
Vol.:(0123456789)

SN Bus Econ (2022) 2:191
https://doi.org/10.1007/s43546-022-00371-7

REVIEW

Assessing the role of gender in hiring: a field experiment 
on labour market discrimination

Ayrton Zarb1 

Received: 6 January 2022 / Accepted: 15 November 2022 / Published online: 27 November 2022 
© The Author(s), under exclusive licence to Springer Nature Switzerland AG 2022

Abstract
The under-representation of females within the labour market, particularly in mana-
gerial roles, has sparked a local and global debate on whether women, mostly moth-
ers, face negative discrimination. This study distinctly adopts a field experiment 
methodology to investigate the presence of gender discrimination and the mother-
hood penalty against higher education (Bachelor, Master’s, and Doctoral degree) 
females seeking full-time employment in the labour market at the initial stage of 
the recruitment process, being the call-back to the interview. This study took place 
in Malta, which was characterised by a low unemployment figure, complemented 
by strong economic growth at the time, thus enabling a proper analysis of the pos-
sible presence of gender-based discrimination even when labour demand is high. 
Field experiments were chosen as the methodology. This involved sending pairs 
of fictitious job applications belonging to two fictional male and female candidates 
(identical to each other except for the demographic characteristics) in response to 
job vacancies. Then, the employers’ behaviour was recorded to assess whether they 
engaged in discriminatory practices. The analysis of the replies through the use of 
econometric models shows that there is no statistically significant evidence that 
employers engage in discrimination at the call-back stage of the recruitment process. 
Furthermore, during this distribution period, no particular age class was favoured 
or discriminated against, a finding that contradicts the idea that young female work-
ers are discriminated against due to their maternal responsibilities. Such a study 
contributes to the growing literature on the subject, by being the first study done in 
Malta to scientifically test whether the significant gender employment gap present in 
various industries in Malta is attributed to negative discrimination against women or 
mothers with young children.
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Introduction

European and local context

Discrimination in the workplace is unlawful in most nations; however, despite dif-
ficulties in attributing unequal outcomes to this phenomenon, recent evidence sug-
gests that, on average, females within the European Union (EU) receive 13% less 
salary than males for equivalent work (Eurostat 2022a). In the EU although there 
is a political will to narrow the gap, more progress needs to be registered, as indi-
cated in the European Institute for Gender Equality’s (2017) publication, which 
highlighted that European women tend to take more career breaks and have fewer 
options for upskilling with informal working arrangements than men.

Among the studies performed within EU Member States (MS), Mitsis (2020) 
concludes that there appears to be a presence of substantial discrimination against 
women working in culinary occupations in Cyprus. However, in Finland, Liebkind 
et al. (2016) produced opposite results, whereby male applicants are put at a disad-
vantage when applying for equivalent jobs as women in occupations that are typi-
cally characterised as female dominant.

In Malta, the recent publication by Eurostat (2022b) tells a story, where the 
employability rate of males in 2022 exceeded the rate of females by 16.8%, lead-
ing policymakers to debate whether employers in Malta discriminate according to 
gender. The idea that distinct groups of workers receive different employment treat-
ments implies that each group differs when considering certain characteristics that 
are valued on the market. According to the Maltese constitution, discrimination is

based on sex or because of family responsibilities, sexual orientation, age, reli-
gion or belief, racial or ethnic origin, or gender identity, gender expression or 
sex characteristics and includes the treatment of a person in a less favourable 
manner than another person (Chapter 456 of the Constitution of Malta 2003, 
p.1).

Scope of the study

Gender equality is important for both men and women to ensure economic inde-
pendence and a peaceful and prosperous world (United Nations: Gender Equality 
and Women’s Empowerment 2022). However, inequality in terms of unpaid domes-
tic housework and childcare activities might be contributing to the gap in the labour 
market (Tabatabaei and Mehri 2019).

This study employs experimental economics techniques and applies them to the 
Maltese labour market to study discrimination using a twofold approach: call-backs 
and duration (in days) before receiving a positive reply. This is a first for such forms 
of experimental studies as earlier works focused solely on call-backs (refer to Ber-
trand and Mullainathan 2004; Riach and Rich 2006). Moreover, the core objectives 
of the study are also two, being to uncover the possible presence of (1) gender dis-
crimination against females and (2) the motherhood penalty among females who are 
in their prime years of having their first child. Using an objectivist methodology, the 
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employed research hypotheses test whether there is the presence of discrimination 
against a group of workers or not.

Literature review

Gender discrimination

Marimpi’S (2014) evidence concludes that women are the first to be dismissed dur-
ing an economic crisis, as felt recently during the COVID-19 pandemic, whereby 
according to the United Nations (2020), economic impacts were felt especially by 
women. Variations in perceived productivity due to physical and natural character-
istics, such as childbirth and physical strength, together with the brain structure and 
sex hormones, lead to such results (Albanesi and Olivetti 2009; Sofoluwe 2019). 
Recent studies, in fact, recognise a correlation between menstruation and work 
absenteeism, making it another invisible hurdle for female employment (Herrmann 
and Rockoff 2012, 2013; Schoep et al. 2019). In addition, on average, women allo-
cate 4.5  h/day to unpaid domestic work, while men’s contribution in this regard 
amounts to less than half (Organisation for Economic Cooperation and Development 
[OECD] 2021).

All these hurdles give root to Joan Acker’s ‘theory of gendered organisations’ 
(1990), which presents employers as non-gender-neutral agents, acting as structural 
barriers to women’s advancements. This creates gender bias against females, which 
shapes one’s perception as to who is right and fit for the post (Foley et al. 2019). 
Acker (1990) concludes that “men’s bodies, sexuality and relationships to procrea-
tion and paid work are subsumed in the image of the worker” (p.139).

According to Acker, women have to act like men to be considered ideal workers. 
Commitments to third-party individuals (for example, children) outside paid work 
could cause workers to be deemed unsuitable, especially for high-ranking positions. 
Indeed, it must be noted that based on Eagly and Carli’s (2007) findings, hours of 
work increase by seniority, something which is encouraged in most organisations 
(Westover et  al. 2010). Wang and Binachi (2009) add that informal networking 
outside working hours is another potential factor that may act as a hindrance for 
working mothers. Finally, a manager’s portfolio involves travelling for work, another 
hurdle for women, especially mothers, when it comes to advancing in their careers 
(Gustafson 2006). This is why studies portray the classic successful woman to be 
single or childless (Ellemers 2014). However, Munn (2015) present an alternative 
vision, suggesting that due to the rise in dual-earning families, the classical role of 
males has evolved, requiring them to share household responsibilities. Hence, males 
are no longer the natural or ideal workers, as portrayed by Acker.

Local context

The latest publications by Eurostat (2022b) show evidence of a gender pay gap in 
the EU. In fact, Malta was confirmed to be one of the worst-performing EU and 
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Euro Area (EA) Member States in relation to the gender employment gap, as is evi-
dent in Fig. 1.

To add salt to the wound, the situation in Malta is in-line with the EU average, 
with an estimated 10% gender pay gap in 2022. This is especially among high-
income earners, equivalent to 16% (Eurofound 2022). Moreover, National Statistics 
Office (NSO) data highlights that in Malta there exists male domination in certain 
economic sectors, exceeding female presence by more than double, while female 
domination is more present in social sectors, such as in the education and human 
health and social work sectors (Table 1).

Table 1 identifies which sectors are male dominant and which are female domi-
nant (mostly humanitarian occupations). This concept of occupational segregation 
has been a challenge for Malta for several years, as cited in Borg and Vella’s (2007) 
report for Malta’s public employment services. However, Table  1 recognises that 
there is more male domination in the areas of Science, Technology, Engineering 
and Mathematics (STEM), which according to Tandrayen-Ragoobur, and Gokuls-
ing (2021) is due to students’ academic performance in STEM subjects at the sec-
ondary school level, while females lead in what economists call pink-collared jobs, 
such as teaching and nursing (Kalokerinos et al. 2017). Literature is divided about 
this concept; on the one hand, Albert et al. (2011), for instance, state that there is 
discrimination against males in female-dominant areas, while other studies, such as 
that by Riach and Rich (2006), imply that there is discrimination against females in 
male-dominant areas.

Findings from Riach and Rich’s (2006) study shed further light on correspond-
ence studies. The authors discovered that gender discrimination in an economic 
or occupational sector stimulates the probability of getting a reply for an inter-
view, whereby those sectors that are more dominant by one gender tend to cause 
discrimination against the less represented gender. This phenomenon follows the 
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Fig. 1   Gender employment gap (2020). Source: Eurostat 2022a
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overcrowding hypothesis developed by Bergmann (2010), who argues that sectors 
that are over-concentrated by females facilitate female entry.

Literature gap

The key methodology adopted by past researchers to investigate the presence of dis-
crimination is field experiments, especially following the publication of Bertrant and 
Mullainathan’s (2004) paper. This study revealed the presence of racial discrimina-
tion, whereby white applicants received one call-back for every ten advertisements 
they applied for, while African Americans’ rate was one for every fifteen advertise-
ments. This study followed in their steps by sending pairs of fabricated résumés to 
genuine job vacancies issued both on online job search websites and also in news-
papers. For randomisation purposes, Bertrand and Mullainathan (2004) used résu-
més of various qualities; thus, they utilised both high-quality résumés (which have 
low employment gaps, an excellent employment history, and extensive listed skills) 
and low-quality résumés (which are the contrary). Similarly, this study also varied 

Table 1   Nomenclature of economic activities (NACE) sectors distributed by gender for Malta

Source: NSO (2022a)

Economic activity Gender 
employment 
gap (%)

Agriculture, forestry, and fishing 72
Mining and quarrying 76
Manufacturing 48
Electricity, gas, steam, and air conditioning supply 79
Water supply; sewerage, waste management, and remediation activities 66
Construction 87
Wholesale and retail trade; repair of motor vehicles and motorcycles 27
Transportation and storage 61
Accommodation and food service activities 32
Information and communication 42
Financial and insurance activities − 2
Real estate activities 25
Professional, scientific, and technical activities 12
Administrative and support service activities 20
Public administration and defence; compulsory social security 24
Education − 43
Human health and social work activities − 32
Arts, entertainment, and recreation 22
Other service activities − 14
Activities of households as employers; undifferentiated goods- and services-producing 

activities of households for own use
− 78

Activities of extraterritorial organisations and bodies 28
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the applicants’ age to ensure randomisation, allowing the study to examine whether, 
besides the presence of gender discrimination, there might be a motherhood penalty 
present among females who are in their prime years of giving birth, thus contribut-
ing further to the growing literature on the subject.

In another seminal paper by Riach and Rich (2006), the authors investigated the 
potential existence of gender discrimination in the United Kingdom (UK) in four 
areas: computer programming, engineering, accountancy, and secretarial work, 
focusing on sectors which are traditionally considered either male- or female-dom-
inant areas. This study classified Accountancy and programming as gender-neutral 
occupations; however, the engineering profession is male-dominated, while secretar-
ial work is normally associated with females, in line with the revelations in Table 1 
(Professional, scientific, and technical activities; Human health and social activi-
ties). Overall, this study by Riach and Rich (2006) narrowly focused on and proved 
the presence of gender discrimination in the aforementioned four areas; however, 
this study aims to be more holistic by examining the possible presence of discrimi-
nation in all sectors of society.

Determinants for receiving a call‑back

Riach and Rich’s (2006) results converge with Petit’s (2007), who investigated 
whether maternal and paternal constraints have any significant impacts on the 
employability of different family members. Following a novel methodology, the 
author produced a series of résumés, including, young, single and childless; prime-
age, single and childless; and prime-age with children (Petit 2007, as cited in Azmat 
and Petrongolo 2014 p.6).

The motherhood penalty leads females not to apply for leadership roles (Cuk-
rowska-Torzewska and Lovasz 2020). Therefore, the applicants’ age indirectly indi-
cates their marital status to potential employers, as well as their likelihood of having 
children. The older the age of the candidate, the higher the probability of being mar-
ried and having children. According to Petit (2007), young female workers are dis-
criminated against when applying for vacancies, but other authors, including Acker 
(1990), obtained opposite findings, portraying dependent (older) females with chil-
dren at a disadvantage. The Gender Equality Index (Franklin et al. 2017) also identi-
fies age as a major determinant of the gender employability gap.

According to Becker (1957), the stock of skills, abilities, and knowledge produces 
an economic value that increases worker productivity. Economists cite perceived 
productivity as a determinant for receiving a call-back for an interview (Albanesi 
and Olivetti 2009; Bailey 2006). The higher the educational level attained by indi-
viduals, the more human capital is accumulated, implying an increase in the prob-
ability of receiving a call-back (Mpendulo and Mang’unyi 2018; Neumark 2018). 
Furthermore, experience and placements in similar fields are also forms of human 
capital investment for labour, improving the chances of being deemed employable 
(Smith et al. 2018).

According to Baert (2018), the distance between the workplace and the appli-
cant’s locality is another statistically significant determinant for receiving a 
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call-back. A negative correlation was proved between the two variables, implying 
that the further the distance between the place of work and the applicant’s locality, 
the lower the probability of receiving a call-back. Baert (2015) admits that “they 
[employers] may prefer workers with a social network in the neighbourhood of the 
firm, since they may expect a higher commitment from workers living close to the 
firm.” (p. 7). Another viewpoint by Lang and Lehmann (2012) is that the applicant’s 
neighbourhood conveys a message to employers about the former’s personal attrib-
utes, including educational/social background, income, and personality.

According to Van Staveren (2014), leading roles are mostly occupied by males, 
making it difficult for females to apply. Malta has one of the lowest numbers of 
female board members, Chief Executive Officers (CEOs), and managers among all 
27 EU countries, whereby 95% of most managerial roles are, in fact, held by men, 
while professional roles are more evenly distributed among the two sexes (Eurostat 
2022b). Through this study, the hypothesis proposed by Van Staveren et al. (2014) 
was tested by applying for vacancies from various hierarchical levels to study the 
latter as one of the variables that could help explain call-back rates.

Another determinant that was proven by past authors to affect the call-back rate 
is whether the employer operates within the public or private sector. Most mothers 
in Malta are employed within the public administration, possibly due to the family-
friendly benefits that can be received. Eurostat (2022b) findings also conclude that 
in most EU countries, including Malta, the gender pay gap is wider in the private 
sector than in the public sector, which may be attributed to the fact that many public 
sector employees are protected by collective pay agreements as a technique to pro-
mote equality.

Experimental design

This study took place within a context close to full employment, with official sta-
tistics reporting an unemployment rate of 4% (NSO 2022a). Consequently, this 
study could minimise potential confounders and focus on uncovering the ultimate 
effect. Therefore, the rationale behind this study was to assess the following research 
hypotheses against the null hypotheses:

H1  There are differences between males and females call-back rates.

H2  There are differences in the duration to receive a call-back between males and 
females.

Research design

Correspondence experiments were completed by sending pairs of fictitious employ-
ment applications, following the techniques adopted by past researchers on the 
subject. The primary data collected were analysed using reduced-form logit and 
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Ordinary Least Squares (OLS) regression models. The former regression model was 
used to help answer whether gender has any impact on the probability of getting a 
call-back, while the second conceptual model examined the potential effect of gen-
der on the number of days that pass before receiving a call-back.

Research instrument and format

Creating a bank of résumés

A database of realistic and representative résumés covering numerous employment 
occupations that might be demanded by employers was created. A pool of CVs was 
collected from real job applicants. The CVs were then altered sufficiently to meet 
the requirements of this study. A Maltese context had to be applied to respect the 
environment in which this study took place. Therefore, the applicants’ educational 
backgrounds and the names of previous employers had to respect the local scenario.

Given that the Maltese labour market is relatively small vis-à-vis foreign coun-
tries, a richer approach was undertaken by considering all industries available, given 
that they satisfy the established criteria. In addition, unlike the approach undertaken 
by Bertrand and Mullainathan (2004), the variable ‘AGE’ was used for randomisa-
tion purposes; consequently, the fictional candidates were randomly assigned an age 
of 28 or 44 years.

The first age cohort was chosen following the NSO’s (2019) revelation of the 
average prime age at which Maltese women have their first child, which imposes 
pressure and responsibilities on females to balance their employment and family 
responsibilities. Hence, young female applicants in this experiment increase social 
salience within the context of recruitment as their age signals to employers that they 
have children or are thinking of having children. The second age cohort was cho-
sen following recent amendments to the local General Elections Act (Legislation.
mt 2021), which now allows 16 years to vote in local elections. Therefore, rational 
employers might interpret this age as the cut-off point for mothers to bear fam-
ily responsibilities, subsequent to which they are able to return to gainful occupa-
tion. Therefore, the age of 44 was chosen following the summation between when 
the mother has her first child and the age when the adolescent is perceived to be 
responsible.

The methodological imperative of this technique allows this study to test for the 
potential influence of motherhood on the likelihood of receiving a reply for an inter-
view. The process of randomly assigning individuals of two genders and two age 
classifications ensured that those in the treatment and control groups differed solely 
in terms of their respective probability of being allocated in each category.

The Curricula Vitae (CVs) were designed following the Europass style and for-
mat to ensure that it is internationally recognised. This also guaranteed comparabil-
ity between the two fictitious candidates when applying for the same vacancy. To 
perform a neutral comparison between the two applicants, no photo was attached 
to the CVs. It was also assumed that no applicant suffered from any unemployment 
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spells during their employment years, meaning that prime-aged workers (28 years) 
had less employment experience than those passing the peak of their career 
(44 years).

The identities of the fictitious applicants

The CV structure included several fictitious attributes about the applicants to help 
ensure realism during the experiment, as summarised in Table 2.

For uniformity purposes, all the above characteristics (except for work experi-
ence) were identical for same-gender applicants coming from the two age catego-
ries. However, the given information was slightly altered between genders to avoid 
possible detection. The rationale behind this measure is that this experimental 
method requires control over all productivity-determining variables. Thus, it was 
ensured that gender was the only variable that strictly distinguished the two can-
didates. Whenever employers requested a covering letter to be attached to the job 
application, this was designed as well. Once again, the covering letter was identical 
for both applicants, except for their names and signatures.

Personal data  The applicants’ names were crucial as they needed to reveal the appli-
cants’ gender to the employers. For the male candidate, the name “Luke” was chosen, 
while the female applicant went by the name “Elena”. The names were chosen based 
on the NSO (2021b) data publication detailing the most popular names given to new-
borns in 2015. Furthermore, to validate the link between the name and the gender 
of the fictitious applicant, a field was added to the CV that stipulated the applicant’s 
gender. Meanwhile, the applicants’ surnames were selected based on the two most 
common Maltese surnames in Malta, as established by the National Statistics Office 
(2011). As a result, “Luke Borg” and “Elena Cutajar” were created.

Since the literature identifies the distance between the workplace and the appli-
cant’s locality as a key determinant for receiving a call-back, the applicants were 
said to come from “Birkirkara” and “Balzan”, locations from the same geographical 
district in Malta. Once again, this decision was based on census findings concerning 
the most populated cities in Malta. Moreover, the two localities face similar social 
and economic characteristics. The residential addresses of the fictitious candidates 

Table 2   Components of the CV
Personal data Gender

Name and surname
Residential home address
Mobile phone number
Electronic mail address
Date of birth
Nationality

Professional experience Work experience
Education and training

Personal skills



	 SN Bus Econ (2022) 2:191191  Page 10 of 21

included real main roads found within the selected locations to further improve 
realism.

To be able to apply for vacancies and track employer call-backs, the same elec-
tronic mail address and mobile phone number were used for all male candidates, 
while female candidates were assigned alternative contact details. The applicants’ 
date of birth was randomly assigned between the two age categories. In addition, 
for consistency, all job seekers were assumed to be Maltese; this was stated in an 
appropriate field.

Professional experience  For comparability purposes, each fictitious applicant fol-
lowed a professional career within the same economic sector so as to ensure homoge-
neity between the male and female applicants. Indeed, the methodology adopted fol-
lows the work by Carlsson et al. (2014), who assumed equal returns for both genders 
following their educational degrees, work experience, job tenure, and employment 
status.

The two respective candidates were equipped with the same level of employment 
practice, including the same mix of public and private sector exposure. In addition, 
all the applications satisfied the least minimum level of professional experience 
requested by the employer for the job that the candidate was applying for. Further-
more, the names of the training courses followed by the applicants were altered each 
time to match the requirements stipulated in the job advertisement.

Meanwhile, the Gender Equality Index (Franklin et al. 2017) points out that gen-
der discrimination is more prominent among those who have higher levels of educa-
tion. This proposition was tested with the inclusion of a variable that captured the 
highest level of education achieved by each candidate. This consistency in human 
capital investment was also reflected in the level of training that the two candidates 
had received.

Every fictitious interviewee involved in this study had attained at least a bache-
lor’s level of education (International Standard Classification of Education [ISCED] 
level 6) at an upper second-class level. The degree was obtained from the University 
of Malta.

Personal skills  The two applicants were equipped with similar personal skills (lan-
guage proficiency, digital skills, car driving licence) for uniformity. Cultural and per-
sonal interests were not included in the résumés due to their heterogeneous nature. 
Therefore, the two CVs submitted for each application were largely identical to one 
another, except for the gender, name, surname, residential home address, mobile 
phone number, and electronic mail address.

Responding to job vacancies

Job advertisements that called for applicants who possessed professional skills 
below ISCED Level 6 were discarded to satisfy the set criteria. No applications were 
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submitted to advertisements that required the applicants to appear in person or call 
either, as they contradicted the core approach behind this methodology, which was 
built on the homogeneity of the two candidates. Job advertisements that requested 
the applicants to submit their identity card number, a link to their social media 
account, or the submission of certificates or warrants alongside their employment 
application were also discarded. Only advertisements that required the applicants 
to work on a full-time basis were selected to ensure better comparability within the 
data generated.

The process of applying for advertisements required sending applications on dif-
ferent days to further ensure realism. On average, a 2-day gap is allowed between the 
submission of applications, with the gender of the individual who submits the CV 
first randomly chosen each time.

Measuring the responses

A total of 330 résumés were sent between October 2018 and February 2019 in 
response to 165 employment advertisements over the entire sample period. A posi-
tive call-back for an interview was registered whenever an electronic mail or mobile 
phone call was received, inviting one or both candidates to attend the first interview. 
Conversely, a negative call-back for an interview was noted whenever the appli-
cants were either informed that their application could no longer be processed or no 
response for an interview was received by the end of the sample distribution period 
for applications whose deadline had expired.

Empirical strategy

Since the first research hypothesis tests whether being a female has any impact on 
the interview call-back rates of females while considering a dichotomous qualitative 
dependent variable, it was decided that binominal logit regression models should be 
used. The binary values opted for this analysis are (2) in case of a positive call-back 
and (1) in case of a negative call-back or if no call-back is received. Conversely, to 
test the second research hypothesis, a linear OLS regression model was employed 
with a set of independent variables, as summarised in Table 3.

Therefore, the regression models to be used are:

CALLi = β
0
+ β

1
GENDER + β

2
AGE + β

3
HIERARCHY

+ β
4
DOMINATION + β

5
DISTANCE + β

6
EXPERIENCE

+ β
7
ISCED + β

8
ONLINE + β

9
PRIVATE + β

10
GENDERxAGE + εi

DURATIONi = β
0
+ β

1
GENDER + β

2
AGE

+ β
3
HIERARCHY + β

4
DOMINATION + β

5
DISTANCE

+ β
6
EXPERIENCE + β

7
ISCED + β

8
ONLINE

+ β
9
PRIVATE + β

10
GENDERxAGE + εi
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Data Analysis

Descriptive statistics

The descriptive statistics output in Table 4 summarises the collected data, whereby 
the patterns of interest are displayed. Most of the explanatory variables used in the 
regressions are dummy variables, taking a definite range of values {1,0}. This table 
serves as a testimonial to the candidates’ identity structures, where the two fictitious 
applicants have identical socio-economic identities. Furthermore, prior to starting to 
conduct causality tests between variables, the behaviour of the dependent variables 
needs to be statistically analysed. Based on Fig. 2, the dependent variable ‘DURA-
TION’ is not normally distributed, as confirmed by the Jarque–Bera test, as is the 
second dependent variable ‘CALL’ given the nature of this binary variable. This 
follows the data in most other experimental data (refer to Petit 2007), leading the 
researcher to choose non-parametric tests to be performed for statistical analysis. 

Logit regression model

The logit regression model includes the core variables, these being the candidates’ 
gender and age, together with a set of control variables. Given the presence of severe 
multicollinearity between the applicants’ age and their years of experience (correla-
tion of 0.8413), the latter variable was removed from the analysis as the former is 
required to test for the possible presence of the motherhood penalty. Robust standard 
errors were used in all regression models to overcome for the possible presence of 
heteroskedasticity and serial correlation across the data.

Table 3   Variables analysis

Variable Description Value

CALL Call-back for an interview 2— Yes; 1—No
DURATION Duration gap Measures the time taken to 

receive a call-back in days
GENDER The applicant’s gender 1—Female; 0—Male
AGE The applicant’s age 1—28 years; 0—44 years
GENDERxAGE Motherhood penalty 1—Female and 28 years

0—Otherwise
HIERARCHY Hierarchical level for the vacancy 1—Managers; 0—Professionals
DOMINATION Female domination in the occupation sector Percentage of female domination
DISTANCE Distance between home residence and the work-

place
Distance in kilometres

EXPERIENCE The applicant’s work experience Experience in years
ISCED The applicant’s educational level Scale from 6 to 8
PRIVATE Economic sector 1—Private sector

0—Public sector
ONLINE Job advert source 1—Online; 0—Newspaper
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A series of regression models have been tested to examine for possible causations 
between the independent and dependent variables. The main empirical findings of 
Model 2 (Table 5) prove that the gender of the applicant, being the coefficient of dis-
crimination (Becker 1957), has no statistically significant impact on the probability 
of being called for an interview. Therefore, this result rejects the proposal for gender 
discrimination. Moreover, the candidate’s age class was found not to be a statisti-
cally significant determinant when considering the probability of being contacted 

Fig. 2   Normality test for the dependent variable ’DURATION’

Table 5   Regression analysis for the dependent variable ‘CALL’

The models were estimated using a logit link function with CALL as the dependent variable. The stand-
ard errors are shown in parentheses. The asterisks show the statistical significance of each coefficient: 
***indicates significance at the 1% level, **at the 5% level, and *at the 10% level

Dependent variable: CALL

Variable Model 1 Model 2 Model 3 Model 4

C 0.3285* (0.1897) 2.9951 (2.2386) 3.0326 (2.2884) 3.0510 (2.2468)
GENDER 0.000 (0.2217) 0.0132 (0.2358) 0.0127 (0.2354) − 0.0931 (0.3213)
AGE − 0.3032 (0.2218) − 0.3112 (0.2623) − 0.4228 (0.3528)
HIERARCHY 0.2720 (0.3382) 0.5197 (0.3243) 0.2723 (0.3385)
DOMINATION 0.6332 (0.7858) 0.7301 (0.7944) 0.6237 (0.7849)
DISTANCE − 0.019 (0.0218) − 0.0184 (0.0218) − 0.0191 (0.0218)
ISCED − 0.3502 (0.3656) − 0.3904 (0.3711) − 0.3505 (0.3656)
ONLINE − 1.1846*** 

(0.2548)
− 1.1589*** 

(0.2567)
− 1.1855*** 

(0.2547)
PRIVATE − 0.3197 (0.3168) − 0.2609 (0.3184) − 0.3199 (0.3173)
EXPERIENCE − 0.0089 (0.0168)
GENDER x AGE 0.2226 (0.4715)
SER 0.4988 0.4729 0.4769 0.4766
McFadden R2 0.0041 0.0948 0.0787 0.0818
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for an interview. In addition, there is no proof of negative discrimination against 
prime-aged females who have a higher probability of having a child in the coming 
years. Therefore, it can be concluded that in such a tight labour market, employers 
were not differentiating between experienced and novel employees in the market, 
nor between sexes, leading such variables to be insignificant, despite having an eco-
nomic meaning.

Meanwhile, the variable ONLINE was found to be significant at the 1% level, 
indicating that there is a negative relationship between the probability of being 
called for an interview and applying for online vacancies. The log-odds transfor-
mation using the odds ratio gives a value of 0.3059, which means that the odds of 
receiving a positive call-back for an interview are 30.59% smaller when applying for 
online vacancies than when considering traditional newspaper vacancies. The use 
of newspapers for advertising purposes has been on the decline over these past few 
years due to the shift toward more modern online platforms (Lindstädt and Budzin-
ski 2011). Therefore, it is possible that a larger pool of applicants applied for vacan-
cies through online platforms rather than traditional media, thus lowering the prob-
ability of receiving a call-back using the former approach due to the larger number 
of competing applications.

The variable ‘EXPERIENCE’ is statistically significant with a negative sign in 
the third model; however, the coefficient is marginal, meaning that there seem to 
be no significant differences among experienced and inexperienced applicants when 
considering the possibility of receiving a call-back, in line with the findings obtained 
by Farber et al. (2017). Since this study took place at a time when the employment 
rates in Malta were high, while unemployment rates were one of the lowest in the 
European Union (NSO 2022b), employers did not seem to differentiate between 
experienced and inexperienced applicants as long as they contributed toward organi-
sational production.

The remaining variables (EDUCATION, EXPERIENCE, and HIERARCHY) 
were not proven to be statistically significant enough to explain any changes in the 
call-back rate for the applied vacancies. Such a tight labour market caused by a mean 
nominal economic growth of 8.91% per year between 2016 and 2019 (NSO 2022c) 
may have led employers not to differentiate or prioritise a group of workers over 
another; hence, no form of preference among the different classes of workers was 
present. Despite not being statistically significant, these variables were to be kept in 
the final model so as to overcome the problem of irrelevant variable bias.

A series of robustness tests were undertaken, whereby the chosen regression 
model was re-tested using the Probit and the Linear Probability models. The results 
in Table 6 reconfirm that there is no discrimination against females during the time 
of the study.

OLS regression model

Following the nature of the dependent variable DURATION, the sample size for 
the second model is equal to 180 observations. The chosen model, Model 2, has the 
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highest goodness of fit and lowest error in the model, including the core variables 
together with a set of control variables.

The results displayed in Table  7 prove that the applicant’s gender has no sta-
tistically significant impact on the length of time taken (in days) to get a reply for 

Table 6   Robustness testing for the dependent variable ’CALL’

The models were estimated using logit, probit and linear probability models with CALL as the dependent 
variable. The standard errors are shown in parentheses. The asterisks show the statistical significance of 
each coefficient: *** indicates significance at the 1% level, ** at the 5% level, and * at the 10% level

Variable Logit model Probit model Linear probability model

C 2.9951 (2.2386) 1.8022 (1.3884) 1.1747** (0.5273)
GENDER 0.0132 (0.2358) 0.0068 (0.1439) 0.0028 (0.0527)
AGE − 0.3112 (0.2623) − 0.1924 (0.1605) − 0.0691 (0.0591)
HIERARCHY 0.2720 (0.3382) 0.1609 (0.2047) 0.0597 (0.0742)
DOMINATION 0.6232 (0.7858) 0.3927 (0.4895) 0.1368 (0.1870)
DISTANCE − 0.019 (0.0218) − 0.0110 (0.0138) − 0.00040 (0.0058)
ISCED − 0.3502 (0.3656) − 0.2099 (0.2263) − 0.0778 (0.0857)
ONLINE − 1.1846*** (0.2548) − 0.7337*** (0.1564) − 0.2828*** (0.0579)
PRIVATE − 0.3197 (0.3168) − 0.1958 (0.1899) − 0.0698 (0.0681)
SER 0.4729 0.4761 0.4763
McFadden R2

Adjusted R2

0.0948 0.0811 0.0867

Table 7   Regression analysis for the dependent variable ‘DURATION’

The models were estimated using an OLS function with DURATION as the dependent variable. The 
standard errors are shown in parentheses. The asterisks show the statistical significance of each coeffi-
cient: *** indicates significance at the 1% level, ** at the 5% level, and * at the 10% level

Dependent variable: DURATION

Variable Model 1 Model 2 Model 3 Model 4

C 11.0997 (1.5169) − 4.8389 (19.2498) − 6.5353 (19.2762) − 5.6073 (19.3291)
GENDER 0.6735 (1.9270) 0.8844 (1.8526) 0.9075 (1.8455) 2.0782 (2.5993)
AGE − 1.4097 (1.9023) − 0.1988 (1.8904) 1.1619 (2.2942)
HIERARCHY 4.7153* (2.5865) 4.1885 (2.8022) 4.6898 (2.5956)
DOMINATION 4.9670 (5.7871) 4.4764 (5.9035) 4.9083 (5.7951)
DISTANCE 0.0875 (0.2133) 0.0722 (0.2130) 0.0920 (0.2138)
ISCED 2.9485 (3.0128) 3.1199 (3.0100) 2.9693 (3.0291)
ONLINE − 2.2850 (1.5820) − 2.4052 (1.5386) − 2.2846 (1.5861)
PRIVATE − 8.7897** (2.4632) − 8.8849** (2.4828) − 8.7022 (2.4476)
EXPERIENCE 0.0939 (0.1464)
GENDER x AGE − 2.7027 (3.5319)
SER 12.8343 12.8343 12.8343 12.8343
Adjusted R2 − 0.0077 0.1215 0.1240 0.1193
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an interview. All the other variables, except for HIERARCHY and PRIVATE, are 
insignificant. The relatively low number of significant variables follows the results 
obtained by Bertrand and Mullainathan (2004), as well as Petit (2007), especially 
due to the nature of this study, which makes use of field experiments aimed at mod-
elling human behaviour, even though modern economic literature contends that eco-
nomic agents act irrationally (Parisi and Smith 2005).

The results indicate that, on average, it takes 5 additional days for applicants who 
sent their CVs in response to vacancies for managerial roles to be called for an inter-
view when compared to corresponding vacancies for non-managerial roles. One 
plausible reason for this is that due to the nature of managerial occupations and the 
responsibilities that the selected candidate would bear, human resource managers 
undertake additional scrutiny on the candidates before calling them for an interview.

Furthermore, applicants who sent their CV during the distribution period in 
response to vacancies issued by organisations that operate in the private sector 
experienced a shorter time taken to receive a call-back (almost 9 days), possibly 
due to the public sector’s additional administrative scrutiny.

The findings from the second regression model complement the findings of 
the first regression model, since female candidates were not discriminated against 
in terms of the possibility of receiving a positive reply for an interview nor for 
the time it takes them to receive a reply. This leads this paper to conclude that 
presently, neither the gender nor the age of the candidate affects the first stage of 
job applicants’ employment career. This means that male and female candidates, 
irrespective of their age, have an equal opportunity of being called for an inter-
view and should wait for the same duration of time before being called. Prior to 
concluding that there is no sign of discrimination, a robustness test is performed 
in Table 8 using the Tobit model which produced consistent conclusion, proving 
that the employed model is robust.

Table 8   Robustness testing 
for the dependent variable 
’DURATION’

The models were estimated using OLS and Tobit functions with 
DURATION as the dependent variable. The standard errors are 
shown in parentheses. The asterisks show the statistical significance 
of each coefficient: *** indicates significance at the 1% level, ** at 
the 5% level, and * at the 10% level

Variable OLS model Tobit Model

C − 4.8389 (19.2498) − 5.2930 (19.4591)
GENDER 0.8844 (1.8526) 0.7635 (1.8994)
AGE − 0.1988 (1.8904) − 0.3032 (1.9568)
HIERARCHY 4.7153* (2.5865) 4.9001* (2.6103)
DOMINATION 4.9670 (5.7871) 4.3505 (5.8209)
DISTANCE 0.0875 (0.2133) 0.1036 (0.2214)
ISCED 2.9485 (3.0128) 3.0735 (3.0729)
ONLINE − 2.2850 (1.5820) − 2.4619 (1.6836)
PRIVATE − 8.7897** (2.4632) − 9.3697*** (2.4906)
SER 12.8343 12.1960
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Therefore, these findings contradict the idea of gender-based discrimination 
in the labour market, at least before the applicants are called for an interview. 
Hence, the gender employment gap in Malta, as depicted in Fig. 1, may be caused 
by other factors rather than discrimination. Specifically, NSO (2022b) estimate 
that 59% of all inactive workers in Malta are females, and therefore, it may be 
women’s personal choice to remain out of the labour market following the birth 
of their first child.

Conclusions

Within the context of strong economic growth, complemented by public policy 
amendments to ensure more representation of women in Parliament (General 
Elections Act 1991) and leadership roles, the gender of the applicant no longer 
seems to be a significant determinant for employers during the recruitment pro-
cess. Therefore, it can be concluded that the attributes of the ideal worker, as dis-
cussed by Acker (1990), no longer hold in this economic situation, since, in the 
case of this study, all the applicants who satisfied the criteria set by the employers 
in their job advertisements were perceived as relevant, irrespective of their demo-
graphic attributes. Therefore, this study fulfilled its aims and concludes that there 
exists no discrimination against full-time higher education females or prime-aged 
mothers in the labour market. Therefore, the null hypothesis of this study are not 
rejected.

It must be noted; however, that since this study was executed at a time when 
demand for labour equalled and, at times, exceeded supply, the gender and the 
age of the candidate may not have been significant determinants for the rational 
agent. This phenomenon is especially significant for the types of job vacancies 
that were considered as unemployment was considerably low amongst profession-
als and managers at the time of the study (NSO 2022d). Therefore, this conclu-
sion corroborates with Marimpi’s (2014) findings, suggesting that hindrances to 
female employment vary according to the economic cycle, decreasing at times 
when labour is needed in the market.

The conclusions obtained from this study do not exclude that discrimination 
might happen at a later stage in the recruitment process. Therefore, discrimina-
tion may be happening at the hiring stage or on the job, an argument which was 
brought up by some scholars in the literature consulted (Ada 2004; Roach 2014). 
Therefore, employers might be postponing the exercise of discrimination to a later 
stage, an issue that should be studied through additional research in this area..

Author contributions  This paper contributes to the growing literature on the subject by investigating the 
possible existence of gender discrimination when receiving a call-back for an interview, as well as the 
duration it takes to receive such a call-back at a period of time when the unemployment level was excep-
tionally low. Moreover, this study also aimed to investigate whether employers discriminate against moth-
ers who are in their prime years of giving birth, potentially due to the possibility of taking maternal leave. 
As a result, such a contribution is two-fold, unlike the traditional ‘fictitious job application’ method, 
which is used to investigate discrimination during the hiring process.



SN Bus Econ (2022) 2:191	 Page 19 of 21  191

Data availability statement  Given the sensitive nature of this study, and in line with the requirements 
of the ethical board, all the data had to be destroyed following the completion of this study as it reveals 
confidential information about employers’ choices with regard to the decision as to whether to hire the 
applicant or not. Therefore, the data is not available.

Declarations 

Conflict of interest  I declare that there is no conflict of interest present in this work.

Ethical approval  Ethical clearance was granted from the University of Malta’s Faculty Research Ethics 
Committee (FREC) on the 24th of July 2018. The board requested that the collected data be stored in a 
password protected device and that it will be destroyed upon completion of the study. Moreover, employers 
were advised that the fictitious applicant is no longer interested in proceeding with the interview so as to 
minimise discomfort.

Consent for publication  I, the undersigned, give my consent for the publication of this piece of research, 
including figures, data and table available, to be published in the SN Business and Economics Journal. I 
declare that all the work produced in this study is original, except for other authors’ contributions on the 
subject, which were properly cited.

References

Acker J (1990) Hierarchies, job, bodies. Gend Soc 4(2):139–158
Ada MA (2004) Gender discrimination–pay and promotions in job-ladders. In: Royal economic society 

annual conference 157
Albanesi S, Olivetti C (2009) Home production, market production and the gender wage gap: Incentives 

and expectations. Rev Econ Dyn 12(1):80–107
Albert R, Escot L, Fernández-Cornejo JA (2011) A field experiment to study sex and age discrimina-

tion in the Madrid labour market. Int J  HumResour Manag 22(2):351–375. https://​doi.​org/​10.​1080/​
09585​192.​2011.​540160

Azmat G, Petrongolo B (2014) Gender and the labour market: What have we learned from field and lab 
experiments? Labour Econ 30:32–40

Baert S (2015) Field experimental evidence on gender discrimination in hiring: biased as Heckman and 
Siegelman predicted? Economics. https://​doi.​org/​10.​5018/​econo​mics-​ejour​nal.​ja.​2015-​25

Baert S (2018) Hiring discrimination: an overview of (almost) all correspondence experiments since 
2005. In: Audit studies: behind the scenes with theory, method, and nuance, p 63–77

Bailey M (2006) More power to the pill: the impact of contraceptive freedom on women’s life cycle 
labour supply. Q J Econ 121(1):289–320

Becker G (1957) The economics of discrimination. Am Cathol Sociol Rev 18(3):276
Bergmann B (2010) The economic emergence of women, 2nd edn. Palgrave Macmillan, New York
Bertrand M, Mullainathan S (2004) Are Emily and Greg more employable than Lakisha and Jamal? A 

field experiment on labour market discrimination. Am Econ Rev 94(4):991–1013
Borg A, Vella M (2007) Women and work, Jobsplus. https://​jobsp​lus.​gov.​mt/​resou​rces/​publi​cation-​stati​

stics-​mt-​mt-​en-​gb/​publi​catio​ns/​filep​rovid​er.​aspx?​fileId=​1240. Accessed 17 Oct 2022
Carlsson M, Fumarco L, Rooth D (2014) Does the design of correspondence studies influence the meas-

urement of discrimination? IZA J Migrat. https://​doi.​org/​10.​1186/​2193-​9039-3-​11
Constitution of Malta (2003) Chapter 456: equality for men and women act. http://​justi​ceser​vices.​gov.​mt/​

Downl​oadDo​cument.​aspx?​app=​lom&​itemid=​8922&l=1. Accessed 13 Apr 2019
Cukrowska-Torzewska E, Lovasz A (2020) The role of parenthood in shaping the gender wage gap—a 

comparative analysis of 26 European countries. Soc Sci Res 85:102355
Eagly and Carli (2007) Through the labyrinth. The truth about how women become leaders. Harvard 

Business School Publishing Corporation, Boston
Ellemers N (2014) Women at Work. Policy Insights Behav Brain Sci 1(1):46–54

https://doi.org/10.1080/09585192.2011.540160
https://doi.org/10.1080/09585192.2011.540160
https://doi.org/10.5018/economics-ejournal.ja.2015-25
https://jobsplus.gov.mt/resources/publication-statistics-mt-mt-en-gb/publications/fileprovider.aspx?fileId=1240
https://jobsplus.gov.mt/resources/publication-statistics-mt-mt-en-gb/publications/fileprovider.aspx?fileId=1240
https://doi.org/10.1186/2193-9039-3-11
http://justiceservices.gov.mt/DownloadDocument.aspx?app=lom&itemid=8922&l=1
http://justiceservices.gov.mt/DownloadDocument.aspx?app=lom&itemid=8922&l=1


	 SN Bus Econ (2022) 2:191191  Page 20 of 21

Eurofound (2022) Gender pay transparency: advancing the cause through a truly European. https://​www.​
eurof​ound.​europa.​eu/​publi​catio​ns/​blog/​gender-​pay-​trans​paren​cy-​advan​cing-​the-​cause-​throu​gh-a-​
truly-​europ​ean-​propo​sal. Accessed 12 Jul 2022

European Institute for Gender Equality (2017) Gender equality index 2017: measuring gender equality in 
the European Union 2005–2015—report. https://​eige.​europa.​eu/​publi​catio​ns/​gender-​equal​ity-​index-​
2017-​measu​ring-​gender-​equal​ity-​europ​ean-​union-​2005-​2015-​report. Accessed 14 Nov 2021

Eurostat (2022a) Gender pay gap statistics—statistics explained. https://​ec.​europa.​eu/​euros​tat/​stati​stics-​
expla​ined/​index.​php?​title=​Gender_​pay_​gap_​stati​stics. Accessed 1 Jul 2022a

Eurostat (2022b) Employment and activity by sex and age—annual data. https://​ec.​europa.​eu/​euros​tat/​
datab​rowser/​view/​LFSI_​EMP_​A__​custom_​30091​76/​defau​lt/​table?​lang=​en. Accessed 11 Jul 2022b

Farber HS, Silverman D, von Wachter TM (2017) Factors determining call-backs to job applications by 
the unemployed: an audit study. RSF Russell Sage Found J Soc Sci 3(3):168–201

Foley M, Cooper R, Mosseri S (2019) Gender equitable recruitment and promotion: leading practice 
guide, WGEA commissioned research paper. The Australian women’s working futures (AWWF) 
project. University of Sydney, Sydney

Franklin P, David B, Hedvika J, Karu M, Lelleri R, Rioboo I, Lumi-nari D, Madarova Z, Maxwell K, 
Mollard B, Osila L, Paats M, Reingarde J, Salanauskaite L (2017) Gender equality index 2017. 
Measuring gender equality in the European Union 2005–2015

General Elections Act (1991) LEĠIŻLAZZJONI MALTA. https://​legis​lation.​mt/​eli/​cap/​354/​eng/​pdf. 
Accessed 8 Oct 2022

Gustafson P (2006) Work-related travel, gender and family obligations. Work Employ Soc 20(3):513–530
Herrmann M, Rockoff J (2012) Worker absence and productivity: evidence from teaching. J Labour Econ 

30(4):749–782
Herrmann M, Rockoff J (2013) Do menstrual problems explain gender gaps in absenteeism and earnings? 

Labour Econ 24:12–22
Kalokerinos EK, Kjelsaas K, Bennetts S, von Hippel C (2017) Men in pink collars: Stereotype threat and 

disengagement among male teachers and child protection workers. Eur J Soc Psychol 47(5):553–565
Lang K, Lehmann J (2012) Racial discrimination in the labour market: theory and empirics. J Econ Lit 

50(4):959–1006
Legislation.mt (2021) Leġiżlazzjoni Malta. https://​legis​lation.​mt/​eli/​cap/​456/​eng/​pdf. Accessed 14 Nov 

2021
Liebkind K, Larja L, Brylka AA (2016) Ethnic and gender discrimination in recruitment: experimental 

evidence from Finland. J Soc Polit Psychol 4:403–426
Lindstädt N, Budzinski O (2011) Newspaper vs. online advertising—is there a niche for newspapers in 

modern advertising markets? Working papers 113/11, University of Southern Denmark, Department 
of Sociology, Environmental and Business Economics

Marimpi M (2014) Economic approaches of gender inequality: discrimination in the labour market. 
https://​onama​crole​vel.​wordp​ress.​com/​2014/​05/​19/​econo​mic-​appro​aches-​ofgen​der-​inequ​ality-​discr​
imina​tion-​in-​the-​labour-​market/. Accessed 13 Aug 2018

Mitsis P (2020) Assessing the gender wage gap in the culinary occupations in Cyprus. Cyprus Econ Pol-
icy Rev 14(2):31–49

Mpendulo G, Mang’unyi EE (2018) Exploring relationships between education level and unemployment. 
J Soc Sci (COES&RJ-JSS) 7(2):86–102

Munn SL (2015) Beyond the “ideal” worker: including men in work-family discussions. In: Mills MJ (ed) 
Gender and the work-family experience: an intersection of two domains. Springer, New York, pp 
21–38

National Statistics Office (2011) Census in Malta. https://​nso.​gov.​mt/​en/​nso/​Sourc​es_​and_​Metho​ds/​Unit_​
01/​Metho​dology_​and_​Resea​rch/​Pages/​Census-​in-​Malta.​aspx. Accessed 14 Nov 2021

National Statistics Office (2019) World population day: 2019. https://​nso.​gov.​mt/​en/​News_​Relea​ses/​
View_​by_​Unit/​Unit_​C5/​Popul​ation_​and_​Migra​tion_​Stati​stics/​Docum​ents/​2019/​News2​019_​108.​
pdf. Accessed 13 Jul 2022

National Statistics Office (2021a) Gainfully occupied population. https://​nso.​gov.​mt/​en/​News_​Relea​ses/​
View_​by_​Unit/​Unit_​C2/​Labour_​Market_​Stati​stics/​Pages/​Gainf​ully-​Occup​ied-​Popul​ation.​aspx. 
Accessed 14 Nov 2021a

National Statistics Office (2021b) Naming babies. https://​nso.​gov.​mt/​en/​News_​Relea​ses/​View_​by_​Unit/​
Unit_​C5/​Popul​ation_​and_​Migra​tion_​Stati​stics/​Pages/​Naming-​Babies.​aspx. Accessed 14 Nov 2021b

National Statistics Office (2022a) Labour force survey. https://​nso.​gov.​mt/​en/​News_​Relea​ses/​View_​by_​
Unit/​Unit_​C2/​Labour_​Market_​Stati​stics/​Pages/​Labour-​Force-​Survey.​aspx. Accessed 16 Jul 2022a

https://www.eurofound.europa.eu/publications/blog/gender-pay-transparency-advancing-the-cause-through-a-truly-european-proposal
https://www.eurofound.europa.eu/publications/blog/gender-pay-transparency-advancing-the-cause-through-a-truly-european-proposal
https://www.eurofound.europa.eu/publications/blog/gender-pay-transparency-advancing-the-cause-through-a-truly-european-proposal
https://eige.europa.eu/publications/gender-equality-index-2017-measuring-gender-equality-european-union-2005-2015-report
https://eige.europa.eu/publications/gender-equality-index-2017-measuring-gender-equality-european-union-2005-2015-report
https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Gender_pay_gap_statistics
https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Gender_pay_gap_statistics
https://ec.europa.eu/eurostat/databrowser/view/LFSI_EMP_A__custom_3009176/default/table?lang=en
https://ec.europa.eu/eurostat/databrowser/view/LFSI_EMP_A__custom_3009176/default/table?lang=en
https://legislation.mt/eli/cap/354/eng/pdf
https://legislation.mt/eli/cap/456/eng/pdf
https://onamacrolevel.wordpress.com/2014/05/19/economic-approaches-ofgender-inequality-discrimination-in-the-labour-market/
https://onamacrolevel.wordpress.com/2014/05/19/economic-approaches-ofgender-inequality-discrimination-in-the-labour-market/
https://nso.gov.mt/en/nso/Sources_and_Methods/Unit_01/Methodology_and_Research/Pages/Census-in-Malta.aspx
https://nso.gov.mt/en/nso/Sources_and_Methods/Unit_01/Methodology_and_Research/Pages/Census-in-Malta.aspx
https://nso.gov.mt/en/News_Releases/View_by_Unit/Unit_C5/Population_and_Migration_Statistics/Documents/2019/News2019_108.pdf
https://nso.gov.mt/en/News_Releases/View_by_Unit/Unit_C5/Population_and_Migration_Statistics/Documents/2019/News2019_108.pdf
https://nso.gov.mt/en/News_Releases/View_by_Unit/Unit_C5/Population_and_Migration_Statistics/Documents/2019/News2019_108.pdf
https://nso.gov.mt/en/News_Releases/View_by_Unit/Unit_C2/Labour_Market_Statistics/Pages/Gainfully-Occupied-Population.aspx
https://nso.gov.mt/en/News_Releases/View_by_Unit/Unit_C2/Labour_Market_Statistics/Pages/Gainfully-Occupied-Population.aspx
https://nso.gov.mt/en/News_Releases/View_by_Unit/Unit_C5/Population_and_Migration_Statistics/Pages/Naming-Babies.aspx
https://nso.gov.mt/en/News_Releases/View_by_Unit/Unit_C5/Population_and_Migration_Statistics/Pages/Naming-Babies.aspx
https://nso.gov.mt/en/News_Releases/View_by_Unit/Unit_C2/Labour_Market_Statistics/Pages/Labour-Force-Survey.aspx
https://nso.gov.mt/en/News_Releases/View_by_Unit/Unit_C2/Labour_Market_Statistics/Pages/Labour-Force-Survey.aspx


SN Bus Econ (2022) 2:191	 Page 21 of 21  191

National Statistics Office (2022b) Labour force survey: Q2/2022b. https://​nso.​gov.​mt/​en/​News_​Relea​ses/​
Docum​ents/​2022b/​09/​News2​022b_​164.​pdf. Accessed 25 Oct 2022

National Statistics Office (2022c) Gross domestic product. https://​nso.​gov.​mt/​en/​News_​Relea​ses/​View_​
by_​Unit/​Unit_​A1/​Natio​nal_​Accou​nts/​Pages/​Gross-​Domes​tic-​Produ​ct.​aspx. Accessed: 12 Oct 2022c

National Statistics Office (2022d) Registered unemployment. https://​nso.​gov.​mt/​en/​News_​Relea​ses/​
View_​by_​Unit/​Unit_​C2/​Labour_​Market_​Stati​stics/​Pages/​Regis​tered-​Unemp​loyme​nt.​aspx. 
Accessed 25 Oct 2022d

Neumark D (2018) Experimental research on labour market discrimination. J Econ Lit 56(3):799–866
OECD (2021) Employment: time spent in paid and unpaid work, by sex. https://​stats.​oecd.​org/​index.​

aspx?​query​id=​54757. Accessed 14 Nov 2021
Parisi F, Smith VL (2005) The law and economics of irrational behaviour. Stanford Economics and 

Finance, Stanford University Press, Stanford
Petit P (2007) The effects of age and family constraints on gender hiring discrimination: a field experi-

ment in the French financial sector. Labour Econ 14(3):371–391
Riach P, Rich J (2006) Field experiments of discrimination in the market place. Econ J 

112(483):F480–F518
Roach BL (2014) It is still a man’s game—discrimination of women in pay and promotion. In: Forum on 

public policy online Oxford round table
Schoep ME, Adang EM, Maas JW, De Bie B, Aarts JW, Nieboer TE (2019) Productivity loss due to 

menstruation-related symptoms: a nationwide cross-sectional survey among 32 748 women. BMJ 
Open 9(6):e026186

Smith S, Taylor-Smith E, Smith CF, Webster G (2018) The impact of work placement on gradu-
ate employment in computing: outcomes from a UK-based study. Int J Work Integr Learn 
19(4):359–369

Sofoluwe NA (2019) Assessment of gender differences in productivity among rural households in South-
west, Nigeria. J Asian Rural Stud 3(2):196–207

Tabatabaei MG, Mehri N (2019) Gender inequality in unpaid domestic housework and childcare activities 
and its consequences on childbearing decisions: evidence from Iran. J Int Womens Stud 20(2):26–42

Tandrayen-Ragoobur V, Gokulsing D (2021) Gender gap in STEM education and career choices: what 
matters? J Appl Res High Educ 14(3):1021–1040

United Nations (2020) Policy brief: the impact of COVID-19 on women. https://​www.​un.​org/​sexua​lviol​
encei​nconf​lict/​wp-​conte​nt/​uploa​ds/​2020/​06/​report/​policy-​brief-​the-​impact-​of-​covid-​19-​on-​women/​
policy-​brief-​the-​impact-​of-​covid-​19-​on-​women-​en-1.​pdf. Accessed 3 Jul 2022

United Nations (2022) United Nations: gender equality and women’s empowerment. https://​www.​un.​org/​
susta​inabl​edeve​lopme​nt/​gender-​equal​ity/. Accessed 13 Jul 2022

Van Staveren I (2014) The Lehman sisters’ hypothesis. Camb J Econ 38(5):995–1014
Wang R, Binachi S (2009) ATUS fathers’ involvement in childcare. Soc Indic Res 93(1):141–145
Westover JH, Westover AR, Westover LA (2010) Enhancing long-term worker productivity and perfor-

mance: the connection of key work domains to job satisfaction and organizational commitment. Int J 
Product Perform Manag 59(4):372–387

Springer Nature or its licensor (e.g. a society or other partner) holds exclusive rights to this article under 
a publishing agreement with the author(s) or other rightsholder(s); author self-archiving of the accepted 
manuscript version of this article is solely governed by the terms of such publishing agreement and 
applicable law.

https://nso.gov.mt/en/News_Releases/Documents/2022b/09/News2022b_164.pdf
https://nso.gov.mt/en/News_Releases/Documents/2022b/09/News2022b_164.pdf
https://nso.gov.mt/en/News_Releases/View_by_Unit/Unit_A1/National_Accounts/Pages/Gross-Domestic-Product.aspx
https://nso.gov.mt/en/News_Releases/View_by_Unit/Unit_A1/National_Accounts/Pages/Gross-Domestic-Product.aspx
https://nso.gov.mt/en/News_Releases/View_by_Unit/Unit_C2/Labour_Market_Statistics/Pages/Registered-Unemployment.aspx
https://nso.gov.mt/en/News_Releases/View_by_Unit/Unit_C2/Labour_Market_Statistics/Pages/Registered-Unemployment.aspx
https://stats.oecd.org/index.aspx?queryid=54757
https://stats.oecd.org/index.aspx?queryid=54757
https://www.un.org/sexualviolenceinconflict/wp-content/uploads/2020/06/report/policy-brief-the-impact-of-covid-19-on-women/policy-brief-the-impact-of-covid-19-on-women-en-1.pdf
https://www.un.org/sexualviolenceinconflict/wp-content/uploads/2020/06/report/policy-brief-the-impact-of-covid-19-on-women/policy-brief-the-impact-of-covid-19-on-women-en-1.pdf
https://www.un.org/sexualviolenceinconflict/wp-content/uploads/2020/06/report/policy-brief-the-impact-of-covid-19-on-women/policy-brief-the-impact-of-covid-19-on-women-en-1.pdf
https://www.un.org/sustainabledevelopment/gender-equality/
https://www.un.org/sustainabledevelopment/gender-equality/

	Assessing the role of gender in hiring: a field experiment on labour market discrimination
	Abstract
	Introduction
	European and local context
	Scope of the study

	Literature review
	Gender discrimination
	Local context
	Literature gap
	Determinants for receiving a call-back

	Experimental design
	Research design
	Research instrument and format
	Creating a bank of résumés
	The identities of the fictitious applicants
	Personal data 
	Professional experience 
	Personal skills 

	Responding to job vacancies
	Measuring the responses

	Empirical strategy

	Data Analysis
	Descriptive statistics
	Logit regression model
	OLS regression model

	Conclusions
	References




