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1. Introduction

Care responsibilities shape gendered inequality in the labour market, as evidenced by the
divergence in the career trajectories and wages of men and women after parenthood (Charles,
2011; Goldin, 2021). It is well established that women face wage penalties due to having
children, while men are largely unaffected or may even experience a premium (Budig and
England, 2001; Kleven et al., 2019). Discrimination by employers has been suggested as one
possible factor behind the motherhood penalties (Blau & Kahn, 2017). By discrimination, we
refer to situations where individuals with comparable observable indicators of productivity are
treated differently based on their parental status. This differential treatment may occur in hiring,
remuneration, promotion, or dismissals.

Experimental research provides compelling evidence of hiring discrimination based on
parenthood, but the effects differ by gender and region. A recent systematic review of field and
lab experimental studies find a motherhood penalty in hiring in the majority of studies (El Haj et
al.,, 2024) although a meta-analysis of correspondence studies suggests that this penalty is
relatively small (Lippens et al., 2023). Evidence of hiring discrimination against mothers has
predominantly been found in the US (e.g., Correll et al., 2007; Ishizuka, 2021), whereas findings
from Europe are mixed (Becker et al., 2019; Bygren et al., 2017; Hipp, 2020; Oesch et al., 2017,
Zamberlan et al., 2024). For men, most European studies report no effect of parenthood on
hiring chances (e.g., Bygren et al., 2017; Hipp, 2020), but some US studies identify a fatherhood
premium (e.g., Correll et al., 2007; Henle et al., 2020).

The theory of statistical discrimination (Arrow, 1973) suggests that parenthood discrimination
may arise from imperfect information in employers' decision-making, where candidates'
productivity is inferred based on characteristics of the group they belong to (El Haj et al., 2024).
For instance, if employers know that women, on average, face greater constraints due to
caregiving compared to men, they may use this group-level information when assessing
individual jobseekers. However, studies also demonstrate that employers have biased
assumptions about mothers’ job commitment, effort and competency (e.g., Correll et al., 2007;
Cuddy, Fiske, & Glick, 2004). Whether biased or not, the extent to which these beliefs become
decisive in employers’ decision-making may depend on the context of employment, including
organizational characteristics and job demands.

While previous experimental studies of parenthood discrimination have focussed primarily on
individual-level mechanisms, less research has examined how different employment contexts
may increase or mitigate such discrimination. A notable exception is Ishizuka (2021), who found
stronger discrimination against mothers in the US when job demands were in greater conflict
with stereotypes about motherhood, including time pressure, collaboration, travel and schedule
instability. Thus, employers’ bias against caregivers may vary with job demands determining the
“greediness of work” (Goldin, 2023) that makes it more or less difficult to balance a job and
family demands. Moreover, a substantial body of sociological literature highlights that
employers operate in organizational contexts that can either constrain or facilitate the extent to
which stereotypes translate into discriminatory behaviour (Baron and Bielby, 1980; Reskin,
2003). Even though organizations have increasingly implemented policies and practices to
ensure equal treatment, increase diversity, and ease work-life conflicts (e.g., flexible scheduling;
Dobbin and Kalev, 2022; OECD, 2020), studies that link discriminatory outcomes based on
parental status to such measures remain limited.
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This study addresses this gap by examining the organizational determinants of hiring
discrimination based on care responsibilities using data from a harmonized cross-national
factorial survey experiment carried out in Germany, Norway, Poland, and Romania. In the
factorial survey, fictional job candidates were presented to individuals with recruitment
experience, who were then asked to indicate the probability that the candidates would be hired
at the organization they recruit for. By randomly varying a set of dimensions, including gender,
partnership status, and having children, we can identify whether, and how, parenthood affects
employers’ hiring propensities towards different types of candidates. The survey also includes a
range of questions about organizational features and job demands such as recruitment and
screening practices, work arrangements, and diversity policies.

The study extends the literature on parenthood discrimination in at least two directions. First,
we investigate whether various aspects of the organizational context —such as recruitment and
screening practices, work arrangements, and diversity policies— moderate the extent of
parenthood discrimination. This knowledge is crucial for our understanding of how organizations
can mitigate or amplify parenthood penalties in hiring processes, and whether discrimination
based on parenthood is widespread or limited to certain workplace contexts.

Second, by explicitly distinguishing between single-parent and two-parent households, the study
provides new insights into hiring discrimination on the basis of parenthood in relation to
partnership status. Previous experimental research has focused primarily on parental status,
while its interaction with partnership status has not been addressed in a complete or unified
way (El Haj et al., 2024). For instance, in some studies, all applicants signal the same partnership
status (e.g., Correll et al., 2007; Hipp, 2020), whereas other studies ostensibly do not mention
the applicants’ partnership status at all (e.g., Zamberlan et al., 2024; Ishizuka, 2021).! Notably,
single parenthood, where one parent bears the childcare responsibility and work-life conflicts
alone, has received limited attention. By comparing discrimination against parents from single
versus two-parent households, this study highlights care responsibilities as a likely mechanism
and, accordingly, refers to the phenomenon as discrimination based on care responsibilities
throughout the remainder of the paper.

We find evidence of discrimination based on parenthood and partnership status, especially for
(single) mothers. The results further show that discrimination based on care responsibilities is
moderated by three categories of organizational characteristics and job demands. First, in
organizations that have implemented diversity policy measures, there is less discrimination
based on care responsibilities against mothers. Second, discrimination based on care
responsibilities is also less likely to occur in organizations that offer flexible work arrangements,
which particularly benefits single mothers. Third, female candidates with a child have poorer
hiring prospects for ‘greedy jobs’, regardless of whether they are in a relationship. In sum, the
findings highlight efforts to reduce discrimination based on care responsibilities must take into
account how work is organized and how and which diversity initiatives are implemented.

! Yet another strategy has been to partially manipulate partnership status, for example, by comparing
married applicants with children to single applicants without children (e.g., Albert et al., 2011; Fuegen et
al.,, 2004). In such cases, it is difficult to determine whether observed effects can be attributed to
partnership status rather than parenthood (cf. El Haj et al., 2024).
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The remainder of the article proceeds as follows. In Section 2, we present the preregistered
hypotheses?, the theory and prior work from which they are derived. In Section 3, we describe
our data, the factorial survey experiment and the survey context. Finally, we present descriptive
statistics. In Section 4 we present our empirical strategy. Then, we present our results and
robustness checks in Sections 5 and 6 and conclude by discussing the implications of the findings
in Section 7.

2. Theoretical Framework and
Hypotheses

Most theories of hiring discrimination focus on employers’ motives to discriminate grounded in
individual motivations or psychological biases (Quillian and Midtbgen, 2021). Two dominant
explanations for discrimination are statistical and taste-based discrimination. Statistical
discrimination suggests that when employers lack full information about a candidate’s
productivity, they rely on group-based stereotypes to make hiring decisions (Arrow, 1973; Galos
& Coppock, 2023). For instance, care responsibilities may be perceived as incompatible with
productivity or commitment, particularly under the ideal worker norm, which assumes that the
most dedicated employees prioritize work over family obligations (Birkelund et al., 2022).
Similarly, role congruity theory (del Carmen Triana et al., 2023) suggests that women, due to
societal expectations around caregiving, may be viewed as less suited for leadership or high-
intensity roles. Unlike statistical discrimination, taste-based discrimination is driven by explicit
biases or preferences against certain groups (Becker, 1957), which can be reinforced by
employers, co-workers, or customers.

Beyond employers’ motives or dispositions that influence discriminatory decision-making,
organizational theories direct attention to the broader structural context in which hiring
decisions take place, emphasizing that discrimination is not solely an individual-level
phenomenon (Pager and Shepherd, 2008). Scholars have long argued that organizational
structures may constrain or enable discriminatory behaviour thus defining employers’
opportunity structure for discrimination (Petersen and Saporta, 2004; Reskin, 2000). In addition,
organizational arrangements may also condition the effect of individual-level factors behind
discrimination such as cognitive bias and stereotypes (Fibbi et al., 2021), for example by
amplifying or minimizing the impact of employers’ concerns related to hiring individuals with
childcare responsibilities. In this section, we develop hypotheses about organizational
moderators of discrimination based on care responsibilities, focussing on recruitment and
screening practices, work arrangements, and diversity policies.

2 We have preregistered each of the hypotheses tested in the article. In the preregistration, we specified
31 hypotheses. However, the focus of this article is on the 7 hypotheses that concern organizational
moderators of discrimination based on care responsibilities. The remaining hypotheses are tested in
separate papers.
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Recruitment and Screening Practices

Based on existing theoretical and empirical work, we expect that organizations’ recruitment and
screening practices will influence the extent of discrimination based on care responsibilities
(Holzer and Neumark, 2000; Reskin, 2000). First, statistical discrimination theory posits that
discrimination in hiring is contingent on the information employers have when evaluating
candidates. The theory suggests that employers resort to group-based assumptions, for instance
about mothers or fathers, to make inferences about specific candidates when faced with limited
information about applicants’ productivity (Guryan & Charles, 2013; Thijssen, Coenders, &
Lancee, 2021). Conversely, when employers have more information about candidates’
productivity, they will be less likely to discriminate. Thus, when organizations screen applicants
using multiple sources of information—such as structured assessments, work samples, or
detailed applicant histories—biases are less likely to influence hiring decisions, as employers can
directly assess individual productivity rather than relying on assumptions about group
characteristics (Autor & Scarborough, 2008).

Hypothesis 1: Discrimination based on care responsibilities is less likely in organizations that use
multiple sources of information (signals) about applicants.

Next, the structure of the hiring process is likely to shape the likelihood of discrimination.
Drawing on theory of group dynamics, previous studies have highlighted the potential
importance of collective versus individual decision-making for gender bias in hiring (Erlandsson
etal., 2023). An individual that rejects dominant beliefs about competence differences between
groups may direct the group away from such cognitive biases (Ridgeway and Correll, 2006).
Moreover, the presence of others may affect individual behaviour by creating a culture of peer
accountability, whereby more supportive participants put normative pressure on their more
resistant counterparts (Correll, 2017). Thus, when hiring decisions are made collectively in larger
groups, and the individuals involved need to justify their assessments to each other, we expect
that care responsibilities are less likely to serve as a basis for discrimination.

Hypothesis 2: Discrimination based on care responsibilities is less likely in organizations with well-
developed recruitment panels/boards.

Previous research shows that informal hiring practices and ambiguity amplifies bias, especially
when decisions are made based on discretion and without clear criteria (Correll, 2017;
Midtbgen, 2015). By contrast, formalized hiring practices—such as predefined evaluation
criteria and mechanisms for holding decision-makers accountable—may mitigate discrimination
by decreasing the salience of group traits and limiting the influence of managerial discretion
(Bielby 2000; Reskin, 2000). While some scholars have argued that bureaucratic hiring structures
reinforce inequalities (Acker, 1990), research suggests that standardized procedures can reduce
bias by ensuring consistent and merit-based decision-making (Midtbgen, 2015). Formalized
hiring procedures also imply that more resources are devoted to recruitment and a more careful
review of applications, which is likely to result in more fair evaluations of applicants. In line with
this, previous experimental research shows that larger firms and public sector employers, which
tend to rely on formalized HR practices, often exhibit lower levels of discrimination compared
to small and private-sector organizations, presumably with more informal hiring procedures and
greater scope for discretion (Quillian & Midtbgen, 2021; Banerjee, Reitz, & Oreopoulos, 2018;
Bjgrnshagen, 2022).
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Hypothesis 3: Discrimination based on care responsibilities is less likely in organizations with
more formalized recruitment processes (documented, with clear recruitment criteria, and with
little individual discretion in hiring decisions).

Work arrangements

Theories of discrimination based on childcare responsibilities suggest that work conditions
would lead to variation in the prevalence of such discrimination. For example, when jobs allow
for flexible work arrangements, such as remote work or adjustable working hours, employers
may be less likely to perceive care responsibilities as a barrier to productivity, work effort, or job
commitment (Fuller & Hirsch, 2019). This is particularly relevant for mothers, who are often
subject to assumptions about their availability and dedication. Empirical evidence suggests that
remote work does not negatively impact mothers’ wages or career progression, although it may
disadvantage fathers and childless workers (Kasperska et al., 2024). Thus, in organizations that
offer flexible work arrangements that ease conflicts between work and family life, employers
may be less concerned about hiring individuals with care responsibilities, thus reducing the
likelihood of parenthood discrimination.

Hypothesis 4: Discrimination based on care responsibilities is less likely in organizations offering
flexible work arrangements (remote work opportunities, flexible working hours).

By contrast, discrimination based on care responsibilities is likely to be higher under working
conditions that exacerbate work-life conflicts. The so-called greedy jobs (Goldin, 2021) which
include long hours, availability on short notice, and frequent business travel, are mostly high-
paying and often remain male-dominated, reinforcing exclusivity and disadvantaging individuals
with care responsibilities (Cortes & Pan, 2019). On the one hand, labour and product markets
operating in highly competitive environments have strong incentives to hire the most qualified
candidates, regardless of caregiving status (Goldin, 2021). On the other hand, these jobs
disproportionately disadvantage caregivers, who are predominantly women, as the nature of
these roles is often incompatible with family obligations. Therefore, employers’ bias against
caregivers is likely to be greater for jobs that are in greater conflict with family responsibilities.

Hypothesis 5: Discrimination based on care responsibilities is more likely in the case of greedy
jobs (requiring overtime work, business trips, work on weekends, outside standard working
hours, or availability on short notice).

Diversity Policies and Practices

Finally, diversity management policies and practices should limit discrimination against
individuals with care responsibilities. While some organizations adopt gender equality and
diversity policies symbolically, without substantive impact (Edelman, 1992), setting goals is a
first step towards workplace equality and diversity and may be indicative of an organizational
culture that is supportive of non-discriminatory hiring. At the same time, previous work suggests
that simply setting goals is insufficient to change organizational practices (Dobbin and Kalev,
2022; Kang et al., 2016). To achieve organizational goals, this literature indicates that
organizations should also establish accountability structures through monitoring of diversity
efforts, for instance by appointing diversity managers (Dobbin et al. 2015). Accountability theory
posits that when decision-makers are held responsible for their hiring decisions, they are more
likely to engage in fair and unbiased decision-making (Lerner & Tetlock, 1999; Castilla, 2015;
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Bielby, 2000). Accordingly, Dobbin et al. (2015) argue that diversity managers help firms advance
diversity and equal opportunity “by making hiring managers feel accountable for their decisions”
(2015: 1021). Thus, in organizations that have diversity and equity policies that are subject to
monitoring, we expect less discrimination based on care responsibilities.

Hypothesis 6: Discrimination based on care responsibilities is less likely in organizations with
developed diversity policies that are subject to internal reporting and monitoring (e.g., diversity
or equality objectives, dedicated personnel for diversity, inclusion, and equality).

Besides organizational goals and efforts to monitor progress, organizations also implement
various diversity measures that have been found to improve employment outcomes for women
and minority workers (Kalev, Dobbin, & Kelly, 2006). As indicated above, programs that assign
organizational responsibility and activate social accountability, such as creating diversity
committees that oversee diversity-related progress, and non-discrimination efforts, may be
particularly effective (Kalev et al., 2015). Other measures that have been found to be positively
associated with hiring of women and minorities include diversity management training
programs, mentoring programs that are available to all employees, and targeted recruitment
programs (Kalev et al., 2006; Dobbin et al., 2015, see also Holzer and Neumark, 2000). This line
of research suggests that programs that engage managers are particularly effective as they
increase their support for diversity and inclusion. In addition to engaging managers, such
measures may help to challenge stereotypes and mitigate employers’ concerns and biases that
otherwise disadvantage caregivers in the hiring process.

Hypothesis 7: Discrimination based on care responsibilities is less likely in organizations that
implement diversity policy measures (offering training schemes focused on diversity
management, adopting specific hiring practices that account for diversity and equity,
establishing formal groups to address diversity-related tasks, providing mentoring or buddy
programs accessible to a wide range of employees).

3. Data and Methods

3.1. Vignettes and Experimental Design

To investigate discrimination in hiring, we conducted a factorial survey experiment (FSE) in
which respondents evaluated hypothetical job candidates presented through vignettes. The FSE
offers several methodological advantages. First, compared to conventional single-item survey
questions, FSEs are less susceptible to (although not free from) social desirability bias—a critical
benefit when examining sensitive topics such as discrimination. Second, when effectively
designed, vignette dimensions are orthogonal, enhancing statistical efficiency and enabling the
identification of effects that are confounded in observational data (Auspurg & Hinz, 2015, p. 25).

3 Based on the previous research, we modified the preregistered hypothesis about diversity policies to
include the following specification: “that are subject to internal reporting and monitoring.” This change is
consistent with how we measure the existence of diversity policies, which is based on a questions of
whether the organization has any diversity- or equity-related aims that are subject to internal reporting
and monitoring (see Section 3.2).
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Third, the method allows for full control over the information provided to respondents, reducing
bias from unobserved variables.

FSEs also have important limitations. The usual criticisms of this method highlight two main
weaknesses. First, it captures behavioural intentions rather than actual behaviours, which may
diverge. Second, the decision-making context is often purely hypothetical and disconnected
from the real-world consequences of poor decisions, thereby lacking psychological realism
(Forster & Neugebauer, 2024, pp. 888-889). These limitations introduce potential sources of
bias, particularly due to socially desirable responding (SDR) and insufficient effort responding
(IER). SDR refers to the tendency of respondents to answer questions in a manner they believe
will be viewed favourably by others, often resulting in the overreporting of socially acceptable
behaviours. In surveys on hiring discrimination, SDR is likely to lead to an underestimation of
effects, as respondents may be reluctant to admit evaluating candidates in ways that could be
perceived discriminatory. IER may reduce reliability or bias the results due to a careless approach
to evaluating candidates in vignette studies. In FSEs the cost of making incorrect decisions is
essentially zero. Despite these limitations, substantial empirical evidence suggests convergence
in the results obtained through survey and field experiments, respectively (Hainmueller et al.,
2015; Petzold & Wolbring, 2019). Although a recent study on hiring discrimination highlighted
serious limitations of the FSE method (Forster & Neugebauer, 2024), it has faced criticism for
methodological inconsistencies (Pickett, 2025).

In this study, we deliberately opted for the FSE methodology over correspondence tests.* While
correspondence studies are less prone to bias when examining hiring intentions, they are not
easily combined with surveys, which limits their capacity to capture organizational-level factors.
Consequently, little is known about how such characteristics moderate discrimination in hiring.
Our study addresses this gap by integrating experimentally manipulated candidate profiles with
rich organizational-level data, offering novel insights into the contextual drivers of
discriminatory hiring practices. To mitigate potential bias, we recruited respondents with hiring
experience—a commonly recommended strategy for enhancing psychological realism. We also
applied rigorous response filtering to analyse only data meeting quality standards, including a
minimum response time to address IER. Additionally, we accounted for socially desirable
responding in our robustness checks by including relevant controls. These methodological
safeguards are discussed in detail later in the text.

The vignettes describing the fictitious candidates included information typically available at the
early stages of hiring and were complemented by proxies for care-related discrimination, namely
parenthood and partnership status. We assumed that such personal details — even if not
officially collected — are often disclosed during the selection process. The list of dimensions
(variables) and their levels (values) is presented in Table 1.> Our proxy for caregiving
responsibilities was derived from two vignette dimensions: partnership status (Dim6) and
parenthood status (Dim7).

4 Sending fictitious job applications in response to real job o advertisements that differ only in one (or
some) characteristic (e.g., gender, ethnicity) to observe differences in employer responses.

>The scope of the research project was broader than the focus of this analysis, which explains the inclusion
of the nationality dimension—even though it will not be examined in this paper.
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Table 1. Dimensions and Their Levels Used in the Vignettes

Dimensions Levels
Dim1: referrals 1. you received the application directly from the candidate
2. the candidate was recommended by one of the employees
Dim2: gender 1. woman
2. man
Dim3: nationality 1. host country [German; Norwegian; Polish;
Romanian]
2. host country® [German; Norwegian; Polish;
Romanian]
3. Ukrainian

4. other country [Syrian (in NO and DE);
Belarusian (in PL); Nepalese (in RO)]

Dim4: country where the
candidate graduated

Dim5: level of host country
language

Dim6: partnership status

host country

home country

proficient level (C2)

upper intermediate level (B2)

the candidate lives with a partner/spouse and

the candidate lives alone

the candidate rises a preschool-aged child

the candidate has no children

two years in the host country in a similar position

two years in the host country not related to the job applied for

Dim7: parenthood status

Dim8: candidate’s experience

NEIN BN BN PN e

In addition to the randomly varied dimensions, the vignettes included fixed characteristics. Each
candidate had an education level and English proficiency appropriate for the position applied
for (in the respective country). Age was set as the average age for a given level of education plus
two years—resulting in each candidate being either 22 or 25 years old. Furthermore, we
specified that all candidates had valid residence and work permits. To eliminate the potential
influence of labour market tightness, the respondents were also informed that the hypothetical
job posting had received a sufficient number of applications. The respondents could choose to
assess candidates applying for one of the following jobs: ICT technician, office clerk, secretary,
bookkeeping clerk, sales worker. These positions were selected because they are common and
found in many organizations, regardless of sector or ownership type. Given the aim of the study,
we wanted to ensure access to a diverse range of organizations. A sample vignette is presented
in Figure A1 in Appendix.

All dimensions presented in Table 1 yield 512 possible combinations. Two unlikely combinations
were excluded — those involving native candidates with either low native language proficiency
(Dim3 £ 2 & Dim5 = 2) or foreign educational credentials (Dim3 < 2 & Dim4 = 2). To reduce this
relatively large number of combinations a sample of vignettes was drawn with the use of SAS
%Mktex macro (Auspurg & Hinz, 2015, pp. 3—32; Kuhfeld, 2010, pp. 243-265). This algorithm
allows for selecting a fraction of the vignettes with relatively little loss of the key properties—
orthogonality and balance. The design assumed all main effects and two-way interactions could
be estimated (except for interactions concerning excluded combinations). The final sample
consisted of 144 vignettes as further increases did not meaningfully improve D-efficiency (D =

6 To approximate the actual applicant pools and to increase psychological realism, the number of native
applicants was doubled. Technically, this was achieved by assigning two values to the 'nationality' level.
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86.46%). These were divided into 24 decks, each containing 6 randomly ordered vignettes. Decks
were randomly assigned to respondents.

Respondents were asked to evaluate the six candidates using the following response scale:

How likely is it that this person would be employed given the needs and characteristics of your
organisation/ organisation you recruit for? (0 — very unlikely; 10 — very likely)

Each vignette also included a second response scale, measuring the perceived likelihood of the
candidate being invited for a job interview. The responses were found to be highly correlated.
Therefore, the analysis focuses on employment likelihood variable, as it has a less skewed
distribution. The analyses of the second dependent variable serve as a robustness check.

3.2. Survey Data

The factorial survey experiment was embedded in a questionnaire that included questions about
the respondents and the organizations they recruit for. The operationalization of the
organizational features used to test the hypotheses with the references to the survey
guestionnaire is presented in Table 2.

Table 2. Summary of Hypotheses and Measurement of Key Independent Variables

Hypotheses Operationalisation of Variables
H1: sources of Scale: number (sum) of various recruitment channels used in the recruitment process
information (e.g., announcements at the unemployment office, job ads on social media); Q3 [rchuef—

rchoth]
Dummy: 1 — only one person involved in the recruitment process for the selected

H2: recruitment

panel

occupation within the organisation; 0 — otherwise; Q5 [rcperl]

H3: recruitment
formalisation

Scale: mean of three 5-point Likert scale items measuring: whether the recruitment
process is documented, whether recruitment criteria are clearly defined, and whether
recruiters can bypass formal criteria (reverse-coded); z-standardised; Q7—Q9 [recrdoc,
recrcrit, recrdisc]

H4: flexible
working
arrangements

Scale: mean of three 4-item variables measuring how easy it s, for a selected occupation,
to: vary the start or end of the working day, work remotely at least two days per week,
take one or two days off on short notice; z-standardised; Q13 [posflex1— posflex3]

H5: greedy jobs

Scale: mean of four 4-item variables measuring how often, for a selected occupation,
employees: work overtime, work weekends or outside regular hours, are available on
short notice outside standard hours, go on business trips; z-standardised; Q14
[posgreedl —posgreed4]

policy measures

H6: diversity Dummy: 1 —the organisation has gender diversity goals that are monitored and reported
policy (aims) AND employs a diversity manager; 0 — otherwise; Q19 [divmng], Q21 [divact1]
H7: diversity Scale: number (sum) of existing diversity-oriented measures implemented in the

organisation: training scheme(s) focused on diversity management, hiring practices that
take account of diversity/equity, formal group(s) dealing with diversity-related tasks,
mentoring or buddy programmes accessible to a wide range of employees; z-
standardised; Q22 [divmes1-divmes4]

3.3. Survey Organisation and Sample Selection

The study was conducted in four countries simultaneously, between November 2024 and March
2025 using respondent panels from multiple providers (Cint, Dynata, Norstat, Daisycon). In
Poland and Germany, a small number of additional responses were collected through alternative
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contact sources. In Poland, these included recruiters who had posted job advertisements on the
website of the public employment office. In Germany, contacts were obtained via email from
managers and recruiters identified through the consulting firm Dun & Bradstreet and the HR
managers’ association BPM. Prior to conducting the study, the hypotheses, method and
proposed analytic plan were preregistered in the Open Science at:
https://osf.io/z3paf/?view_only=d635849ac66147a79bfea982441f0da3

The target population of respondents comprised individuals with experience in employee
recruitment (e.g., managers, business owners, external recruiters, HR specialists). Two
respondent screening methods were applied. First, pre-targeting within the respondent panels
invited individuals aged 18 and above, currently employed in recruitment-related positions.
Second, the questionnaire included three additional screening questions. Respondents were
asked: (1) to identify their areas of professional activity, with eligibility limited to those selecting
"Hiring of employees"; (2) to indicate occupations for which they felt competent to assess
candidates, with inclusion requiring at least one positive response from a predefined list (as
described above); and (3) to identify a specific organization they (used to) recruit for and whose
characteristics they felt confident describing. Those unable to identify such an organization were
excluded from the survey.

Data quality was managed across four dimensions: IP validation, browser characteristics,
response durations, and grid answer patterns. These checks identified fraudulent or low-effort
responses based on mismatches in location or device settings, unusually fast or slow answering
behaviour, straight-lining in grid questions, minimum time to answer vignette questions. Of the
3070 completed questionnaires (including vignette evaluations), 2087 (67.98 percent) met the
quality criteria.

3.4. Study context

The study, conducted in Germany, Norway, Poland, and Romania, did not aim to provide an
international comparative analysis, but rather to examine the reliability and the robustness of
the findings across diverse national contexts. Attention should be given to three categories of
contextual factors that may shape the scale of care-based discrimination: economic and labour
market conditions, family policy models and gender norms.

The literature has highlighted how economic and labor market conditions can affect employers’
decision-making (Baert et al., 2015). A difficult economic conjuncture can directly lead to
discriminate vulnerable groups of applicants. If the employers are risk-averse, they might be
particularly sensitive to characteristics signaling lower productivity in periods of economic
uncertainty (Auer et al., 2023; Bjgrnshagen, 2021; Castellano & Rocca, 2017). At the same time,
during the economic downturns the volume of applicants for available positions is high giving
employers more opportunities to discriminate (Birkelund, 2016). We expect that economic
factors will have the least impact on potential cross-country differences in the propensity to
discriminate. In recent years, the economic situation in all analysed countries has generally been
good, with positive economic growth (except for Germany, where a slight economic stagnation
has recently been observed) and an unemployment rate below the EU-27 average. Moreover,
in the vignettes the labour market tightness was standardised by informing respondents that a
sufficient number of job applicants had applied.

Defamilization and familization are two complementary concepts used in the literature to
describe how family policies mitigate the economic risks associated with parenthood. Parental
leave and public childcare provision are key indicators of familizing and defamilizing policy
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approaches, respectively. Empirical evidence shows that long, unpaid (or of low replacement
rate) parental leaves—typical for familizing policies—encourage parents, particularly mothers,
to stay at home (Lohmann & Zagel, 2016). This imposes high parenthood-related costs on
employers due to prolonged employee absences and may increase the risk of care-based
discrimination. In contrast, accessible public childcare—a hallmark of defamilizing policies—
facilitates the reconciliation of caregiving responsibilities with professional work, thereby
reducing employers’ incentives to discriminate based on care obligations. Norway has a well-
developed childcare system and parental leaves of moderate length, which limits the time
parents spend outside the labor market. In contrast, post-communist countries tend to be
characterized by familistic policies (Thévenon, 2011; Ferragina, 2020; Javornik, 2014; Popescu,
2014). Although Romania and Poland differ considerably in the duration of parental leave, both
countries provide limited access to childcare services—particularly for younger children.
Germany, despite offering relatively long parental leave, has higher childcare enrollment rates
than Poland and Romania. Given this context, we expect a lower level of care-related
discrimination in Norway. Conversely, in post-communist countries, where familialism remains
strong, statistical discrimination against women in the labor market is more likely. Germany is
expected to occupy an intermediate position.

Gender norms refer to the dominant understandings of gender roles, gender relations, and
parenthood. These norms are closely intertwined with policy frameworks, as they reflect
assumptions—and the resulting institutional arrangements—regarding the division of labor
between men and women (Pfau-Effinger, 2002). Norway exemplifies the dual breadwinner
model, whereas Germany, Romania, and Poland follow variations of the male
breadwinner/female part-time caregiver model. Although cultural differences exist among
these three countries, a common feature is that families tend to rely primarily on male income,
while women are expected to bear the main responsibility for caregiving (Jensen et al., 2017;
Kohler & Crusmac, 2016; Kurowska, 2020). Such normative expectations may encourage
discriminatory behavior by employers toward women, who—due to their perceived caregiving
role—may be viewed as less committed or productive workers (Correll et al., 2007; Gonzalez et
al., 2019). Consequently, care-based discrimination in hiring is likely to be more pronounced
against women in Germany, Poland, and Romania, and—if present at all—more gender-neutral
in Norway

3.5. Descriptive Statistics

As will be discussed in the following sections, the Romanian sample was eventually excluded
from the analysis. In this country, discrimination based on care responsibilities—a prerequisite
for studying discrimination moderators—was not observed. Eventually the estimation sample
consisted of 1470 respondents (8820 vignettes). Descriptive statistics for all variables used in
the regression are presented in Tables Ala-Alc in Appendix.

By design, the distribution of vignette variable values was uniform, with the exception of the
education and language level variables (see Table Ala). This is because two unlikely vignette
combinations were excluded—we assumed that all natives (host country nationals) speak the
host country language fluently and have degrees obtained in the host country. Each respondent
assessed six vignettes, which explains the difference in the number of observations between the
vignette-level and respondent-level variables.

The respondents’ characteristics and other variables presented in Table Alc show a prevalence
of men, individuals with tertiary education, relatively young participants, and those holding
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upper managerial positions. Survey participants were asked to select at least one (out of five)
occupation they felt most competent to evaluate. If multiple occupations were chosen, the
system selected one in a way that ensured a uniform distribution of evaluated jobs. This
objective was largely achieved.

Table A1b summarizes detailed organizational characteristics. The composite indicators are
presented prior to aggregation and standardization. In particular, the recruitment formalization
indicator includes three dimensions. Most respondents stated that their organizations
document the recruitment process and clearly define evaluation criteria. However, many
acknowledged that managers—who make the final hiring decisions—can override these criteria.
Among the three dimensions of flexible working arrangements, remote work was the most
common. Still, most respondents acknowledged that working remotely at least two days per
week is difficult for a person employed on the position the evaluated candidates applied for. The
least flexible aspect was taking short-notice days off, reported as difficult by 80% of respondents.
The evaluated positions were widely seen as "greedy jobs"—with most respondents indicating
that the jobs at least sometimes met this definition across all four dimensions. Most of the
organizations described by respondents had implemented diversity policy measures, with
diversity-oriented hiring practices being the most common. The relatively low share of
organizations with formal diversity policy aims is due to the survey question specifying that such
aims must be reported, monitored, and aligned with the presence of a diversity manager.

4.Empirical Strategy

In the empirical analysis, we employ a three-step estimation strategy. First, using a two-level
random intercept linear model, with vignettes nested within individuals, we regress the
dependent variable (log of likelihood of hiring) on the vignette variables separately for each
country to identify where discrimination based on caring responsibilities occurs. The results
from this step provide a foundation for the subsequent analysis of organisational-level
moderators of discrimination. In the second step, we estimate a two-level random intercept
linear model” using a pooled sample of countries where caring responsibilities discrimination
has been identified. The model takes the following form:

Y;j = Bo + B1Parent;j+p,Partner;j+p;Parent;jPartner;; + Vign;;jB, +

Ind;ps+0rg;fs + Parent;;0rg;B; + Partner;jOrg;Bg + Parent;jPartner;;Org;By +
Other;fq9 + Countryfq1 + u; + €;;(1)

where:

Y;j: natural logarithm of likelihood (0-10) a candidate would be employed in the organisation for
a given position

* Parent;;: parenthood status vignette variable (0 — the candidate has no children, 1 — the
candidate raises a preschool-aged child)

7In the model specification, we do not distinguish between the respondent and organisation levels, as the
anonymous data collection process did not allow us to identify cases where respondents represented the
same organisation. However, we expect such cases to be rare.
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e Partner;j: partnership status vignette variable (0 — the candidate lives alone, 1 — the
candidate lives with a partner/spouse)

e Vign;;: set of remaining vignette variables as presented in Table 1 and vignette order
control

e Ind;: respondents’ characteristics: gender, parenthood status, tertiary education degree,
position in the organisation/recruitment process

e Org;: respondents’ firm/organisation characteristics: variables as described in Table x2 as
well as company size and ownership status (private, public or mixed)

° Otherj: other control variables: location of the firm/organisation (size of the city/town),
whether firm has branches or a headquarter abroad, occupation evaluated (ICT technician,
office clerk, secretary, bookkeeping clerk, sales worker), sample source

e (Country: country fixed effects (Germany, Norway, Poland)
* uj,¢;;: error terms at individual/firm and vignette level respectively

Our caregiving proxies include parenthood status, partnership status, and their interaction. A
negative coefficient on the parenthood variable — a parenthood penalty — would indicate that
employers are less likely to employ parents compared to childless individuals and thus we
assume they discriminate against workers with caregiving responsibilities. Based on the
literature, we expect the effect of parenthood to be moderated by the partnership status.
Namely, as partners are perceived as supporting parenting duties and lowering their burden,
the estimated parameter for the interaction term between parenthood and partnership status
should be positive.

We next interact partnership and parenthood dummies (as well as their interaction) with
organizational features (Org;) to test the hypothesized moderating effects of the organizational
context. As the literature suggests, that discrimination stemming from caregiving responsibilities
concerns primarily women, we estimate the model on the pooled sample as well as separately
by gender of the candidate presented in the vignette.

In the final step, to test gender-specific differences, we estimate the model described by
Equation (1) with an additional three-way interaction between candidate's gender, caregiving
responsibilities, and organisational factors. To avoid four-way interactions we substitute
parenthood and partnership dummies with one four-categorical variable (Care;;). This model
takes the following form:

Yij = Bo + B1Care;j + VignjB, + Ind;f3 + Org;fs + BsSex;; + Sex;jCare;jfe +
Sex;jOrg;B; + Care;jOrg;Bs + Sex;;jCare;;0rg;Bq + Other;fyo + f11Country + u; + €;;
(2)
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5. Results

5.1. Caregiving Responsibility Discrimination
by Country

The first step in analysing the factors that moderate discrimination based on caregiving
responsibilities is to determine whether this type of discrimination occurs at all. For this reason,
we conducted a (log-linear) regression analysis using only vignette variables separately for each
country under study. The estimated effects and 90% confidence intervals are presented in Figure
1. To facilitate the presentation of results concerning discrimination related to caregiving
responsibilities, we present the estimated effects for three groups identified by our caregiving
proxies (parenthood and partnership status), using the group most burdened with caregiving —
single with a child — as the reference category.

Figure 1. Determinants of Hiring Likelihood by Country (in %)

Germany

recemmended by employee (ref. direct application ) —_——t
male (ref. female ) ——
Ukrainian (ref. native)- _—
other ethnicity (ref. native){ —+—

educated in home country (ref. host country ) ——
hest lang. level B2 (ref. C2) —_—

unrelated job experience (ref. job-related exp) - ——
=ingle, noe children (ref. single with child)— —_—

in relationship, with child (ref. single with child)- —_—

in relationship, ne children (ref. single with child) —_—

recemmended by employee (ref. direct application ) —_—
male (ref. female ) —
Ukrainian (ref. native)- B ———————
other ethnicity (ref. native ) —_——
educated in home country (ref. host country ) —_—
hest lang. level B2 (ref. C2) _—
unrelated job experience (ref. job-related exp) - —_—
=ingle, noe children (ref. single with child)— —_—
in relationship, with child (ref. single with child)- —_—

in relationship, ne children (ref. gingle with child) .
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Poland

recommended by employee (ref. direct application ) —_—
male (ref. female ) —_—
Ukrainian (ref. native)- —_—
other ethnicity (ref. native)- —_—
educated in home country (ref. host country ) —_—
host lang. level B2 (ref. C2) —_—
unrelated job experience (ref. job-related exp) —_—
single, no children (ref. single with child) —_—
in relationship, with child (ref. single with child)- T——

in relationship, ne children (ref. single with child} —_—

Raomania

recommended by employee (ref. direct application ) _—
male (ref. female ) —_
Ukrainian (ref. native) —_—

other ethnicity (ref. native){ —#——

educated in home country (ref. host country ) —_—
host lang. level B2 (ref. C2) _
unrelated job experience (ref. job-related exp) —_—
=ingle, no children (ref. single with child} B
in relationship, with child (ref. single with child)- e
in relationship, ne children (ref. single with child) - _—
—.I2 —.; 5 —.I‘I —.IDE 0 .DIE

Note: “Other ethnicity” refers to Syrians in the case of Germany and Norway, Belarusians in the case of
Poland, and Nepalis in the case of Romania.

Especially in Germany and Poland, it is evident that single parents have lower hiring prospects.
Caregiving is associated with a decreased hiring likelihood in Norway, although the estimated
effects are relatively small and relate to the comparison between single parents and candidates
in a relationship without children. This low level of care-based discrimination is not surprising in
the Norwegian context, which supports the reconciliation of work and care (a partnership-based
family model, accessible and developed childcare infrastructure, parental leaves shorter than in
Germany and Romania as well as social norms emphasising gender equality in the right to
professional work). More surprising is the absence of care-based discrimination in Romania —a
country with less developed public childcare, long parental leaves, and a traditional view of
gender role division®. Given that the analysis of factors moderating discrimination based on

8 Discrimination based on caregiving responsibilities was also not observed in the subsample of female
job applicants in Romania (not reported)
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caregiving responsibilities requires its identification, further analyses will be conducted for three
countries where such discrimination has been identified: Germany, Norway, and Poland.

The other estimated effects confirm our expectations, in principle. The lower likelihood of men
being hired (2-5% less than women) likely reflects the choice of occupations that are mostly
female-dominated. Notably, foreign educational credentials are not significantly penalized in
Germany, despite its strong education—labour market links, though the negative sign aligns with
expectations. Across all countries, immigrants face significantly lower hiring chances, regardless
of language skills or education origin—suggesting potential nationality-based discrimination. In
most countries, job-related experience emerges as the strongest predictor of the likelihood of
hiring after nationality.

5.2. Organisational Features as Moderators of
Care Discrimination

In this section, we analyse the organizational factors that moderate the extent of discrimination
based on caregiving responsibilities. Table 3 presents the estimations’ results based on two
model specifications. Model 1 includes vignette variables and the set of controls (Ind;; Other;,
Country). Model 2 is the full model, as described in Equation (1) with all moderating factors
outlined in the hypotheses. For clarity, the table presents only the most relevant estimates —
care responsibilities proxy and its interaction with organisational features.

Table 3. Determinants of Hiring Likelihood: Organizational Moderators of Care-Based
Discrimination (Germany, Norway, Poland pooled).

Model1.1 Model1l.2 Modell.3 Model2.1 Model2.2 Model2.3
all women men all women men

child (ref. no children) -0.037""  -0.069"  -0.026 -0.037* -0.060" -0.024
(0.011) (0.016) (0.016) (0.017) (0.026) (0.026)

in partnership (ref. single) 0.012 0.004 0.020 0.014 0.006 0.034
(0.011) (0.016) (0.017) (0.017) (0.026) (0.027)

partnership # child 0.022 0.054™ 0.012 0.021 0.033 0.012
(0.016) (0.025) (0.025) (0.025) (0.039) (0.040)

firm size -0.033"  -0.036"  -0.032"
(0.013) (0.014) (0.016)

child # size 0.007 0.032" -0.006
(0.011)  (0.017)  (0.017)

partnership # size 0.018 0.013 0.026
(0.011) (0.017) (0.018)

child # partnership # size -0.010 -0.045" 0.012
(0.017) (0.025) (0.026)

ownership (public, ref. private) 0.023 0.008 0.051
(0.027) (0.031) (0.034)
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child # public 0.013 0.029 -0.029
(0.024) (0.037) (0.037)

partnership # public 0.008 0.040 -0.035
(0.024) (0.036) (0.038)

child # partnership # public -0.069" -0.083 -0.028
(0.036) (0.054) (0.056)

number of sources of information 0.010 0.011 0.004
(0.012) (0.014) (0.015)

child # sources -0.020" -0.020 -0.022
(0.011) (0.016) (0.017)

partnership # sources -0.014 -0.010 -0.008
(0.011) (0.016) (0.017)

child # partnership # sources 0.025 0.016 0.035
(0.016) (0.024) (0.025)

recruit. panel (1 pers., ref. bigger panel) -0.032 -0.028 -0.027
(0.031) (0.036) (0.041)

child # panel -0.013 -0.021 0.008
(0.029) (0.044) (0.044)

partnership # panel 0.011 0.017 -0.021
(0.029) (0.043) (0.045)

child # partnership # panel 0.020 -0.004 0.038
(0.043) (0.065) (0.066)

recruitment formalisation 0.013 0.026" 0.000
(0.012) (0.014) (0.016)

child # formalisation -0.014 -0.025 -0.008
(0.011) (0.017) (0.017)

partnership # formalisation -0.008 -0.027 0.009
(0.011) (0.017) (0.017)

child # partnership # formalisation -0.000 0.018 0.002
(0.017) (0.025) (0.025)

flexible working arrangements 0.023" 0.024" 0.021
(0.012) (0.014) (0.015)

child # flexible 0.026™ 0.030" 0.019
(0.011) (0.016) (0.016)

partnership # flexible -0.001 0.017 -0.009
(0.011) (0.016) (0.017)

child # partnership # flexible -0.023 -0.041" -0.006
(0.016) (0.024) (0.025)
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greedy job -0.003 0.007 -0.011
(0.012) (0.014) (0.016)

child # greedy -0.031™*  -0.034™ -0.019
(0.011) (0.017) (0.017)

partnership # greedy 0.004 0.001 -0.003
(0.011) (0.017) (0.018)

child # partnership # greedy 0.007 -0.008 0.012
(0.016) (0.025) (0.025)

diversity policy aims (yes, ref. no) 0.034 0.038 0.028
(0.029) (0.033) (0.037)

child # aims -0.003 -0.029 0.017
(0.027) (0.040) (0.040)

partnership # aims -0.014 -0.044 0.003
(0.027) (0.041) (0.042)

child # partnership # aims 0.044 0.111" -0.002
(0.039) (0.060) (0.062)

diversity policy measures 0.032™ 0.028" 0.037*
(0.014) (0.016) (0.019)

child # measures 0.029" 0.046"" 0.013
(0.013) (0.019) (0.020)

partnership # measures 0.016 0.021 0.007
(0.013) (0.020) (0.021)

child # partnership # measures -0.022 -0.038 0.002
(0.019) (0.029) (0.030)
N 8820 4410 4410 8820 4410 4410
ngrps 1470 1470 1470 1470 1470 1470
var_vign 0.116 0.110 0.120 0.115 0.109 0.119
var_ind 0.113 0.100 0.125 0.109 0.095 0.121
ICC 0.494 0.476 0.510 0.486 0.465 0.505

4424796  2358.693 2617.987 4373.670 2309.693 2586.359
Coefficients of two-level linear random intercept models. Variables not shown:

company characteristics — branch, location;

individual characteristics — sex, parenthood status, tertiary degree; age; job title;

other characteristics — occupation evaluated, vignette order, country, sample source, vignette variables;
dependent variable — natural log of hiring likelihood;

*okok

*p<0.10, ™ p<0.05, ™ p < 0.01; standard errors in parentheses.
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In the pooled sample, the estimates related to care responsibilities remain stable across models,
consistent with the presence of discrimination based on care (Models 1.1 and 2.1). In Model 1.1
we observe a ‘parenthood penalty’ —parents are 3.7 percent less likely to be hired compared to
individuals without children. This effect is driven mainly by women — a female candidate with a
child suffers a parenthood penalty of 6.9 percent. The parenthood penalty among women is
reduced for mothers raising a child together with a partner, as indicated by the positive and
statistically significant estimate of the partnership x child interaction term. Therefore, the group
which is particularly subject to hiring discrimination are single mothers. In the sample of men,
the abovementioned patterns are similar, however, the estimated effects are weaker and not
statistically significant.

In the next step of the analysis, we turn to the hypotheses about organizational moderators of
care discrimination. Contrary to expectations, greater availability of information about
candidates (proxied by the number of information sources) does not reduce the extent of
discrimination based on care responsibilities. Similarly, a higher level of recruitment process
formalization does not appear to influence the degree of discrimination. In companies where
recruitment decisions are made individually—without exposure to peer accountability—the
parenthood penalty appears to be stronger (negative coefficient of the interaction term child x
panel). However, this effect is observed only with respect to female candidates and is not
statistically significant. Furthermore, the hypothesis concerning diversity-oriented goals
(monitored and supported by a diversity manager) is not supported. At the 10 percent
significance level, we observe a statistically significant and relatively large coefficient of the
interaction child x partnership x aims. However, it remains unclear why partnered parents would
be particularly preferred candidates in organisations with diversity-oriented goals. Thus, the
least empirical support is found for Hypotheses H1, H2, H3, and H6, which are therefore
rejected.

Turning to the organisational characteristics that emerged as significant moderators of
discrimination based on care responsibilities: flexible working arrangements are associated with
reduced discrimination (H4), thereby decreasing the parenthood penalty, as indicated by a
positive and statistically significant child x flexible interaction term. More specifically, such
arrangements appear to reduce hiring discrimination against single mothers but do not
moderate hiring likelihood of partnered mothers—this effect is statistically significant within the
subgroup of women, and the three-way interaction term child x partnership x flexible is negative
and statistically significant. For jobs that can be described as “greedy” —requiring overtime,
business trips, weekend work, and availability on a short notice—parents tend to have poorer
hiring prospects, while childless candidates, regardless of their partnership status, are more
likely to be hired (H5). As in previous findings, this effect is statistically significant only with
respect to female job candidates. Finally, implementing diversity policy measures also appears
to reduce the parenthood penalty (H7). Similar to flexible working arrangements, these
measures—including diversity management training schemes, inclusive hiring practices, task
forces, and mentoring programs—seem to benefit single but not partnered mothers. However,
in this case, the child x partnership x measures interaction term is not statistically significant.

5.3. Gender-Specific Analysis

In this section, we take a closer look at the factors moderating the strength of care
responsibilities discrimination, with a particular focus on gender differences. To this end, we
estimate Equation 2 with three-way interaction terms between gender, the proxy for caregiving
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responsibilities, and organizational characteristics. For ease of interpretation, the results are
presented as predictive margins based on Equation 2 and visualized in the accompanying figures.

Figure 2 reveals several interesting effects. Single parents have significantly lower chances of
being hired. However, the greater the number of the diversity policy measures in an
organisation, the more this group benefits. Moreover, the slope of the line for the 'single with
child' group among women is slightly steeper than that of any other female group, as well as
steeper than the corresponding curve for men. However, the difference in slopes is only
statistically significant between the 'single with child' and 'in relationship, no children' groups
among women (See Table A2a, left column, in Appendix). To sum up, single mothers benefit
most from diversity policy measures, in particular with comparison to childless women in
relationships.

Figure 2. Care Discrimination and Diversity Policy Measures, by Gender (predictive margins)

woman man

-1 1 1 1

Hiring Likelihood (LN, linear prediction)

Diversity Policy Measures

——— family status: single with child
— —4& —- family status: single no children

‘& - family status: in relationship with child
---4-- family status: in relationship no children

*Fitted values of hiring probability as a function of gender, care responsibilities, and a ‘diversity policy
measures’ proxy (z-score)

A similar pattern is observed in relation to flexible working arrangements (Figure 3). Both in case
of men and women, the most penalised group are single parents. The presence of flexible work
arrangements helps reduce the care responsibilities penalty in hiring, although the moderating
effect is generally weaker in case of men (although the only statistically significant gender
difference in slopes refers to those in relationship without children, see Table A2b, middle
column). Among women, the difference in slopes is statistically significant between single
parents and both singles without children and partnered parents. Among men, the difference is
statistically significant between single parents and those in relationship without children (see
Table A2a, middle column).
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Figure 3. Care Discrimination and Flexible Working Arrangements, by Gender (predictive
margins)

woman man

18 1.95
1

1.85
|

-1 1 -1 1
Flexible Working Arrangements

Hiring Likelihood (LN, linear prediction)

—&—— family status: single with child
— —4& —- family status: single no children

‘& - family status: in relationship with child
--- 4 --- family status: in relationship no children

*Fitted values of hiring probability as a function of gender, care responsibilities, and a ‘flexible working
arrangements’ proxy (z-score)

Finally, an interesting pattern is observed with respect to greedy jobs. As the jobs become more
‘greedy', the hiring prospects of mothers decline—regardless of whether they are in a
relationship or not. In contrast, the hiring chances of childless women remain largely unchanged.
The differences in slopes between both categories of mothers and both categories of childless
women are statistically significant (see Table A2a, right column). For men, hiring prospects
generally fall with increasing job demands, without clear distinction across caring responsibilities
groups. None of the differences in slopes between the various caregiving responsibility groups
are statistically significant (see Table A2a, right column).
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Figure 4. Care Discrimination and Greedy Jobs, by Gender (predictive margins)
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*Fitted values of hiring probability as a function of gender, care responsibilities, and a ‘greedy job’ proxy
(z-score)

6. Robustness analysis

As robustness checks, we conduct two analyses. First, we rerun the regression model specified
in Equation 1 using an alternative dependent variable measuring the likelihood of receiving an
interview invitation on a 0-10 scale. The estimation results, presented in Table A3 in the
Appendix, confirm the robustness of our findings. At the early stage of recruitment (when
decisions are made about who advances to later stages), a parenthood penalty is evident,
particularly affecting female candidates. Consistent with our previous results, this penalty is
mitigated by flexible working arrangements and diversity-oriented policy measures, and it
increases when candidates apply for more demanding (“greedy”) jobs. However, one important
discrepancy arises. The results suggest that organizations with more formalized recruitment
processes are less likely to invite candidates who are parents or who are in a partnership. These
findings contradict H3 and support its rejection.

Second, we test for the presence of socially desirable responding (SDR), which may bias the
estimates—particularly those related to the vignette variables. To account for this potential bias,
we included in the survey a five-item measure of SDR (SDRS-5) developed by Hays, Hayashi, and
Stewart (1989), which is a short version of the Marlowe—Crowne Social Desirability Scale. This
measure presents respondents with descriptions of highly desirable behaviours that are rare
and undesirable behaviours that are common. Respondents who claim they always engage in
the former (e.g., ‘are always good listeners, no matter who they are talking to’) and never in the
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latter (e.g., ‘sometimes feel resentful when they do not get their way’) are considered prone to
SDR.

We reran regression models 1.1-1.3 presented in Table 3, comparing results for the full sample
and the subsample not prone to SDR. The comparison of estimated effects suggests that SDR
may indeed lead to underestimation of discrimination. However, statistically significant
differences were observed only for the parenthood penalty (with estimates of -0.069 vs. -0.106,
respectively) and the child x partnership interaction term (0.054 vs. 0.109, respectively) for
female candidates. Thus, our findings may be interpreted as reflecting a lower bound of hiring
discrimination based on care responsibilities.

7. Conclusions

While experimental research has documented the existence of care responsibilities
discrimination—primarily against mothers—few studies have examined its organizational-level
moderators. This study makes a key contribution by using a factorial survey experiment in four
European countries to identify how discrimination based on care responsibilities is shaped by
partnership status, and by showing how this interplay is moderated by concrete organizational
conditions. By extending the analysis beyond individual-level biases to include organizational
opportunity structures and job demands, this research highlights how discrimination in hiring
can be reduced through organizational-level measures. The results indicate that addressing this
form of discrimination requires more than attitudinal change, and a rethinking of how work is
organized and how and which diversity initiatives are implemented.

Consistent with prior research (e.g., Correl, 2007; Hipp, 2020; Zamberlan et al., 2024), we find
evidence of discrimination based on parenthood and partnership status, especially for women.
More specifically, the results show a gendered parenthood penalty, where mothers—especially
single mothers—face significant disadvantages in hiring processes. The results suggest at least
three conclusions on how parenthood discrimination is moderated by organizational
characteristics and job demands.

First, discrimination based on care responsibilities, particularly against mothers, seems to be less
likely in organizations that have implemented diversity policy measures, such as training
schemes focussed on diversity management, inclusive hiring practices, task forces, or mentoring
programs. This supports previous findings that certain diversity measures, such as those that
assign organizational responsibility and engage managers, are effective in reducing bias (Kalev
et al., 2006; Dobbin et al., 2015, see also Holzer and Neumark, 2000). In this way, implementing
certain types of diversity measures may help to reduce care-related discrimination, which is
consistent with previous research on workplace inequality (e.g., Dobbin et al.,, 2015). In
particular, policy efforts could focus on encouraging organizations to move beyond assigning a
diversity manager or setting monitored targets, and adopt concrete, actionable measures like
inclusive hiring practices, mentoring programs, and diversity management training to engage
managers in diversity efforts.

Second, there is less discrimination based on care responsibilities in organizations that offer
flexible work arrangements, potentially because recruiters in these companies are less likely to
view the demands of the job as incompatible with parenthood (cf. Fuller & Hirsch, 2019). This
particularly benefits single mothers, and to a lesser extent, single fathers. Therefore, by
restructuring jobs to provide increased flexibility for all employees, employers may mitigate the
likelihood of discrimination based on care responsibilities. Policy makers could consider
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supporting the uptake of flexible and inclusive work arrangements (e.g., through public
incentives or regulatory frameworks) particularly in sectors where such discrimination is most
pronounced.

Finally, female candidates with a child have poorer hiring prospects for ‘greedy jobs’, regardless
of whether they are in a relationship. Thus, whereas Goldin (2021) explains the gender pay gap
with reference to women opting out of ‘greedy work’ due to time constraints related to childcare
and domestic responsibilities, our results show that mothers may also be discriminated against
when applying to such jobs. This suggests that employer-driven exclusion may also contribute
to the underrepresentation of mothers in high-demand jobs. This corresponds to the findings of
Ishizuka (2021), who found stronger discrimination against mothers when job demands were in
greater conflict with stereotypes about motherhood.

While the above-mentioned organizational-level factors, such as specific diversity policy
measures and flexible work arrangements, reduce discrimination, others, including using more
sources of information, more developed recruitment panels/boards, and formalized
recruitment practices, do not significantly moderate the outcomes. Additionally, we did not find
lower levels of care-related discrimination in organizations that have established diversity goals
that are subject to monitoring and that have an employee responsible for such aims (e.g., a
diversity manager), in contrast to what we expected based on previous research on
organizational diversity initiatives (Kalev et al., 2006; Dobbin et al., 2015). While this may imply
that these factors do not matter for reducing care-related discrimination, it could also result
from the adopted empirical strategy. Despite the limitations of the FSE method discussed in
Section 3.1 (socially desirable responding, insufficient effort responding, intentions vs. actual
behaviour), which we have attempted to mitigate, it is also important to consider the question
of generalizability of our findings. All individuals depicted in the vignettes are young, in the early
stages of their careers, with education and English proficiency levels aligned with typical job
requirements. They have two years of professional experience and no history of unemployment.
The estimated effects may differ for less employable populations. Although it is difficult to
predict how the vignette design affects the overall estimates of discrimination, one element is
likely to attenuate the observed caregiving-related effects. Because all candidates are young,
they may be subject to the so-called fertility penalty—that is, employers may assume that, even
if a candidate does not currently have children, their status may soon change. This perceived
fertility risk could reduce employability differences between candidates with and without
caregiving responsibilities, thus lowering the observed impact of parenthood and partnership
status.
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Appendix. Supplementary tables and
figures

Figure A1. Example of the vignette used in the survey (German version, before translation)

You are recruiting for the full-time bookkeeping clerk position. You have received a sufficient number of
applications. All the applicants have the resident and work parmit allowing them to be employed in your country.
Among them there is a candidate with characteristics provided below:

Application you received the application diractly from the candidate
Age 22 years old

Gender man

Nationality Ukrainian

Education upper secondary, vocational obtained in Ukraine

Professional experience  two years of professional experience in Germany in a similar position

Mother Tongue Ukrainian
German proficient level (C2)
English intermeadiate level (B1)

Background information  the candidate lives with a partner/spouse and has no children

How likely is that you will invite this person for the interview given the needs and characteristics of
your organisation? (0 — very unlikely; 10 — very likely)

How likely is that this person would be employed given the needs and characteristics of your
organisation (0 — very unlikely; 10 — very likely)
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Table Ala Descriptive Statistics: Dependent Variable and Vignette Variables

Variable Obs Mean Std. Dev. Min Max
Dep var: employment likelihood 8820 6.421 2.479 0.000 10.00
vign: refereces . . . . .

you received the application directly from the candidate 8820 0.500 0.500 0.000 1.000
the candidate was recommended by one of the employees 8820 0.500 0.500 0.000 1.000
vign: sex . . . . .
woman 8820 0.500 0.500 0.000 1.000
man 8820 0.500 0.500 0.000 1.000
vign: nationality . . . . .
native 8820 0.333 0.471 0.000 1.000
Ukrainian 8820 0.333 0.471 0.000 1.000
other ethnic group 8820 0.333 0.471 0.000 1.000
vign: education . . . . .

in host country 8820 0.667 0.471 0.000 1.000
in home country 8820 0.333 0.471 0.000 1.000
vign: host country language level . . . . .
proficient level (C2) 8820 0.667 0.471 0.000 1.000
upper intermediate level (B2) 8820 0.333 0.471 0.000 1.000
vign: type of experience . . . . .

2 years’ experience in a similar position 8820 0.504 0.500 0.000 1.000
2 years’ experience not related to job applied for 8820 0.496 0.500 0.000 1.000
vign: parenthood . . . . .
preschool-aged child 8820 0.499 0.500 0.000 1.000
no children 8820 0.501 0.500 0.000 1.000
vign: partnership

in partnership 8820 0.499 0.500 0.000 1.000
single 8820 0.501 0.500 0.000 1.000

Source: own elaboration
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Table A1b Descriptive Statistics: Organisational Characteristics

Variable Obs Mean Std. Dev. Min Max
sources of information

No. of recruitment tools used 1470 6.028 2.338 1.000 13.000
recruitment board . . . . .
broader recruitment panel 1470 0.824 0.380 0.000 1.000
only 1 person involved in recruitment 1470 0.176 0.380 0.000 1.000
recruitment formalisation

recruitment process well

documented?®

Strongly Disagree 1469 0.030 0.170 0.000 1.000
Disagree 1469 0.045 0.207 0.000 1.000
Neither Agree nor Disagree 1469 0.088 0.283 0.000 1.000
Agree 1469 0.381 0.486 0.000 1.000
Strongly Agree 1469 0.457 0.498 0.000 1.000
clearly defined evaluation criteria . . . . .
Strongly Disagree 1467 0.020 0.142 0.000 1.000
Disagree 1467 0.045 0.207 0.000 1.000
Neither Agree nor Disagree 1467 0.085 0.279 0.000 1.000
Agree 1467 0.452 0.498 0.000 1.000
Strongly Agree 1467 0.397 0.489 0.000 1.000
recruiters decide, regardless of

criteria

Strongly Disagree 1465 0.027 0.161 0.000 1.000
Disagree 1465 0.092 0.289 0.000 1.000
Neither Agree nor Disagree 1465 0.126 0.332 0.000 1.000
Agree 1465 0.417 0.493 0.000 1.000
Strongly Agree 1465 0.338 0.473 0.000 1.000

flexible working arrangements
to vary start/end of working day

Very easy 1428 0.092 0.289 0.000 1.000
Quite easy 1428 0.239 0.426 0.000 1.000
Quite difficult 1428 0.482 0.500 0.000 1.000
Very difficult 1428 0.187 0.390 0.000 1.000
to work remotely at least 2

days/week

Very easy 1430 0.183 0.386 0.000 1.000
Quite easy 1430 0.232 0.422 0.000 1.000
Quite difficult 1430 0.386 0.487 0.000 1.000
Very difficult 1430 0.199 0.399 0.000 1.000
to get days off in short notice . . . . .
Very easy 1442 0.024 0.154 0.000 1.000
Quite easy 1442 0.171 0.377 0.000 1.000
Quite difficult 1442 0.592 0.491 0.000 1.000
Very difficult 1442 0.212 0.409 0.000 1.000
greedy job

overtime work

Often 1469 0.083 0.276 0.000 1.000
Sometimes 1469 0.449 0.497 0.000 1.000
Seldom 1469 0.381 0.486 0.000 1.000

% Lower observation counts for some disaggregated variables result from the fact that, during aggregation,
means were calculated based on non-missing values. For this reason, the aggregated variables refer to
slightly larger sample sizes than the component variables.
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Never
working weekends and unsocial
hours

Often

Sometimes

Seldom

Never
availability after hours on short
notice

Often

Sometimes

Seldom

Never

business trips

Often

Sometimes

Seldom

Never
diversity policy aims

no

yes
diversity policy measures
training schemes on diversity
no

yes

diversity-oriented hiring practices
no

yes
task forces

no

yes

accessible mentoring programs
no

yes

ownership

private

public or mixed
size

10to 49

50 to 249

250 to 999

More than 1000

branch or headquarter abroad
no

yes

localisation

In the centre or suburbs of a large city
In a middle-sized town

In a village or small town

1469

1461
1461
1461
1461

1463
1463
1463
1463

1460
1460
1460
1460

1470
1470

1470
1470

1470
1470

1470
1470

1470
1470

1470
1470

1470
1470
1470
1470

1470
1470

1470
1470
1470

0.086

0.292
0.409
0.225
0.074

0.211
0.467
0.262
0.060

0.208
0.419
0.308
0.065

0.616
0.384

0.558
0.442

0.445
0.555

0.580
0.420

0.448
0.552

0.718
0.282

0.213
0.314
0.259
0.214

0.567
0.433

0.563
0.329
0.108

0.281

0.455
0.492
0.417
0.262

0.408
0.499
0.440
0.238

0.406
0.493
0.461
0.247

0.486
0.486

0.497
0.497

0.497
0.497

0.494
0.494

0.497
0.497

0.450
0.450

0.409
0.464
0.438
0.410

0.496
0.496

0.496
0.470
0.311

0.000

0.000
0.000
0.000
0.000

0.000
0.000
0.000
0.000

0.000
0.000
0.000
0.000

0.000
0.000

0.000
0.000

0.000
0.000

0.000
0.000

0.000
0.000

0.000
0.000

0.000
0.000
0.000
0.000

0.000
0.000

0.000
0.000
0.000

1.000

1.000
1.000
1.000
1.000

1.000
1.000
1.000

1.000

1.000
1.000
1.000
1.000

1.000
1.000

1.000
1.000

1.000
1.000

1.000
1.000

1.000
1.000

1.000
1.000

1.000
1.000
1.000
1.000

1.000
1.000

1.000
1.000
1.000
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Table Alc. Descriptive Statistics: Respondents’ Characteristics and Other Control Variables

Variable Obs Mean Std. Dev.  Min Max
sex . . . . .

male 1470 0.552 0.497 0.000 1.000
female 1470 0.448 0.497 0.000 1.000
at least one child under 14 . . . . .

no 1470 0.510 0.500 0.000 1.000
yes 1470 0.490 0.500 0.000 1.000
tertiary education degree . . . . .

no 1470 0.220 0.415 0.000 1.000
yes 1470 0.780 0.415 0.000 1.000
age . . . . .

20-29 1470 0.141 0.349 0.000 1.000
30-39 1470 0.342 0.474 0.000 1.000
40-49 1470 0.292 0.455 0.000 1.000
50-59 1470 0.165 0.371 0.000 1.000
60-69 1470 0.055 0.228 0.000 1.000
70 or more years 1470 0.004 0.064 0.000 1.000
job position . . . . .

Executive manager or owner of the organisation 1470 0.146 0.353 0.000 1.000
Senior manager or member of the board 1470 0.276 0.447 0.000 1.000
HR specialist 1470 0.171 0.377 0.000 1.000
Direct supervisor 1470 0.220 0.415 0.000 1.000
Co-worker 1470 0.064 0.245 0.000 1.000
External recruiter 1470 0.118 0.322 0.000 1.000
Other 1470 0.005 0.074 0.000 1.000
occupation evaluated . . . . .

ICT technician 1470 0.197 0.398 0.000 1.000
office clerk 1470 0.222 0.415 0.000 1.000
secretary 1470 0.201 0.401 0.000 1.000
bookkeeping clerk 1470 0.202 0.402 0.000 1.000
sales worker 1470 0.178 0.382 0.000 1.000
vignette order 1470 3.500 1.708 1.000 6.000
country . . . . .

Germany 1470 0.390 0.488 0.000 1.000
Norway 1470 0.240 0.427 0.000 1.000
Poland 1470 0.370 0.483 0.000 1.000
sample source . . . . .

Cint 1470 0.367 0.482 0.000 1.000
Own 1470 0.035 0.183 0.000 1.000
Dynata 1470 0.369 0.482 0.000 1.000
Norstat (NOR) 1470 0.148 0.355 0.000 1.000
Talk Online Panel 1470 0.000 0.000 0.000 0.000
Daisycon 1470 0.082 0.275 0.000 1.000

Source: own elaboration
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Table A2a. Care Responsibilities and Probability of Hiring. Differences in Organisational Features’
Slopes (ref. single, with child)

diversity measures flexible work greedy jobs

women Difference P>z Difference P>z Difference P>z
single, no children -0.037 0.047 -0.037 0.021 0.046 0.004
in relationship, with child -0.010 0.594 -0.030 0.066 0.013 0.433
in relationship, no children -0.020 0.314 -0.021 0.186 0.046 0.006
men

single, no children -0.023 0.228 -0.017 0.274 0.016 0.294
in relationship, with child -0.002 0.915 -0.018 0.251 0.010 0.515
in relationship, no children -0.005 0.772 -0.034 0.023 0.023 0.132

*Differences: contrasts of marginal linear predictions

Table A2b. Care Responsibilities and Probability of Hiring. Differences in Organisational Features’
Slopes (men, ref. women)

diversity measures flexible work greedy job

Difference P>z Difference P>z Difference P>z
single, with child -0.012 0.517 -0.013 0.420 0.009 0.565
single, no children 0.002 0.898 0.007 0.656 -0.020 0.202
in relationship, with child -0.004 0.833 -0.001 0.954 0.007 0.674
in relationship, no children 0.002 0.906 -0.026 0.098 -0.013 0.438

*Differences: contrasts of marginal linear predictions

Table A3. Determinants of Interview Invitation Likelihood: Organizational Moderators of Care-
Based Discrimination (Germany, Norway, Poland pooled).

Model Model Model Model Model Model
1.1 1.2 1.3 2.1 2.2 2.3 men
all women men all women
child (ref. no children) -0.032"" -0.055"" -0.028" -0.036™ -0.046" -0.032

(0.010) (0.016) (0.016) (0.016) (0.025) (0.025)

in partnership (ref. single) 0.014 0.006 0.027 0.020 0.008 0.042
(0.010) (0.016) (0.017) (0.017) (0.025) (0.027)

partnership # child 0.016 0.037 0.012 0.009 0.010 0.010
(0.015) (0.024) (0.024) (0.024) (0.038) (0.038)

size -0.022" -0.012 -0.031"
(0.012) (0.014) (0.016)

child # size 0.011 0.020 0.010
(0.011) (0.017) (0.016)

partnership # size 0.013 -0.004 0.030"
(0.011) (0.016) (0.017)

child # partnership # size -0.020 -0.042" -0.006
(0.016) (0.024) (0.025)

ownership (public, ref. private) 0.037 0.022 0.067""
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child # public

partnership # public

child # partnership # public

sources of information

child # sources

partnership # sources

child # partnership # sources

recruit. panel (1 pers., ref. bigger
panel)

child # panel

partnership # panel

child # partnership # panel

recruitment formalisation

child # formalisation

partnership # formalisation

child # partnership # formalisation

flexible working arrangements

child # flexible

partnership # flexible

(0.026)

0.002
(0.023)

-0.016
(0.023)

-0.047
(0.034)

0.008
(0.012)

-0.017
(0.011)

-0.008
(0.011)

0.024
(0.016)

-0.047
(0.031)

-0.025
(0.028)

0.003
(0.028)

0.016
(0.041)

0.010
(0.012)

-0.025™
(0.011)

-0.007
(0.011)

0.011
(0.016)

0.026"
(0.012)

0.018"
(0.010)

-0.014
(0.010)

(0.030) (0.033)

0.016 -0.044
(0.035) (0.035)

0.024 -0.059
(0.035) (0.037)

-0.063 -0.008
(0.052) (0.054)

0.016 -0.003
(0.013) (0.015)

-0.020 -0.015
(0.016) (0.016)

-0.003 -0.004
(0.015) (0.017)

0.012 0.038
(0.023) (0.025)

-0.019 -0.063
(0.035) (0.040)

-0.063 0.006
(0.042) (0.043)

-0.024 0.003
(0.041) (0.044)

0.049 -0.010
(0.062) (0.064)

0.027* -0.005
(0.013) (0.015)

-0.045™ -0.014
(0.016) (0.016)

-0.032" 0.011
(0.016) (0.017)

0.039 0.004
(0.024) (0.025)

0.024" 0.029"
(0.013) (0.015)

0.029" 0.005
(0.016) (0.016)

0.008 -0.029°
(0.015)  (0.017)
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child # partnership # flexible -0.007 -0.030 0.006
(0.015) (0.023) (0.024)

greedy job -0.008 -0.006 -0.010
(0.012) (0.013) (0.015)

*kk % *

child # greedy -0.039 -0.034 -0.036
(0.011) (0.016) (0.016)

partnership # greedy 0.001 0.002 -0.008
(0.011) (0.016) (0.017)

child # partnership # greedy 0.017 0.001 0.024
(0.016) (0.024) (0.024)

diversity policy aims (yes, ref. no) 0.027 0.027 0.018
(0.028) (0.032) (0.036)

child # aims 0.022 -0.004 0.046
(0.025) (0.039) (0.039)

partnership # aims -0.005 -0.014 0.009
(0.026) (0.039) (0.041)

child # partnership # aims 0.047 0.093 0.010
(0.038) (0.058) (0.059)

diversity policy measures 0.024" 0.013 0.033"
(0.014) (0.016) (0.018)

child # measures 0.026"™ 0.050™" 0.009
(0.013) (0.019) (0.019)

partnership # measures 0.019 0.023 0.014
(0.013) (0.019) (0.020)

child # partnership # measures -0.029 -0.045 -0.014
(0.019) (0.028) (0.029)
N 8820 4410 4410 8820 4410 4410
ngrps 1470 1470 1470 1470 1470 1470
var_vign 0.107 0.101 0.112 0.106 0.100 0.110
var_ind 0.109 0.095 0.121 0.105 0.090 0.118
ICC 0.503 0.483 0.521 0.497 0.476 0.517

4106.858 2187.647  2488.947  4050.323 2137.310 2451.376
Coefficients of two-level linear random intercept models. Variables not shown:

company characteristics — branch, location;

individual characteristics — sex, parenthood status, tertiary degree; age; job title;

other characteristics — occupation evaluated, vignette order, country, sample source, vignette variables;
dependent variable — natural log of hiring likelihood;

*p<0.10, " p<0.05, ™" p <0.01; standard errors in parentheses.
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Table A4 Determinants of Hiring Likelihood: Full vs. Non-SDR Sample (Germany, Norway, Poland

pooled).
Model 1.1 Model 1.2 Model 1.3 Model Model 2.2 Model 2.3
all women men 2.1all women men
child (ref. no children) -0.037"" -0.069™"" -0.026 -0.048™"" -0.106™"" -0.037
(0.011) (0.016) (0.016) (0.016) (0.024) (0.025)
In partnership (ref. single) 0.012 0.004 0.020 0.014 -0.009 0.021
(0.011) (0.016) (0.017) (0.016) (0.025) (0.025)
child # partnership 0.021 0.054™ 0.011 0.037 0.109"" 0.019
(0.016) (0.025) (0.025) (0.023) (0.037) (0.037)
candidate recommended -0.010 -0.009 -0.012 -0.013 -0.023 -0.008
(ref. no recommendation) (0.007) (0.011) (0.011) (0.011) (0.017) (0.017)
man (ref. woman) -0.031%** -0.027**
(0.007) (0.011)
Ukrainian (ref. native) -0.143™ -0.1407"" -0.150""" -0.135"" -0.119"" -0.156™""
(0.011) (0.017) (0.018) (0.016) (0.025) (0.026)
other nationality -0.173™ -0.169™"" -0.178™" -0.158""" -0.156""" -0.165™"
(ref. native) (0.011) (0.017) (0.017) (0.016) (0.025) (0.026)
education: home country -0.031™" -0.024" -0.042™" -0.030™ -0.044™ -0.024
(ref. host country) (0.009) (0.014) (0.015) (0.013) (0.020) (0.022)
host country language -0.045™" -0.030™ -0.055™" -0.063™" -0.050"" -0.079™"
B2 (ref. C2) (0.009) (0.013) (0.014) (0.013) (0.020) (0.021)
experience not related -0.107™" -0.111™ -0.097"* -0.118™* -0.115™" -0.110™"
to job (ref. related) (0.007) (0.011) (0.012) (0.011) (0.017) (0.017)
N 8820 4410 4410 3894 1936 1958
ngrps 1470 1470 1470 649 649 649
var_vign 0.116 0.110 0.120 0.110 0.106 0.113
var_ind 0.113 0.100 0.124 0.123 0.106 0.135
ICC 0.493 0.475 0.510 0.530 0.498 0.544
Il -4422.899 -2356.016 -2616.892 - -1022.925 -1140.244
1884.729

Coefficients of two-level linear random intercept models. Variables not shown:

company characteristics — branch, location;

individual characteristics — sex, parenthood status, tertiary degree; age; job title;

other characteristics — occupation evaluated, vignette order, country, sample source, vignette variables;
dependent variable — natural log of hiring likelihood;

*p<0.10, " p<0.05, ™" p <0.01; standard errors in parentheses.
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