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ABSTRACT  

Title: The impact of culture and demographics on hiring decision, study of TeliaSonera 
and Telenor 

Level: Final assignment for Master Degree in Business Administration 

Author: Nima Yahyapour  

Supervisor: Dr. Lars Ekstrand 

Date: 2015 – Jan. 

Aim: An organization’s success depends largely on its employees as the human capital is 
the most valuable asset of the company. The purpose of this study is to describe and analyze 
the effect of the cultural and demographic factors of an applicant on the employment 
process. 

Method: This study adopts a qualitative approach to understand the dynamics between 
interview processes, applicant’s characteristics (demographics and culture) and 
interviewer’s perception of them. The data has been collected through semi structured 
interviews from recruitment experts of TeliaSonera and Telenor and has been analyzed and 
compared against findings of other authors in this area.   

Result & Conclusions: The results showed that competency of an applicant as 
fundamental attribute is prevalent in the interviews judgment. The effect of cultural norms, 
values and cues as well as gender and age of an applicant was not found to be significant 
on the final recruitment decision, however together with non-proficiency in local language 
might trigger some uncertainties about applicants fitting in some roles which require 
certain skills. Caring customer, being trustworthy, self-driven, responsible, team player and 
cooperative were also acknowledged as effective factors in judgment about an applicant 
during a job interview. 

Suggestions for future research: This thesis focused on few cultural and demographic 
factors and their effect on recruitment process. Hence further research could look at the 
recruitment subject from a wider prospective by engaging other factors like language, 
marital status, disability, nonverbal behavior and place of education.  

Contribution of the thesis: The outcome of this thesis can help both job applicants and 
recruiters in better understanding attitudes and factors that can affect the outcome of a job 
interview which may have been overlooked. 

Key words: Job Interview, Culture, Demographics, Recruitment, Decision to hire 

 

 



III 
 

Table of contents 

 

1. Introduction ......................................................................................................................................... 5 

1.1. Background .................................................................................................................................. 5 

1.2. Research problem and motivation ................................................................................................ 6 

1.3. Research purpose and research questions ..................................................................................... 7 

1.4. Contribution of the Study ............................................................................................................. 8 

1.5. Outline of the Study ..................................................................................................................... 8 

2. Literature Review .............................................................................................................................. 10 

2.1. Recruitment ................................................................................................................................ 10 

2.1.1. Job Advertisement ............................................................................................................... 10 

2.1.2. Application .......................................................................................................................... 10 

2.1.3. Selection .............................................................................................................................. 11 

2.1.4 Interview types ..................................................................................................................... 11 

2.2. Factors affecting the interview judgment ................................................................................... 12 

2.2.1 Sex ........................................................................................................................................ 14 

2.2.2 Age ....................................................................................................................................... 15 

2.2.3. Cultural norms ..................................................................................................................... 15 

2.2.4. Cultural cues ........................................................................................................................ 16 

2.3. Theoretical Framework .............................................................................................................. 18 

3. Methodology ..................................................................................................................................... 20 

3.1. Research approach and strategy ................................................................................................. 20 

3.2. Data Collection ........................................................................................................................... 21 

3.3. Different Interview methods....................................................................................................... 22 

3.4. Interview Questions .................................................................................................................... 23 

3.4.1. Justifying interview questions ............................................................................................. 23 

3.4.2. Protecting Confidentiality ................................................................................................... 24 

3.5. Results ........................................................................................................................................ 24 

3.6. Validity and Reliability of the Study .......................................................................................... 25 

4. Empirical evidence ............................................................................................................................ 26 

4.1. Telia Sonera and Telenor............................................................................................................ 26 

4.2. Influence of ethnicity, cultural values and norms....................................................................... 26 

4.3. Cultural cues effect on employment ........................................................................................... 28 



IV 
 

4.4. Sex and employment .................................................................................................................. 29 

4.5. Effect of age on employment ..................................................................................................... 31 

4.6. Job interview condition and structure ......................................................................................... 31 

4.7. Company core values ................................................................................................................. 34 

4.8. Summary of the results ............................................................................................................... 34 

5. Analysis ............................................................................................................................................. 37 

5.1. Influence of cultural norms and values on hiring decision ......................................................... 37 

5.2. Influence of cultural cues on hiring decision.............................................................................. 38 

5.3. Language and its effect on hiring decision ................................................................................. 39 

5.4. Influence of age and sex on decision to hire .............................................................................. 40 

5.5. Summary of the Findings ........................................................................................................... 41 

6. Conclusion ......................................................................................................................................... 43 

6.1 Research results ........................................................................................................................... 43 

6.2. Limitations and Critical reflections on my study ....................................................................... 44 

6.3. Suggestions for future research .................................................................................................. 44 

6.4. Implications ................................................................................................................................ 45 

Appendices ............................................................................................................................................ 47 

Appendix I – The questionnaire ........................................................................................................ 47 

Appendix II - Transcript of Interviews .............................................................................................. 48 

Interview A: ....................................................................................................................................... 48 

Interview B: ....................................................................................................................................... 51 

Interview C: ....................................................................................................................................... 54 

Interview D: ....................................................................................................................................... 56 

Interview E: ....................................................................................................................................... 58 

Interview F: ....................................................................................................................................... 61 

Interview G: ....................................................................................................................................... 64 

Interview H: ....................................................................................................................................... 69 

Interview I: ........................................................................................................................................ 71 

Interview J: ........................................................................................................................................ 73 

References: ............................................................................................................................................ 76 

 



V 
 

 

List of tables and figures 

 

Table 1- Factors influencing the decision to hire .................................................................................. 18 

Table 2- Respondents demographic summery ...................................................................................... 22 

Table 3- Summery of the findings ......................................................................................................... 35 

Table 4- Summery of the findings and comparison with other studies ................................................. 42 

 

Figure 1- Study outline ............................................................................................................................ 9 

Figure 2- Impact of cultural and demographic factors on job interview and decision to hire ............... 19 
Figure 3- New proposed model based on existing and new emerged factors ....................................... 45 

 

 

 

 

  

 



5 
 

1. Introduction 

This chapter begins with an introduction about the job interview process, followed by a 

brief background. Later it deals with research problem, objectives and narrows down to the 

thesis outline.  

1.1. Background 

An organization’s success depends largely on its employees because people are the 

company’s most valuable asset – the human capital - and the hiring managers’ role becomes 

critical where they must be able to hire the right person for the right job (Manshor, Jusoh & 

Simun 2003). Employment interviews are the most well-known selection method for hiring an 

employee among employers. Among organizational decision-makers, interviews have been 

found to be the assessment method most preferred by supervisors (Lievens, Highhouse & de 

Corte 2005) and human resources (HR) practitioners (Topor, Colarelli & Han 2007). Moreover, 

applicants perceive interviews as fair as compared to other selection procedures (Macan 2009). 

The employment interview has also been a popular topic among researchers for almost 100 

years and is still garnering considerable research interest (Macan 2009).  

In many cases an organization may conduct multiple rounds of interviews for selecting the 

best candidate. Sometimes the first round is carried out remotely, either by telephone or 

videoconference – especially if there are candidates who are at a great distance from the hiring 

organization and travel costs would be prohibitive (Walker 2011). The next round would be to 

create a short list of the successful applicants and invite them for the final round of interview 

which would be face to face in most of the cases. Depending on the company size, 

organizational structure and importance of the position, different type of people such as hiring 

manager, people from human resource and from top management may be present at this round.  

Many studies have assessed the validity of different types of interviews. Several meta-

analyses of these studies have shown that structured interviews have more predictive validity 

than unstructured interviews (Barclay 1999). There are several ways in which interviews can 

be structured. This may include using job analysis to make questions relevant to the job, asking 

the same questions of all candidates as well as using systematic scoring procedures (Barclay 

1999). A major finding in interview research a few years ago is that interviewer judgments 

based on structured interviews are more predictive of job performance than those from 

unstructured interviews. In fact, many quantitative and qualitative reviews of the employment 
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interview research have concluded that adding structure to the interview process can enhance 

the reliability and validity of interviewer evaluations (Macan 2009). A particular issue which 

has received attention is question type, with two specific questioning techniques producing 

different types of structured interview: The situational interview which focuses on future 

oriented questions and asks candidates about their anticipated behavior in hypothetical; and the 

behavioral interview which focuses on past oriented questions and asks about past behavior in 

actual situations (Barclay 1999). 

Empirical evidence confirms that in both these types of interviews together with having 

solid educational and extensive experience, greater use of self-presentation strategies and 

personal characteristics fosters positive interviewer evaluations (Ferris, Howard 1996). Indeed, 

those who fail to self-present are viewed in negative terms (Higgins, Judge 2004). The tactic of 

self-promotion, for example, has been shown to improve the likelihood of success in a job 

interview (Paulhus et al. 2013).  

1.2. Research problem and motivation 

A variety of applicant non-technical factors (experience, education, technical skills) 

including faking behavior, personality, culture, disability and pregnancy on interviewers 

judgment have been investigated and received attention in prior studies (Lim, Chavan & Chan 

2014). In addition, research on interviewing has covered different areas such as value of job 

information, interviewer stereotype, nonverbal behavior, disability, age and sex (Makhamreh 

1991). Several research were also carried on the influence of name, ethnicity (Purkiss et al. 

2006) age and gender in the United States (Goldberg 2003) Australia, Malaysia and china 

testing the hypothesis that applicants who are demographically similar to recruiters would have 

more favorable evaluations of the recruiters, than would applicants who were dissimilar. 

Goldberg (2003) found applicants  who  were in demographic minorities relative to the rest of 

the applicant pool would dissociate from the pool. 

Still many studies have demonstrated the weaknesses of interviewing process in staff 

selection (Barclay 1999). In addition recent research has recognized the need to include 

situation variables like the physical setting of the interview, selection ratio and interview 

structure in job interview research (Makhamreh 1991). Although many studies have covered 

different areas on evaluation of recruitment process, they were more focused on the quantitative 

validation of different interview types (Lim, Chavan & Chan 2014) and there continues to be a 

lack of in-depth qualitative studies on recruitment process and specifically the effect of different 
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factors on job interview, judgment about an applicant and decision to hire, where the 

interviewer and applicant are from different cultures and backgrounds. Moreover the number 

of studies that have investigated the impact of the demographic characteristics like age and 

gender or cultural factors like norms and values, cues and ethnicity on selection process has 

been limited. The researches either studied one demographic or cultural factor separately or in 

combination with non-cultural factors. They rarely considered all cultural and demographic 

factors together and study their direct influence on the interview judgment and hiring decision. 

1.3. Research purpose and research questions 

Considering the importance of hiring right employees and its powerful link to 

organization’s success, this study is aimed to deal with the elements that can affect job interview 

and hiring decision. The subject falls in a broad area of discourse, hence present study 

concentrates on cultural (cues, norms, ethnicity) and demographic (age, sex) factors, and their 

effects on recruitment process and specifically job interview and hiring decision. Accordingly, 

the research questions are formulated as follow: 

1. What are the effects of cultural (cues, norms, ethnicity) and demographic (age, sex) 

factors on the recruitment process?  

2. What is the perception of recruiters about the roles of cultural (cues, norms, ethnicity) 

and demographic (age, sex) factors in the judgment about an applicant and the decision 

to hire him/her?  

In this study cultural cues are referred to the applicant name, accent, ethnicity and cultural 

norms and values can be summarized as shared motives, values, beliefs, identities and 

interpretations or meanings of significant events that result from common experiences of 

members of collectives and are transmitted across age generations (Javidan, House 2001).  

Understanding recruitment specialists and human resource practitioners' idea about the 

effect of cultural and demographic characteristics in the recruitment process can provide the 

reader with a sense of these factors position and degree of importance in employment 

framework. To do so, a content analysis of the collected data is applied and the data is collected 

through semi structured interviews from recruitment specialists and hiring managers of two 

telecom companies. Despite investigating effect of various cultural (cues, norms, ethnicity) and 

demographic (age, sex) factors on job interview and recruitment decision, this study is not able 

to provide a complete view of the whole decision making process in recruitment; as many other 

effective factors in this area are not engaged. Additionally the results of this study cannot be 
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easily generalized, since it is studying a small sample size in only two companies active in a 

specific industry. 

1.4. Contribution of the Study 

The outcome of this study can help in improvement of interviewing practices by suggesting 

recommendations to hiring managers, and Human resources practitioners. Furthermore, the 

results may help both job applicants and recruiters in understanding attitudes and perceptions 

toward effects of culture, demographics and personal characteristics of the applicant in a job 

interview which may help in improving recruitment process. 

1.5. Outline of the Study 

This Study is divided in to following six chapters, as shown in figure 1.1: 

Chapter one: This chapter presents an introduction as well as a background to the research 

topic and research problem. 

Chapter two: Chapter two presents the theoretical framework and discuss theories about job 

selection process. It also situate the current study in the body the literature. 

Chapter three: In third part I discuss about the methodological choices and to explain the 

motives behind the whole research design from research purpose, research approach, and 

research strategy to empirical cases. In addition data collection method and data analysis will 

be discussed in this chapter. 

Chapters four: This chapter will discuss the empirical evidence and the gathered data by 

interview question.  

Chapter five: In this section I will analyze the collected data against the existing research 

theory.  

Chapter six: Finally the sixth chapter will discuss the conclusion of the whole study, 

limitations, implications and further study directions are also suggested by author. 
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2. Literature Review 

This chapter starts with describing prior research about demographic and cultural factors and 

the related theories in connection with their effect on employment selection process continues 

with the research model and explanation on recruitment process and different type of interview 

and selection methods.  

2.1. Recruitment 

In general recruitment is the process of finding and hiring the most appropriate candidate 

for a vacant job, in a timely and cost effective way. 

2.1.1. Job Advertisement 

Recruitment process usually starts with trying to attract talented and qualified people for 

the open position. The process of recruitment may begin with advertising vacancies and this 

may be done internally or externally or both and can be achieved using a range of media, which 

may involve using the company web site (El-Kot, Leat 2008). There is no guaranteed method 

known as the way to achieve this goal and there are several ways to accomplish this objective. 

The following are some often used ways taken to acquire or attract strong candidates for any 

vacant position: Major newspapers, professional recruiting agencies, advertising in professional 

magazines, word of mouth, promotion from within the company, referral, walk in applicant and 

using internet (Hackney, Kleiner 1994). Although these days using internet and recruiting 

websites due to lower costs and access to more audiences has become very popular in job 

advertisement, but still there is no clear advantage of using any of the above mentioned methods 

(Hackney, Kleiner 1994). 

2.1.2. Application 

Now let’s assume a vacant position has been advertised and somebody have found it an 

interesting job posting. He/she might do a little background research to decide if the job would 

suits him/her and if he/she might fit in with the organizations that are advertising this position. 

The next step would be to apply for it, usually by sending resume´ or CV (curriculum vitae) 

which is the “academic” version of a resume´ frequently requested and used for applications to 

positions in colleges and universities (Walker 2011). Curriculum vitae tends to be longer than 

resume’ and offers details on such things as publications, conference papers, grants, fundraising 
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successes, involvement with professional associations, and honors or awards, in addition to 

employment experience and education (Walker 2011). 

Generally a resume’ or CV is send along with a cover letter describing the applicants 

background and the reasons of his/he interest in that particular job in the applicants own words. 

These days organizations request some additional and supportive documents such as transcripts, 

contact information for references, certificates etc. 

2.1.3. Selection  

 In general different organizations may have multiple rounds of interview to try to narrow 

the applicant pool to a short list. In smaller organizations, one person may do all the work and 

interview the applicant, but in many organizations there is a search committee. Usually the first 

round of interview in order to reach a short list of applicants is carried out remotely, either by 

telephone or videoconference – especially if there are applicants who are at a great distance 

from the hiring organization (Walker 2011). The persons who make it to the next round or let’s 

say the final round will face longer interviews usually done in person and face to face. Some 

may be short interviews of an hour or so, but often finalist interviews can last an entire day, 

especially for tenure track academic and senior management positions (Walker 2011).  

2.1.4 Interview types 

There are different types of interviews and according to type of the job and organization 

they may be used solely or in combination together. The main purpose of an interview is to 

evaluate the suitability of a candidate’s behavioral characteristics for the job being applied to 

(person–job fit) and the compatibility between a candidate and the organization (person–

organization match) (Lim, Chavan & Chan 2014). In next section I am going to discuss some 

major job interview types and a short description of each. 

The Phone Interview as a common method of interviewing is usually used at the first round 

of interview or for reasons such as geographic distances between applicant and the interviewer. 

Unlike phone interviews which only rely on voice, video conferences are both auditory and 

visual. Screening Interview is the type of interview generally used when there is a large 

applicant pool and the employer wants to remove applicants who are obviously not fit and 

narrow down to remove a more manageable number of applicants. The other purpose of this 

type of interview beside the organization to find out whether a candidate would be a good fit 

for them is also for the candidate to find out whether the position and his/her potential future 
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colleagues are a good fit for him/her (Morgan Elizabeth, Landrum 2012). Screening interviews 

are usually done by phone, and are very short focusing on basic qualifications.  

Face to face or one to one, is the most common interview method and involves the applicant 

and the interviewer alone normally in a conference or private room. Usually it is carried out 

from a shortlist of applicants and in the second round of interviews. Since the applicant is face-

to-face with the interviewer the dress, appearance, non-verbal communication skills and other 

visual factors, as well as the verbal communication skills will come into play  (Walker 2011). 

There is another type of interview named Serial Interview. In this interview type the interviewee 

will face back-to-back interviews throughout the day. Serial interviews are physically and 

mentally frustrating and each time a person passes a step the chances of being hired improves. 

Panel interviews, also referred to as board interviews or team interviews, consist of two or 

more interviewers who together interview one candidate and combine their ratings into an 

overall score (Macan 2009). In this type of interview the applicant will meet an Interview panel 

or selection committee at the same time. It is an efficient way of selection from the employer’s 

viewpoint because it allows decision makers all together to meet the applicants, hear his/her 

answers and assess his/her abilities. This interview type has been found an effective technique 

and Arvey and Campion (1984) were encouraged use of panel interviews (Arvey, Campion 

1982). 

Group Interviews which are seldom used, is a selection method opposite to panel interview 

method. Instead of several interviewers and one applicant, one interviewer will interview 

several applicants at the same time. Finally we have Stress Interview. In this interview 

technique the applicant’s reaction to stress is evaluated. The interviewer may make place in a 

location physically uncomfortable or some irrelevant questions unrelated to do with the job may 

be asked. This method showed to be not too much effective in job interview (Freeman et al. 

1942). 

2.2. Factors affecting the interview judgment 

A company progress highly depends on its staff ability and competency (Manshor, Jusoh 

& Simun 2003). Thus the recruiter and hiring managers role becomes important, because they 

must be able to hire the right person for the vacant position (Manshor, Jusoh & Simun 2003). 

Companies may find and recruit a person through different methods such as tests and 

examinations, solely analyzing an application or referral. But interview is the most important 
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selection tool for collecting information and making final human resource decisions 

(Makhamreh 1991). A survey by Eder indicated that majority of the companies use the 

interview as the most important aspect of their recruitment procedure (Eder 1989). Research 

evidence has also found that interviewers are affected by many factors which influence their 

judgment of interviewees such as information, sex, age, interviewer stereotype and nonverbal 

behavior (Makhamreh 1991). 

‐ Information: According to a research by Bolster and Springbett, the interviewers reach 

a final decision within the few beginning minutes of the interview (Bolster, Springbett 

1961). Another finding showed that early impressions from the interview are more 

important than factual information in determining interviewer judgment (Farr 1973). 

‐ Age: Studies by Haefner, Rosen and Jerdee found relatively strong effect, where 

younger applicants were preferred to older ones (Haefner 1977, Rosen, Jerdee 1976). 

In contrast a more recent study found contradictory effect of age on the interview 

results (Harris, Fink 1987). 

‐ Interview Stereotype: A research by Hollman showed that Interviewers have 

stereotypes of ideal applicants against which interviewees are judged (Hollmann 

1972). Another research also confirms this concept that some interviewers have an 

ideal applicant against which interviewees are evaluated (Bolster, Springbett 1961). 

‐ Sex: Regard impact of sex on scoring an applicant in an interview, some research 

report that interviewers tended to give lower evaluation to female applicants 

(Dipboye, Fromkin & Wiback 1975). On the other hand, some research found that 

females applicants were given higher evaluation than male applicants (Raza, 

Carpenter 1987). 

‐ Nonverbal behavior:  Nonverbal behavior found to have strong effect on rating an 

applicant (McGovern, Tinsley 1978). In addition some research report that nonverbal 

behavior have also significant effect on outcome of the interview and employment 

decision respectively (Harris, Fink 1987). 

The misconception in hiring decisions by managers can be attributed to the perceptual process 

of stereotyping (Manshor, Jusoh & Simun 2003). Demographic characteristics such as sex and 

age may serve as the basis of stereotypes that obscure the qualities of individuals and can 

prevent managers from getting to know people as individuals and from accurately assessing 

their needs, preferences, and abilities and usually occur in the form of gender and age (Manshor, 

Jusoh & Simun 2003). The match between an employee’s knowledge, skills, and abilities 



14 
 

(KSA), and other more abstract characteristics, such as personality and value orientations, has 

been used as a major hiring criterion for the past years (Moy, Lam 2004). Findings provide 

evidence that personality inferences and judgment are also made in selection interviews and 

Interviewers seem to be using the interview as a method to infer applicant personality 

characteristics (Macan 2009). 

2.2.1 Sex 

Demographic attributes such as age and gender represent a subset of an unlimited number 

of categories that an individual may deem relevant in determining his or her self-identity 

(Goldberg 2003). However, several researchers have argued that surface-level traits such as sex 

and age are among the most useful attributes for categorizing oneself and others, because they 

are visible, and hence available (Goldberg 2003). 

As stated earlier about the impact of sex on the interview, Arvey (1982) found that females 

generally received lower interview ratings than male applicants in those situations where both 

applicant types had similar or identical qualifications (Manshor, Jusoh & Simun 2003). Several 

researches studies the relation between applicant’s gender and success in job interview. The 

nature of this interaction is such that female job applicants are likely to receive lower grading 

than a male applicant when the job being sought is traditionally considered male dominant such 

as engineer, construction worker etc. (Manshor, Jusoh & Simun 2003). In the other hand, male 

applicants are likely to receive lower interview ratings than female applicants, when the job 

opening is for an occupation thought to be stereotypically female dominant such as nurse, 

clerical worker etc. (Cesare 1996). The findings by Haefner (1977) indicate that women, at least 

highly competent ones, are discriminated against in employment. His findings this study shows 

that sex discrimination not only exists in managerial positions, but also exists for semiskilled 

positions (Haefner 1977). Contrary the interviewee's sex was found to have low influence on 

interviewer decisions by Makhamreh (1991) in a research in Jordan. He explained his finding 

by the fact that females in Jordan have strongly established themselves in education to the extent 

that they have excelled and outperformed males in all fields and levels of education 

(Makhamreh 1991). 

According to Heilman (1997) when a job is considered as a male sex-type, women even with 

impressive credentials are judged to be less qualified and are less likely to be hired. And even 

if be hired women are compensated less generously than men, and this is because men are 
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usually thought to be strong and active while women are usually thought to be weak and passive 

(Heilman 1997).  

Research found that sex similarity affected interviewers’ attributions of traits to applicants and 

perceived similarity to applicants, such that interviewers generally viewed same-sex applicants 

in more positive terms (Manshor, Jusoh & Simun 2003). A recent study among Malaysian firms 

by Manshor et al. (2003) on gender preference, indicates that both male and female respondents 

have strong preferences to select candidates of the same gender when the candidates are of 

equal qualifications. The results from this study also indicate that a higher proportion of male 

respondents have preferences on gender, as opposed to the female respondents (Manshor, Jusoh 

& Simun 2003). In the other hand, a study by Graves and Powell (1995) found that female 

recruiters see male applicants as more similar to themselves and even evaluate male applicants 

more favorably than female applicants (Graves, Powell 1995). 

2.2.2 Age 

Prior research studied the effect of the applicants age on interviewer assessment and found 

age discrimination against highly competent, older workers clearly exists and younger 

applicants were preferred to older ones (Haefner 1977). By using criteria such as age, 

interviewers are eliminating some of the most qualified candidates from jobs (Haefner 1977). 

However, more recent studies like the one carried out by Harris's (1989) revealed the 

inconsistent effect of age on the interview outcome, and that effect may depend on the job and 

the interviewer (Makhamreh 1991). Following Goldberg (2003) findings, neither sex similarity 

to the recruiter nor sex similarity to the applicant had a significant effect on the interview 

judgment and hiring decision respectively. Additionally according to the results of a study 

among Malaysian firms, 53 per cent of these firms’ interviewers have preferences towards a 

candidate’s age (Manshor, Jusoh & Simun 2003). While age stereotypes have been found, both 

laboratory and field studies show evidence that there are other applicant characteristics beyond 

age that will influence interviewer perceptions and hiring recommendations (Macan 2009). 

2.2.3. Cultural norms 

Assuming that interaction methods are different among cultures (Wawrzyniak, Kim 1990), 

culturally based factors may be influencing both the interviewers and applicants in the way that 

such the applicants’ capabilities and weaknesses are viewed and judged through different 

perspectives. Intercultural selection interview results may be influenced by whether applicants 

of a particular culture attribute their success or failure in the selection interview to internal or 
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external causes (Lim, Chavan & Chan 2014). An example of an internal attribution is where a 

candidate assigns the cause of interview failure to a lack of ability, and in other hand the 

example of an external attribution is where a candidate attributes the cause of failure to the 

interviewer being racist (Lim, Chavan & Chan 2014). Not only in job interview process but 

even after employment, national cultures exposes and may result in workplace conflict (Lim, 

Chavan & Chan 2014). This highlights the importance of national culture and pointing out the 

idea of conducting proper training on cultural issues for managers and practitioners (Lim, 

Chavan & Chan 2014). 

In the area of culture the attribution theory is an attempt to understand how people interpret 

issues that subsequently impact on their motivation and behavior (Weiner 1985). In terms of 

interviewers’ behavior, different studies have found several relevant factors such as 

discrimination, skill in eliciting information, interviewing competence, vocal cues, accent, and 

modern racism (Lim, Chavan & Chan 2014). Drawing from attribution theory, which has a 

functional purpose that helps to explain past events and predict future behaviors, different 

factors that are commonly attributed to interview successes and failures are identified, and were 

covered broadly in the selection, communication and discrimination literatures (Lim, Chavan 

& Chan 2014). There appear to be two separate groups of factors influencing the interview 

process.  

The first group relates to the interviewer attributes, values, and behaviors. In an attempt to 

explain the influencing factors of an interview, past researchers have focused on different 

attributes of the interviewer, which includes cultural stereotyping, ethnicity stereotyping, 

ethnicity biases, racial prejudices, racial attitudes, cultural sensitivity, knowledge of the 

discrimination, social desirability, social identity, schema theory (Frazer, Wiersma 2001).  In 

terms of interviewers’ behavior, researchers have figured out several relevant factors such as 

discrimination, skill in eliciting information, interviewing competence, vocal cues, accent, and 

modern racism (Lai, Babcock 2013). The other group that is thought to influence the interview 

is the candidate itself. The factors influencing the interview for the candidates uncovered by the 

researchers are ethnicity, interviewing self-efficacy, candidate quality, name, and accent 

(Derous, Ryan & Nguyen 2012, Heslin, Bell & Fletcher 2012). 

2.2.4. Cultural cues 

Accent can initiate perceptions regarding a person’s intelligence, kindness, status, 

solidarity, economic class, national origin, or ethnicity (Purkiss et al. 2006). As an example, in 
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the United States people with French accents often are associated with sophistication, or Asian 

accents tend to be linked with high economic and educational attainments (Lippi-Green R. 

1997), and as another example in England the Liverpool accent is considered less cultured than 

accents related to Oxford and Cambridge (Lippi-Green R. 1997). Thus because of the verbal 

nature of the job interview process, and the potential for triggering biased judgments, accent 

may become a very important factor affecting interviewer judgment about the applicants and 

the final  employment decisions (Purkiss et al. 2006). 

Accent, as a special dimension of an individual's speech characteristics is an important cue 

to the individual's social economic status, background and origin of ethnicity (Singer, Eder 

1989).  When name as a small ethnic cue is paired with accent, this combination may evoke 

and present a consistent stereotype which then may result in a negative evaluation of an 

applicant. Consistent with the premise of modern racism, these negative evaluation and 

judgments are likely made automatically, and not consciously (Purkiss et al. 2006). In other 

words, when two or more ethnic cues such as name and accent are linked together, the ethnicity 

of the target person is clearer for the interviewer, evoking automatic negative stereotypes 

(Purkiss et al. 2006), which then can lead to negative judgment of the applicant as well. Many 

research has been done on the effect of ethnicity on job selection decision, but based on these 

studies no conclusion can be drawn regarding the direction of the effect of ethnicity on selection 

decision (Singer, Eder 1989). While findings of positive discrimination are consistent with 

ethnic stereotyping literature on person perception, findings of reverse discrimination might be 

due to the increased level of awareness of the general issue of discrimination of the part of the 

interviewers (Singer, Eder 1989). 

Table 1 summarizes the factors influencing the job interview process with their related 

studies and theories. The main linked authors to this study: Goldberg (2003); Haefner (1977); 

Makhamreh (1991); Manshor and colleagues (2003); Purkiss and collogues (2006); Singer and 

Eder (1989); Lim, Chavan and Chan (2014) as well as Lai and Babcock (2013) are also 

highlighted in gray color. 
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Table 1-Factors influencing the decision to hire  

Demographics Culture Competency Personality Situational 
Age (Goldberg 2003) Use of personal vs 

professional referents 
(Heaphy et al., 2006) 

Leadership 
(Motowidlo et al., 1992) 

Morality (Rand & 
Wexley 1975) 

Interview structure 
(Sacco et al., 2003) 

Sex (Goldberg 2003) Name (Purkiss et al., 
2006) 

Interpersonal skill 
Motowidlo et al., 1992) 
 

Adjustment (Rand & 
Wexley 1975) 

Interview panel 
cultural makeup 
(McFarland, Ryan, 
Sacco, & Kriska 2004) 

Age, Sex (Haefner 1977) Ethnicity (Singer, Eder 
1989) 
 

Problem-solving skill 
(Motowidlo et al., 1992) 

Likeability (Rand & 
Wexley 1975) 

Candidate quality 
(Dovidio & Gaertner 
2000) 

Age, Sex (Makhamreh 
1991) 

Accent (Purkiss et al., 
2006) 

Knowledge of current 
events 
(Rand & Wexley 1975) 
 

Dynamism (Cargile 
1997) 

Minority group sample 
size (Huffcutt & Roth 
1998) 

Age, Sex (Manshor et 
al., 2003) 

(Lim, Chavan & Chan 
2014) 
 

Communication skill 
(Motowidlo et al., 1992) 

Loyalty (Peppas et al., 
1999) 

Job complexity 
(Huffcutt & Roth 1998) 

 Cultural values (Lai & 
Babcock 2013) 

Company knowledge 
(Peppas et al., 1999) 

Motivation (Peppas et 
al., 1999) 

Job status (Motowidlo 
et al., 1992) 

 Vocal cues (Parsons & 
Liden 1984) 

Elm College Initiative (Peppas et al., 
1999) 

Cultural makeup of 
senior management 
(Becton et al., 2008) 

 Behavioral style (Wong & 
Lai 2000) 
 

Intelligence 
(Rand & Wexley 1975) 

Enthusiasm (Peppas et 
al., 1999) 

 

   Disposition (Peppas et 
al., 1999) 

 

   Modesty (Lai & Wong 
2000) 

 

 Source: Lim, Chavan & Chan, 2014, P. 3 

 

2.3. Theoretical Framework 

Following the discussion about job interview, the hiring process and the factors and 

characteristics of the applicant that may affect the interviewer judgment, this study’s theoretical 

model is formulized as figure 2. The model is used as the tool for studying direct effects of the 

job applicant’s demographics (age, gender) and cultural factors (name, accent, ethnicity, 

cultural norms and values) on job interview process as well as the effect of job interview 

outcome on the decision to hire. This model can also help to better understand and examine of 

indirect effects of age, sex, name, accent, ethnicity and cultural norms and values on the final 

employment decision (figure 2).  
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                     Figure 2-Impact of cultural and demographic factors on job interview and decision to hire 

 

Source: own source 
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3. Methodology 

In this chapter interview process, research approach, research strategy, interview questions, 

validity and reliability of the study and data collection are discussed. 

3.1. Research approach and strategy 

When dealing with research problem the purpose of an academic research can be 

exploratory, descriptive, or explanatory (Yin 2009). Exploratory research is often used when 

problem is not well known or it has not been clearly defined. It allows the researcher to gather 

the information as much as possible concerning a specific problem (Yin 2009). Descriptive 

research is used to obtain information about the current status of the phenomena to describe 

"what exists" with respect to variables or conditions in a situation, and is mostly used when the 

objective is to provide a systematic description that is as accurate as possible or when the 

problem is well structured and there is no intention to investigate cause and effect relations 

(Wallström 2002). Explanatory approach is often used when it’s necessary to show that one or 

some variables causes or determines the value of other variable (Yin 2009). This type of 

research is good to use when there is no clear apprehension what factors qualities and relations 

are important (Yin 2009). 

Two different choices of research approach are available, the qualitative and quantitative. 

In the quantitative approach, mainly the results are based on numbers and statistics that are 

presented in numbers and statistics, whereas in the qualitative approach the focus is on 

describing an event with the use of words and explanation (Yin 2009). Qualitative research 

also, provides a rich and deeper understanding of the phenomenon under investigation with also 

furnishing a holistic view of the issue (Yin 2009). In contrast, quantitative methods are often to 

explain causal relationships, to allow generalization, and to enable predictions about the future 

(Wallström 2002). In this study a qualitative approach has employed in order to have a holistic 

and deeper study on the employment process and some factors that may have effect on it by 

having face to face discussion with experts and decision makers in this area.   

Research strategy is mainly a general plan which shows that how the study will go on, and 

how researcher will answers the question that has been set by him (Yin 2009). It will contain 

clear objectives, derived from research question specify the source from which researcher 

intend to collect data and consider the constraints that researchers will inevitably have such as 

access to data, time, location and money and ethical issues (Yin 2009). Five different types of 

research: an experiment, a survey, history, an analysis of archival records and a case study, 
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depending on the character of research questions could be chosen (Yin 2009). Qualitative 

research can be conducted using different strategies including: case study, experiments, 

surveys, histories, and analysis of archival information (Yin 2009). The purpose of this study 

is descriptive since it tries to describe what is happening in more details and expanding the 

understanding by collecting information. Also case study by collecting information from a 

number of experts in a specific company and industry sector.  

3.2. Data Collection 

This study adopts a qualitative approach to understand the dynamics between interview 

processes, cultural factors, candidate’s characteristics and interviewer’s perception of them. 

One of the main tasks of qualitative researchers is therefore to accurately capture and interpret 

the meanings of a phenomenon such as a selection interview as it occurs in its natural social 

context (Lim, Chavan & Chan 2014). I only used primary data collection conducted by myself 

and did not use secondary data from other sources. The Data collection took place from mid-

November 2014 to end of January 2015 and the interview questions were asked during face to 

face semi structured interviews. In order to get more accurate answers, during interviews I tried 

to explain and give the key concept behind each question, so the respondents better realize what 

I am searching for. 

Engaging the organization for this study began with taking cultural diversity in to account. For 

the data collection I preferred to collect data from multinational companies because they have 

more experience in employment diversity as they have offices in many countries and employees 

from different cultures and backgrounds. Therefore some multinational companies were 

approached and finally I could get interviews from Telia Sonera and Telenor.  

The data were collected in the form of observations and through semi-structured interviews at 

Telia Sonera and Telenor offices in Uppsala and three offices in Stockholm, over approximately 

two and half month with an average of one visit per week. The data in this study derives from 

interviews that I conducted with six respondents introduced by Telia Sonera and four 

respondents from Telenor with different roles across the company from director or head of 

department to human resource specialists.  

Each interview took between 35 to 65 minutes with an average of 45 minutes. The most 

interviews I conducted at one time were in one day when I did two back to back interviews. 

Towards the end of the year, interviews became extremely rare because high work load in some 
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companies as well as vacations. That was main reason it took two and half month to conduct 

all ten interviews.  

All respondents were originally from Sweden and ranged in age from 28 to 57 years old with 

years of experience in Telia Sonera and Telenor as well as other companies. At the beginning, 

questions about Age, Sex, nationality, education level and years of work experience in the 

company were asked from respondents. The questions were asked in an order and I guided the 

respondents to the subject sometimes with help of examples, allowing respondents to have 

better insight toward the subjects also allowing them to make detailed explanations. A 

demographic summery of the respondents could be find in table 2. 

Table 2- Respondents demographic summery 

Gender Female 
Male 

8 
2 

Age 20-30 
30-40 
40-50 
50-60 

2 
3 
3 
2 

Occupation Specialist 
Manager 
Senior Manager 
Head/Director 

4 
3 
1 
2 

Education High School 0 
 University 

Master/Doctorate 
10 
0 

Years of Experience* 0-5 
5-10 
10-20 
20-30 
30-40 

5 
1 
1 
2 
1 

Years of Experience** 0-5 
5-10 
10-20 
20-30 
30-40 

2 
4 
1 
2 
1 

*Within Telia Sonera or Telenor 
** Within Recruitment 
Source: own source 

 

3.3. Different Interview methods 

There are different methods of interview which can be conduct. The interview can be: 

Structured, Semi structured or unstructured. Structured interviews are dependent to a very 

specific set of rules. Usually each question that is planned in advance will be read word by word 

by the interviewer without any deviation from the initial protocol. In some cases, the interviewer 

is also required to show consistency in behavior include bodily or facial posture and emotional 
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effects across all interviews. Thus, Reactions to participant responses should be kept to a 

minimum or completely avoided. Although this interview is used in job interviews, but is also 

most often used by researchers in quantitative researches and yields to more accurate collected 

data as it can help reducing researcher bias. According to Harris (1989) structured interviews 

produced a higher validity coefficient than did unstructured interviews (Makhamreh 1991). In 

addition structure improves interviews because it makes interviewers focus more on the job and 

makes the questions asked more likely to be job related (Barclay 1999). A strong relationship 

between the content of the job and the content of the selection method improves the validity of 

the selection method (Barclay 1999).  

Semi-structured interviews are more flexible than structured interviews, but still expected 

to cover every question in the protocol. Meanwhile the interviewer has more freedom to explore 

participant responses by asking for more explanation and be more sociable. The collected data 

from this interview type are usually larger than those with structured interviews and causes a 

deeper understanding of responses.  

Unstructured interviews has a very relax atmosphere. There is no specific outlined 

questions to be addressed. The interaction between the interviewee and the interviewer is more 

like a conversation rather than a formal interview. Both parties discuss about a topic. Thus the 

result could be a huge amount of information about the topic. One advantage of this interview 

type could be to uncover information that would not have been exposed using structured or 

semi-structured interviews due to its relaxed atmosphere. 

3.4. Interview Questions 

The interview questions used for this study were developed based on research objectives, 

emerged from existing theory and the research model with help of prior similar research and 

guidelines from my supervisor. The first version was consist of totally thirteen questions trying 

to ask the respondents about their opinion in relation to six prior discussed cultural and 

demographic characteristics which may have effect the job interview outcome as well as the 

interviewer perception and evaluation about an applicant.  

3.4.1. Justifying interview questions 

For the respondents to have better understanding of the questions and in order to reduce 

the possibility of receiving incomplete and incorrect answers I decided to check the interview 
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questions validity by conducting pilot interviews and also asking few persons include my 

supervisor to review the questions. Validity of a question is generally defined as the extent to 

which the collected data/answer through that question accurately measure what it was intended 

to measure. After performing the validity test few modifications has been made to interview 

questions and the total number of questions reduced to eleven. 

In the interview questions final version, six questions are related to four factors: ethnicity, 

cultural norms and values, name and accent. Two questions are related to gender and one 

question is related to age preferences of interviewers. At the end there are two general questions 

in order to open a discussion out of the interview structure in order to more investigate 

respondent’s idea about the outcome of this research and its means to him/her. Appendix 1 

indicates the questions and the factors related to them. 

3.4.2. Protecting Confidentiality 

Between privacy and confidentiality, confidentiality is arguably the more important one in 

research (Berinato 2014).  While privacy is easier to assured with proper agreement and consent 

procedures, confidentiality of data takes more effort to maintain (Berinato 2014).  All 

information gathered in a research study should be considered as information that a person has 

provide in a relationship of trust, and the respondent has the right to expect that this information 

will not be published and disclosed without their permission. Therefore one of the easiest ways 

to achieve this is to collect anonymous data. Anonymous data are data that are not connected 

to information that can identify the respondent. If there is no connection between the participant 

and their data, even the most sensitive studies could be assumed as minimally risky. To achieve 

this I did not use the name of the respondents in any part of this thesis, or even did not referred 

to their gender. A code has been randomly assigned to any respondent in a way that he/she 

could not be identified and these codes were used while directly quoting from them for the 

reader to have a better perception of the interview situations and answers.  

3.5. Results 

In order to present the results, the transcript of all ten interviews were formulated separately 

per respondent and per question. Writing down the interview transcripts allowed to have easier 

summation, better understanding, interpretation and highlighting the findings. The mentioned 

interview transcripts are presented as Appendix 2 at the end of the study for the reader’s 

reference. 
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Then the formulated data were coded and presented in six separate topics: cultural values 

and norms, cultural cues, sex and employment, effect of age on employment, job interview 

condition and structure as well as company core values. Finally content analysis has been 

conducted and the findings were discussed and interpreted in connection to the existing theory 

and the study theoretical framework. The presentation and analysis of the results is available in 

upcoming chapter from section 4.1. to 4.6. with following headlines: 4.1. Influence of cultural 

values and norms, 4.2. Cultural cues effect on employment, 4.3. Sex and employment, 4.4. 

Effect of age on employment, 4.5. Job interview condition and structure, 4.6. Company core 

values.   Also for the reader to have a better perception of each respondent’s opinion and being 

aware of the interviews situation, exact quotations are cited with their related respondents 

names coded from A to J. 

3.6. Validity and Reliability of the Study 

The validity and reliability of a qualitative study are two factors which any qualitative 

researcher should be concerned about while designing a study, analyzing results and judging 

the quality of the study (Patton 2002) . The concept of validity and reliability in qualitative 

study which directly affects the quality of the study is harder to be measured than quantitative 

study as it is described by a wide range of terms (Golafshani 2003).  

Since this study may touch some issues related to favoring or preferring a person because 

of his/her age or sex (for example), and because this might be sometimes viewed as 

discrimination and could be interpreted to be against law or some company policies; people 

may not be willing to talk openly about them or might provide conservative answers. Therefore 

the validity and trustworthiness of the finding that can affect quality of this study results, could 

be under question, but also hard to measure. Engaging multiple methods, such as observation, 

interviews and recordings will lead to more valid, reliable and diverse construction of realities 

(Golafshani 2003). Therefore and to achieve  more reliable and valid findings, the results of 

this study are all derived directly from the researcher observations during face to face semi 

structured interviews and are all based on respondents’ opinions and ideas. In addition all the 

interviews were tape recorded and transformed to transcripts which are available at the end of 

the study as Appendix 2. 
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4. Empirical evidence 

This chapter consists of six main parts: Influence of culture values and norms, Cultural cues 

effect on employment, Sex and employment, Effect of Age on employment, and two new emerged 

factors Job interview condition and structure as well as Company core values followed by 

summery of the results.  Under each headline the related collected data and direct quotation 

from the respondents are presented. 

4.1. Telia Sonera and Telenor 

 Based on the interviewee responses, Telia Sonera and Telenor are among the leading 

telecom and IT services providers in Sweden. Telia Sonera is the largest telecom/IT service 

provider in Sweden in terms of number of subscribers and also has operation in fourteen more 

countries in Europe and Asia. Telenor is also operating in thirteen different markets and both 

companies has employees from different countries with different cultural backgrounds.  

 Both of these two companies are performing the recruitment process through posting job 

advertisement include job profile on their online job portal plus advertisement on recruitment 

and manpower websites for a specific period of time. Then received applications would be 

screened in order to reach a short list. Shortlisted applications are then invited for interviews 

that may take several rounds depending on the position. 

4.2. Influence of ethnicity, cultural values and norms 

Regarding the cultural values and their influence and impact on job interview, eighty 

percent of the respondents indicated that in general cultural values could have effect on 

interview results but the impact is not significant. They truly believed in both companies they 

are trying to look from a wider perspective to the culture and related issues especially in recent 

years, but there is still a long way to go to reach maturity on this subject. Few training and 

diversity programs seems not to be enough, particularly when there is no special procedure or 

monitoring program in place for evaluation and measurement of them.  Also seventy percent of 

the respondents believed it is good and positive to have employees with different ethnicity and 

from multicultural backgrounds with other experience and competencies in different areas and 

this can add values to company and better addressing customer needs in the complex customer 

environments. In addition the challenges that might be created in multicultural environments 

were also part of three respondent’s concern. One explained beside advantages of having people 

from different ethnicity and cultures it is important to be careful because this cultural difference 



27 
 

might bring up new problems and issues. Like the one she experienced with a male employee 

who could not accept her as his manager because of some religious related beliefs. Or another 

respondent had problem with the way of using office facilities by new colleagues from another 

country. In addition the company values as a corporate tool presenting the company culture 

were addressed. One though it is important how to present a company by it’s values and a better 

job could be done by using the company values and its culture in the choice and make sure it 

match the job profile and candidate respectively. 

“It is good and positive to have people with different background. As a multicultural 

company we have complex environment in terms of customers and it is good to have 

employees from different cultures. So I am rather open to it” (Respondent D) 

“On Telia Sonera job portal we have black hair girls as cover page picture. Sometimes it 

is very good if you have colleague with another background. It can add value and I am 

interesting in knowing people from other cultures.” (Respondent E) 

Sixty percent of the respondents personally had no special feeling about interviewing 

someone from another ethnicity, background and culture and stated competencies, skills and 

knowledge as the things that most matters for them. Thirty percent only were concerned about 

language barriers and misunderstand because of language difference and not knowing Swedish 

language which knowing might be essential for some certain roles. One added it is always a 

question for him how to evaluate somebodies background and education while coming from 

another country. Fifty percent of the respondent found it exciting and interesting to have people 

from different cultures and was very curious about knowing and working with people from 

other countries and thought this can add value to company. In contrast the need for 

reengineering some recruitment programs to avoid sticking to existing traditional recruitment 

way of hiring people within the telecom industry by having more programs in order to have 

wider cultural diversity had been discussed.  

“I think telecom is pretty traditional and we often hire people from within the industry. 

…we need more programs to have wider cultural diversity and I think we are not doing it 

proactively. I think we are more used to this traditional way of recruiting.” (Respondent 

G) 

“…there is impact, but I really like to reduce the impact. We are looking for diversity to 

better address customer needs. Because other companies are doing so and even it has 
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business advantage to move toward diversity in culture. We are in the beginning of the 

travel, but we are going toward that…” (Respondent A) 

Respondents had different views about how important knowing Swedish culture and norms 

could be. One believed when it comes to norms is what not to do and what not to say. And 

people need to have basic knowledge about respecting others. The other though it is not 

important unless people could not adopt themselves to new environment basic rules. Also one 

thought 15 years ago it was more important but now as we are working in a multicultural 

environment these issues are solved. “Of course there are some challenges if a person does not 

know some norms, but in other hand we need to train our managers to be able to take advantage 

of it” One said. Three respondents thought team fitting is crucial and if person-team or team-

person adjustment could be done, then this issue is not important and could not be a potential 

problem. Two other though it all depends on the situation and the role. If the recruitment is 

internal or is in sales or customer care field, the employee needs to know some company and 

society norms as well as having very good local language skills, otherwise customers may 

experience unpleasant service.  

“I do not really care about Swedish culture and norms in an interview. I do not really look 

for that things in a person.” (Respondent J) 

“It has been also changed a lot since when we left state agent to be an international 

company. Diversity has been addressed in Telia group’s recruitment policy.”(Respondent 

F) 

“As long as we can communicate it is ok and I more look for competency.” 

(Respondent D) 

“It depends on the job. For programmer does not matter. Maybe for someone selling stuffs 

toward government it is good to have those skills. Then it could be part of job 

requisition…” (Respondent H) 

4.3. Cultural cues effect on employment 

About the influence of the cultural cues such as accent and name and their influence on the 

respondents experience of the job interview and candidate selection process, seventy percent 

believed name nor accent does not have effect on their judgment about an applicant. The stated 

accent could be a factor but only when it affects the communication quality in a negative way, 
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and while language in not in an understandable level because of poor accent. Or when 

proficiency in a language is necessary for a certain role. Thirty percent believed that cultural 

cues and particularly name may have effect on selection process in some cases, but the impact 

is not significant in multi-cultural and international companies. One continued, the first 

impression from a foreign name would be if he/she knows the Swedish language or not? So if 

that particular job requires Swedish language skills and the applicant knows the language, then 

it is ok. Again necessity of having proactive programs that could help having more accurate 

selection methods, by making knowledge improvements in recruitment process, has been 

mentioned. One told the story of her experience on communication problem with a colleague 

from another operation of Telia in Asia, which sometimes becomes frustrating and yields to 

misunderstanding which also negatively affects the quality of her work. 

“I have been working internationally so name or accent does not matter and will not 

influence me.” (Respondent H) 

“It has impact. Even if you do not want it to have… I as a person and get influence by my 

framework. So I think to get away from that you need to have a more structured selection 

process and beforehand…” (Respondent G) 

 “Accent is an accent but a bad language is another thing. To make yourself understood is 

more important. And I think in Sweden we are open to different accents despite some other 

western European countries.” (Respondent E) 

4.4. Sex and employment  

Regard this statement: “Some jobs are considered as a male sex-type and some female sex-

type”, respondents had different opinions. Fifty percent thought it is a correct statement. The 

picture hiring manager and recruiter have in their head before even writing job post on who 

they want for the role, could have a significant impact on the decision. Thirty percent believed 

that it strongly depends on the job characteristics and requirements. For example it might be a 

bit harder to find women in technical positions. They also referred to some jobs that require 

certain physical abilities. One thought it is like this today, but this is changing rapidly and one 

believed it is a false statement. The other thought the most important skill in writing a job post 

is to write it in a way that both men and women be attracted to it, so you receive applications 

form both genders.  
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“And it is good to write in a way that you have wide range of applicants to have wide 

selection of people. So you should be able to write in a way that both women and men be 

attracted.” (Respondent J) 

 “My dream situation would be to have equal amount of both. But in some fields like IT 

men are more.” (Respondent D) 

“For some jobs they introduced prequalification test to protect the gender. And if you pass 

the test you are qualified regardless of being men or women.” (Respondent B) 

“… because we are moving more to a service company from a technical company, it makes 

it easier to find both men and women.” (Respondent G) 

“Yes, obviously some jobs are male-sex type and some female sex-type. Telia Sonera has 

43% female employees and quite few female manager.” (Respondent F) 

Seventy percent of the respondents firmly said they have not heard of women and men getting 

lower positions in their occupation or workplace because of their gender, but thirty percent 

witnessed knowing of some cases and made few examples of pregnant women not considered 

for a job, for example. One mentioned if company desperately needs to fill a vacant position, 

and a selection should be made between two persons one pregnant and not being able to be 

present for few months, and the other with ability to work at the moment; he will go for the 

second choice because the selection has been made according to business needs. The other 

mentioned if you see a resume of a man or a women and they have same experience, there is 

more interest to go toward the man and select him. Having academic knowledge and education 

in Human resource field was also found to be important by respondents in recruiting the correct 

person for the position. One even though some jobs require parental skills, because as a parent 

you might be able to tolerate more stress.   

“…They say we want a person in this role that be a parent because this a stressful role.” 

(Respondent G) 

“Of course it happens and I have seen it. But I should not say it is a general thing that 

happens.” (Respondent H) 

“If I desperately lack of position and have two candidates one pregnant and cannot be 

present for a year but the other can be present. I will go for the other that can be present, 
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and I hope this not be discrimination, because it is based on business need.” (Respondent 

B) 

4.5. Effect of age on employment 

Regarding the impact of age and its effect on chance of getting hired, eighty percent agreed 

that more difficulties in getting job, has direct relation to the age increase. They thought it might 

be a bit harder for people especially above fifty and with some gap in their CV to find job easily 

due to high costs of hiring those people and soon retirement which makes it hard for companies 

to invest in them for future. In the other hand some jobs might require a more senior person, 

especially executive roles. Then having a higher age could be an advantage. The definition of 

being young and old has been also discussed and all believed interpretation of this definition 

depends more on the job requirements and expectations of the position. 

“It depends on the role. If you are looking for someone who is senior then of course the 

age is a positive fact…” (Respondent I) 

“…obviously in Swedish society there is hunger for young people, but definition of young 

can vary from company to company and from position to position.” (Respondent D) 

“…few people in Sweden want to stop working when they are 60 and the society wants us 

to work until we are 67. Maybe a package could be offered to leave voluntarily…” 

(Respondent F) 

 “…It depends on the job. You may be able to find a job easier when it comes to experience. 

You know a lot because you lived longer.” (Respondent C) 

“I think it is different within different kind of positions. But I think it affect in some way 

and it is also about hiring for future.” (Respondent A) 

4.6. Job interview condition and structure 

To achieve a fair and unbiased job interview, all of the respondents referred to use of 

structured interview and focusing on the job requirements and contribution to company goals. 

They explained how they use standard questionnaire in the same way for all the applicants. One 

stated it is very important to know what we are looking for before the interview and meeting a 

candidate, because someone might be attracted to a candidate’s personality and this can change 

his/her mind. In addition one found it useful to have no name screening for pre selection and 

before proceeding to interview, but the other though this method is not useful for telecom 
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industry and more proper for retail industry. As in this sector, from the very beginning it is 

important to know who the applicant is and what is his/her background. It was also mentioned 

that all vacant positions in Telia Sonera are advertised in English language unless there is a 

demand for special language skills because of business requirements. Also in Telenor some 

jobs that does not require Swedish language skills and only require knowing English are 

advertised in English. 

“We ask the same structure and the same questions. When this is done, we have sort of 

calibration how this should be scored.” (Respondent H) 

“… and I think to do a good interview that is one of the hardest things to do.” (Respondent 

G) 

“…in general we have 715 managers, many of them are interviewing people. As they are 

so many, sometimes it is hard to see if we are recruiting in the same way. We need to have 

these things on our agenda and take these issues in to consideration in interviews. My 

feeling is that this is pre mature and needs to be addressed outspoken.” (Respondent D) 

“We lack the time to reflect what we can do better. The demand now is different from past. 

The demand on constant improvement is enormous now. Mentorship is now important 

again because it forces people to reflect.” (Respondent A) 

All the respondents taught the results from this or similar studies can be useful and can 

contribute to improvements in recruitment process. In general they believed because of the 

needs for constant improvement in employment process, revising interview questionnaires and 

taking the outcomes of such research in to operation could be beneficial. Also the respondents 

believed results from such studies can contribute to learning about what other recruiters think 

about culture and its effects on hiring a person. They though it can contribute in revaluating 

current recruitment process and help to improve it. They thought the report of this study and 

similar ones could have positive effect, as they reflect issues in assessing soft skills of an 

applicant, which is among hardest things to assess in recruitment. Two respondents also talk 

about their interest on other cultures and were curious to learn about them. They also indicated 

that in their opinion, Swedish society strongly believed in diversity, but to address it successful 

and effective, huge effort and proper programs in place are required. The other respondent 

referred to lots of studies that were done in the area of recruitment and characteristics of an 
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applicant because of it’s importance. He thought to get more qualitative results this and similar 

research need to have a wide range of respondents or in another word more collected data.  

“…I think if we want to do something, we need to do it from top management down in to 

the whole organization. We have to make a little bit long term decisions. Educate our HR 

managers, and they train their management teams, and this is necessary for success in 

future.” (Respondent D) 

“I think it is very good to talk about it and lift it up. Because we work in an environment 

that spread over the world. And we need to have competencies not from Sweden but from 

all over the world. And we need to learn how to meet those people” (Respondent C) 

“…it is always important. Because these are the hard things in the interview” (Respondent 

H) 

“I think these kind of research are positive. Absolutely useful.” (Respondent I) 

“I think it could be interesting definitely… but I think you need to have a wide range of 

respondents, if you want to get something more qualitative. (Respondent J) 

In answer to the final question which was an open end question asking about the inputs and 

reflections of the respondents from their previous interviews on issues such as culture, age and 

gender that were forgotten to ask and discussed, the respondents had few suggestions. They 

stated, some people working in this area may not have an academic human resource 

background. So it was suggested to offer academic education and training for human resource 

staffs and managers. The respondents believed it would be also beneficial to use expert and 

experienced people for sharing and transferring knowledge to Youngers. Importance of training 

and educating third party manpower companies on different recruitment subjects and on how 

to meet different interviewees in the various situations were also acknowledged by respondents. 

This may help them to choose correct candidate(s) 

Respondents thought recruiters should not stick to a certain framework and need to be more 

flexibility in writing job requisition. They indicated that recruiters should challenge line 

managers and ask them to think differently about job requirements in order to write more 

dynamic job requisition/profile. Respondents thought it is important for companies to see what 

are important to young professionals and find ways to attract them. They thought this could be 
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a big part of recruitment process in future. Finally recruiters need to be precise and figure out 

how their company core values can match with the potential candidate’s personality and profile.  

4.7. Company core values 

The respondents referred to their company core values and the importance of matching 

these values to the applicant’s profile. They indicate that their company looks at the 

employment of a new person as a long term investment. They strongly believed an employer 

presents the company image, and the company want this selection to bring more satisfaction 

and loyalty for its customers.  

Telia Sonera and Telenor main core values which were discussed and addressed by the 

respondents were: dare, care, simplify, respectful, customer care and prestigious. In addition 

other effective, but less important work values such as sustainability, cooperation, being 

responsible, being self-driven, creative, being trustworthy and showing respect to others were 

addressed by respondents.  

“…our managers have not done it too much before and might be afraid of it. They might 

be afraid how he/she can fit in team. I saw the managers with the experience of recruiting 

people with other backgrounds had good results. So if we be we brave enough to do and 

try, then we might see that diversity can create something new and add something more. 

Then it will continue to roll like a snowball.” (Respondent A) 

4.8. Summary of the results  

The results from the collected data show that in general cultural values and norms are not 

the main factors affecting interview judgment and recruitment decision of the respondents. But 

depending on the vacant position attributes and features, factors like language, together with 

applicant education and experience could affect the applicant’s overall score and interview 

outcome. Regarding cultural cues respondents presented mixed feelings. They denied 

applicant’s name effect on their evaluation about an applicant, but also stated they saw very 

few examples of applicants facing problems because of their name. Accent as another cultural 

cue did not show to be an effective factor, unless it affects the language quality in a way that it 

becomes non understandable.  

Due to certain requirements (like physical ability) some jobs are more attractive or easier 

for men to do. But this attitude has been changed in recent years and now women are active in 

all fields. But still there are people who believe some jobs are male sex type (like miner) and 
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some are female sex type (like nurse). The respondents acknowledged in their industry 

(IT/telecom), both women and men are active in all roles, but not equally. Compare to men we 

see less women, and fewer in top managerial positions. It was observed that there is hunger for 

young professionals in the job market and the chance of getting hired decreases by age increase.  

Table 3-Summery of the findings 

Findings Factor 

In both companies they are looking for cultural diversity Culture values and norms 

Beside advantages of having people from different cultures, it is important to be careful 
as cultural difference might bring up new problems and issues 

80% indicate that effect of cultural values and norms on hiring decision is not significant 

60% had no feeling of interviewing someone with another ethnicity Ethnicity 

It is interesting and exciting to have people with different ethnicities, and it can add 
value. 

Accent could be a factor but only when it affects the communication quality in a negative 
way, and while language in not in an understandable level because of poor accent 

Cultural Cues 

Name of an applicant does not have significant impact on selection process 

Depending on the position age could be effective. For senior levels more experienced 
people are needed.   

Age 

In general chance of getting hired decreases with age increase. 

Some jobs are male sex type and some female sex type. But it more depends on job 
characteristics and nowadays we see both men and women in almost all roles.  

Sex 

To achieve a fair and unbiased job interview, using structured interview and focusing on 
the job requirements and contribution to company goals are necessary. 

Other 

Telia Sonera and Telenor core values that recruiters look for them in applicants: dare, 
care, simplify, respectful, customer care and prestigious, sustainability, cooperation, 
being responsible, being self-driven, creative, being trustworthy and showing respect to 
others 

 Source: own source 

Competency of an applicant was the most important factor that all the respondents thought 

directly or indirectly affects the final employment decision and mentioned that should be the 

main criteria for selection. They though it is important not to stick to a certain framework in 

writing job requisition and write it in a way that both men and women be attracted to it. 

The respondents believed to achieve a fair and unbiased job interview it is very crucial to 

keep the same interview structure for all applicants and ask them same questions. This can lead 

to unbiased final applicant score. Finally proper and up to date trainings and education for 
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recruiters and human resources practitioners can help dealing better with the recruitment subject 

and employing right persons. A Summary of the findings are presented in Table 3. 
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5. Analysis 

This chapter consists of five parts. In each part the related subject will be discussed and 

interpret in connection to the existing literature and the study’s’ theoretical framework. At the 

end of the chapter, summery and a table which contains comparison to findings of other similar 

studies are presented. 

5.1. Influence of cultural norms and values on hiring decision 

This study investigates the role and effect of culture norms and values and particularly what 

is related to applicant’s background and ethnicity on the employment decision in Telia Sonera 

and Telenor which are active in Sweden telecom sector. The results show that in general, 

interviewers are not influenced by the non-Swedish culture and background of an applicant. 

They focus on how the applicant can fit in the job and organization, respectively. This findings 

are in line with what Haefner found in United States (Haefner 1977) but are in contrast, 

compared to the results found by Lim and his colleagues indicating culture as major theme in a 

job interview among Chinese interviewers. They also found that non-Chinese candidates often 

underestimate, or even overlook compare to Chinese candidates (Lim, Chavan & Chan 2014). 

Interviewees may be rejected because they do not conform to the society conservative 

traditional norms of behavior, irrespective of whether these norms are job related or not 

(Makhamreh 1991). 

In addition my findings reveal that in both Telia Sonera and Telenor recruiters are open to 

people from different ethnicity and backgrounds. The same goes for religion preference, where 

managers not tend to pay attention to it and select candidates based on that. The ethnicity 

interaction seems to affect decision to hire through a negative indirect effect on other factors 

such as: favorable judgments about the applicant, but does not affect decision to hire directly 

(Purkiss et al. 2006). The idea that ethnicity and background would have effect on selection 

decision received support by Singer’s study. His study showed that ethnicity of a job applicant 

affects ratings of competence, likability and job fit-in which directly affects the final hiring 

decision (Singer, Eder 1989).  

A study by Goldberg (2003) show that interviewer’s ethnic match with the applicant had a 

strong impact on job process (Goldberg 2003). Unlikely present study did not show the same 

impact in the two companies involved in this study. In addition this study findings are in 

contrast with earlier findings of a research in Malaysia on effects of culture norms and values 

on selection preferences which showed that respondents have a high preference to select 
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candidates of the same religion, and this preference is stronger when the candidate is less 

qualified (Manshor, Jusoh & Simun 2003). Regard ethnicity there is strong preference to select 

candidates of the same ethnic when the candidates are equally qualified, and this preference is 

even stronger when the candidate is less qualified (Manshor, Jusoh & Simun 2003).  

5.2. Influence of cultural cues on hiring decision 

My observations show that having ethnic or non-Swedish name does not directly affect the 

decision, but might bring concern about local language proficiency for certain jobs that require 

proficiency or fluency in Swedish language. Similar to findings of Singer (1989), the idea that 

accent can influence judgment about an applicant was not supported in present study. Therefore 

accent effects was not found to be significant on selection decision. The idea that name and 

accent of an applicant can affect the interview judgment and decision to hire was partially 

supported in another study by Purkiss and his colleagues. Namely, applicant name and accent 

interacted to predict interviewers’ favorable judgments of the applicant (Purkiss et al. 2006). 

But the name and accent interaction was not significantly related to decision to hire (Purkiss et 

al. 2006). 

Another clear finding of this study reveals that in Telia Sonera and Telenor it is tried to 

focus on person-job fit and person-organization fit and also are tried to move toward maturity 

on subjects related to diversity. However to better accomplishing this goal, proactive planning 

and particular programs are required. It was noticed that in some cases selecting a local person, 

is mostly in the way of role requirements and protecting business as the hiring manager or 

recruiter might be afraid or worried of assigning responsibilities to a person who is not aware 

of the local issues and there is little known about him/her background. According to one of the 

respondent’s statement, sometimes non-Swedish applicants hesitate to apply for certain 

positions as they feel a barrier that prevents them from even sending an application. Although 

there might be no barrier from recruiter side and they should not be afraid of applying and must 

ensure there is equal opportunity for everybody when there is a vacant position available. 

Culture cues (name and accent) of an applicant can affect interviewer judgment about the 

applicant’s capabilities and then can affect the outcome of the recruitment process (Lim, 

Chavan & Chan 2014). But present study shows it has very low impact on the interviewer 

judgment and selection process in two selected companies in Sweden telecom sector. In 

addition to job relevant criteria programs, the need for more trainings for hiring manager and 
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recruiters on recruitment and culture related topics, because of the probable role they can play 

in recruitment process had been cognized.  

5.3. Language and its effect on hiring decision  

According to respondent answers, sometimes an applicant might be underestimated or 

neglected, particularly when is not proficient in local language. Based on the respondent’s 

previous experience of working in smaller companies, this issue might be more visible in 

smaller companies and very less important in large and international companies like Telenor or 

TeliaSonera, unless the role’s attributes require strong local language skills. The author did not 

directly ask about language in any of the questions as a separate factor affecting job interview 

or hiring decision. But respondents referred to it as a factor which will play an important role 

when a position requires direct communication with end user like call centers, or requires 

extensive communication with local companies or subcontractors. Proficiency in local language 

or more languages was considered as a skill and competency which can positively help a 

candidate to be scored higher in an interview. Also, it reflects the idea that a candidate with 

foreign background can adapt easier to the new culture.     

As discussed, proficiency in Swedish language positively affects communication skills and 

yields to better interaction with colleagues, customers or vendors. But even perception of the 

communication, language proficiency and proper presenting even with combination of two 

languages (Swedish-English) plus body language has been found to be highly valued by the 

interviewer’s. Again exception would be the roles which require being native or having 

complete proficiency in a particular language according to the position characteristics, which 

not knowing that particular language could negatively affect the business. 

The most favorable judgments were triggered when the candidate did not have a non-

understandable accent and speaks and write Swedish language well. These findings can be 

explained by Purkiss and his colleague's (2006) research results and expectancy violation theory 

which suggests that when expectations are violated in a positive direction (good accent or know 

Swedish well), evaluations will be in the direction of the violation (Jussim, Coleman & Lerch 

1987). In other words, an applicant with good and an understandable accent might be scored 

higher than an applicant with bad accent when both speak Swedish well. 
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5.4. Influence of age and sex on decision to hire 

The findings of my study show not equal number between men and women in semiskilled 

roles in two companies active in Sweden telecom sector, also found less women in managerial 

positions. When it comes to higher positions it seems there are difficulties for women to reach 

those positions, as it was found years back by Haefner (1977). It was observed that the number 

of woman employees raised comparing to years ago, and ladies can be seen in some top 

positions in Swedish companies these days thank to active programs that helped to move toward 

equal number of men and women, but still there is a long way to go to reach an equal number 

between men and women. A study among Jordanian companies about impact of sex on hiring 

decision indicate that thirty five percent of the respondents involved in that study prefer male 

interviewees and score them higher, while fifty nine percent stated that the interviewee's sex 

does not affect their decision at all (Makhamreh 1991). Results from similar study in Jordan 

show interviewers prefer an interviewee who has harmony in size and weight and reject 

interviewees who are unbalanced in terms of size and weight (Makhamreh 1991). On the other 

hand, the interviewers are not affected by the beauty of the interviewee, and sixty two percent 

of the interviewers pointed that they do not favor interviewee because he/she is pretty, while 

thirty two percent of the interviewers favor pretty interviewees (Makhamreh 1991).  

Another research, studying factors affecting selecting employees in Malaysia indicates that 

on gender preference, nineteen per cent of the respondents have preferences, but eighty per cent 

had no preference to any specific type of gender (Manshor, Jusoh & Simun 2003). In the 

mentioned study, out of twenty one respondents who prefer to select male candidates, eighteen 

were males (Manshor, Jusoh & Simun 2003). The results also indicate that a higher proportion 

of male respondents (21 out of 94) have preferences on gender, as opposed to the female 

respondents (8 out of 62) (Manshor, Jusoh & Simun 2003). However, results from that study 

did not show any significant relationship between the hiring managers’ gender and their 

selection preferences based on the candidates’ gender (Manshor, Jusoh & Simun 2003), similar 

to what is found in present study. 

The author found that when it comes to age of an applicant and its role in employment, 

recruiters talk easier about it and sometime consider it as part of the job requisition. This study 

show that chance of getting hired decreases by age increase. Difficulties in finding proper job 

exists for people with ages more than fifty and specially with some times of layover in their 

career path. On the other hand there is more interest toward attracting young professionals than 
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older ones, because of high pension costs. The interest toward younger work force mainly exists 

for semi-skilled roles, but for senior levels recruiters are interested to hire older and more 

experienced people.  

Finding proper job for people who reach certain age, is not only one of the biggest issues 

in today's work market. In a research by Haefner in 1977, less interest toward highly competent 

older workers was found in the employment setting of semiskilled jobs for both men and women 

(Haefner 1977). He also found, part of American recruiters indicated that they preferred not to 

hire fifty five years old and above individuals at lower levels in the organization (Haefner 1977).   

No relationship between the hiring managers’ age and preference to hire, based on 

applicants’ age, was found in this study. These findings were supported by earlier finding of 

Goldberg, whereas age similarity of applicant and recruiter did not find to have a significant 

impact on recruitment process (Goldberg 2003). But also in contrast with the results from 

another study carried out in Malaysia showing that fifty three per cent of the interviewers 

involved in that study have preferences towards a candidate’s with age similarity to them 

(Manshor, Jusoh & Simun 2003). However similar to findings of present research, no 

significant relationships between the hiring managers’ age and preference to hire based on 

candidates’ age, was found in Manshor and his colleagues study.  

5.5. Summary of the Findings 

Present study findings show that there is an unbiased and properly structured job interview 

system in place in both Telia Sonera and Telenor companies. On the other hand it was found to 

be hard to monitor all interviews and find out if all decisions are made fairly, or sometimes 

even impossible, as we are dealing with humans and not machines. As stated earlier, in some 

cases the final recruitment decision might be indirectly influenced by cultural and demographic 

related factors, but they are not the only reasons that can affect the final decision. However their 

effect is in combination with many other factors like hard and soft skills. 

From my findings the most highly recognized work value from respondents’ perspective 

which can positively influence the score of an applicant in a job interview is competency. My 

findings did not show any significant preference of respondents toward any sex group or 

ethnicity of the applicants. Respondents show high preference to select qualified candidates and 

did not judge a candidate based on name, accent, cultural norms and values. But this study 

findings show that the chance of getting hired decreases with increase in candidates age. 
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It is obvious that the respondents’ based their hiring decisions strongly on merit. However 

competency in Swedish language is considered as an advantage, since it helps better 

communication. For certain positions with extensive communication requirements with local 

companies, proficiency in Swedish language found to be necessary. Other acknowledged work 

values and factors which can positively influence job interview, applicant score and hiring 

decision respectively, were to be: cooperative, trustworthy, respectful, self-driven, team player, 

creative and responsible. A summary of this study results and comparison with few other study 

findings could be found in table 3. 

Table 4-Summery of the findings and comparison with other studies  

F
ac

to
r 

Present Study 
Findings 

(Purkiss et al., 
2006) 

(Goldberg 
2003) 

(Manshor et al., 
2003) 

(Makhamreh 
1991) 

(Singer, 
Eder 1989) 

(Haefner 1977) 

A
ge

 

- chance of getting 
hired decreases  
by age increase 
- Interest to attract 
young 
professionals 

N/S - Age 
similarity of 
applicant and 
interviewer 
found to have 
no impact 

- 53% had 
preference toward 
candidate age 
- No relation 
between candidate 
and interviewer 
age 

N/S N/S -Discrimination 
against highly 
competent older 
workers 

S
ex

 

- No significant 
preference on 
hiring decision 
- Less female in 
top positions 

N/S - Sex 
similarity of 
applicant and 
interviewer 
found to have 
no impact 

- 80% no 
preference toward 
any gender 
- Higher 
proportion of male  
respondents have 
preference on 
gender                       

- 35% preferred 
male, 59% has no 
preference in any 
sex 

N/S - Discrimination 
against Highly 
competent 
women, also in 
semi-skilled 
positions 

N
am

e 

- No significant 
effect on hiring 
decision 
 

- Has effect on 
judgment, but 
not significant 
effect on hiring 
decision 

N/S N/S N/S N/S N/S 

A
cc

en
t 

- No significant 
effect on hiring 
decision unless 
affecting the 
language quality 

Has effect on 
judgment, but 
not significant 
effect on hiring 
decision 

N/S N/s N/S - Accent does 
not have 
effect on 
hiring 
decision 

N/S 

E
th

n
ic

it
y 

- No significant 
effect on hiring 
decision 

- No significant 
effect found 

N/S - 77% would not 
consider ethnicity, 
religion factor in 
selection  

N/S -Ethnicity of 
applicant has 
effect on 
hiring 
decision 

N/S 

N
or

m
s 

 &
 

va
lu

es
 

- No significant 
effect on hiring 
decision 

N/S N/S N/S - Conforming to 
society norm and 
values has 
significant effect 
on hiring decision 

N/S N/S 

L
an

gu
ag

e 

- Proficiency in 
local language is 
an advantage, and 
sometimes 
necessary for 
certain jobs with 
local language 
proficiency 
requirements 

N/S N/S N/S N/S N/S N/s 

Source: own source 

* N/S: not studied 
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6. Conclusion 

This chapter starts with a discussion about the findings. Then continues by limitations, 

suggestions for future research and implications. 

6.1 Research results 

The intention of this study was to provide insights on the impact of cultural and 

demographic factors on the employment selection process.  It aims to provide a better 

understanding of the advantages, differences and limitations of the hiring process, while also 

having beneficial practical suggestions for more effective selection procedures. Inappropriate 

and inaccurate decisions can be made regardless of the type of recruitment or human resource 

management selection method utilized. Interview as the most frequent used method for making 

employment decision and hiring has been selected for the purpose of this study. The present 

study examined the effects of cultural and demographic factors on Telia Sonera and Telenor 

interviewers’ judgments and decision to hire an applicant.  

An interesting finding of this study is the similarity of the recruitment process and methods 

used to conduct selection process in both Telia Sonera and Telenor that makes it difficult to 

compare these two companies. In the answer to the research question and based on the analysis 

results, the individual direct effect of all factors include: cultural norms and values, name, 

accent, ethnicity, age and gender of an applicant was found negligible on the judgment and 

hiring decision of the respondents. 

Competency as a new emerged factor found to be the fundamental attribute in the 

interviews judgment of the respondents. This means that the perceptions of the candidates’ 

suitability for roles is based on person–job and person–organization fits. However depending 

on the role and together with non-proficiency in local language, as the other new emerged 

factor; some uncertainties might be triggered about applicants’ capabilities and fitting in the 

role which could affect the final recruitment decision. Thus proficiency in local language found 

to be significantly important especially for the roles which require extensive communication. 

The results show not equal balance between men and women in semi-skilled positions and 

significant difference in number of men and women in higher positions. Further, more interest 

toward attracting younger work force in to job market, caring customer, being trustworthy, self-

driven, responsible, team player and cooperative were also observed. 
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 It was acknowledged that they tried to look at diversity in culture from a wide prospective 

in Telia Sonera group, by addressing it in their recruitment policy and through having regular 

seminars and training programs for staffs working across the whole group. Additionally in both 

companies they are working actively on programs which can help to reach equal number for 

both men and women in different positions.  

6.2. Limitations and Critical reflections on my study 

Although the findings of current study could provide insights toward the effect of cultural 

and demographic factors on recruitment process it is not without its limitations. Ten respondents 

involved in this study answered and discussed the interview questions based on their experience 

and recruitment process in place at Telia Sonera and Telenor, plus their knowledge either from 

general professional knowledge of employment selection process or from their own previous 

experience of working in/with other companies. While it is acknowledged that qualitative 

studies using small sample sizes can provide a rich and deep understanding of the studied 

phenomenon (Mintzberg, 1979), in other hand small sample sizes mean that, the results of the 

studies are not widely generalizable and the conclusions must be tested through further research 

for other organizations, or other Swedish firms.  

Therefore the results of this study is hard to be generalized to other firms and organizations 

in Sweden, and are valid only for the two studied cases. First because those companies may 

have some internal factors affecting their recruitment process that were not studied and 

considered in this research, second due to low number of respondents. Therefore further study 

is required to provide deeper understanding of cultural and demographic that effect on 

employment selection process. Other limitations that apply to this study are short period of data 

collection and low interest of some organizations in this type of study. 

6.3. Suggestions for future research 

Further research could examine larger sample data in real situation by sending interviewees 

with accent, different cultural backgrounds and pregnancy signs etc. to real interviews to obtain 

more accurate and valid results and have better understanding of the various factors impacting 

the recruitment process, if the purposes of these studies are to adequately contribute in 

development of employment selection process. Additionally other factors effect on job 

interview and hiring decision like language, marital status, disability, nonverbal behavior 

during an interview and place of education could be a subject for future research.  
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6.4. Implications  

The main question addressed in this study concerns what are the effects of sex, age, name, 

accent, ethnicity and cultural value and norms on recruitment process. The purpose was also to 

provide insights for both applicants and human resource practitioners and contribute into 

improvements in recruitment process.  

This study analysis reveals proficiency in local language as a new emerged factor and 

uncovered the impacts it could have on judgment about an applicant along with accent. 

However based on the role, the impact on judgment about an applicant and final hiring decision 

may vary depending on accent quality and language skills. Although other studies showed that 

sex, ethnicity and cultural values and norms are powerful factors which can play an important 

role in hiring process, this study did not show any significant effect between them and the 

recruitment process. However the result of analysis supports direct relation between age 

increase and reduction of the chance of getting hired, especially for semi-skilled roles. It is 

worth mention that applicant's competency found to be the most important and effective 

attribute in the candidates selection. Figure 3, represents the summery of present study 

contribution to knowledge. 

Figure 3- New proposed model based on existing and new emerged factors 

 

Source: own source 
 

From social viewpoint, findings of this study can help job seekers and applicants to 

understand how their age, sex, background and cultural cues are viewed from a recruiter's 

prospective and in what way may affect the job interview process and hiring decision. Therefore 

the applicant can concentrate on the ways to develop his/her skills and competencies, or 

improve his/her local language skills and knowledge, in order to increase the chance of getting 

hired. 
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For the human resources and hiring managers the findings can provide insights on the 

impact of demographic and cultural factors on the whole hiring process, in order to more 

effectively contribute to hiring process improvement.   

This study also suggests training programs for not only recruiters and human resources 

practitioners but for line managers and department executives with focus on the areas related to 

gender and culture diversity and their relation to employment, which may contribute to 

improvements in the whole process. It also suggests interaction between recruiters and human 

resources specialists, also sharing practices between new recruiters and more experienced ones. 

While using third party and manpower companies, it would be beneficial to organize learning 

programs on company core values for the recruiters of those companies, to have a better 

perception of the firm they are going to recruit for. It is noteworthy for the companies to interact 

more with society and potential work force, by providing information on their company 

attributes, goals and staff development programs through social media channels or the job 

portals. 
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Appendices 

Appendix I – The questionnaire  

 

No. Factor Question 

1 Culture Research tells us that cultural values can influence job interviews. Do you 
feel that this has impacted on your interview experience? In what way? 

2 Culture How do you feel about interviewing someone from another culture? 

3 Culture Research tells us that work values are different for people from different 
cultures. What are some work values that are important to you? 

4 Culture Research tells us that cultural cues such as accent and name can influence 
the experience of job interviews. How Do you think this has influenced 
your experience of the interview? 

5 Gender What do you think about this statement: “Some jobs are considered as a 
male sex-type and some female sex-type”? 

6 Gender Have you heard or known of women or men getting lower positions in your 
occupation/workplace because of their gender? 

7 Age How do you feel about the statement that “age can increase or decrease 
chance of getting hired”? 

8 Culture How important is it to you that interviewee knows Swedish culture and 
norms? 

9 Culture What do you think a fair and unbiased cross-cultural job interview looks 
like? 

10 General What does the outcome of this interview means to you? Do you think the 
results would be useful?  

11 General I would appreciate your inputs and reflections from your previous 
interviews on issues such as culture, age and gender subject that I forgot to 
ask from you? 
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Appendix II - Transcript of Interviews 

Interview A: 

A1. Interviewer: Research tells us that cultural values can influence job interviews. Do you 

feel that this has impacted on your interview experience? In what way? 

Interviewee: There is impact, but I really want to reduce the impact. We are looking for diversity 

to better address customers. Because other companies are doing so and even it has business 

advantage to move toward diversity in culture. We are in the beginning of the travel, but we are 

going toward that. Although many positions require Swedish but it is changing. Perhaps 

unintentionally we look at age and names and background and make unfair decisions. The 

business needs for more competent people in future also requires to change toward recruiting 

people from different cultural backgrounds. But in other hand it might create some challenges 

in relation with others. We need to be aware of these needs and avoid discrimination. And we 

really need other people with other  experiences and competences. 

A2. Interviewer: How do you feel about interviewing someone from another culture? 

Interviewee: I am more curious about other people and look at what value they can add to our 

company. An example is a person from another culture who has good experience from working 

in another country and although not knowing Swedish well but he tries to communicate in 

Swedish/English way and it works. Now we have to see how we can attract those people, 

because if we continue the same way we recruit now, we would only attract and recruit the same 

people and will not have too much diversity in future. 

A3. Interviewer: Research tells us that work values are different for people from different 

cultures. What are some work values that are important to you? 

Interviewee: We try too very much work in smooth flows from subcontractor to end customers. 

We see a huge responsibility on every employee and therefore managers should be very close 

to employees. We want knowledgeable employees with clear responsibility and opportunity to 

grow beside having good relationship with others like their managers. 

A4. Interviewer: Research tells us that cultural cues such as accent and name can influence the 

experience of job interviews. How do you think this has influenced your experience of the 

interview? 
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Interviewee: We are not so mature in this area. It is so much easier to do recruit in a way we 

did before. And since we have not done it too much (recruiting from other cultures) before we 

might be afraid of it. It has effect and you may be afraid how he/she can fit in team and if we 

practice doing it we may not be afraid the next time. And the managers with the experience of 

recruiting people from other cultural backgrounds had good results. So if you be brave enough 

to do and try, then you might see that diversity might create something new and added 

something more. And then it will be continued in a positive way like snowball. 

A5. Interviewer: What do you think about this statement: “Some jobs are considered as a male 

sex-type and some female sex-type”? 

Interviewee: I think it is like that today, but does not need to be like that. And I think we have 

seen the change and it is again going to change a lot. 

A6. Interviewer: Have you heard or known of women or men getting lower positions in your 

occupation/workplace because of their gender? 

Interviewee: No. 

A7. Interviewer: How do you feel about the statement that “age can increase or decrease chance 

of getting hired”? 

Interviewee: I think it is different within different kind of positions. But I think it affect in some 

way and it is also about hiring for future, so older people has less chance. It is about hiring for 

future and to invest on people so they can grow within company and can take experience from 

their first position to next one. But again it depends on the position. 

A8. Interviewer: How important is it to you that interviewee knows Swedish culture and norms? 

Interviewee: We did not trained our managers for recruiting people from other backgrounds 

and to how deal with diversity. There are some challenges we can see. That they are not familiar 

with and of course they learn from different situations if they try to do it. And I think it is a 

good idea to train them and open their eyes on this case. Of course there could be challenges 

for the manager if person does not know the culture. We are not looking for that in the interview, 

and we are quite inexperienced in it. 

A9. Interviewer: What do you think a fair and unbiased cross-cultural job interview looks like? 
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Interviewee: It is important to be prepared before the interview and have questions linked to the 

competences profile to see how the person match the competence, both technical and 

behavioral. And also asking the same questions from all. 

A10. Interviewer: What does the outcome of this interview means to you? Do you think the 

results would be useful? How can you benefit from them? 

Interviewee: We were talking about diversity this year in Telia and will focus on it more in 

future also we are discussing about responsibility this year. I think it is really useful and good 

to reflect and really think what are we doing and how we are doing and what can we learn as 

we are on a travel to improvement as I said. 

A11. Interviewer: I would appreciate your inputs and reflections from your previous interviews 

on issues such as culture, age and gender subject that I forgot to ask from you? 

Interviewee: I think we have covered all topics. We in future need to mirror the customer then 

we need to work even in a better way with recruitment because it is where it all starts about 

branding both with customer and employee, and bothhas really tight connection to our brand. 

We have a new strategy on how we position our brand in Telia sonera this year and it is really 

easy to connect it to diversity. But also we still need a lot to learn. 
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Interview B: 

B1. Interviewer: Research tells us that cultural values can influence job interviews. Do you 

feel that this has impacted on your interview experience? In what way? 

Interviewee: My main concern is to find a person connected to this town and look at this as a 

long term job. I look for roots in this region and it does not mean you must be Swedish. Knowing 

Swedish is very important. Culture is not important but working in Swedish language is 

important. Culture has affect but itself does not directly effect. 

B2. Interviewer: How do you feel about interviewing someone from another culture? 

Interviewee: There is structure in our questions. And it is does not matter who is sitting in front 

of me. One tricky thing could be how to value a foreign university degree, but that is technical 

evaluation and competency evaluation. 

B3. Interviewer: Research tells us that work values are different for people from different 

cultures. What are some work values that are important to you? 

Interviewee: At Telia sonera we are careful of our brand. The customers buy from us because 

they want high quality. I look very much at being trustworthy, responsible person, creative and 

self-going. But they may not map exactly to telia sonera core values as care, dare and simplify. 

B4. Interviewer: Research tells us that cultural cues such as accent and name can influence the 

experience of job interviews. How do you think this has influenced your experience of the 

interview? 

Interviewee: Well I don’t think name has anything to do but accent maybe. But if it makes it 

difficult to understand. 

B5. Interviewer: What do you think about this statement: “Some jobs are considered as a male 

sex-type and some female sex-type”? 

Interviewee: No I don’t think. And we do not have it in our office as well. My dream situation 

would be to have equal amount of both. But in some fields like IT men’s are more. We also 

have female and men managers not 50-50 but good balance in general. Well, some jobs have 

tests, like fire fighter. And if you pass the test you are qualified regardless of being men or 

women. And maybe that is why they introduced tests to protect the gender. 
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B6. Interviewer: Have you heard or known of women or men getting lower positions in your 

occupation/workplace because of their gender? 

Interviewee: I am not informed about those recruitments. No as I said. If I desperately lack of 

position and be 2 candidates one pregnant and cannot be present for one year but the other can 

be present. I will go for the other that can be present. And I hope this not be discrimination, 

because that is business need.  

B7. Interviewer: How do you feel about the statement that “age can increase or decrease chance 

of getting hired”? 

Interviewee: Yes. That can effect. For different positions it can be advantage or disadvantage. 

Looking for a commitment beside experience. 

B8. Interviewer: How important is it to you that interviewee knows Swedish culture and norms? 

Interviewee: Well when you interview someone you can not find those things out. And can not 

see what could be potential problem or not. Mostly you look to see if the person fit in the team 

and are they team player and are they creative. In our team you need to be adjustable person, 

because you may have customer and colleagues from different cultures. If I recruited existing 

people correctly then they are adjustable and it does not mean new person needs to be adjusted 

to them. They are also adjustable to new person. 

B9. Interviewer: What do you think a fair and unbiased cross-cultural job interview looks like? 

Interviewee: That comes to structure of the interview to ask the same questions. And the same 

persons interviewing the same candidates. So same interviewers for the same interviewees. 

B10. Interviewer: What does the outcome of this interview means to you? Do you think the 

results would be useful? How can you benefit from them? 

Interviewee: Well, it might present some idea that we may use. Such kind of ideas are 

interesting to hear about. 

B11. Interviewer: I would appreciate your inputs and reflections from your previous interviews 

on issues such as culture, age and gender subject that I forgot to ask from you? 

Interviewee: I think your questions are very interview related and I think it might be good to 

study the step before the interview and who is selected to come to interview, like using 
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anonymous screening. And also work on the recruitment companies that are used as third party 

for recruitment process. As you have seen from my answers, I have not considered this a big 

issue. 
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Interview C: 

C1. Interviewer: Research tells us that cultural values can influence job interviews. Do you 

feel that this has impacted on your interview experience? In what way? 

Interviewee: Sometimes it will affect you. But I try to think about it all the time and try to see 

how it can affect the work and the job. 

C2. Interviewer: How do you feel about interviewing someone from another culture? 

Interviewee: The only thing, is a bit harder because of the language difference and in terms of 

understanding you are a bit limited. Maybe I can not find the right way to answer a question or 

maybe we misunderstand each other. Otherwise there is no problem. 

C3. Interviewer: Research tells us that work values are different for people from different 

cultures. What are some work values that are important to you? 

Interviewee: Showing respect to other, both customer and colleagues and managers. Adding 

value as well. Not only talking but adding value but show it in practice. 

C4. Interviewer: Research tells us that cultural cues such as accent and name can influence the 

experience of job interviews. How do you think this has influenced your experience of the 

interview? 

Interviewee: Of course it has. But the problem is that sometimes we need a person who talk 

Swedish fluently. And sometimes it is hard to help a person from abroad to move to Sweden. 

Main problem is not talking Swedish for some job which require Swedish knowledge. But that 

was for some years ago and although it exits now but now we are more open to take person 

with another language and name and culture. In Telia I think we are quite good in diversity. 

C5. Interviewer: What do you think about this statement: “Some jobs are considered as a male 

sex-type and some female sex-type”? 

Interviewee: No I don’t think so. I have no problem and not surprise to see a man or women 

doing a job. But in Telia we have almost all jobs suitable for both men and women. 

C6. Interviewer: Have you heard or known of women or men getting lower positions in your 

occupation/workplace because of their gender? 
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Interviewee: yes of course I heard that. But it was a long time ago. Now I think unconsciously 

some managers do some choices.  

C7. Interviewer: How do you feel about the statement that “age can increase or decrease chance 

of getting hired”? 

Interviewee: Yes it has. Mostly if you are above 55 it is harder to get job. You will soon go to 

retirement age. Or maybe as a manager they look at you that you are too old and can not add 

value. From the other side and at the same time depending on the job you may be able to find a 

job easier when it comes to experience. You know a lot because you lived longer and can add 

more value. 

C8. Interviewer: How important is it to you that interviewee knows Swedish culture and norms? 

Interviewee: 15 years ago it was more important. Now because we are working with so many 

nationalities, It is less important. Just you need to be open minded and learn about different 

cultures. 

C9. Interviewer: What do you think a fair and unbiased cross-cultural job interview looks like? 

Interviewee: I will ask the same questions from all candidates. I do it in a structured way. And 

I keep the structure of the questions the same. Will do all in same language. Also will use a 

structured way of giving feedback to managers. 

C10. Interviewer: What does the outcome of this interview means to you? Do you think the 

results would be useful? How can you benefit from them? 

Interviewee: I think it is very good to talk about it and lift it up. Because we work in an 

environment that spread over the world. And we need to have competencies not from Sweden 

but from all over the world. And we need to learn how to meet those people. 

C11. Interviewer: I would appreciate your inputs and reflections from your previous interviews 

on issues such as culture, age and gender subject that I forgot to ask from you? 

Interviewee: maybe you need as interviewer to learn how to meet interviewees in the situations 

that interviewee may be uncomfortable for example because of language, different culture and 

background etc. 
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Interview D: 

D1. Interviewer: Research tells us that cultural values can influence job interviews. Do you 

feel that this has impacted on your interview experience? In what way? 

Interviewee: it influence but it should not. I did not involve too much in interviews. It is good 

and positive to have background from different areas. A multicultural background is good. We 

have Complex environment in terms of customers and it is good to have employees from 

different cultures. So I am rather open to it. 

D2. Interviewer: How do you feel about interviewing someone from another culture? 

Interviewee: I have not been in that situation too much. I had only experience with interviewing 

people from western cultures which are also the same. But it is interesting to see how it can 

impact me when interviewing with people from different cultures and backgrounds. 

D3. Interviewer: Research tells us that work values are different for people from different 

cultures. What are some work values that are important to you? 

Interviewee: Being cooperative and self driven. 

D4. Interviewer: Research tells us that cultural cues such as accent and name can influence the 

experience of job interviews. How do you think this has influenced your experience of the 

interview? 

Interviewee: I have not had any experience of it. But I know for sure people with non Swedish 

names had difficulties to get to interviews, and many are struggling of that. Even they changed 

their names just to come to interview. And it is an issue that we have in Sweden. 

D5. Interviewer: What do you think about this statement: “Some jobs are considered as a male 

sex-type and some female sex-type”? 

Interviewee: In this industry not, and we are equal. In a higher management positions there are 

more men that female. But society likes to reach more equality in this area. And I think if the 

job does not required a physical abilities it is ok for both men and women. 

 

D6. Interviewer: Have you heard or known of women or men getting lower positions in your 

occupation/workplace because of their gender? 
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Interviewee: No. 

D7. Interviewer: How do you feel about the statement that “age can increase or decrease chance 

of getting hired”? 

Interviewee: I can say in Sweden that trend in society is in a way that people like to look 

younger, but if you are 50 or above and be free in job market, it could be difficult to find a job. 

D8. Interviewer: How important is it to you that interviewee knows Swedish culture and norms? 

Interviewee: It is not that important. Given that if people willing to adopt and learn the culture, 

that is Ok. And If they come toward it, it is good. But again by having a person from another 

culture you would get back some other things from that persons from another culture. 

D9. Interviewer: What do you think a fair and unbiased cross-cultural job interview looks like? 

Interviewee: If you just focus on the job and on people potential and how they can contribute 

to the job and how that person can contribute to company goals in longer term. 

D10. Interviewer: What does the outcome of this interview means to you? Do you think the 

results would be useful? How can you benefit from them? 

Interviewee: Of course I think it can contribute. I think we can take these kind of questions to 

company. And handle this issues on high level. It is interesting. As a global company you could 

make difference by taking these questions in to operation and use them for competence planning 

and to see how you can find ways that will contribute to overall progress of the company. 

D11. Interviewer: I would appreciate your inputs and reflections from your previous interviews 

on issues such as culture, age and gender subject that I forgot to ask from you? 

Interviewee: In general we have 715 managers, many of them are interviewing people. As they 

are so many sometimes it is hard to see if we are recruiting in the same way. We need to have 

these things on our agenda and take these issues in to consideration in interviews. My feeling 

is that this is pre mature and that is outspoken. In our plans every second year we are doing 

programs in collaboration with other organizations in society. I think if we want to do 

something, we need to do it from top management down in to the whole organization. We have 

to make a little bit long term decisions. Educate our HR managers, and they train their 

management teams, and this is necessary for success in future.  
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Interview E: 

E1. Interviewer: Research tells us that cultural values can influence job interviews. Do you 

feel that this has impacted on your interview experience? In what way? 

Interviewee: Cultural values has effect on interview but truly believe in Telia they are trying to 

look at it in a different way. On Telia job portal there are black hair girls as front picture. We 

value competencies in Telia sonera. Sometimes it is very good if you have someone from 

another background and this can add some values. 

E2. Interviewer: How do you feel about interviewing someone from another culture? 

Interviewee: No feeling. 

E3. Interviewer: Research tells us that work values are different for people from different 

cultures. What are some work values that are important to you? 

Interviewee: Simplicity, dare and care from Telia sonera perspective. We need to know why 

we are doing this and how we are doing this. Take care of it and do it in a simple way. We also 

have other values in Telia such as sustainability and customer care and it is all about customer 

needs. This recruitment has to make some value for the customer by the proper selection. From 

personal point the first impression is important and to know we speak the same language and 

to see outside the box. 

E4. Interviewer: Research tells us that cultural cues such as accent and name can influence the 

experience of job interviews. How do you think this has influenced your experience of the 

interview? 

Interviewee: For me it is interesting and nothing to do with judgment. But if you apply for 

customer care it would be an issue maybe. It is not matter the ethnical and culture. The important 

thing is to understand each other but again it is related to the position as well. Sometimes 

customer needs require more proper communication. Accent is an accent but a bad language is 

another thing. And I think now in Sweden we are open to accent despite some other western 

European countries. To make yourself understood is more important. You have a picture of a 

thing which is not correct. We love our Swedish names. If you apply on form I would not say 

that your name is not important but sometimes not in a bad way. But even in calling a person 

we might like to call Swedish names. But I say we have indirect discrimination. And as far as 

we have discrimination between men and women we have the same for name as well. But the 
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background is more important than name. The name is the first impression and it matters what 

is my name or weather I am a women or men. Even we have more females in boards and tip 

management in other countries like Uzbekistan, Turkmenistan. But when it comes to selection 

it should be who the best in terms of competencies and that is most important. Accepting 

different people is good and is interesting. But unfortunately the reality is different.  

E5. Interviewer: What do you think about this statement: “Some jobs are considered as a male 

sex-type and some female sex-type”? 

Interviewee: It is true. We even have names and words which made for male or female. Nurse 

is a female word. I have no problem with that. What I have problem with that is when people 

say no you can not do that. But we have roles that made for men and some roles made for 

women. 

E6. Interviewer: Have you heard or known of women or men getting lower positions in your 

occupation/workplace because of their gender? 

Interviewee: For me that is a discrimination. I know people sometimes say that they do. But 

here the discrimination laws are very restrict and you have to prove. Maybe you see this woman 

was not hired because she was pregnant. Of course I heard those cases. Of course we have it. 

E7. Interviewer: How do you feel about the statement that “age can increase or decrease chance 

of getting hired”? 

Interviewee: I would say the most common discrimination is when it comes to older people and 

in this category is for people above 55. And it is hard to get hired when you are over 50 or 55 

because it costs a lot to hire them and also when it comes to pension. 

E8. Interviewer: How important is it to you that interviewee knows Swedish culture and norms? 

Interviewee:  When it comes to norms is what not to do and what not to say. And you have to 

know basic knowledge not being rude to girls. But about the Swedish culture and what we do 

in midsummer, no I do not care if somebody knows it or not. 

E9. Interviewer: What do you think a fair and unbiased cross-cultural job interview looks like? 

Interviewee: No name applications would be good for some positions and companies, but for 

Telia sonera it is important to know who you are. May be for retail that would be good. Because 

it matters where are you from, and really we want people from different cultures. 
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E10. Interviewer: What does the outcome of this interview means to you? Do you think the 

results would be useful? How can you benefit from them? 

Interviewee: For me it is very interesting both to discuss and have the results. for me these 

questions and issues would not be problem at all, because I am Swedish and did not have this 

problems. But it is very interesting to go deep and discuss them because I know these problems 

exists for people from other countries. And I also have the same problem in my personal life. 

E11. Interviewer: I would appreciate your inputs and reflections from your previous interviews 

on issues such as culture, age and gender subject that I forgot to ask from you? 

Interviewee: In society today we had big change, but when it comes to younger people we do 

not see problem and we just do as we did before. We want the best candidate, but we still have 

a lot to do. Every role should have the best candidate for it and that is the most important thing 

for me. I think it is a very interesting topic you have. We in Telia sonera we are open to diversity 

but I am little bit afraid that the society does not look how we look and we have problem on 

this issues in the society. 
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Interview F: 

F1. Interviewer: Research tells us that cultural values can influence job interviews. Do you 

feel that this has impacted on your interview experience? In what way? 

Interviewee: It has changed a lot since when we left state agent to be an international company 

and diversity has been addressed in group recruitment policy. Cultural values has effect on the 

interview but I truly believe in Telia they are trying to look at it from a wide perspective.  

F2. Interviewer: How do you feel about interviewing someone from another culture? 

Interviewee: No special feeling. From Telia soneras perspective it does not matter if you are 

from another country, and the important thing is your skills and knowledge. And culture is an 

add up.  

F3. Interviewer: Research tells us that work values are different for people from different 

cultures. What are some work values that are important to you? 

Interviewee: We have core values in company and it is important who we recruit accept those 

values. The Telia sonera values are dare, care and simplify. 

F4. Interviewer: Research tells us that cultural cues such as accent and name can influence the 

experience of job interviews. How do you think this has influenced your experience of the 

interview? 

Interviewee: As long as we can communicate it is ok and I look for competence. Formal 

knowledge required for some positions. I think people from Asia are more humble. But for me 

these factors has no special effect, but there are examples that factors like name had affected 

the decision. It was different 10 years ago and today we have global job market. We have 

diversity challenge in company, and we recruit people from other countries that studied in 

Sweden. Lots of not Swedish people think they think they may not be accepted, because of their 

background and I feel there is barrier more from sending side rather than receiving side. From 

international company perspective we do not care but in smaller companies this issue is more 

tangible. Diversity is an extra add we focus on competence. 

F5. Interviewer: What do you think about this statement: “Some jobs are considered as a male 

sex-type and some female sex-type”? 



62 
 

Interviewee: Yes. But obviously it is changing. Telia sonera is one of companies, has quite few 

female manager, and 43% female employees. 

F6. Interviewer: Have you heard or known of women or men getting lower positions in your 

occupation/workplace because of their gender? 

Interviewee: No. that is out of fashion. 

F7. Interviewer: How do you feel about the statement that “age can increase or decrease chance 

of getting hired”? 

Interviewee: obviously in Swedish society there is hunger for young people, but definition of 

young can vary from company to company. The tricky question is that quite few people in 

Sweden wants to stop working when they are 60 and the society wants us to work until we are 

67. Maybe a package could be offered to them to leave voluntarily. But also depends on 

financial situations. We do usually hire people with university degree as our industry is very 

much innovation and obviously if you are 55 and have not been to school for 25 years you do 

not have the competence to get hired so it has nothing to do with age. We are looking for highly 

motivated people. If you be 55 but having hunger of a young person, it is ok. 

F8. Interviewer: How important is it to you that interviewee knows Swedish culture and norms? 

Interviewee: It all depends. If it is internal they need to know the company culture. You need 

to understand company culture and visions of course. Then you need to see what you mean by 

culture. If it is fika, then you ask people to join for it. But in general I do not see it as a big 

challenge. Lets ‘say for customer care. For this position you need to know Swedish well. I never 

thought about it as an issue. Lets say if you can adopt yourself it is ok. For example if a man 

can not accept a women as a manager that is a challenge. Again that is question of knowledge 

and competence. The problem is when you talk to managers in general, they might see people 

from different cultures being different. 15 years ago, 15 different persons just coming to Sweden 

worked for telecom industry. We offered them Intensive Swedish language class for 3 months. 

After 3 months If they could handle people calling them, we would offer them job. Many 

believed it will not work, but 13/15 were hired. Challenge is If you be afraid of people different 

from you, and if you never dare to ask you will never get answer. If you believe people can not 

change, then it does not matter how many training you go. If you treat people like anyone else, 

they are like any one else. The world is getting smaller. If you have your competence and that 

insight in your self you will be home free anywhere . some does not have knowledge and think 
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everyone that is not me is different whether they be man or women, child or adult etc. 

communicating and not speaking and we have training programs on communication skills in 

Telia as well. 

F9. Interviewer: What do you think a fair and unbiased cross-cultural job interview looks like? 

Interviewee: for example in Telia sonera, we have recruitment systems that is the same in whole 

group. And everybody could see them and they are in English unless there be a demand for a 

special language skills. 

F10. Interviewer: What does the outcome of this interview means to you? Do you think the 

results would be useful? How can you benefit from them? 

Interviewee: I think you learn every day. We lack the time to reflect. What can we do better. 

The demand now is different from past. The demand on constant improvement is enormous 

now. Mentorship is now important again because it forces people to reflect. 

F11. Interviewer: I would appreciate your inputs and reflections from your previous interviews 

on issues such as culture, age and gender subject that I forgot to ask from you? 

Interviewee: No. we talked about everything. 
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Interview G: 

G1. Interviewer: Research tells us that cultural values can influence job interviews. Do you 

feel that this has impacted on your interview experience? In what way? 

Interviewee: Absolutely I think so. If I compare it with other companies that I have been with; 

if I compare with a company that had a sales culture I think that was really transparent that they 

have a sales culture. How we present the company, how we do the interview and hiw we chose 

candidates. I think that influence a lot. But if I think about Telenor I think it influence a lot, but 

we are not driving it. I think we could do a better job by using our values and culture in the 

choice and how we want to present it and make sure it match with candidates not only to job  

profile. I think it influence as now but we are not driving it. We have a culture but we might not 

own it as a corporate tool at the moment. But in a more structured way we have in all the job 

ads, we have a text box says that we have to follow our company values in orientation of Telenor 

we have. In the presentation we have a part talking about culture and values. So it is the part of 

the formal process.  

G2. Interviewer: How do you feel about interviewing someone from another culture? 

I think language is always a question that how important is it. Are you interacting with people 

who need to speak Swedish. If you want people for marketing, it is important to use the Swedish 

language in your job. If we think that for this person to be able to come in to work team that is 

quite international, you can see from another aspect. But I think language is the easy part. Either 

you speak Swedish or English or not. In network and more technical jobs we are more 

international. We have outsourced and offshore partners and so on. And I think we are doing 

much worse in other parts of the organization. I think telecom is pretty traditional and we often 

hire people from within the industry. So people move from Telia to Tele2 to us. It needs 

someone with telecom backgrounds. I would say in Telenor we are people in early 40s with 2.2 

kids and with common profile and we are not doing an active job to say ok, we need people 

from other cultures and we need people from other ages and we are stocked in our profile. I 

think it is big think if I say this is a perfect match, but he/she is not Swedish or don’t speak 

Swedish, and managers think it does not work. I think we need more programs to have wider 

cultural diversity and I think we are not doing it proactively. I think we are more used to this 

traditional way of recruiting.  

G3. Interviewer: Research tells us that work values are different for people from different 

cultures. What are some work values that are important to you? 
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Interviewee: I think what is important to Telenor and lot of people that choose to be here is the 

ability in trusting people. It is a very flexible working environment. You do not get a golden 

star for doing a facetime it is more like you have a deadline, this is your job. If you do it evening, 

morning, daytime, from home, here, I don’t care. If you want help I trust you to ask for help. I 

think that is attractive for a lot of people working here. Otherwise we are a performance driven 

culture. It is very much depend on KPI’s, follow ups, financial targets. That is something I think 

is driven from Telenor globally. In general for Swedish people in Telenor we want to be part of 

a bigger vision and you want to focus on innovation and being performance oriented. 

G4. Interviewer: Research tells us that cultural cues such as accent and name can influence the 

experience of job interviews. How do you think this has influenced your experience of the 

interview? 

Interviewee: it has a great impact. Even if you do not want it to have. If you have really really 

structured interview process then the impact is smaller, because you are following a structure. 

I as a person and get influence by my framework. So I think to get away from that you need to 

have a structured selection process and beforehand these are the skills we want this is the 

technique we are going to use. And if you do not do that it impacts a lot. I think it is very 

common that you want to hire a person that is similar to yourself. And I think for me as a HR 

person my job is to challenge that. Maybe you want someone that is really far from you. Maybe 

you want someone that is really good that you are not good at that. Maybe you do not like him 

or her but he/she has the best skills. How does that match up. Here in Telenor we have standard 

system and we have problem with age. I think if you have foreign name and accent, the first 

question would be does he/she know Swedish. That is the instant question, does he/she know 

Swedish. I think we look for typical Swedish people, in middle class, academicals and we tend 

to hire those. If I look at my marketing department. They are only women in 40s, all from north 

of Stockholm, they are blonde. As I said if we do not have proactive programs to find diversity 

those issues will absolutely impact. If no one question you, so this way will be continued. Even 

if they speak Swedish so may think as he/she may not fit. You do not want to think like that but 

it like that unless somebody challenge you and ask hire someone completely different form the 

other people here. For accent I think it is almost the same. It can be a signal that I might be 

different from you. You can have accent like when you speak academic language, I think that 

is Ok.  
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G5. Interviewer: What do you think about this statement: “Some jobs are considered as a male 

sex-type and some female sex-type”? 

Interviewee: absolutely. I think we have a picture in our head before we hire someone. Even if 

we not be conscious about that picture but I think that impacts our decision, maybe when we 

write the job post we think that we will end up with man. So we write the post so that it attracts 

male applicants. And here we have started in Telenor that we want to end up with diversity 

between men and women. Because we are moving more to a service from a technical company 

and it makes it easier to find both men and women. As I think it is harder to find women in 

technical positions but I think in new position it would be easier. Looking to see if you are a 

women what attracts you to become a leader. If I step back in Telenor there are no job that it 

could not be either female or male type. And also as I said earlier for diversity in gender again 

you have to have program and goal and define activities that drives to that goal otherwise you 

will be stuck in the way you are doing it.  

G6. Interviewer: Have you heard or known of women or men getting lower positions in your 

occupation/workplace because of their gender? 

Interviewee: I think often it can have negative effect when you go on maternity leave. Or if we 

think someone will go on maternity leave. I think that could be an influential part. We might 

think she might be a good leader but she is going to have kids so she might not be focus on the 

role. I think we are pretty short term thinking and are thinking of the moment. And in an 

environment where you are good in long term you are the right candidate, it does not matter if 

you leave for maternity. I want you for this position. And we have not had the discussions what 

skills you might develop by being a parent. I have a colleague in Denmark that they have it 

there. They say we want a person in this role that be a parent because this a stressful role.  

G7. Interviewer: How do you feel about the statement that “age can increase or decrease chance 

of getting hired”? 

Interviewee: I think actually female, male, if you have kids, if you come from another country, 

you know it is not politically correct or against law to say we do not want him/her. But when it 

comes to age that is a bit easier and more ok for recruiter to say I want someone young. We 

might go to the resume and may say he is good but a bit old. I do not know but this a idea that 

if you are old maybe you are not flexible, you might be against change and you don’t want to 

work hard. But I think there is very strong idea that it is better to be in your thirty or forties that 
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be in your fifty or sixties. But again I think we are really bad at diversity and it comes to age as 

well. And I think we could really benefit looking more at skills we need instead of looking at 

age, gender or nationality.  And I think we could do better and we can really benefit from that. 

And again you must do it as project, with activities because it won’t happen it self because you 

think it is good. 

G8. Interviewer: How important is it to you that interviewee knows Swedish culture and norms? 

Interviewee: For me it is not important at all. but again it is a bit uncomfortable to hire someone 

really far from your culture. When we had a lot of consultants from India and they used the 

bathroom in a different way! and we put some signs that for example wash your hand, close the 

door. It is funny but then it cause problem as well.  

G9. Interviewer: What do you think a fair and unbiased cross-cultural job interview looks like? 

Interviewee: I think as I mentioned in the beginning the only way to try to get away from your 

own picture or framework and to have a really strong structure. How do we screen? Which 

questions to ask? Assessments, tests, and know what we are looking for beforehand going and 

meet the candidate. Because you might get attracted to someone’s personality and it might 

change your mind. So have a strong structure, education, experience, competencies, hard and 

soft skills. And I think to do a good interview that is one of the hardest things to do.  

G10. Interviewer: What does the outcome of this interview means to you? Do you think the 

results would be useful? How can you benefit from them? 

Interviewee: I think it is probably going to be useful but my guess is answers would be pretty 

similar when you ask my colleagues or other companies, we know there is a problem we know 

we probably not have a strategic workforce plans to have more diversity. We are not putting 

pretty effort or resource to really do it. We want to move toward that, and we honestly believe 

we will profit from that. But you need somebody driving it and put it in agenda. So there a is a 

problem but still not solution for it.  

G11. Interviewer: I would appreciate your inputs and reflections from your previous interviews 

on issues such as culture, age and gender subject that I forgot to ask from you? 

Interviewee: I think value will get more and more important in future. We talked about how we 

attract young professionals and what is important to them and I think that would probably be a 

bigger part of interview in future, when you talk about values, behaviors, culture, what company 
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stands for. I think that would be larger part of interview then it is now. Now we talk about 

technical skills, what do you know about this system, what is your next career movement. I 

think you want to see the personality match with company personality and identity. I think 

might need to have it as a competitive thing to attract the right people.  
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Interview H: 

H1. Interviewer: Research tells us that cultural values can influence job interviews. Do you 

feel that this has impacted on your interview experience? In what way? 

Interviewee: I think very much it does influence, but my experience it seldom sort of specific 

questions and focus in that sort of issues. But I think in evaluating a candidate in some sense 

they do matter. So the answer is yes, or is built in in the evaluation.  

H2. Interviewer: How do you feel about interviewing someone from another culture? 

Interviewee: No special feeling. 

H3. Interviewer: Research tells us that work values are different for people from different 

cultures. What are some work values that are important to you? 

Interviewee: I have been in a situation that the profile, the CV, the education and experience 

were perfect but you can see that this will not work very well. For example there is problem 

with simplicity. You feel that this is a bit a too complicated person. The answers tends to go 

somewhere else. So, it is simplicity and in this culture IT/telecom, the performance is important 

and the person needs to be a driver. I believe CV is just a step in. 

H4. Interviewer: Research tells us that cultural cues such as accent and name can influence the 

experience of job interviews. How do you think this has influenced your experience of the 

interview? 

Interviewee: I have been working internationally so does not matter and will not influence me. 

It depends, if it is a programmer and is not good in Swedish or English then if that would work 

that is ok. No influence about the name.  

H5. Interviewer: What do you think about this statement: “Some jobs are considered as a male 

sex-type and some female sex-type”? 

Interviewee: No I don’t believe, can be both. Then I think we build the profiles up that tends to 

go to the norm programmer is a man and these are the qualities.  

H6. Interviewer: Have you heard or known of women or men getting lower positions in your 

occupation/workplace because of their gender? 
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Interviewee: of course it happens and I have seen it. But I should not say it is a general thing 

that happens. Well I know it happens more often about twenty 20%. 

H7. Interviewer: How do you feel about the statement that “age can increase or decrease chance 

of getting hired”? 

Interviewee: It is terrible, and now that I am getting older in age I am scared. I mean fifty year 

old project manager or 33 year old. The younger is more demanded. But this fifty year old has 

still fifteen years to go and fifteen years more experience.  

H8. Interviewer: How important is it to you that interviewee knows Swedish culture and norms? 

Interviewee: depends on the job. For programmer does not matter. Maybe someone selling 

stuffs toward government it is good to have those skills. It could be part of job requisition.  

H9. Interviewer: What do you think a fair and unbiased cross-cultural job interview looks like? 

Interviewee: we having this assessment center. We are recruiting trainees now, for positions. 

So means sixteen final candidates. We ask the same structure and the same questions. When 

this is done, we have sort of calibration how should be scored. 

H10. Interviewer: What does the outcome of this interview means to you? Do you think the 

results would be useful? How can you benefit from them? 

Interviewee: it is always important. Because these are the hard things in the interview. It is 

always easy to say, you went to this school etc. but these are the soft things.   

H11. Interviewer: I would appreciate your inputs and reflections from your previous interviews 

on issues such as culture, age and gender subject that I forgot to ask from you? 

Interviewee: I think it is so easy in recruitment to have a norm and standard and you stick to 

that. That is something we are discussing now, for example in writing job requisition to think 

of it is so easy to get in to that mold and then not sort of thinking of the things like gender, 

culture that can actually add to the role. Because we have discussed that in HR community, this 

is something we need and need to challenge recruiting managers to open up and question. It 

should not be job profile copy and paste.   
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Interview I: 

I1. Interviewer: Research tells us that cultural values can influence job interviews. Do you 

feel that this has impacted on your interview experience? In what way? 

Interviewee: I think it can sometimes impact the recruitment process, it is more the first 

impression. When you speak to candidate and ask questions I don’t think the values and culture 

has effect but mainly all the other around. How you act in the interview may have effect.  

I2. Interviewer: How do you feel about interviewing someone from another culture? 

Interviewee: It is kind of exciting to me, to meet people from other cultures who have other 

values. Telenor is a multinational organization. And I think it is exciting. 

I3. Interviewer: Research tells us that work values are different for people from different 

cultures. What are some work values that are important to you? 

Interviewee: That is kind of a hard question, because there are different values in case of what 

kind of role I am interviewing for. I think it all depends on the position. Because if someone is 

going to work as a programmer this person does not need to be very polite or nice to me, but if 

I am recruiting for another position, like someone who is going to be a leader that is very 

important that this person is polite and well spoken.    

I4. Interviewer: Research tells us that cultural cues such as accent and name can influence the 

experience of job interviews. How do you think this has influenced your experience of the 

interview? 

Interviewee: I would not say that the accent may have affect. It does not bother me. And no 

about the name.   

I5. Interviewer: What do you think about this statement: “Some jobs are considered as a male 

sex-type and some female sex-type”? 

Interviewee: no I do not think so.  

I6. Interviewer: Have you heard or known of women or men getting lower positions in your 

occupation/workplace because of their gender? 

Interviewee: No I think that happens. But in case of maternity leave nowadays even the father’s 

are home with their kids and have more responsibility in home. Maybe that is not the main 
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issues. Maybe main issue is more of our leaders in Telenor are male and even due I am an 

interviewer and part of the recruitment process, leaders and hiring managers are doing some 

interviews and screenings candidates by themselves. And I think that is the fact that you like to 

select the persons with same background and gender as you. I think the fact that some one who 

is recruiting and do not have the education in human resource are more likely to recruit someone 

with the same background and the same personality. The male’s are recruiting more male and 

female’s are recruiting more females. And there are more males here. So that is an issues.  

I7. Interviewer: How do you feel about the statement that “age can increase or decrease chance 

of getting hired”? 

Interviewee: It depends on the role. If you are looking for someone who is senior then of course 

the age is a positive fact, and if you are looking for someone maybe not that experienced the 

opposite of senior, junior; I think the age can have huge impact. For me higher age does not 

mean less chance of getting hired.  

I8. Interviewer: How important is it to you that interviewee knows Swedish culture and norms? 

Interviewee: No I think that is irrelevant.  

I9. Interviewer: What do you think a fair and unbiased cross-cultural job interview looks like? 

Interviewee: I have the same interview structure and I have the same questions to ask my 

applicants or candidates. If I don’t do this I cannot score them.  

I10. Interviewer: What does the outcome of this interview means to you? Do you think the 

results would be useful? How can you benefit from them? 

Interviewee: I think these kind of research are positive. Absolutely useful. Because people are 

getting discriminated every day when they are seeking for the job.   

I11. Interviewer: I would appreciate your inputs and reflections from your previous interviews 

on issues such as culture, age and gender subject that I forgot to ask from you? 

Interviewee: that is a really big question. But as I said people involved in recruiting process 

should have HR education. Because sometimes we have people that work in HR and do not 

have sufficient education and training for this role so they may discriminate or make wrong 

decisions in selecting right candidates.   
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Interview J: 

J1. Interviewer: Research tells us that cultural values can influence job interviews. Do you 

feel that this has impacted on your interview experience? In what way? 

Interviewee: Yes, in this company we have values and they are supposed to effect everything 

we do in the company, even if you work in the shop or in main head office. They should affect 

how you work with people and cooperate with others. In that sense when you are sitting with a 

person in an interview you always try to determine if this person matches Telenor’s values. Be 

respectful; is this a person that expresses the ability to be respectful and be aware of cultural 

differences. Is he/she a person who is thinking efficiently? A person likes to make changes and 

is a person flexible to changes.  

J2. Interviewer: How do you feel about interviewing someone from another culture? 

Interviewee: I think it’s a good that we can recruit people who are from another country who 

can add something. Maybe skills that we don’t have specialist in those fields. Technical experts 

for example which we don’t have many Sweden. And sometimes it is difficult, because in 

certain positions you have to be able to speak at least a little bit of Swedish, since you are 

working with some customers who might not speak English. I think it is important not to be 

objective and look at person skills and not only background.  

J3. Interviewer: Research tells us that work values are different for people from different 

cultures. What are some work values that are important to you? 

Interviewee: I think it is very positive if a person is prestigious, not humble but sort of having 

prestige. It is not polite in that way.    

J4. Interviewer: Research tells us that cultural cues such as accent and name can influence the 

experience of job interviews. How do you think this has influenced your experience of the 

interview? 

Interviewee: Not really. As long as you can communicate I think does not matter which accent 

you have. If you speak Swedish and have another mother tongue but still speak Swedish it is 

Ok. About name I know sometimes it could have effect. I know research done about this, that 

people with foreign name and not Swedish name are sometimes screened away. I do not know 

specific research but know there are some research done in this area that people with foreign 

name are easily not chosen for jobs because. That I think is horrible. Because you need to look 
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at skills and CV. For me it does not matter. I do not screen on names. I think it is probably very 

common that people judging applicants out of their own experience and look at themselves and 

compare. Little bit prejudice sometimes.  

J5. Interviewer: What do you think about this statement: “Some jobs are considered as a male 

sex-type and some female sex-type”? 

Interviewee: actually this is a question I think is very interesting. Because I think that they are 

stereotypes about how men and women are and which jobs women and men should have. I 

think that should not be necessarily that way but I think there is a lot of that prejudice in 

corporate world that men or women should have certain positions. That is also easy when you 

are writing ads and trying to present position to someone. And have that in top of your mind 

which person you are addressing. If I write in a way that there are men applicants, or women as 

well. And it is good to write in a way that you have wide range of applicants to have wide 

selection of people. So you should be able to write in a way that both women and men be 

attracted. I was working before in an engineering company we had to recruit some technicians. 

Sometimes I had to talk to some managers and convince them a women applied for this job and 

might be suitable but they only saw men could do this.     

J6. Interviewer: Have you heard or known of women or men getting lower positions in your 

occupation/workplace because of their gender? 

Interviewee: I have not seen it with my own eyes. The thing I have seen in my previous company 

was it is sometimes easier for men to get higher positions that women for some reasons. If you 

see a CV of a man or a women and they have same experience, I saw it is easier to give the man 

more chance and credit, and say he have not done it too much but probably he can do it. And 

about the women, saying she does not have the experience. And she need more experience 

before having that position.   

J7. Interviewer: How do you feel about the statement that “age can increase or decrease chance 

of getting hired”? 

Interviewee: yes, I think definitely. That is one of the biggest issues in work market today. That 

people who reach a certain age does not get a new job. I think that is a big problem. In Telenor 

we are recruiting a lot of young people to our stores and that is why I see sometimes that they 

are people over fifty and they are applying for this job and they have a lot of experience and 

probably got relieve from their previous job or something and you can see in their CV that they 
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have had a time of unemployment for example. So I think it is hard for them to get a job when 

you are over fifty. 

J8. Interviewer: How important is it to you that interviewee knows Swedish culture and norms? 

Interviewee: I have not really thought how I do but I think I try to see the person as a person. I 

do not really care about Swedish culture and norms in an interview. I do not really look for that 

things in a person. I am more looking to the situation, if the person can fit in that role. 

J9. Interviewer: What do you think a fair and unbiased cross-cultural job interview looks like? 

Interviewee: yes, I always try to have the same interview guide for example, on order to have 

structured interviews. Sometimes you have to ask different questions as well. Sometimes you 

found something interesting in the CV and you want to know more about that. But when it 

comes to the personality I always try to have structure interview guide with me, so everyone 

gets the same questions.  

J10. Interviewer: What does the outcome of this interview means to you? Do you think the 

results would be useful? How can you benefit from them? 

Interviewee: yes, I think it could be interesting definitely. It is very interesting to see how age 

and gender and cultural backgrounds effects on if a person can get a job or not. I think maybe 

lots of studies has been done as well but it is very interesting and very important to continue 

with those studies. But I think you need to have a wide range of respondents, if you want to get 

something more qualitative.  

J11. Interviewer: I would appreciate your inputs and reflections from your previous interviews 

on issues such as culture, age and gender subject that I forgot to ask from you? 

Interviewee: I think you mentioned most of the parameters. I don’t think there is anything more 

to add. When you talk about age, I did not say that earlier but I agree with that in certain 

positions age does not matter that much. But still as a recruiter maybe I screen and put the old 

ones in one pile and the young in other pile. I do that sometimes. Just because sometimes you 

want a person who is a little more adoptable that does not have this long experience form 

different companies. And managers may want more junior person as well. So that is the one 

thing, that is really hard to let these people who had long experience get jobs which require less 

experience.  
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