invited to an interview. In other words, while almapplicant needs to send out on average 6.06
applications to get invited to one interview, a &enapplicant needs to respond on average to

7.64 job openings to get to the next recruitmesgest

The authors also performed an analysis of accessimination across various industries (see
Appendix D). However, no meaningful conclusions bardrawn due to relatively small number
of responses in certain industries. New job adsemtients appeared with a relatively low
frequency and, thus, not many new applicationsdcbelsent out. This finding indicates an
opportunity for further researcher in this areaptying the same method over an extended time
period (for example, a year), in order to gathsufficient number of responses.

As described in the review of the literature, theight be differences in discriminatory practices
between large and small companies. Therefore,th®es analyzed the response rate when
accounting for different firm sizes. However, thalysis proved to be statistically insignificant
when the size of the company was proxied by bathoteer (See Appendix E) and the number of
employees (See Appendix F).

Another interesting difference in the treatmenthaf applicants was the variation in the length of
time it took for the employers to respond to jolplagations. Variation between different
companies may be explained by different work celtamd practices. However, variance was
observable also within the same organization wiweh bf the applicants received a positive

response.

The authors took a look at all the 53 cases whéim tendidates received a positive answer from
the company and analysed what where the differendbe response time between the male and
female applicant. A graphical illustration of thedings can be found in Appendix G. Although
the 53 cases are insufficient to make valid conchssabout the conditions in the Latvian labour
market, the results present a strikingly unuswaddr in 44% of the cases the female received the
positive response first, while the male applicaaswontacted first in only 28% of the cases.

However, it was not possible to determine the daastor of this differentiation. A long delay
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may indicate not only discrimination against a aercandidate, but also indicate company’s

effort to find a suitable opening for the certappbcant.

Finally, the field study allows assessing not cstbtistical discrimination in the labour market,
but also seeing some practices used in the isii@e of the job application process. From the
following case studies one can easily observedisatiminatory activities are not always
observable to the candidate due to the vague natuegection letters. For example, a pair of
applications was sent to a position in customericein a clothing shop. The resume of the
male candidate was sent first and the female agit was sent after one day. On the day when
the female application was sent to the companywibraan received an email with an invitation
to an interview. On the same day the same compepiied to the male applicant with an
apology that there are no free vacancies for aidatelwith this type of job experience.
Alarmingly, both candidates had totally compargbleexperience (job in a grocery shop and a
café) and education (degree in the same field Wemispils University College and Liepaja
University). In another situation, the female caladé got a rejection letter two days after
applying to the position while the male candidaeeived a call from the same company
offering the position 10 days after the applicatieas sent. These two out of around 10 similar
situations indicate that the discrimination mightleft unnoticed because of the limited amount

of information each candidate receives.
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6 Potential Drawbacks of the Experiment

The first drawback is the fact that the resume satggthat the only difference between the two
candidates is their gender. The authors cannotagaiess to the actual list of criteria on how the
recruiter will choose whom to call back or not.dtigh the authors have put in the maximum
effort to account for every single thing in theue®, there might be some other features or rules
of thumb that the employers use during the ingtalye of the recruitment but that are unknown

to the authors.

Another important limitation of the research is tis® of only one channel for job search.
Although online job advertisements are very popailaans for the employers and the employees
to find each other, there are multiple other meshiod doing so, for example, newspaper ads,
networks of friends and family etc. There mightabdisproportional use of certain channels
between males and females that could skew thetsesolwever, such information is unavailable
to the authors and thus cannot be accounted foredder, the companies themselves might be
using different recruitment channels differentlgr Example micro companies might be relying
more on their network of friends in the search okav employee since the relative cost of
screening multiple applications is higher than foatarge companies that have a separate

Human Resource department dealing with these gihsat

Lastly, the application process often requires sendlso a letter of motivation. However, the
authors excluded this part as it would be too tooesuming to create a unique letter for each
candidate for each respective job advertisementeder, the content and the style of writing
can be interpreted in several ways thus there woelsignificant problems of making the letters
of both candidates appear to be similar. Howewecesboth candidates did not send a
motivational letter, the relative differences remtie same. Furthermore, as can be seen in
Appendix G, there is no fundamental differencenia itelative difference between the response
rates for job advertisements where a motivatiogiaét was required (but was not sent) and the
advertisements where such requirements where diggited. Thus, the authors are strongly
convinced that the lack of motivational letters dat affect the results of this study.
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7 Implications for the Society and Policy Setting
Although the results of the study imply that theadimination against females in the Latvian

labour market is not statistically significant, tfesults should be treated with caution.

Firstly, the situation of no discrimination is ctedin a laboratory environment assuming that
both of the applicants have the same opporturdfi@equiring the same education and work
experience before applying to a job opening. Howea® described earlier, the existing literature
suggests that there are several reasons why, don@e, females might not gain access to the
same set of skills and knowledge as males: (1etarist pre-set views in the society of how
much education a woman should have, and, thugality the candidates might not have the
same academic background; (2) females might haetved discriminatory treatment in the
previous years, and, thus, they also could noudekthe same level of professional experience in

their resumes as males could.

Secondly, the study only measures access disctiilmmasender-related hiring practices might
appear to be non-existent in the initial stagenefrecruitment process; however, the employer
might go through a discriminatory decision makimgqess, for example, during the interviews.
Moreover, not only it is important to find out whet a person can get a job, but also it is
sometimes even more important to find out on wbatdions the job position is offered. The
information that is very relevant for the persamglsas the initial level of salary, working hours
and conditions, and the amount of social secuetyefits, cannot be measured in such research

settings.

Therefore, although the results indicate that tiere statistically significant access
discrimination in the Latvian labour market, theheurs of the study would like to emphasize
that this in no way implies that the authoritiesdd terminate any anti-discriminatory
legislative measures. Instead the focus shouftitelards establishing equal opportunities for
both genders to gain the same academic and professiackground, so that the reality would

be closer to this laboratory setting that resultsa statistically significant discrimination.
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8 Conclusion

The authors of the thesis examined access disatmimbased on the gender of the applicant in
the Latvian labour market by conducting a corresieoige study: sending out bogus resumes in
response to job advertisements. In total 703 requaire were sent out, of which in 22% cases at

least one of the candidates received a response.
The authors tried to answer two research questiotigs study:

* Do Latvian companies discriminate against wometh@ir recruitment practices by
being more likely to call back to a male candidatder than a female candidate with the
same skills and experience?

» Does the level of gender access discriminatioreddtross various industries in Latvia?

The obtained results do not provide sufficient enick for rejecting the hypothesis that there is
no gender discrimination in the Latvian labour nedrldlthough initially the results might seem
to undermine the ongoing discussions in the soaktlge need to advance the legislation
fighting discrimination in employment practicese thuthors would like to emphasize that the
study is conducted in laboratory settings wheré lodthe candidates have been able to acquire
the same level of experience and knowledge. Themgovent and the society should still strive

for establishing such a level playing field alsdhe reality.

Due to data limitations, the analysis of discrintim@a across various industries does not yield
meaningful results and, therefore, the authoratable to answer the second research

guestion. However, the authors believe that furthsearcher in this area is required.

Since this is the first employment audit study perfed in Latvia, the authors believe it would
be worthwhile to perform a similar study over agentimeframe. Moreover, a cross-country
analysis including the assessment of the situatiohe neighbouring countries could be
performed: if a similar pattern can be found atsaithuania and Estonia, it adds to the

credibility of the results of this study.
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Appendix A
Curriculum Vitae
Vards, uzvards Janis Berzins
DzimSanas datums 05/05/1984
Telefons 20304325
E-pasts Janis.berzins.3@gmail.com
Izglitiba

2003 — 2007 Latvijas Universiite
Ekonomika
1991 - 2003 Rigas 6.vidusskola
Darba pieredze

2012 -2014 Latio, Sabiedrisko attiebu spedilists

2009 — 2012 Elkor, Veikala darbinieks

2006 — 2008 Viesu nams ,Egites”, Paara paigs
Valodu prasmes

LatvieSu valoda — dzirat krievu valoda — hvi, andu
valoda - labi.

Papildus prasmes
Pieredzjusa lietoija imenn (MS Word, MS PowerPoint,
MS Excel, Internet Explorer);
B kategorijas autovatija apliegba.

Intereses
PelctSana
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PERSONAS DATI

VAKANCE

2012 - 2014

2009 - 2012

2006 — 2008

2003-2007

1991-2003

Dzimta valoda

Citas valodas

Krievu
Anglu

Transportiidzekla vaditaja
aplieciba

Intereses

Anna Liepina
2 20340711

%4 Anna.Liepina.2@gmail.com

Projektu vaditaja

Projekta koordinatore
Latvijas Mobilais Telefons
Viesmile
Restorans ,Jautra Bite”
Brivpratigais darbs
Nevalstiskais sektors
Augstaka izglitiba
Rézeknes Augstskola
Ekonomika
Visparéja vidéja izglitiba
Rigas 51.vidusskola

LatvieSu

SAPRATNE RUNASANA

Klausisanas LasiSana Dialogs Monologs
Cc2 Cl Cc2 Cc2
B2 B2 Bl Bl

Limeni: A1/2: Pamatlimenis - B1/2: Vidéjais limenis - C1/2 Augstakais Tmenis
Eiropas kopigas pamatnostadnes valodu apguvei

Dzimums Sieviete | DzimSanas datums 12/01/1984 | Pilsoniba Latvijas

= B kategorija

= PeldéSana
= Galda futbols

RAKSTISANA

C1
B1
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Appendix B

Labdien!
Noditu pieteikumu vakancei uz projektu vaghs amatu. Pielikumpievienoju savu CV.
Ceru drzuma sagaidt Jasu atbildi!

Ar cienu,
Anna Liepha
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Appendix C

Table 2. Chi-square test for the overall results
Amount | % of total (E)Jﬁ?;sgtxglsﬁ)
Man invited 116 16.50% 104
Woman invited 92 13.09% 104
Total 703
Chi-square (P-value) 0.096092

Source: Created by the authors



leva Skrivere, Lauma Vernere

43

Appendix D
Table 3. Analysis across different industries
Of which:
Sent l_\Iei_ther Usable Only Only . _Ne_t .
invited test irE/?ttehd in':r) s:d \I,:/]c\)/:,? e"’:jn discrimination
Administrative positions 58 48 10 3 4 3 1
Banking, Insurance 18 15 3 2 0 1 -1
Real estate, Construction 12 8 4 2 1 1 0
Human resources 13 9 4 1 1 2 -1
Telecommunications 13 10 3 2 1 0 1
Energy 4 3 1 1 0 0 0
Pharmaceuticals 6 5 1 0 1 0 1
Finance, Accounting 9 7 2 0 1 1 0
IT 7 4 3 1 2 0 2
Education, Science 2 2 0 0 0 0 0
Culture, Art, Entertainment 4 4 0 0 0 0 0
Marketing, Advertising 38 31 7 4 2 1 1
Media, PR 11 9 2 0 1 1 0
Services 34 26 8 2 5 1 4
Manufacturing 78 63 15 9 5 1 4
Short-term positions 27 21 6 0 2 4 -2
Technical sciences 33 21 12 3 8 1 7
Trade 118 93 25 8 10 7 3
Transportation, Logistics 86 65 21 5 9 7 2
Tourism 52 40 12 4 4 4 0
Governmental sector 11 9 2 1 0 1 -1

Source: Created by the authors
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Appendix E
Table 4. Analysis across different company grogpstéd by turnover)
Of which:
Neither | Usable Net
Sent| . . Only Only N
invited test _ B(_)th man | woman discrimination
invited | . . o
invited | invited
Upper 25% 176 140 36 12 17 7 10
Middle 50% 349 262 87 34 29 24 5
Bottom 25% 178 146 32 7 17 8 9

Source: Created by the authors

Table 5. Chi-square test for Upper 25%

Actual Expected value
amount | (Null hypothesis)
Man invited 29 24
Woman invited 19 24
0.148915

Chi-square (P-value)

Source: Created by the authors

Table 6. Chi-square test for Middle 50%

Actual amount

Expected value
(Null hypothesis)

Man invited 63 60.5
Woman invited 58 60.5
0.649436

Chi-square (P-value)

Source: Created by the authors
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Table 7. Chi-square test for Bottom 25%

Actual amount

Expected value
(Null hypothesis)

Man invited 24 19.5
Woman invited 15 19.5
Chi-square (P-value) 0.149541

Source: Created by the authors
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Appendix F
Table 8. Analysis across different company grogpstéd by the number of employees)
Of which:
Neither | Usable Net
Sent| . . Only Only N
invited test _ B(_)th man | woman discrimination
invited | . . o
invited | invited
Upper 25% 176 138 38 15 16 7 9
Middle 50% 345 267 78 26 30 22 8
Bottom 25% 182 143 39 12 17 10 7
Source: Created by the authors
Table 9. Chi-square test for Upper 25%
Actual Expected value
amount (Null hypothesis)
Man invited 31 26.5
Woman invited 22 26.5
Chi-square (P-value) 0.216367

Source: Created by the authors

Table 10. Chi-square test for Middle 50%

Actual Expected value
amount (Null hypothesis)
Man invited 56 52
Woman invited 48 52
Chi-square (P-value) 0.432768

Source: Created by the authors
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Table 11. Chi-square test for Bottom 25%

Actual Expected value
amount (Null hypothesis)
Man invited 29 25.5
Woman invited 22 25.5
Chi-square (P-value) 0.326989

Source: Created by the authors
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Appendix G
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Figure 1 Difference in the response time between nieaand female applicants

Source: Created by the authors
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Appendix H
Table 12. Analysis of how the requirement to senubéivational letter affects the results
Motivational Motivational Motivational | Motivationa All All
letter I letter not | letter not licati licati
required etter 0 required required applications, app |;:at|ons
(amount) required (%) (amount) (%) (Amount) (%)
Neither invited 333 77% 215 80% 548 78%
Both invited 36 8% 17 6% 53 8%
Only man 41 9% 22 8% 63 9%
invited
Only woman 23 5% 16 6% 39 6%
invited
_ Net 18 4% 6 2% 24 3%
discrimination
Total 433 270 703

Source: Created by the authors




