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Une analyse des données modifiées d’une vaste étude de vérification en matière d’emploi (Oreopoulos
2011) montre qu’il existe d’importantes différences, selon la taille des entreprises, en matière de discrimina-
tion envers les postulants d’un emploi ayant un nom asiatique (chinois, indien ou pakistanais), ces derniers
étant moins susceptibles d’être invités à passer une entrevue d’embauche. Dans les entreprises de plus de
500 employés, la probabilité que ces postulants soient invités à une entrevue est de 20 % inférieure, et ce
chiffre est de près de 40 % dans les entreprises plus petites. Si les grandes entreprises font preuve de moins
de discrimination, c’est possiblement parce qu’elles disposent de plus de ressources en matière de recrute-
ment et de formation, qu’elles font plus de développement des ressources humaines et qu’elles ont une
plus grande expérience de la diversité culturelle. Modifier les CV reçus pour qu’ils soient anonymes quand
ils sont examinés pourrait être une façon relativement peu coûteuse pour les entreprises de vérifier que
leurs procédures d’embauche ne sont pas discriminatoires.

Mots clés : étude de vérification, discrimination à l’embauche, immigration, minorités raciales, taille de
l’employeur

Analysis of amended data from a large-scale Canadian employment audit study (Oreopoulos 2011) shows
substantial organization size differences in discrimination against skilled applicants with Asian (Chinese,
Indian, or Pakistani) names in the decision to call for an interview. In organizations with more than 500
employees, Asian-named applicants are 20 percent less likely to receive a callback; in smaller organiza-
tions, the disadvantage is nearly 40 percent. Large organizations may discriminate less frequently because
of more resources in recruitment and training, more human resources development, and greater experience
with diversity. Anonymized résumé review may allow organizations to test hiring procedures for dis-
crimination fairly inexpensively.

Keywords: audit study, hiring discrimination, immigration, racial minorities, employer size

This study examines the extent of discrimination against
skilled immigrants from Asian backgrounds in Canada
today, including those of Chinese, Indian, and Pakistani
backgrounds, and asks whether this type of discrimina-
tion varies according to type of employer. Our focus
in particular is on any differences between employers in
large and more modern organizations compared with

smaller organizations with fewer human resource manage-
ment (HRM) capabilities. Is the practice of discrimination
minimized through more progressive organizations’ use
of modern HRM processes? These more professional re-
cruitment processes may be aimed at maintaining and
enforcing more objective and non-prejudicial criteria.
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We use evidence from the discrimination audit study
conducted in Toronto and Montreal in 2008 and 2009 by
Oreopoulos (2011). In this study, employers were sent
12,910 résumés in response to 3,225 job postings, and
whether the employers called to request an interview
was recorded. These data represent the largest and
most extensive body of audit-based information on
racial discrimination in Canada today. Although Canada
prides itself on being among the most inclusive societies
in the world, and the 2016 Social Progress Index ranks
Canada second in the area of tolerance and inclusion,
the findings of this audit provide clear evidence that dis-
crimination based on racial origins persists in the Cana-
dian labour market today. In this article, we build on
these results and supplement the original data with in-
formation on the employers who posted the jobs, which
enables us to examine how employer characteristics affect
the propensity to discriminate.

We begin with an overview of research on racial dis-
crimination in Canada today and show that some of the
controversies about the extent of such discrimination
have been significantly clarified by the employment
audit methodology. We also describe the previous specific
findings of most interest here. We then describe our fur-
ther analysis to distinguish types of employer and how
they vary in the treatment of minority applicants.

Importance of Employment Audit Studies in
Assessing Discrimination
Employment audit studies have made an important con-
tribution to the study of racial discrimination. The conven-
tional research approach to the study of discrimination is
based on comparisons of immigrants and racial minority
groups in census or labour force survey data, with differ-
ences in qualifications adjusted statistically. These studies
are open to alternative interpretation. From these studies,
it is known that racial minorities face a significant dis-
advantage in employment (e.g., Baker and Benjamin 1997;
Palameta 2007; Pendakur and Pendakur 2002, 2007, 2011;
Skuterud 2010). Although racial minority immigrants ex-
perience the most significant hardship (Li and Li 2013),
even native-born minorities tend to earn less than their
White counterparts, particularly in the private sector (Hou
and Coulombe 2010). The employment disadvantage of
Canadian-born racial minorities is of particular interest
because they are a young and growing population who
have been raised and educated in Canada and are fluent
in English, French, or both (Statistics Canada 2013).
Therefore, any disparity that they face relative to their
White counterparts is not likely to be the result of lan-
guage difficulties or the lack of transferability of foreign
qualifications. Nevertheless, the possibility exists that
differences may arise from other factors that affect em-
ployer assessments of productivity.

Audit studies address discrimination by observing
actual employer responses to simulated résumés that
vary only in the information about the origins of appli-
cants and on which productivity-related qualifications
are presented as identical. Several discrimination audit
studies have been conducted in other countries, includ-
ing the United States (e.g., Bertrand and Mullainathan
2004; Gaddis 2015; Kang et al. 2016), Sweden (Carlsson
and Rooth 2007), France (Adida, Laitin, and Valfort
2010), and Germany (Kaas and Manger 2010). All found
significant discrimination against minority applicants.
Neumark (2012) reviewed such audit studies and con-
cluded that audit studies that control for observable
variations in applicants’ quality that may affect hiring
outcomes provide much more reliable and unbiased
measures of employer discrimination than survey data.
Several studies have used the audit study design to
examine racial discrimination in the hiring process. The
type of discrimination they capture is what is often
called ‘‘direct discrimination’’ and includes implicit, statis-
tical, and prejudicial discrimination. A limitation of audit
studies is that typically they focus on only one employer
decision—for example, the call for an interview—and omit
others that may contribute to the overall minority earnings
disadvantage.

In the present study, we build on Oreopoulos’ (2011)
original Canadian data to examine the impact of organiza-
tional and job characteristics on discriminatory practices
in the decision to call an applicant for an interview.

The 28 Percent Asian Name Disadvantage
Résumés used in the Canadian discrimination audit con-
tained standardized qualifications and varied only in the
ethnic character of the name on the résumé. The sample
was drawn from jobs posted online that accepted applica-
tions by e-mail on the basis of PDF résumés, focusing on
jobs that most often require an undergraduate degree
(but not a higher degree) and several years of experience.
For the résumés, racial background was indicated by
whether the applicant had an Anglo-Canadian name
or an Asian name (Chinese, Indian, or Pakistani).1 All
résumés indicated bachelor’s degrees and other qualifica-
tions to ensure comparability across groups. The résumés
were sent in random order to the employers, within a
few days of one another. Discrimination was revealed in
disparities at the first stage, screening of applicants, spe-
cifically in whether the employer called for an interview.

Analysis shows that an Asian name on a résumé can
put the applicant at a serious disadvantage in the attempt
to get a foot in the door with Canadian employers. Spe-
cifically, applicants with Asian names have a 28 percent
reduced likelihood of getting called for an interview com-
pared with applicants with an Anglo name even when
all qualifications are equivalent and Canadian in origin

2 Banerjee, Reitz, and Oreopoulos
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(see Table 1, Column 1, second row). This means that
for every 100 calls received by applicants with Anglo
names, applicants with Asian names received only 72.2
The Asian-name disadvantage was somewhat greater
for women than for men (Oreopoulos 2011, 164), in that
employers showed a preference for women among the
Anglo applicants but not among the Asian-named appli-
cants. Because the résumés with Asian names indicated
equivalent Canadian education and experience, this find-
ing can be considered as a measure of the extent of racial
discrimination in the process of granting interviews. This
is because the distinction of an Anglo-Canadian versus
an Asian name was the only basis on which employers
could choose between the two applicants. Other than
the difference in names, the applicants presented similar
qualifications that were entirely Canadian in origin, and
an Asian name very clearly references race. If racial dis-
crimination is defined as a different outcome for different

racial groups that can be attributed to race and not to
actual qualifications, then the finding truly represents
racial discrimination.

This finding’s implication of discrimination is appro-
priate regardless of whether the employer was concerned
about the qualifications of the Asian-named applicants.
Oreopoulos (2011) contacted employers at a later stage
of his research to get their perspectives on the results,
and many indicated that an Asian name suggested the
possibility of language problems and a heavy accent.
However, as Oreopoulos observed, the information in
the résumés—including the Canadian education and
experience—would contradict this concern, and in any
case the employer could easily check by means of a
quick telephone call. The language difficulty rationale
was also challenged by the fact that rates of discrimina-
tion were similar regardless of the extent to which the
job required communication skills. So employers had

Table 1: Estimated Callback Rates by Résumé Type, Asian Name, and Anglo Name, for All Employers and by Employer Size

Résumé Type

Overall Estimated Callback Rate

(Proportional Difference between Callback Rates

for Asian-Named Applicants and Anglo-Named Applicants)

Employer-Size Subsamplea (n ¼ 1,278)

Full Sample

(N ¼ 9,230)

(1)

All

Employers

(2)

Large

Employers

(3)

Medium

Employers

(4)

Small

Employers

(5)

Anglo name, Canadian education, Canadian experience 0.157 0.701 0.674 0.703 0.708

(—) (—) (—) (—) (—)

Asian name, Canadian education, Canadian experience 0.113*** 0.473*** 0.538* 0.426*** 0.446***

(�0.280) (�0.326) (�0.201) (�0.394) (�0.371)

Asian name, foreign education, Canadian experience 0.111*** (—) (—) (—) (—)

(�0.297)

Asian name, foreign education, Mixed experience 0.085*** (—) (—) (—) (—)

(�0.461)

Asian name, foreign education, foreign experience 0.059*** (—) (—) (—) (—)

(�0.625)

Asian name, some foreign qualificationb — 0.326*** 0.441*** 0.277*** 0.242***

(�0.535) (�0.346) (�0.607) (�0.659)
a In Columns 2–5, the employer size subsample was limited to those cases in which the employer called back at least one applicant and for

which employer size data were available. Results are derived from regression using the following linear probability model:

yijt ¼ d0þ d1RésuméTypeijtþ d2EmployerSizeijtþ d3 [RésuméTypeijt * EmployerSizeijt]þ Yearijþ eijt, where yijt is an indicator variable for whether

résumé i sent to job posting j in period t generated a callback, RésuméTypeijt is an indicator variable for résumé type, with the indicator for type

0 (Anglo name with Canadian education and experience) is the omitted reference category. EmployerSizeijt refers to the size of the employer

(small, <50; medium, 51–499; large b500). Yearij refers to the year of data collection (2008 or 2009). The estimated callback rate for an Asian

name relative to an Anglo name is calculated as 1—(estimated callback for Asian/estimated callback for Anglo).
b Combines applicants with foreign education, mixed or foreign experience, or both.

* Difference relative to Anglo is significant at p < 0.1; **Difference relative to Anglo is significant at p < 0.05; ***Difference relative to Anglo

is significant at p < 0.01.

Source: Data in Column 1 are from Oreopoulos (2011, Figure 4), controlling for time indicators. Note that this analysis excludes applicants

with Greek names, Chinese with Anglo first names, and Anglo names with foreign credentials.
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no evidence to base their concerns about the language
skills of the Asian applicants from whom they received
résumés.

However, another aspect of the study was the inclu-
sion of résumés that indicated applicants had an Asian
name but foreign education and varying degrees of
foreign experience. Analysis showed that applicants with
Asian names plus foreign education but whose experi-
ence was Canadian were 29.7 percent less likely to get a
callback than applicants with Anglo names; if the Asian
applicant had a mix of Canadian and foreign experience,
46.1 percent less likely; and if the Asian applicant had
only foreign experience, 62.5 percent less likely (see
Table 1, Column 1, second, third, and fourth rows). In
other words, among Asian applicants with foreign edu-
cation, the presence or absence of Canadian experience
made a very large difference in the response of employers.

Less frequent positive responses to résumés with some
or all foreign qualifications have a different implication
regarding racial discrimination. In many cases, there
may be a legitimate concern among employers about
the relevance of foreign qualifications, including both
education and experience. This is why so much atten-
tion has been given to the question of the equivalence
of these qualifications, how immigrants may demon-
strate that equivalence, and how they may make up for
any deficiencies. Nevertheless, there is also a potential
for discrimination in assessment of these qualifications,
and it is of interest to see which employers show them-
selves willing to give an Asian with foreign qualifica-
tions a chance. Efforts to keep such applications active
and to follow up with an interview may indicate greater
openness to diversity and to accommodation of difference,
and our study is interested in how such a response may
depend on employer characteristics.

Questions about Types of Employers
What types of employers reject applications simply on
the basis of an applicant’s Asian name? And what types
are unwilling to pursue applicants with Asian names,
even with Canadian qualifications or possibly even with
some foreign qualifications? Are the Asian name–averse
employers representative of older or more traditional
segments of the labour market, in which skills may be
required but matter less than finding employees who
will fit in with the company? Do employers who adopt
modern HRM techniques move beyond these traditional
prejudices to take advantage of the diversity of today’s
Canadian workforce? These are important questions
because they may suggest whether changes toward a
more advanced and knowledge-based economy are likely
to break down vestiges of racial discrimination, or
whether such discrimination is simply maintained and
practiced in new forms. There has been a tendency to

see racial discrimination as a practice of the past rather
than as part of Canada’s present-day reality. Although
the fairly recent Canadian audit study findings show
that discrimination is far from eliminated, it may still be
argued that trends in modern management are toward
less discriminatory procedures. Is this really the case?

This is a question with practical and theoretical im-
plications. Some employers believe that the process of
modernizing their HRM procedures is largely complete
and that new selection methods render racial discrimina-
tion all but impossible. However, others suggest that the
recruitment function in any organization functions in a
political environment that sets criteria for judging per-
formance on the basis of the kinds of workers selected.
This opens the door for popular preferences to influence
human resources procedures. Such pressures may exist
whether the human resource function is internal to an
organization, or whether recruitment is conducted by
external agencies.

The effect of formalized HRM practices on discrimi-
natory behaviour has been examined by many organiza-
tional theorists and researchers over the years. In fact, it
has been argued that the field of HRM arose because of
the need for companies to comply with government-
mandated equal opportunity legislation. In 1960s and
1970s, personnel managers became advocates for codi-
fied selection, performance evaluation, and promotion
practices as a way to curb favouritism and discrimina-
tion without having to resort to quotas (Bassford 1974;
Bell 1971; Dobbin et al. 1993; Harvard Law Review
1989). Although some have argued that these HRM
practices are simply symbolic gestures that legitimize
the status quo without having any substantive impact
on the employment status of disadvantaged groups
(e.g., Acker 1990; Edelman 1992; Ferguson 1984), others
have found that formalized HRM does have a real
impact on discriminatory behaviour (e.g., Bielby 2000;
Glasser 1988; Goodman, Fields, and Blum 2003; Reskin
2000). Still others contend that the relationship is more
complicated and that HRM managers must make an ex-
plicit effort to increase diversity and improve the status
of specific disadvantaged groups to have any impact
at all (Dobbin, Schrage, and Kalev 2015; Konrad and
Linnehan 1995).

Employer Size and the Hiring Process
The original Canadian audit study data did not include
information on employer characteristics, so for this study
it was necessary to add this information. The data set
included the name of the employer organization, which
provided the opportunity to gather data on organiza-
tion size, specifically the number of employees in the
recruiting organization. This is useful because large
organizations may be expected to differ from smaller

4 Banerjee, Reitz, and Oreopoulos
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organizations in several aspects potentially relevant to
discrimination. More than 70 percent of private sector
employees in Canada work for a small employer (fewer
than 100 employees), so it is important to understand
whether small employers behave differently than larger
employers (Innovation, Science and Economic Develop-
ment Canada 2016). Many empirical studies have con-
firmed that small organizations are more likely to operate
in an informal and flexible manner than are larger firms
(Chaston 1997; Crick and Chaudry 1997; Gibb 1997;
Hendrickson and Psarouthakis 1998; de Kok and Uhlaner
2001; Marlow and Patton 1993; Pfeffer 1994; Whittington
1993). Studies of minority employment disadvantage
have found that racial minorities tend to do better in
more rule-bound work environments. For example, Fang
and Heywood (2006) found that racial minorities in
Canada earn more if they are in piecework or output-
based pay settings. Similarly, Hou and Coulombe (2010)
found that Canadian-born racial minorities fare much
better in the public sector than in the private sector. The
public sector has larger establishment sizes on average
than the private sector and therefore is more likely to
have the resources to allocate to standardized recruit-
ment practices.

The theoretical and empirical literature points to a
number of factors that may alter the nature of the hiring
process for larger organizations and thereby decrease the
likelihood of discrimination. First, the more resources
devoted to recruitment, the more intensive the review
of applications, the larger the number of applications
that can be reviewed carefully, and the more interviews
that can be conducted. All of this may work to increase
the likelihood that a minority candidate may be con-
sidered fairly, because the process is unlikely to be swayed
by something as superficial as the ethnic character of the
applicant’s name.

Second, a more professionalized recruitment process
may influence the degree to which the review of appli-
cants’ files is systematic, focuses on key qualifications,
and militates against relying on extraneous considera-
tions. Professionalized recruitment may also incorporate
processes of multiple stages, group-based review, and
explicit procedures to prevent discrimination, all of which
may give additional opportunity to minority applicants.

Third, a more diverse organization may also create
or reflect an environment that is more open to non-
discriminatory hiring. The experience of hiring and work-
ing with minorities may serve to mollify concerns or fears
that may exist about the question of diversity. In fact,
in cities with diverse populations such as Toronto and
Montreal, large organizations may be expected to have
confronted and addressed those issues in an effective
manner.

Finally, larger organizations may have more resources
to devote to training for new hires, which may help them
make up for any lack of direct Canadian experience that
minority applicants may be perceived as needing. This
may make larger firms more willing to consider such
job applications.

Of course, all these hypotheses may be false. They all
assume a social environment that is essentially supportive
of non-discriminatory hiring, and if that assumption is
not correct, then none of these processes may operate as
outlined here. More careful review of applications, more
systematic assessment of qualifications, and more expe-
rience with Asian applicants would not be expected to
lead to better outcomes for Asians if those who conduct
the reviews believe that the organization basically does
not want Asian workers or that management will look
less favourably on recruiters who too frequently recom-
mend the hiring of Asians. In other words, social indif-
ference to the question of discrimination may mean that
even larger organizations with their resources, profes-
sional HRM, and experience with diversity will be unable
to overcome discriminatory hiring.

Some previous audit study research has examined
employer characteristics, including size, providing some
indication of more discrimination in smaller organiza-
tions, at least when credential assessment processes are
relevant. On the one hand, Bertrand and Mullainathan
(2004) focused on blue-collar jobs, in which assessment
of qualifications by human resources procedures may
not be relevant. They found that those with White-
sounding names received 50 percent more callbacks
from employers than those with Black-sounding names,
and there were no significant differences by occupation,
industry, or employer size. By contrast, Carlsson and
Rooth (2007) found in Sweden that those with Swedish
names received 50 percent more callbacks than those
with Middle Eastern names, and small employers (those
with fewer than 20 employees), those with high turn-
over, and those located in municipalities with relatively
few immigrants were more discriminatory in their selec-
tion. In Germany, Kaas and Manger (2010) found a
German name increased the probability of a callback by
about 14 percent. In small firms, however, the rate of
discrimination was much higher: Those with German
names were 24 percent more likely to receive a callback
from employers with fewer than 30 employees.

Adding Organizational Size to the Data
To the original Oreopoulos (2011) data, we have added
a measure of organizational size, using information about
each organization obtained from an Internet search.3 We
analyzed three categories of organization size: those with
50 or fewer employees, those with 51–500 employees,

Do Large Employers Treat Racial Minorities More Fairly? An Analysis of Canadian Field Experiment Data 5
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and those with more than 500 employees. From the
3,225 job postings tested originally, we excluded those
for which none of the résumés received a call for an
interview (and hence yielded no information about dis-
crimination), which left 2,516 employers. Of those, we
were able to obtain information on organizational size
for 1,609 employers (63.9 percent; 670 small organiza-
tions, 457 medium-sized organizations, and 495 large
organizations ¼ 1,622 organizations, minus missing cases
on other variables ¼ 1,609). We also excluded cases
for which the only return calls were for résumés with
Greek names or for British immigrants, leaving 1,278 job
postings. Hence, our analysis is based on the 1,278
job postings for which return calls were made to either
an Anglo-named or Asian-named applicant and for which
information was available on the number of the organiza-
tion’s employees.

In this sample (N ¼ 1,278), the basic patterns originally
reported in Oreopoulos (2011) are altered only slightly.
Whereas the original analysis showed a 28.0 percent dis-
advantage for those with Asian names and all Canadian
qualifications, in the sample with employer-size data the
corresponding Asian name disadvantage is 32.6 percent
(see Table 1, Column 2). The disadvantages for Asian-
named applicants with foreign education but Canadian
experience is 39.0 percent; for those with foreign educa-
tion and some foreign experience, 50.3 percent; and for
those with foreign education and all foreign experience,
72.3 percent. In the following analyses, for simplicity all
résumés with any foreign qualifications are combined
into one category. The Asian-name applicants with any
foreign qualifications were 53.5 percent less likely to
receive a call (Table 1, Column 2, last row).

Differences in Larger Organizations
We find that the tendency for Asian-named applicants to
receive fewer calls was greatest in the small- and medium-
sized organizations and somewhat less in the largest
category, those with 500 or more employees. As shown
in Table 1, Columns 3–5, second row, compared with
applicants with Anglo names, the Asian-named applicants
with all Canadian qualifications had 20.1 percent fewer
calls from the largest organizations (p < 0.10), but 39.4
percent fewer from the medium-sized organizations
(p < 0.01), and 37.1 percent fewer from the smallest
organizations (fewer than 50 employees; p < 0.01). So
the disadvantage of an Asian name is less in the large
organizations, although it has not disappeared. The dis-
advantage of Asian-named applicants is about half of
what it is for the medium-sized or small organizations.

Statistical analysis shows that the higher callback rates
of Asian-named applicants by large employers relative to
medium-sized or small employers is significant (p < 0.08;
not shown). Despite this, when we analyze large em-
ployers separately, we find that Asian-named applicants

are still significantly less likely to be called for an inter-
view compared with their Anglo counterparts (N ¼ 493;
p < 0.01; not shown). Both findings should be given
attention. The lower level of discrimination against Asians
in the larger organizations is an important finding with
considerable implications for both theory and policy, as
we explore later. At the same time, when we analyze
discrimination in the large organizations alone, we find
the 20.1 percent fewer calls to Asian-named applicants
with all Canadian qualifications to be noteworthy. In a
nutshell, although discrimination by large employers is
less than that by medium-sized or small employers, it
is still significant.

There is also an organizational size difference in
treatment of Asian-named applicants with some foreign
qualifications. Generally, the largest organizations are
more likely to call these applicants for an interview than
either the middle-sized or smaller organizations. Regard-
ing Asian-named applicants with foreign qualifications,
again large employers called these applicants 34.5 percent
less often, whereas the medium-sized employers called
them 60.1 percent less often, and the smaller employers
called them 65.9 percent less often. Overall, calls to
Asian-named applicants with foreign qualifications are
less frequent than to those with all-Canadian qualifica-
tions, but the interorganizational differences follow the
same pattern. The disadvantage for Asian-named appli-
cants with foreign qualifications in large organizations is
just over half what it is in medium-sized or small organ-
izations. Again, the difference by organizational size is
statistically significant (p < 0.01). Although all organi-
zations tend to reflect skepticism in their response to
foreign qualifications, the larger organizations appear
to give somewhat more consideration to these résumés.

Variation by Occupational Skill Level
Does organizational size affect discrimination at the
highest skill levels, for which jobs are likely to be the
best paid? Although all applicant résumés indicated at
least a bachelor’s degree level of qualification, not all
the jobs to which the résumés were submitted actually
required the same level of skill. Most jobs required a
bachelor’s degree, but some did not, and although all
were white-collar jobs, there was considerable variation
in the level of employment, skills required, and likely re-
muneration. On the basis of the postings, we classified
each job according to occupational status, closely related
to skill level, using the Nam–Powers–Boyd (NPB) occu-
pational status scale as adapted to the 2001 Canadian
census categories (Boyd 2008). The NPB scores averaged
71.6, ranging between 19 and 96 and with a standard
deviation of 17.7. The high-skill category (NPB score 80
or higher) included accountant, civil engineer, and sales
and marketing manager; the mid-skill category (NPB
score 65–75) included financial advisor, claims adjustor,
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Table 2: Estimated Callback Rates for Anglo- and Asian-Named Applicants by Type of Qualification and Proportional

Difference between Asian-Named Applicants and Anglo-Named Applicants, by Job Skill Level

Résumé Type

Overall Estimated Callback Rate (Proportional Difference between

Callback Rates for Asian-Named Applicants and Anglo-Named Applicants)

All Jobs

(N ¼ 1,236)

High-Skilled Jobs

(n ¼ 633)

Low-Skilled Jobs

(n ¼ 603)

Anglo name, Canadian education, Canadian experience 0.688 0.719 0.678

(—) (—) (—)

Asian name, Canadian education, Canadian experience 0.468*** 0.483*** 0.470***

(�0.321) (�0.329) (�0.307)

Asian name, some foreign qualification 0.321*** 0.298*** 0.369***

(�0.533) (�0.585) (–0.457)

Note: Only those cases in which the employer called back at least one applicant were included in this analysis. All jobs were ranked using the

Nam–Powers–Boyd occupational status score. Jobs with a status score of 75 or higher are considered high skill and those with a status score

of less than 75 are considered low skill. Linear probability models were run separately for high- and low-skilled job postings using the following

linear probability model: yijt ¼ d0þ d1RésuméTypeijtþ Yearijþ eijt , where yijt is an indicator variable for whether résumé i sent to job posing j in
period t generated a callback, RésuméTypeijt is an indicator variable for résumé type, with the indicator for type 0 (Anglo name with Canadian

education and experience) was the omitted reference category. Yearij refers to the year of data collection (2008 or 2009). Estimated callback

rate for an Asian name relative to an Anglo name is calculated as 1—(estimated callback for Asian/estimated callback for Anglo).

* Difference relative to Anglo is significant at p < 0.1; **Difference relative to Anglo is significant at p < 0.05; ***Difference relative to Anglo

is significant at p < 0.01.

Table 3: Estimated Callback Rates for Anglo- and Asian-Named Applicants by Type of Qualification and Proportional

Difference by Employer Size and Job Skill Level

Résumé Type

Overall Estimated Callback Rate

(Proportional Difference between Callback Rates for

Asian-Named Applicants and Anglo-Named Applicants)

High-Skilled Jobs (n ¼ 633) Low-Skilled Jobs (n ¼ 603)

Large-Sized

Employers

Small- and

Medium-Sized

Employers

Large-Sized

Employers

Small- and

Medium-Sized

Employers

Anglo name, Canadian education, Canadian experience 0.713 0.715 0.629 0.694

(—) (—) (—) (—)

Asian name, Canadian education, Canadian experience 0.605*** 0.416*** 0.477*** 0.464***

(�0.157) (�0.437) (�0.241) (�0.331)

Asian name, some foreign qualification 0.402*** 0.232*** 0.505*** 0.294***

(�0.418) (�0.675) (�0.197) (�0.576)

Note: Only those cases in which the employer called back at least one applicant were included in this analysis. All jobs were ranked using the

Nam–Powers–Boyd occupational status score. Jobs with a status score of 75 or higher are considered high skill, and those with a score less

than 75 are considered low skill. Linear probability models were run separately for high- and low-skill job postings using the following linear

probability model: yijt ¼ d0þ d1RésuméTypeijtþ d2EmployerSizeijtþ d3 [RésuméType * EmployerSizeijt]þ Yearijþ eijt , where yijt is an indicator

variable for whether résumé i sent to job posing j in period t generated a callback, RésuméTypeijt is an indicator variable for résumé type, with

the indicator for type 0 (Anglo name with Canadian education and experience) was the omitted reference category. EmployerSizeijt refers to the

size of the employer. Small and medium-sized employers are grouped together in this analysis. Yearij refers to the year of data collection (2008

or 2009). Estimated callback rate for an Asian name relative to an Anglo name is calculated as 1—(estimated callback for Asian/estimated

callback for Anglo).

* Difference relative to Anglo is significant at p < 0.1; **Difference relative to Anglo is significant at p < 0.05; ***Difference relative to Anglo

is significant at p < 0.01.
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and computer support specialist; and the low-skill cate-
gory (NPB 60 or less) included bookkeeper, accounts
payable processor, restaurant manager, canvasser, and
cashier.

We find when Asian-named applicants have all Cana-
dian qualifications, the extent of discrimination is virtually
the same regardless of the skill level of the job (see Table
2). The estimated callback rate was 32.9 percent less
than for Anglo-named applicants for high-skill jobs and
30.7 percent less for low-skill jobs. However, when the
Asian-named applicants had some foreign qualifications,
the callback rates were lower, especially in the case of
the high-skill jobs: 58.5 percent lower for high-skill jobs
compared with 45.7 percent lower for low-skill jobs.4
This less favourable response to Asian-named applicants
for high-skill jobs when they have some foreign qualifi-
cations may occur because the uncertainty of foreign
qualification raises more concern when more is at stake
in the credential assessment.

The difference between large and medium or small
organizations in callback rates to Asian-named applicants
definitely persists at the high-skill level (see Table 3).
Most significantly, the difference is found for Asian-
named applicants with all-Canadian qualifications as well
as for those with some foreign qualifications. Asian-named
applicants for high-skill jobs and with all-Canadian quali-
fications are 15.7 percent less likely to be called by large
organizations, but 43.7 percent less likely to be called
by medium-sized or small organizations (p < 0.08 in a
pooled analysis). This suggests that the greater avoidance
of Asian-named applicants by small- to medium-sized
organizations is not related only to the difficulty in
assessing foreign qualifications. When the Asian-named
applicants for high-skill jobs have some foreign quali-
fication, the calls are less frequent by 41.8 percent in
the large organizations and by 67.5 percent in smaller
organizations (p < 0.07). Hence, when the most sought-
after jobs are at stake, organizational size affects responses
to Asian-named applicants both when foreign qualifica-
tions are at issue and when they are not.

At the lower skill level, Asian-named applicants also
receive less frequent calls, and again the medium and
smaller organizations are less favourable. The organiza-
tion size difference is particularly pronounced when the
Asian-named applicants to low-skill jobs have some
foreign qualifications. In large organizations, the Asian-
named applicants to low-skill jobs with foreign qualifica-
tions receive 19.7 percent fewer callbacks, whereas their
counterparts in small- to medium-sized organizations
receive 57.6 percent fewer calls.

Impact of Additional Qualifications
We also ask whether aversion to Asian names is affected
if the Asian-named applicant has a higher level of quali-
fication than the Anglo-named applicant. How much

additional qualification does the Asian-named applicant
need to offset the negative effect of the name itself?
Some résumés sent to employers included an additional
Canadian master’s degree beyond the bachelor’s degree.
Does an additional degree awarded in Canada give the
Asian-named applicant a more equal chance to be called
for an interview, particularly for the highest skill-level
jobs? Are there organizational differences in how addi-
tional qualifications might matter?

We focus attention on the high-skill jobs, where the
additional master’s degree is most relevant to improving
prospects for a callback. At high skill levels, for Anglo
applicants the possession of a Canadian master’s degree
improved prospects for a callback by 15.8 percent, whereas
at lower skill levels it actually reduced prospects for a call-
back by 10.5 percent. Extra qualifications are appreciated
in the case of high-skill jobs, but for low-skill jobs they
could raise the question of overqualification, signalling
possible problems such as lack of long-term job commit-
ment, and be avoided for that reason.

Our data indicate that having a Canadian master’s
degree improves the prospects of a call for Asian-named
and Anglo-named applicants. The Asian-name disadvan-
tage continues; it is 34.4 percent without the master’s
and 30.4 percent with the master’s (see Table 4, Columns
1 and 2). Notice, however, that the positive effect of
the extra master’s degree for Asian-named applicants,
although notable, is not enough to offset the overall dis-
advantage of the Asian name relative to Anglo-named
applicants without the extra qualification. The callback
rate for Asian-named applicants with an extra master’s
degree, at 56.3 percent, is still 19.4 percent lower than it
is for Anglo-named applicants without a master’s.

This finding underscores the substantial size of the
overall disadvantage for those with Asian names—it
cannot be offset fully by simply adding extra Canadian
qualifications, even an additional degree. Whether an
even higher level of additional qualification for the Asian-
named applicants would finally offset the disadvantage of
the name itself is unclear, of course, but it is also possible
that at some point the issue of overqualification and its
negative effects might become significant.

If we examine these variations by organization size
(Table 4, Columns 3–6), we see that the extra master’s
degree makes about the same difference for Asian-named
applicants with Canadian qualifications as it does for
the Anglo-named applicants regardless of organization
size. Because the Asian-name disadvantage is less in large
organizations, having the extra master’s boosts the Asian-
named applicant’s callback rate to about equivalent
to that for Anglo applicants without the master’s (in
Column 4, Row 2, the effect coefficient is 0.031 for the
comparison of Asian-named applicants with a master’s
degree with Anglo-named applicants without a master’s).
In other words, in large organizations, the Asian-name
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disadvantage may be overcome by possessing an extra
Canadian master’s degree. In the smaller companies,
this is not the case, partly because the benefit of the
Canadian master’s is less and also because of the large
gap in callback rates for these employers occasioned
simply by having an Asian name (the effect of an Asian
name even with the additional master’s is �0.290). For
the Asian-named applicants with foreign qualifications,
the benefits of the Canadian master’s are less, and this
is particularly the case in the smaller organizations. So
with the exception of Asian-named applicants with all
Canadian qualifications, the addition of a Canadian
master’s degree does not serve to cancel out the dis-
advantage associated with having an Asian name. Those
with an master’s still have callback rates lower than
those of the Anglo applicants even without the extra
graduate degree.

Summary and Implications
Although employers both large and small exhibit dis-
criminatory practices in the assessment of Asian-named
applicants (based on Chinese, Indian, and Pakistani
names) even when they have Canadian qualifications
and show even more reluctance to consider Asian-named
applicants with foreign qualifications, there is a substan-
tial difference between larger and smaller organizations
in this regard. Larger organizations are more receptive
to Asian-named applicants than smaller organizations,
whether they have Canadian qualifications or not. These
biases are particularly evident for applicants for jobs at
the highest skill levels, and the difference between large
and smaller organizations is also quite evident in the
data on responses to applicants for those jobs. In fact,
to some extent the more favourable responses of large
organizations occurs because of more favourable responses

Table 4: Estimated Callback Rates for Anglo- and Asian-Named Applicants by Type of Qualification and Proportional

Differences for Applicants with and without an Additional Canadian Master’s Degree, for High-Skilled Jobs Only, for All

Employers, and by Employer Size

Résumé Type

Overall Estimated Callback Rate (Proportional Difference Between Callback Rates for Asian-Named

Applicants and Anglo-Named Applicants; Proportional Difference for Asian-Named Applicants Relative

to Anglo-Named Applicants without the Additional Master’s Degree)

All Employers

(N ¼ 633)

Employer Size

(N ¼ 633)

Large Small and Medium

No Canadian

Master’s Degree

(1)

Canadian

Master’s Degree

(2)

No Canadian

Master’s Degree

(3)

Canadian

Master’s Degree

(4)

No Canadian

Master’s Degree

(5)

Canadian

Master’s Degree

(6)

Anglo name, Canadian education,

Canadian experience

0.699 0.810 0.693 0.816 0.695 0.817

(—) (—) (—) (—) (—) (—)

Asian name, Canadian education,

Canadian experience

0.459*** 0.563*** 0.578 0.714 0.393 0.493

(�0.344) (�.304;
�0.194)

(�0.165) (�0.125;
0.031)

(�0.434) (�0.397;
�0.290)

Asian name, some foreign qualification 0.295*** 0.321*** 0.382 0.623 0.235 0.223

(�0.577) (�0.603;
�0.540)

(�0.449) (�0.237;
�0.102)

(�0.661) (�0.728;
�0.680)

Notes: Only those cases in which the employer called back at least one applicant were included in this analysis. All jobs were ranked using the

Nam–Powers–Boyd occupational status score. Jobs with a status score of 75 or higher are considered high skilled, and those with a status

score less than 75 are considered low skilled. Only high-skill job postings are included in this analysis. The following linear probability model

was run only for high-skilled job postings:

yijt ¼ d0þ d1RésuméTypeijtþ d2CanadianMaster’sDegreeijtþ d3 [RésuméTypeijt * CanadianMaster’sDegreeijt]þ Yearijþ eijt , where yijt is an indicator

variable for whether résumé i sent to job posting j in period t generated a callback, RésuméTypeijt is an indicator variable for résumé type, with

the indicator for type 0 (Anglo name with Canadian education and experience) was the omitted reference category. CanadianMaster’sDegreeijt
refers to whether the résumé included a master’s-level degree from a Canadian educational institution. Yearij refers to the year of data collec-

tion (2008 or 2009). Columns 3–6 are derived from three-way interaction term between Canadian master’s degree, employer size, and résumé

type. The estimated callback rate for an Asian name relative to an Anglo name is calculated as 1—(estimated callback for Asian/estimated

callback for Anglo).

* Difference relative to Anglo is significant at p < 0.1; **Difference relative to Anglo is significant at p < 0.05; ***Difference relative to Anglo

is significant at p < 0.01.
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to Asian-named applicants with foreign qualifications
specifically in the case of low-skill jobs. However, there
remains a substantial difference by organization size
even for jobs at the high skill levels. Our analysis shows
that large organizations also respond more favourably
to the possession of extra qualifications, specifically a
Canadian master’s (which served to top up the qualifica-
tions of the applicants in this study, all of whom possessed
a bachelor’s degree). The extra degree provides a sufficient
boost that tends to offset the Asian-name disadvantage
when in competition with an Anglo applicant without the
degree. For Asian applicants in smaller organizations,
even the extra degree does not really alter the substantial
disadvantage faced in attempting to get a job interview.

These findings have important implications for under-
standing employment discrimination and for taking
steps to address it. Our hypotheses suggest that larger
organizations might have more favourable outcomes for
minorities because they devote more resources to the
evaluation of applications, because they have a more pro-
fessional recruitment process informed by the knowledge
base of HRM, and because they have more experience
with diversity because they have a larger workforce.
Smaller organizations lack these advantages and may
also find that hiring any single minority applicant may
have a greater impact simply because of the organiza-
tion’s smaller size of the organization. All of these possi-
bilities should be further explored. A relatively low-cost
method for doing this would be for employers to experi-
ment with anonymized résumés. They could on a random
basis mask the names of applicants at the time of the
initial screening and then track the results. They could
also take steps to ensure that more information is used
after the interview to make a hiring decision.

What the findings suggest overall is that discrimina-
tion represents the activities of employers who in some
ways are themselves disadvantaged—in not having at
their disposal the knowledge base and resources to fully
appreciate the value of applicants whose names and in
some instances qualifications may seem strange. They
lack the experience to fully tap more diverse segments
of the workforce.

The problem of discrimination in relatively smaller
organizations is not necessarily easily addressed. These
employers, though small, represent a significant part of
the labour market, and yet they may be isolated to
some degree from trends across industries toward more
flexible and open hiring processes. Because they lack
professional human resources staff, they may not be
aware of practices developing in their industry or field
of activity. In short, their isolation places them at a com-
petitive disadvantage relative to larger, and evidently
more successful, employers.

Some large organizations have become advocates of
diversity hiring. They may be well-positioned to do so,

but in some ways their advocacy may not ring true to
many smaller employers. Smaller employers may ask,
‘‘If diversity hiring creates a competitive advantage,
why are large organizations giving away their secrets?
Are they perhaps simply playing a public relations
game?’’ These are legitimate questions, but the data here
suggest that the resources large organizations put into
hiring leads them to consider hiring minorities more
often and to probe more deeply into the value of foreign
qualifications.

Our hypotheses to explain the organization size effect
should be tested in further studies that measure specific
organizational characteristics, including specific hiring
procedures, the use of human resources professionals,
and external employment agencies. The existing racial
diversity of an organization may also matter, as well
as the availability of specific programs to assist in the
integration of minority applicants. Finally, because ré-
sumé testing taps only the most preliminary stage of
the process of access to employment, future research
should explore how discrimination operates in the use
of social networks to tap potential talent pools, as well
as how it affects the hiring decision itself, and subsequent
promotion and career advancement.

Recently, the government of Canada announced an
experimental ‘‘name-blind’’ recruitment project for the
federal public service (Keung 2017). To be effective, it is
important to first identify that hiring discrimination does
indeed exist in the organization in order to examine the
benefits from name-blind hiring. In addition, the experi-
mental screening procedure should provide for the
removal of not only names but also any extraneous infor-
mation identifying minority group membership, and the
design of the experiment must be scientifically rigorous so
that effects of name-blind hiring can be assessed reliably.
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Notes
1 Examples of Anglo-Canadian names (which we call ‘‘Anglo

names’’ in this article) were Greg Johnson and Emily Brown;
Indian names used included Samir Sharma and Tara Singh;
Pakistani names included Ali Saeed and Hina Chaudhry,
and Chinese names included Lei Li and Xuiying Zhang.
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The study also included an examination of three other
categories: those with English names who were immigrants
from Britain, those with Chinese family names but English
first names, and those with Greek names. Those results are
not examined here.

2 In the original study, the finding was reported as an 39%
Anglo advantage (Oreopoulos 2011, 160–61), because 100
calls is 39 percent more than 72 calls. This is mathemati-
cally equivalent, but we opt to present the results here in
terms of the extent of Asian disadvantage relative to the
mainstream Anglo population.

3 Internet information on employer size may not always per-
tain to the exact period of time during which the résumés
were submitted; in some cases it may be more recent, and
in some cases it may be based on earlier counts. However,
it seems unlikely that large shifts in organization size
affected a significant number of the employers.

4 In a pooled analysis across both high- and low-skill jobs,
the interaction between minority status and skill level affect-
ing the callback rate is only slightly negative in the case of
Asian-named applicants with all Canadian qualifications
(�0.027) and not significant; for those with some foreign
qualifications the effect is larger (�0.116) and significant at
the 0.07 level.
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