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ABSTRACT KEYWORDS

This is the first harmonised correspondence study on the Harmonised field
recruitment behaviour of employers in the US and in Spain. By  experiment; Latinos; ethnic
comparing the call-back rates of Latino minority and majority group stereotypes; labour
group applicants, we measure the labour market discrimination ~ Market discrimination
that Latinos experience in these two national contexts. Due to

their proximity in terms of culture and language, Latinos are

expected to experience less discrimination in Spain than in the

US. This is supported by our findings, as the level of

discrimination against Latinos in the US is high and statistically

significant, while we find no evidence of statistically significant

discrimination against Latinos in Spain. In line with research on

the intersection between ethnicity and gender in stereotyping, we

find gender differences regarding discrimination in both countries,

though in opposite directions. While Latino males are more

discriminated than Latino females in the US, Latino females

experience more discrimination than their male counterparts in

Spain, who are not treated differently from Spanish native men.

Our results indicate that ethnic group stereotypes are country-

specific and different for males and females of the same ethnicity.

Moreover, we find partial evidence that ethnic group stereotypes

can be counteracted when favourable information on warmth and

competence is provided.

Latinos are a well-established minority in the US, yet they have increasingly become the
target of prejudice and stigmatisation, especially because they are often linked to undocu-
mented immigration (Chavez 2013; Dovidio et al. 2010; Flores 2017; Massey, Pren, and
Durand 2016). There is ample evidence revealing negative attitudes and stereotypes
towards Latinos (Deaux and Ethier 1998; Lee and Fiske 2006), as well as experimental evi-
dence of their labour market discrimination (Darolia et al. 2016; Decker et al. 2015; Pager,
Western, and Bonikowski 2009). There is, however, less evidence on the differential levels
of job discrimination against Latinos depending on their gender, with notable exceptions
(Darolia et al. 2016). In contrast to the US, in Spain the presence of Latinos and of immi-
grant minorities in general is a relatively recent phenomenon (Cebolla-Boado and Gonza-
lez-Ferrer 2013). This partly explains the scarcity of research on immigrants’ labour
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market discrimination, as well as on the stereotypes that natives hold towards the main
immigrant minorities, and on whether those differ by gender. While there are studies ana-
lysing Latinos” employment outcomes in Spain (e.g. Aysa-Lastra and Cachén 2012; Rodri-
guez-Planas and Nollenberger 2016; Stanek and Veira 2012), there is yet no experimental
evidence on whether Latino men and women are discriminated against by employers.

In this paper we use data from a harmonised comparative correspondence study to
compare the successes and failures of Latinos’ job applications relative to those sent by
majority group applicants. To do so, we send out comparable applications of fictitious
applicants to job adverts, only varying the applicants’ names and information about
their country of origin in the cover letter (see Lancee 2019 in this issue). In addition,
we identify the drivers of employers’ discriminatory behaviours by varying the amount
of information included in the application regarding two key dimensions of social judge-
ment: warmth and competence (Fiske et al. 2002). Differences in call-back rates across
groups reveal unequal treatment and serve as evidence of discrimination

The contribution of our paper is threefold: first, we estimate the extent to which discrimi-
nation shapes the labour market positions of both Latino men and women in the US and
Spain. Latinos are one of the main ethnic minorities in both countries, though there are
differences in how they are perceived in terms of cultural foreignness, which is likely to
produce different levels of discrimination. Second, we contribute to the scholarly debate
on the intersection between ethnicity and gender, as we systematically compare the discrimi-
nation experienced by Latino men and women in a range of occupations that vary in skill
level. Finally, we investigate the extent to which the prevalent stereotypes associated to
Latino men and women can be counteracted by including positive information in the appli-
cation about the warm personality and high competence of candidates.

The immigrant origin of Latinos in the US and Spain
Latin American migration flows to the US and Spain

Despite their different migration histories, the US and Spain have become the most preferred
destinations for Latino migrants (Connor and Massey 2010). While the US has long been an
immigration country, Spain was primarily an emigration country for much of the twentieth
century. Latin American migration flows to the US, particularly from neighbouring Mexico,
increased exponentially after the abolition of national and ethnic quotas in 1965. Currently,
51.5 per cent of the foreign-born population in the US was born in a Latin American
country, and 17.8 per cent of the American population self-identifies as Latino or Hispanic
(ACS 2016). The increase in undocumented immigration since the 1960s has also been
driven by Latin Americans, mostly Mexicans, who today represent over three quarters of
undocumented residents in the US (Tienda and Sanchez 2013). The discourse on irregular
migration has become more aggressive in recent years, which has manifested itself in a
growing number of anti-immigration policy shifts, and the increased arrests and removals
of unauthorised immigrants (Migration Policy Institute 2017). Recent investigations have
shown that these legal changes, and the prominence of the irregular migration debate in
the American media have increased anti-immigrant sentiments in general and negative atti-
tudes towards Latinos in particular (Chavez 2013; Flores 2017), who have become an
increasingly criminalised minority (Menjivar and Abrego 2012).
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In contrast to the US, Spain first became an attractive destination for international
migrants at the end of the 1990s (Cebolla and Goénzalez-Ferrer 2008). The growing
demand for workers in the construction, care and cleaning sectors led to labour shortages
that acted as a pull factor for international migrants during the first half of the 2000s
(Reher and Requena 2009; Stanek and Veira 2012). The foreign-born population
rapidly increased from 2.9 per cent in 1998-13.1 per cent in 2007 (Spanish Statistical
Office 2011). Latin American inflows, particularly from Ecuador, were responsible for
the extraordinary migration boom that Spain experienced until 2007 (Bertoli and Fernan-
dez-Huertas 2013; Cebolla-Boado and Gonzalez-Ferrer 2013). Despite their lack of social
networks, the costs of migrating to Spain were lower than to the US for many Latino
migrants, not only due to the cultural/linguistic proximity, but also due to the visa
waiver that applied to many South American countries (Bertoli 2010; Cebolla-Boado
and Gonzélez-Ferrer 2013).

Geographic and gender composition of Latinos in the US and Spain

Latin American migration flows to the US and Spain differ greatly in terms of their geo-
graphic and gender composition. Mexicans have always dominated the inflows to the US,
though the share of Central Americans has increased during the last decades (Tienda and
Sanchez 2013). The Mexican origin population currently comprises 63.2 per cent of Amer-
icans that self-identify as Latino or Hispanic (ACS 2016). In contrast, Mexican and Central
American migrants have been a negligible minority among the Latin American inflows to
Spain. In 2016, Latinos represented 30.7 per cent of the foreign-born population (Spanish
Statistical Office 2016a), the main origin countries being Ecuador, Colombia, Argentina,
Peru and Bolivia.

Another element that clearly differentiates Latin American inflows to Spain from those
to the US is the phenomenon of female pioneer migration. While many Latino women
came to Spain attracted by the high demand for workers in the care and cleaning
sectors (Sanchez-Dominguez and Fahlén 2017), Mexican migration to the US has histori-
cally been male-dominated, with women more frequently arriving as reunified spouses
(Donato, Wagner, and Patterson 2008).

Labour market participation and occupational segregation of Latinos in
the US and Spain

The labour market position of the Latino population in both countries is not entirely com-
parable due to the different shares represented by the second and third generations and the
length of stay of the first generation. Nonetheless, their labour market outcomes are likely
to inform the stereotypes that employers may have about Latino men and women in the
two countries.

Labour market participation

In the US, the labour force participation rate of Latinos in 2016 was 65.8 per cent and was
thus slightly higher than that of whites, who had a participation rate of 62.9 per cent (BLS
2017). This percentage does not, however, reflect the existing gap in terms of job
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participation between Latino men and women; while 76 per cent of Latino men were
employed or seeking employment in 2016, it was only 55.8 per cent for Latinas. This
gender gap of 20 percentage points is, in fact, the highest among all racial groups in the
US (BLS 2017). Moreover, Latinos in the US have the lowest educational attainment
across all racial groups both in terms of secondary school diplomas and tertiary education
(ACS 2016). This partially accounts for their over-representation in unskilled jobs and
their higher unemployment rates.

The employment rate of Latino men in Spain was only slightly below that of Spanish-
born men in 2008, before the start of the economic recession. This gap notably widened in
the following years due to the high concentration of Latino men in the construction sector,
which collapsed during the economic crisis (2008-2013). Surprisingly, Latino women in
Spain have always had a high employment participation rate, even higher than that of
native women, and their unemployment did not rise as much as that of Latino men
during the crisis (Fernandez-Reino, Radl, and Ramos 2018). Latinos in Spain are also
less likely to hold tertiary qualifications compared to natives, 25 per cent versus 36 per
cent in 2014 (Spanish Statistical Office 2016a), but they tend to be overqualified for
their jobs, especially the first generation (Fernandez and Ortega 2008).

Occupational distribution

Latinos are occupationally segregated both in Spain and in the US, as they are concen-
trated in the blue collar sectors of the economy and they are more likely to work in
unskilled jobs with non-standard working arrangements (Alonso-Villar, Gradin, and
Del Rio 2013; BLS 2017; Stanek and Veira 2012). In the US, Latino men predominantly
work in the construction and maintenance sector (agricultural workers and construction
labourers), while Latino women predominantly work in the service sector (maids, food
preparation, and cleaning) (BLS 2017).

Latino women are more segregated than Latino men in the Spanish labour market, in
part due to the clear gender divide across sectors of activity (Spanish Statistical Office
2016b). In Spain, Latinas have satisfied a growing demand for domestic workers (Da
Roit, Gonzalez Ferrer, and Moreno-Fuentes 2013) and they are highly concentrated in
jobs related to care and cleaning, most of them in the shadow economy (Sanchez-Dom-
inguez and Fahlén 2017). Latino males, in contrast, have found employment in the con-
struction sector, which was one of the motors of the Spanish economy until 2008 (Stanek
and Veira 2012).

Theoretical background and hypotheses
Stereotyping and the position of ethnic minorities

Stereotypes are mainstream beliefs that are widely recognised by the members of a society,
including by minority groups themselves. The fact that members of a society are aware of
these stereotypes has implications for their attitudes and behaviours, regardless of whether
they support them or not (Bargh, Chen, and Burrows 1996; Fiske 1998). Stereotypes about
group-specific characteristics are used to justify emotions (i.e. prejudice) towards
members of certain groups, and they are also used to legitimise hierarchical intergroup
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relations and discriminatory behaviours (Crandall, Eshleman, and O’Brien 2002; Kay and
Jost 2003; Sidanius and Pratto 1999). Given the size and the visibility of the Latino com-
munity in both Spain and the US, employers in both countries are likely to hold distinct
beliefs about the general characteristics of this group, as well as about their performance in
the labour market.

Extensive research in the field of social cognition demonstrates that people categorise
each other along the core dimensions of warmth and competence (Fiske et al. 2002).
Warmth reflects the extent to which we like and trust a person or a group. A person or
a group that is perceived as low in the warmth dimension is seen as threatening, distant
and unreliable. Competence indicates the agency and capability attributed to a person
or a group (Fiske 1998). A group that is stereotyped as incompetent is considered to be
unskilled and of low ability and, thus, inferior to the majority group (Ridgeway 2014).
In the US, Latinos tend to score low on both warmth and competence, receiving similar
ratings to other low status groups such as poor people or undocumented migrants (Lee
and Fiske 2006). In addition to warmth and competence, a recent study has added a sep-
arate dimension that is also relevant from a theoretical and an empirical perspective to
understand how ethnic minorities are stereotyped: the degree of cultural foreignness,
which indicates the extent to which a minority is seen as alien and culturally distant
from the majority group (Zou and Cheryan 2017). The cultural foreignness dimension
is particularly relevant when it comes to the relative position of ethnic minorities with
an immigrant background. Existing research provides compelling evidence of the impor-
tance of this dimension, showing that the prejudice towards groups perceived as less cul-
turally-distant is small or non-existent (Turner et al. 1987; Vanbeselaere 1996).

Stereotypes associated with Latinos in the US

In the US, the most common stereotypes associated with Latinos describe them as poor,
uneducated, lazy, gangsters and of illegal status (Ghavami and Peplau 2013), all of which
reflect the perception that they are less capable (competence dimension), more threatening
(warmth dimension) and less American (cultural foreignness dimension) in comparison
to whites. Prior studies have also shown that individuals with accents are perceived as
less competent (Ruscher 2001), which is relevant considering the common stereotype
that Latinos have poor English language skills (Dovidio et al. 2010; Huynh, Devos, and
Smalarz 2011). Some of these negative associations also apply to other minorities such
as African Americans, who are also heavily stereotyped, in ways similar to Latinos with
regard to work ethic, intelligence and perseverance (Park et al. 2015) as well as criminal
nature (Eberhardt et al. 2004). However, Latinos experience an additional penalty by
also being stereotyped as aliens and illegal immigrants (Zou and Cheryan 2017). The
passing of new laws targeting undocumented migrants at the state and federal level as
well as the media’s attention to this issue further reinforced the image of Latinos as the
perpetual foreigners (Chavez 2013; Jiménez 2008).

Stereotypes associated with Latinos in Spain

Compared to the US, we know less about the stereotyping and prejudice towards ethnic
minorities in Spain, both in terms of theory and empirics. To our knowledge, the only
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exception is a survey from 2007 (CIS 2007), which specifically asks respondents to
mention the three ethnic minorities who have the hardest time integrating into Spanish
society, as well as the groups that will more successfully integrate into society. Respondents
reported more trust in Ecuadorians and/or South Americans than in Romanians, Moroc-
cans or Chinese, and perceive Latinos to be easier to integrate than the other three min-
orities. In addition, there is some empirical evidence from non-representative samples
showing that Latinos are perceived as more similar to natives and more likeable than
immigrants from other countries (Rodriguez-Pérez et al. 2011). Lopez-Rodriguez et al.
(2014) also show that Ecuadorians, who are the major national group among Latinos in
Spain, are perceived as more capable (competence dimension), more alike (cultural for-
eignness dimension), and less threatening (warmth dimension) than other immigrant
minorities such as Moroccans or Romanians.

Despite the limited amount of data and the few studies on stereotyping, the evidence
suggests that Latinos experience lower levels of discrimination than other stereotyped
immigrant groups because of their cultural closeness in terms of shared language and his-
torical ties with the Spanish population.

These considerations lead us to our first hypothesis:

H1: Due to the perceived lower cultural foreignness of Latinos in Spain than in the US, Latinos
in the US experience higher levels of employment discrimination than Latinos in Spain.

Stereotyping and the intersection between ethnicity and gender

The literature on the intersectionality of different axes of inequality stresses the fact that
individual identities are constituted of multiple dimensions, such as gender, class and eth-
nicity, all of which need to be considered when theorising about social inequalities
(Hancock 2007; Hurtado and Sinha 2008; Salgado de Snyder, Cervantes, and Padilla
1990). For example, there is a large body of literature arguing that minority women
hold a subordinate position in relation to majority group women and minority men (Alm-
quist 1975; Landrine et al. 1995; Sidanius and Pratto 1999).

The existence of a gender divide in minority group stereotyping should also be reflected
in employers’ attitudes towards males and females of the same ethnic minority. These atti-
tudes are also likely to be occupation-specific, depending on how the stereotypes associ-
ated with each gender and ethnicity match the qualities that employers’ value in each
occupation.

The stereotype of Latino men as threatening and aggressive

The stereotypes attributed to Latinos in the US have been negative for both genders,
though those associated with Latino men are generally more negative. Ghavami and
Peplau (2013) find that Latino men are perceived as aggressive and threatening as well
as sexist and ‘macho’. This is in line with previous research showing that Latino boys
are often stereotyped by popular media as gang members, dangerous and delinquent
(Lopez 2003). Furthermore, there seems to be a relationship between traditional masculine
gender roles and ethnic belonging among Latino men, who tend to use their masculinity to
show their status and instil respect through a tough image (Abreu et al. 2000). Latino men
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are also more frequently identified with illegal immigration than Latino women, largely
because Mexican migration flows to the US have historically been male dominated
(Donato, Wagner, and Patterson 2008). These stereotypes about Latino men can arguably
be considered more negative at the workplace than those associated to Latinas, which are,
overall, less problematic in terms of their employability, e.g. docile, family-oriented, and
unskilled. In consequence, we expect Latino men to be equally penalised across both
skilled and unskilled occupations.

In the Spanish case, the scarcity of data on ethnic minority stereotyping prevents us
from having clear expectations about the gender-specific stereotypes attributed to
Latino men and women. In consequence, we examine whether employers’ behaviour
towards Latino men in Spain is driven by the same stereotypes as in the US.

To test whether there is a Latino male penalty driven by employers’ perception of them
as more threatening and aggressive than white men, half of the job applications included
positive information about the candidates’ warm personality in the CV and cover letter.
These details are expected to soften the influence of the stereotype and thereby, diminish
the gap in positive call-backs with respect to the majority group more strongly for Latino
men than for Latino women.

From the previous arguments, we derive the following hypotheses:

H2: Latino men experience more discrimination than Latino women because of their stereo-
typing as threatening and aggressive, which is more negative for Latino men’s employability
than the stereotyping of Latino women is for theirs.

H3a: If employers’ discriminatory behaviours against Latino men are driven by their stereo-
typing as threatening and aggressive, there should be a decrease in the level of discrimination
when information on warmth is included in the application. The effect of including this
information should be smaller or non-existent for Latino women.

H3b: The level of discrimination against Latino men does not vary across occupations, as
being aggressive and threatening is negative in low, medium, and high-skilled occupations
alike.

The stereotype of Latinas as docile, incompetent and not career-oriented

Latinas in the US have the lowest female labour force participation rate of all racial groups.
In contrast to white women, they are also highly concentrated in ‘typically feminine’ low-
skilled and low-status jobs. This is reflected in their weekly median earnings, which are
significantly lower than those for both white women and Latino males with the same
level of education (BLS 2017). Though the common stereotypes associated with Latino
women in the US make them appear as less aggressive or threatening than Latino men,
they are in turn perceived as unskilled, traditional and less career-oriented than white
women (Williams, Alvarez, and Andrade Hauck 2002). Despite being frequently hypersex-
ualised in the media, they are also portrayed in traditional female occupations, such as
maids or cooks (Ghavami and Peplau 2013), in which they are in fact overrepresented.
A study by Williams, Alvarez, and Andrade Hauck (2002) shows how Latino women
must fight the prevalent stereotype of the ‘domesticated Latina’, i.e. family-oriented and
with low educational and occupational expectations. These stereotypes are also
confirmed by Lépez and Chesney-Lind (2014), who find that school counsellors
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working with young Latinas described them as ‘passive’ ‘docile’ and ‘subservient’, all of
which are in agreement with a traditional gender ideology.

Latino women in Spain have a high employment participation rate, though they also
stand out for being overrepresented as domestic workers in the cleaning and care
sectors relative to Spanish native women. Moreover, Latino women face difficulties
finding employment outside of this sector and tend to get stuck in low-skilled jobs for
which they are overqualified (Fernandez-Reino, Radl, and Ramos 2018). In 2011, 34 per
cent of Ecuadorian women (the largest nationality among Latinas) worked as cleaners
and helpers compared to only 9 per cent of Spanish women (Spanish Statistical Office
2011). In contrast, Ecuadorian men were not as overrepresented as Ecuadorian women
in low skilled occupations in the construction sector, where many of them were employed
(22 per cent of Ecuadorian men versus 10 per cent of Spanish men). The high presence of
Latinas in such typically female and elementary occupations may have generated negative
stereotypes about their abilities and competences for performing other types of jobs.

In contrast to Latino male applicants, we expect to find variation in the levels of dis-
crimination experienced by Latinas across occupations. Because of their stereotyping as
domestic workers, Latinas are likely to face more discrimination when applying to
medium and high-skilled jobs outside of typically feminine occupations in the care and
cleaning sectors. The inclusion of a competence indicator in the application may therefore
diminish their discrimination by counteracting their stereotyping as unskilled traditional
women who lack career ambitions. Although Latino men in the US are also stereotyped as
incompetent, the negative attributes that are most frequently mentioned are their aggres-
sive and threatening behaviours (Ghavami and Peplau 2013). From that it follows that the
inclusion of a competence indicator should have a smaller effect for Latino men than for
Latino women.

H4a: Latino women experience more discrimination when applying for jobs in medium- and
high-skilled occupations than in low-skilled occupations due to their stereotyping as incom-
petent and not career-oriented.

H4b: If employers’ discrimination against Latino women is driven by their stereotype as
incompetent and not career-oriented, this should decrease when information on competence
is included in the application. For Latino men, the effect of including this information should
be, in contrast, smaller.

Research design and data
Data

We used data from a harmonised correspondence study with an unpaired design (one
application per vacancy and employer) that was conducted between June 2016 and June
2017 in the US, and between November 2016 and May 2018 in Spain.' All vacancies
were collected via common job searching websites in Spain and in the US. In total we
send out 1,547 applications in Spain and 804 applications in the US.

The educational qualifications and labour market experience of candidates, both
obtained in the destination country, were kept constant for each occupational profile to
ensure that all applicants were equally qualified for the advertised position. In addition,
all candidates specified that they hold American or Spanish citizenship. This is particularly
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relevant for the American case, where suspicions about Latinos’ legal status are far more
common than in Spain (Mukherjee, Molina, and Adams 2012). We therefore ensured that
there were no doubts about applicants’ citizenship, which could have led to employers’
immediate rejection of an application.” The Spanish field experiment also included a
photo in the CV, which is a common practice in the Spanish labour market.”

Ethnicity and names

In the Spanish study, most Latino applicants had Ecuadorian origins, as they represent the
largest minority of Latin American descent in Spain (Spanish Statistical Office 2016a),
though Mexican* and Dominican applicants were also included. In the US study, appli-
cants were of Mexican, Salvadorian, Cuban or Puerto Rican descent, since they are the
largest groups among Latinos (Migration Policy Institute 2016). We chose country distinc-
tive names to signal applicants’ ethnic origin (see Appendix Table 1), making sure that
they were all neutral in terms of social class and religion.

Treatments: warmth and competence

In addition to ethnicity and gender, there were other characteristics that varied randomly
across applications and changed the amount of information given to the employer: first,
applicants’ past job performance and academic achievement® (competence); and second,
applicants’ friendly and cooperative personality (warmth). The paragraph signalling appli-
cants’ warm personality appeared in the cover letter and reads as follows:

My colleagues and friends think I am a pleasant, trustworthy and warm person who gets
along with people from all walks of life. I am a team player who values a positive work
environment and that is why I am always friendly and attentive to other people’s needs.

The paragraph that signalled applicants’ high productivity appeared in the cover letter and
reads as follows:

I am a fast learner who can take on a wide variety of tasks and rise to new challenges. My
current employer has been extremely satisfied with my work and has given me more respon-
sibility since I started. Since month/year, I have served as the orientation leader for all new
staff members.

Both the competence and the academic achievement indicators were randomly and inde-
pendently assigned to half of the applications. However, we only show three possible com-
binations in our results, namely: low competence (no indicators of academic achievement
or high work performance included); medium competence (either indicator of academic
achievements or of high work performance included); and high competence (both indi-
cators of academic achievements and of high work performance included).

Occupations

We sent applications to six different occupations, two of which had lower entrance and
skill requirements (cook, store assistant), two had medium entrance and skill requirements
(payroll clerk/secretary, receptionist), and two had higher entrance and skill requirements
(sales representative and IT developer). Since we used a harmonised design, we specifically
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chose occupations that were comparable across countries and had enough variation both
in academic and skills requirements.

Outcome variable and estimation strategy

Employers’ call-backs are the outcome variable. We coded an invitation to a job interview
or other signs of interest in the applicant with the value of 1, and no reply or a rejection of
the application with the value of 0. Since all applicants were equally qualified for the job
offer, a significant (p < 0.05) differential in employers’ positive call-back to Latinos in com-
parison to the majority group is interpreted as evidence of discrimination. The dependent
variable is dichotomous, and we used a linear probability model, which allowed us to esti-
mate the model with an OLS regression.”

Results

The sample consists of 2,351 applications: 1,547 in Spain and 804 in the US. The average
positive call-back rate is similar in both countries: 20 per cent in Spain and 22 per cent in
the US. Appendix Table 2 gives a detailed overview of the sample and treatment distri-
bution in Spain and in the US.

Discrimination against Latinos in the US and in Spain

We find evidence in favour of our first hypothesis (H1). Figure 1 shows that the call-back
rate for Latinos in the US is ten percentage points lower than that of white applicants and
statistically significant. In contrast, we find no evidence of statistically significant discrimi-
nation against Latinos in Spain. Their positive call-back rate is four percentage points
lower than that of Spanish natives, though not statistically significant different from
zero (Figure 1).

Do Latino men experience more discrimination than Latino women?

We expected that the stereotyping of Latino males as threatening and aggressive would
have a more negative impact on their employability than the stereotypes associated to
Latinas.

Figure 1 shows that this is true for the US, where compared to white men, Latino men
are significantly discriminated against. Their call-back rate is 13 percentage points below
that of white men, and statistically significant, while the call-back rate for Latino women in
the US is only seven percentage points lower than that of white women and not statistically
significantly different from zero. Thus, H2 is confirmed for the US case.

In contrast, Latino women in Spain experience a higher penalty than Latino men when
we compare them to majority group candidates of the same gender (the negative inter-
action between Latino and female is statistically significant). The call-back rate for
Latino women in Spain is twelve percentage points below that of Spanish native women
and statistically significant. Counter to our expectations, Latino men are not treated differ-
ently from majority group men in the Spanish labour market. In fact, their call-back rate is
three percentage points above that of Spanish native men, though not statistically signifi-
cant. Thus, H2 is not confirmed for the Spanish case.
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Figure 1. Gaps in call-back rates for Latinos in Spain and in the US.

Does the inclusion of a warmth indicator diminish the discrimination against
Latino men?

In a second step, we examine whether the discrimination against Latino men is driven
by the prevalent stereotypes as more threatening and aggressive than majority group
men. Figure 2 shows that the penalty for Latino men in the US decreases from —0.24
to —0.01 and becomes statistically insignificant when we include positive information
about the applicants’ warm personality in the job application. The positive interaction
between Latino male and the warmth treatment is statistically significant. Though
including the warmth treatment for Latino women in the US reduces the negative coeffi-
cient from —0.10 to —0.02, it needs to be noted that the initial difference in call-back
rates is not statistically significant (Figure 2). Nevertheless, the positive impact of the
warmth indicator in the application documents for Latinos in the US leads to lower
gaps in call-back rates for the overall sample, and as a result Latinos in the US do
not experience higher levels of employment discrimination than Latinos in Spain
anymore.

In Spain, adding a warmth indicator has a negative effect for both Latino men and
women compared to Spanish native men and women. In fact, the overall call-back rate
for Latinos decreases from —0.02 to —0.07 and becomes statistically significant when
the warmth indicator is included (Figure 2).

Our results only confirm H3a for the US and are in accordance with prior research
showing that members of the majority group see Latino men as more threatening and
less warm than white men. These negative perceptions are not attributed to Latino
women in the US to the same degree and, thus, the penalty experienced by Latino men
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Figure 2. Gaps in call-back rates by warmth indicator for Latinos in Spain and in the US.

in the US is higher. However, the results for the Spanish sample not only show that Latino
women experience more discrimination than Latino men, but also that indicating warmth
in the application is penalised when the applicants are Latinos (and ignored when the
applicants are Spanish natives). In this regard, we cannot confirm that Latino men are dis-
criminated against in Spain or that they are stereotyped as more threatening than native
Spanish men.

Does the level of discrimination vary across occupations for Latino men?

In Spain, Latino men have higher call-back rates than Spanish native men when they apply
for payroll clerks/secretaries (+0.14) and IT developers (+0.17), though due to the low
number of observations, none of the coeflicients are statistically significant. Across all
other occupations, the differences are similar and comparably low, varying from —0.01
for cooks to —0.03 for receptionists and store assistants. In sum, we find no statistically
significant variations in call-back rates across occupations for Latino men, thus H3b is
not confirmed in the Spanish case (Figure 3).

In the US, there is more variation in the level of discrimination across occupations,
as Latino men experience a significantly higher level of discrimination when they apply
for vacancies as cooks (—0.32) and IT developers (—0.21), followed by store assistants,
sales representatives and payroll clerks/secretaries. We find the lowest level of discrimi-
nation against Latino men when they apply as receptionists (—0.02) (Figure 4). Regard-
ing H3b, we therefore cannot confirm that the level of discrimination against Latino
men is similar across occupations. Moreover, the mixed results across countries and
occupations indicate that there is no clear pattern regarding the skill level of the
occupations.
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Figure 3. Gaps in call-back rates for Latinos in Spain across gender and occupations.

Does the level of discrimination vary across occupations for Latino women?

We hypothesised that Latino women would be more discriminated against than Latino
men in medium- and high-skilled occupations due to their high level of occupational seg-
regation in female dominated occupations and their stereotyping as domestic workers
(H4a). Regarding call-back rates by gender and occupation in Spain (Figure 3), we find
that the penalty for Latino women is significantly higher when they apply as IT developers
(—0.25), sales representatives (—0.34), payroll clerks/secretaries (—0.23), and store assist-
ants (—0.17). In contrast, Latino women experience no statistically significant discrimi-
nation when applying for jobs as cooks or receptionists.

The results shown in Figure 3 confirm H4a for the Spanish case, as Latino female appli-
cants mainly experience discrimination when applying to non-typically female dominated
and skilled occupations (e.g. IT developers, sales representatives, payroll clerks/secretaries).

Figure 4 shows that the results for the US are not as clear cut. Here we find that Latino
women do not have significantly lower call-back rates across occupations, though the
coefficients show that Latino women have similar call-back rates to white women when
they apply for female dominated vacancies as cooks or payroll clerks/secretaries, and
much lower call-back rates when they apply as IT developers (—0.17), which is a male
dominated occupation. Therefore, we cannot confirm H4a in the US.

Does the inclusion of a competence indicator diminish the discrimination against
Latino women?

In Spain, adding information on job productivity and good academic performance (high
competence) slightly improves the call-back rates of Latinas relative to Spanish native
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Figure 4. Gaps in call-back rates for Latinos in the US across gender and occupations.

women, though their penalty remains statistically significant. The positive effect of indicat-
ing high competence for Latino men in Spain is also small and not statistically significant
(Figure 5). In the US, adding information on high competence compared to no information
about competence leads to lower call-back rates for Latino women. What is even more sur-
prising is that the call-back rate for Latino women in the US is lowest and statistically sig-
nificant when they only indicate either good grades or high work performance (medium
competence) (Figure 5). This stands in contrast to the results for Latino men in the US,
as for this group the negative coefficient of —0.17 (when no competence indicator is
included) drops to —0.15 when they indicate a medium level of competence and further
drops to —0.03 when they indicate a high level of competence (Figure 5). Therefore, we
find mixed evidence for H4b, because the inclusion of a high competence indicator only
seems to benefit Latino women in Spain, albeit the effect is very small, and their penalty
remains statistically significant. In contrast, including information on competence and aca-
demic achievements only helps Latino men in the US, and has, if at all, a negative effect for
Latino women.

Does the inclusion of a both a competence and a warmth indicator diminish
discrimination against Latinos?

The combination of both treatments (Figure 6) confirms the findings described earlier,
when the treatments were analysed separately in Figures 2 and 5. In the absence of infor-
mation on competence, indicating warmth has a statistically significant negative effect in
Spain, particularly for Latino females. In contrast, including information about warmth
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Figure 5. Gaps in call-back rates by competence indicator for Latinos in Spain and in the US.

Note: Low: no indicators of academic achievement or high work performance; Medium: either indicator of academic
achievements or indicator of high work performance; High: indicator of academic achievements, as well as indicator of
high work performance.

has a strong and positive effect for both Latino males and females in the US, especially
when information about competence is absent from the resume. Although the competence
treatment alone has a positive effect on the overall call-back rates in both countries, the
discrimination against Latino women in Spain and Latino men in the US remains statisti-
cally significant. Overall, the combination of both treatments has virtually no effect in
Spain, while in the US the discrimination rate decreases and becomes statistically insignifi-
cant when both treatments are included. However, in the US this positive effect is mainly
driven by the warmth indicator.

Robustness checks

In our experimental design we have considered only one majority group per country,
which was signalled by the applicants’ names. However, given the current strength of
the secessionist movement in Catalonia, we were concerned that the native reference
group in this region could have become the population with Catalan ethnicity (i.e. with
Catalan-sounding names and surnames). The data analysis for the complete Spanish
sample indicates that using Spanish/Castilian names could potentially bias the discrimi-
nation estimates downwards, as applicants with Spanish/Castilian names receive signifi-
cantly lower call-back rates in Catalonia than in the other regions of Spain. Since the
Catalan vacancies account for roughly 30 percent of the Spanish sample, this could
pose a serious bias in our data. We therefore estimated all models excluding the Catalonian
subsample and find no substantial changes in our estimates (Appendix Figures 1-5).



16 R. YEMANE AND M. FERNANDEZ-REINO

Gaps in call-back rates Gaps in call-back rates
Latinos in Spain Latinos in the US
Marginal effects (with 95 % CI) Marginal effects (with 95 % CI)
-0105 -0.25
No warmth & | 0.01 No warmth & | -0.34
No competence -0.11 | No competence -0.15
o-0-00 -0.14
No warmth | 0.07 No warmth | —”.20
Only competence -0.10 Only competence -0.08
o-0.09 1 20.10
Only warmth | 0.01 Only warmth | 0.07
No competence -0.17 No competence 0.17
-0.05 -0.07
Warmth & | 0.01 Warmth & | 10.04
Competence -0.12 | Competence -0/09
T T T T T T T T T T
-0.30 -0.20 -0.10 0.00 0.10 0.20 -0.60 -0.40 -0.20 0.00 0.20 0.40
®All Latinos ¢ Latino males ®Latino females ®All Latinos ¢ Latino males ®Latino females
N Spain = 1,547 N US =804
Control variables: occupation and phenotype Control variables: occupation
Reference group: Spanish natives Reference group: US whites
Standard errors clustered by region. Standard errors clustered by state.

Note : OLS regressions with separate models for male and female subsamples.

Figure 6. Gaps in call-back rates for Latinos by warmth and competence indicators for Latinos in Spain
and in the US.

Conclusion

This is the first harmonised field experiment comparing the levels of employment dis-
crimination against Latino men and women in two heterogeneous national settings,
and the first field experiment on ethnic employment discrimination against an immigrant
minority in Spain. Thus, our study builds on and extends previous research on ethnic dis-
crimination in several important ways:

First, we estimated the extent to which employers discriminate against Latinos in Spain
and the US, two countries where Latinos are one of the largest ethnic minorities. In line
with previous studies, we confirmed that Latinos are highly discriminated against in the
US labour market. In Spain, however, the overall level of employment discrimination
against Latinos appears to be low. These contrasting findings are likely to be related to
two phenomena: first, Latinos are perceived as more culturally distant in the US than in
Spain. And second, Latinos are often perceived as undocumented migrants in the US,
while this is not the case in Spain. In the US, the narrative that has emerged amidst
ongoing debates over Mexican immigration has frequently portrayed Mexican immigrants
(and Latinos in general) as a threat to American society due to their perceived unwilling-
ness or lack of capacity to integrate (Chavez 2013). Even though the racial divide has his-
torically shaped majority-minority group relations in the US, the issue of undocumented
migration, which particularly affects Latinos, has increasingly structured the political
debate in the past years. This differs from the situation in Spain, where the tension
between central and peripheral nationalism has dominated the politics over identity
issues and continued to do so even during the last economic recession (Alonso and
Rovira Kaltwasser 2015). Consequently, the native-immigrant divide has been less
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salient in the Spanish media and political debate, which has mostly focused on the tra-
ditional centre-periphery cleavage (Pardos-Prado 2012).

Second, our study provides compelling evidence of an intersection between ethnicity
and gender regarding stereotyping in both countries. In the US, discrimination against
Latinos is, above all, a male phenomenon, driven by the portrayal of Latino men as ‘threa-
tening foreigners’. The Trump era may have reinforced these negative stereotypes of
Latinos, particularly those attributed to Latino men, e.g. during Trump’s inauguration
speech in 2015 Mexican immigrant males were depicted as drug dealers, criminals and
rapists. This stands in stark contrast to the Spanish case, where only Latino women face
discrimination, mainly due to employers’ preference for Spanish native women in
medium- and high-skilled occupations.

Third, the discrimination against Latino men in the US disappears when they include
information about their warm and friendly personality in the resume, which underscores
that the discrimination they experience is mainly driven by employers’ stereotyping of
Latino men as threatening and aggressive. Surprisingly, and in contrast to the US, includ-
ing information about the applicants’ warm and friendly personality leads to lower call-
back rates for both Latino men and women in Spain.

Fourth, although Latino women in Spain have a high employment participation rate,
they are also highly overrepresented as domestic workers in the cleaning and care
sectors compared to native women. We believe that the discrimination against Latino
women in Spain is shaped to a large extent by their structural position in the labour
market. Employers may stereotype Latinas as domestic workers, which has a negative
impact on the labour market prospects of high skilled Latino women. We have examined
whether the penalty against Latinas could be, in fact, attributed to their stereotyping as
unskilled workers who are mainly suited for female dominated elementary occupations.
We do not find strong evidence showing that this is the case, as the positive effect of indi-
cating high levels of competence in their application documents is relatively small. This
effect does not, however, occur in the US. There, Latino women do not benefit at all
from indicating competence despite being also overrepresented in low-skilled and
female dominated occupations. In the US context, it seems that positive information on
both warmth and competence benefits Latino men the most, while Latino women have
no additional bonus when they present themselves in ways that are inconsistent with
their stereotyping as incompetent and not career-oriented. However, it is important to
note that the overall discrimination rate against Latino women in the US was not statisti-
cally significant in the first place.

Fifth, our results indicate that stereotypes are country and gender specific, which sup-
ports prior research on the intersectionality of ethnic stereotyping. Moreover, we show
that the prevailing gender specific stereotypes against Latino men and women in each
national context can be partially counteracted when favourable information about the
applicant’s warm personality and/or competence is stressed in the application.

One shortcoming of our study is that we cannot explain why employers reward
stereotype inconsistent information for Latino men in the US and (to a smaller
extent) also for Latino women in Spain, while they appear to ignore stereotype inconsist-
ent information for Latino women in the US. There is evidence from the US showing
that women who demonstrate themselves as successful and competent suffer from bias
in evaluative judgement, as this is inconsistent with their stereotype as warm and
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communal (Heilman et al. 2004). Future research is needed to see if this finding also
holds true for ethnic minority women, and whether there are differences between
male and female dominated occupations.

Notes

1. Detailed information about the research design and the field work can be found in Lancee
et al. 2019.

2. Applicants further provided information about their nativity status (migration to
Spain/ US at age 6 versus native born) in the cover letter of their application. Both
in Spain and in the US, we found no statistically significant effect of generation on
the call-back rates of Latinos relative to the majority group (see also Veit and Thijssen
2019 in this issue).

3. All the empirical models control for the effect that different types of photographs had on the
call-back rate of majority and minority group applicants.

4. Mexicans have been included to ensure comparability with other countries that participated
in the field experiment.

5. We conducted an online survey to test the applicant’s names social class connotation and the
extent to which they were recognisable as typically Spanish and Ecuadorian. For the Ecuador-
ian names, 87 per cent (for the male name) and 90 per cent (for the female name) of all
respondents recognised the names as Latin American, with most respondents associating
them with Ecuador, Colombia and Mexico. For the Latino names in the US, we followed sug-
gestions by Gaddis (2017) and used combinations of Latino forenames and surnames whose
percentage of recognition is over 90%.

6. Academic achievement was signalled with grades at the highest level of education (i.e. good
grades versus no information on grades).

7. We also estimated logistic regressions and found no substantial differences.

Disclosure statement

No potential conflict of interest was reported by the authors.

References

Abreu, José M., Rodney K. Goodyear, Alvaro Campos, and Michael D. Newcomb. 2000. “Ethnic
Belonging and Traditional Masculinity Ideology among African Americans, European
Americans, and Latinos.” Psychology of Men & Masculinity 1 (2): 75-86.

ACS (American Community Survey). 2016. American Community Survey 2016 - Selected
Characteristics of the Native and Foreign-Born Populations.

Almquist, Elizabeth M. 1975. “Untangling the Effects of Race and Sex: The Disadvantaged Status of
Black Women.” Social Science Quarterly 56 (1): 129-142.

Alonso, Sonia, and Cristébal Rovira Kaltwasser. 2015. “Spain: No Country for the Populist Radical
Right?” South European Society and Politics 20 (1): 21-45.

Alonso-Villar, Olga, Carlos Gradin, and Coral Del Rio. 2013. “Occupational Segregation of
Hispanics in US Metropolitan Areas.” Applied Economics 45 (30): 4298-4307.

Aysa-Lastra, Maria, and Lorenzo Cachén. 2012. “Latino Immigrant Employment During the Great
Recession: A Comparison of the United States and Spain.” Norteamérica 7 (2): 7-42.

Bargh, John A., Mark Chen, and Lara Burrows. 1996. “Automaticity of Social Behavior: Direct
Effects of Trait Construct and Stereotype-Activation on Action.” Journal of Personality and
Social Psychology 71 (2): 230-244.

Bertoli, Simone. 2010. “Networks, Sorting and Self-Selection of Ecuadorian Migrants.” Annals of
Economics and Statistics/Annales d’Economie et de Statistique 97/98: 261-288.



JOURNAL OF ETHNIC AND MIGRATION STUDIES . 19

Bertoli, Simone, and Jesds Ferndndez-Huertas. 2013. “Visa Policies, Networks and the Cliff at the
Border”. IZA Discussion Paper (No. 7094): 55.

BLS (Bureau of Labor Statistics). 2017. Report 1070-Labor Force Characteristics by Race and
Ethnicity.

Cebolla, Héctor, and Amparo Goénzalez-Ferrer. 2008. La inmigracion en Espasia (2000-2007): Del
control de flujos a la integracion de los inmigrantes. Centro de Estudios Politicos y
Constitucionales Vol. 184.

Cebolla-Boado, Héctor, and Amparo Gonzélez-Ferrer. 2013. Inmigracion, sintegracion sin modelo?
Madrid: Alianza.

Chavez, Leo. R. 2013. The Latino Threat: Constructing Immigrants, Citizens, and the Nation.
Stanford, CA: Stanford University Press.

CIS (Center of Sociological Research). 2007. Survey 2731- Attitudes towards Discrimination by
Racial or Ethnic Origin.

Connor, Philip, and Douglas S. Massey. 2010. “Economic Outcomes among Latino Migrants to
Spain and the United States: Differences by Source Region and Legal Status.” International
Migration Review 44 (4): 802-829.

Crandall, Christian S., Amy Eshleman, and Laurie O’Brien. 2002. “Social Norms and the Expression
and Suppression of Prejudice: The Struggle for Internalization.” Journal of Personality and Social
Psychology 82 (3): 359-378.

Da Roit, Barbara, Amparo Gonzalez Ferrer, and Francisco Javier Moreno-Fuentes. 2013. “The
Southern European Migrant-Based Care Model.” European Societies 15 (4): 577-596.

Darolia, Rajeev, Cory Koedel, Paco Martorell, Katie Wilson, and Francisco Perez-Arce. 2016. “Race
and Gender Effects on Employer Interest in Job Applicants: New Evidence from a Resume Field
Experiment.” Applied Economics Letters 23 (12): 853-856.

Deaux, Kay, and Kathleen. A. Ethier. 1998. “Negotiating Social Identity.” In Prejudice: The Target’s
Perspective, edited by Janet K. Swim, and Charles Stangor, 301-323. San Diego, CA: Academic
Press. doi:10.1016/B978-012679130-3/50049-1.

Decker, Scott H., Natalie Ortiz, Cassia Spohn, and Eric Hedberg. 2015. “Criminal Stigma, Race, and
Ethnicity: The Consequences of Imprisonment for Employment.” Journal of Criminal Justice 43
(2): 108-121.

Donato, Katherine M., Brandon Wagner, and Evelyn Patterson. 2008. “The Cat and Mouse Game at
the Mexico-U.S. Border: Gendered Patterns and Recent Shifts.” International Migration Review
42 (2): 330-359.

Dovidio, John F., Agata Gluszek, Melissa-Sue John, Ruth Ditlmann, and Paul Lagunes. 2010.
“Understanding Bias Toward Latinos: Discrimination, Dimensions of Difference, and
Experience of Exclusion.” Journal of Social Issues 66 (1): 59-78.

Eberhardt, Jennifer L., Valerie J. Purdie, Phillip Atiba Goff, and Paul G. Davies. 2004. “Seeing Black:
Race, Crime, and Visual Processing.” Journal of Personality and Social Psychology 87 (6): 876-
893.

Fernandez, Cristina, and Carolina Ortega. 2008. “Labor Market Assimilation of Immigrants in
Spain: Employment at the Expense of Bad Job-Matches?” Spanish Economic Review 10 (2):
83-107.

Fernandez-Reino, Marifia, Jonas Radl, and Maria Ramos. 2018. “Employment Outcomes of Ethnic
Minorities in Spain: Towards Increasing Economic Incorporation among Immigrants and the
Second Generation?” Social Inclusion 6 (3): 48-63.

Fiske, Susan T. 1998. “Stereotyping, Prejudice, and Discrimination.” In The Handbook of Social
Psychology, edited by D. T. Gilbert, S. T. Fiske, and G. Lindzey, 357-411. New York:
McGraw-Hill.

Fiske, Susan T., Amy J. C. Cuddy, Peter Glick, and Jun Xu. 2002. “A Model of (often mixed)
Stereotype Content: Competence and Warmth Respectively Follow from Perceived Status and
Competition.” Journal of Personality and Social Psychology 82 (6): 878-902.

Flores, René D. 2017. “Do Anti-Immigrant Laws Shape Public Sentiment? A Study of Arizona’s SB
1070 Using Twitter Data.” American Journal of Sociology 123 (2): 333-384.


https://doi.org/10.1016/B978-012679130-3/50049-1

20 R. YEMANE AND M. FERNANDEZ-REINO

Gaddis, S. Michael. 2017. “Racial/Ethnic Perceptions from Hispanic Names: Selecting Names to
Test for Discrimination.” Socius: Sociological Research for a Dynamic World 3: 1-11.

Ghavami, Negin, and Letitia Anne Peplau. 2013. “An Intersectional Analysis of Gender and Ethnic
Stereotypes: Testing Three Hypotheses.” Psychology of Women Quarterly 37 (1): 113-127.

Hancock, Ange-Marie. 2007. “When Multiplication Doesn’t Equal Quick Addition: Examining
Intersectionality as a Research Paradigm.” Perspectives on Politics 5 (1): 63-79.

Heilman, M. E., A. S. Wallen, D. Fuchs, and M. M. Tamkins. 2004. “Penalties for Success: Reactions
to Women Who Succeed at Male Gender-Typed Tasks.” Journal of Applied Psychology 89 (3):
416-427.

Hurtado, Aida, and Mrinal Sinha. 2008. “More than Men: Latino Feminist Masculinities and
Intersectionality.” Sex Roles 59 (5-6): 337-349.

Huynh, Que-Lam, Thierry Devos, and Laura Smalarz. 2011. “Perpetual Foreigner in One’s Own
Land: Potential Implications for Identity and Psychological Adjustment.” Journal of Social and
Clinical Psychology 30 (2): 133-162.

Jiménez, Tomas R. 2008. “Mexican Immigrant Replenishment and the Continuing Significance of
Ethnicity and Race.” American Journal of Sociology 113 (6): 1527-1567.

Kay, Aaron C,, and John T. Jost. 2003. “Complementary Justice: Effects of “Poor but Happy” and
“Poor but Honest” Stereotype Exemplars on System Justification and Implicit Activation of the
Justice Motive.” Journal of Personality and Social Psychology 85 (5): 823-837.

Lancee, Bram. 2019. “Ethnic Discrimination in Hiring: Comparing Groups Across Contexts.
Results from a Cross-National Field Experiment.” Journal of Ethnic and Migration Studies.
doi:10.1080/1369183X.2019.1622744.

Lancee, B., G. Birkelund, M. Coenders, V. Di Stasio, M. Fernandez Reino, A. Heath, R. Koopmans,
et al. 2019. The GEMM study: A cross-national harmonized field experiment on labour market
discrimination -Codebook. http://gemm?2020.eu/wpcontent/uploads/2019/02/ GEMM-WP3-
codebook.pdf.

Landrine, Hope, Elizabeth A. Klonoff, Roxanna Alcaraz, Judyth Scott, and Phyllis Wilkins. 1995.
“Multiple Variables in Discrimination.” In The Social Psychology of Interpersonal
Discrimination, edited by B. Lott and D. Maluso, 183-224. New York: Guilford Press.

Lee, Tiane L., and Susan T. Fiske. 2006. “Not an Outgroup, not yet an Ingroup: Immigrants in the
Stereotype Content Model.” International Journal of Intercultural Relations 30 (6): 751-768.
Loépez, Nancy. 2003. Hopeful Girls, Troubled Boys: Race and Gender Disparity in Urban Education.

New York: Routledge.

Lopez, Vera, and Meda Chesney-Lind. 2014. “Latina Girls Speak out: Stereotypes, Gender and
Relationship Dynamics.” Latino Studies 12 (4): 527-549.

Lépez-Rodriguez, Lucia, Marisol Navas, Isabel Cuadrado, Dawna Coutant, and Stephen Worchel.
2014. “The Majority’s Perceptions About Adaptation to the Host Society of Different Immigrant
Groups: The Distinct Role of Warmth and Threat.” International Journal of Intercultural
Relations 40: 34-48.

Massey, D. S., K. A. Pren, and J. Durand. 2016. “Why Border Enforcement Backfired.” American
Journal of Sociology 121 (5): 1557-1600.

Menjivar, Cecilia, and Leisy J. Abrego. 2012. “Legal Violence: Immigration Law and the Lives of
Central American Immigrants.” American Journal of Sociology 117 (5): 1380-1421.

Migration Policy Institute. 2016. Largest U.S. Immigrant Groups over Time, 1960-Present.

Migration Policy Institute. 2017. Immigration under Trump: A Review of Policy Shifts in the Year
Since Election.

Mukherjee, Sahana, Ludwin E. Molina, and Glenn Adams. 2012. “National Identity and
Immigration Policy: Concern for Legality or Ethnocentric Exclusion.” Analyses of Social Issues
and Public Policy ASAP 12 (1): 21-32.

Pager, Devah, Bruce Western, and Bart Bonikowski. 2009. “Discrimination in a Low-wage Labor
Market: A Field Experiment.” American Sociological Review 74 (5): 777-799.

Pardos-Prado, Sergi. 2012. “The Electoral Effect of Immigration Preferences and the Centre-
Periphery Cleavage in Spain.” South European Society and Politics 17 (3): 503-518.


https://doi.org/10.1080/1369183X.2019.1622744
http://gemm2020.eu/wpcontent/uploads/2019/02/GEMM-WP3-codebook.pdf
http://gemm2020.eu/wpcontent/uploads/2019/02/GEMM-WP3-codebook.pdf

JOURNAL OF ETHNIC AND MIGRATION STUDIES . 21

Park, Jerry Z., Brandon C. Martinez, Ryon Cobb, Julie J. Park, and Erica Ryu Wong. 2015.
“Exceptional Outgroup Stereotypes and White Racial Inequality Attitudes Toward Asian
Americans.” Social Psychology Quarterly 78 (4): 399-411.

Reher, David, and Miquel Requena. 2009. “The National Immigrant Survey of Spain. A New Data
Source for Migration Studies in Europe.” Demographic Research 20: 253-278.

Ridgeway, Cecilia L. 2014. “Why Status Matters for Inequality.” American Sociological Review 79
(1): 1-16.

Rodriguez-Pérez, Armando, Naira Delgado-Rodriguez, Verénica Betancor-Rodriguez, Jacques-
Philippe Leyens, and Jeroen Vaes. 2011. “Infra-humanization of Outgroups Throughout the
World. The Role of Similarity, Intergroup Friendship, Knowledge of the Outgroup, and
Status.” Anales De Psicologia 27 (3): 679-687.

Rodriguez-Planas, Nuria, and Natalia Nollenberger. 2016. “Labor Market Integration of New
Immigrants in Spain.” IZA Journal of Labor Policy 5 (1): 4.

Ruscher, Janet B. 2001. The Social Psychology of Prejudiced Communication. New York: Guilford
Press.

Salgado de Snyder, V. Nelly, Richard C. Cervantes, and Amado M. Padilla. 1990. “Gender and
Ethnic Differences in Psychosocial Stress and Generalized Distress among Hispanics.” Sex
Roles 22 (7-8): 441-453.

Sanchez-Dominguez, Maria, and Susanne Fahlén. 2017. “Changing Sector? Social Mobility among
Female Migrants in Care and Cleaning Sector in Spain and Sweden.” Migration Studies 6 (3):
367-399.

Sidanius, Jim, and Felicia Pratto. 1999. Social Dominance: An Intergroup Theory of Social Hierarchy
and Oppression. New York: Cambridge University Press.

Spanish Statistical Office. 2011. Population and Housing Census 2011.

Spanish Statistical Office. 2016a. 2011 Census.

Spanish Statistical Office. 2016b. Spanish Labour Force Survey Ad hoc Module 2014 on the Labour
Market Situation of Migrants and Their Immediate Descendants.

Stanek, Mikolaj, and Alberto Veira. 2012. “Ethnic Niching in a Segmented Labour Market: Evidence
from Spain.” Migration Letters 9 (3): 249-262.

Tienda, Marta, and Susana Sanchez. 2013. “Latin American Immigration to the United States.”
Daedalus 142 (3): 48-64.

Turner, John C., Michael A. Hogg, Penelope ]. Oakes, Stephen D. Reicher, and Margaret S.
Wetherell. 1987. Rediscovering the Social Group: A Self-Categorization Theory. Cambridge,
MA: Basil Blackwell.

Vanbeselaere, Norbert. 1996. “The Impact of Differentially Valued Overlapping Categorizations
upon the Differentiation Between Positively, Negatively, and Neutrally Evaluated Social
Groups.” European Journal of Social Psychology 26 (1): 75-96.

Veit, Susanne, and Lex Thijssen. 2019. “Almost Identical But Still Treated Differently: Hiring
Discrimination Against Foreign-Born and Domestic-Born Minorities.” Journal of Ethnic and
Migration Studies. doi:10.1080/1369183X.2019.1622825.

Williams, L. Susan, Sandra D. Alvarez, and Kevin S. Andrade Hauck. 2002. “My Name Is Not
Maria: Young Latinas Seeking Home in the Heartland.” Social Problems 49 (4): 563-584.

Zou, Linda X., and Sapna Cheryan. 2017. “Two Axes of Subordination: A New Model of Racial
Position.” Journal of Personality and Social Psychology 112 (5): 696-717.


https://doi.org/10.1080/1369183X.2019.1622825

	Abstract
	The immigrant origin of Latinos in the US and Spain
	Latin American migration flows to the US and Spain
	Geographic and gender composition of Latinos in the US and Spain

	Labour market participation and occupational segregation of Latinos in the US and Spain
	Labour market participation
	Occupational distribution

	Theoretical background and hypotheses
	Stereotyping and the position of ethnic minorities
	Stereotypes associated with Latinos in the US
	Stereotypes associated with Latinos in Spain

	Stereotyping and the intersection between ethnicity and gender
	The stereotype of Latino men as threatening and aggressive
	The stereotype of Latinas as docile, incompetent and not career-oriented

	Research design and data
	Data
	Ethnicity and names
	Treatments: warmth and competence
	Occupations
	Outcome variable and estimation strategy

	Results
	Discrimination against Latinos in the US and in Spain
	Do Latino men experience more discrimination than Latino women?
	Does the inclusion of a warmth indicator diminish the discrimination against Latino men?
	Does the level of discrimination vary across occupations for Latino men?
	Does the level of discrimination vary across occupations for Latino women?
	Does the inclusion of a competence indicator diminish the discrimination against Latino women?
	Does the inclusion of a both a competence and a warmth indicator diminish discrimination against Latinos?
	Robustness checks

	Conclusion
	Notes
	Disclosure statement
	References

