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Abstract 

Aim: The aim of this research was to know the experiences and the effect of workplace 

related discrimination by the minority people and the individual strategies used to cope with 

ethnic discrimination in public/government sectors in Region of Western Gotaland, Sweden 

Background: This section is about discrimination in general and its detrimental effect at 

individual level – physical health and psychological health and national level with economic 

losses.  

Method: It was a qualitative study. Data was collected by snowball sampling. 7 semi-

structured interviews with open ended questions were used to collect the data for this study. 

Study population was the people working in the communes of Region of western Gotaland, 

Sweden. Study interviews were conducted in September and October 2019. Qualitative 

content analysis was used to analyse the interviews.   

Result: After categorizing the data three coping strategies came forth- “problem focused 

coping strategies”, “emotional focused coping strategies” and “freeze, do nothing/ fly”. 

Conclusion: The findings revealed that minority people when they were mistreated 

humiliated and/ or harassed in the workplace due to their race/ethnic background use problem 

focused strategies, emotional focused strategies, avoidance strategies to cope with the 

situation.
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Title 

Coping with ethnic discrimination in the workplace 

Key Words - Ethnic discrimination, coping, work place, health.  

Introduction 

Human rights abuses, conflict, poverty and political repression are pushing factors that 

force more and more people out of their home countries. On the other hand economic 

opportunities, political freedom, physical safety, and security are pulling factors for the skilled 

and unskilled workers to migrate to other countries. Sweden is not an exception to this 

phenomenon.  In this global era of changes and multi-ethnic societies there has been a marked 

increase in discrimination based on race, color, descent, ethnic origin, religion, age and 

gender.   

Discrimination is a major social problem and it occurs when individuals are treated 

differently and usually more negatively, because of their membership in negatively valued 

groups (Jones, John, & Vietze, 2014). Discrimination may result from action of individual or 

the differential application of laws, social policies or institutional practices (ibid). According 

to Statistical database SCB (2018), “experiences of discrimination on ethnic ground are one of 

them most common reasons people state when it comes to discrimination in Sweden”.  

Ethnic minority refers to people who have migrated to Sweden and/or are persons who 

are foreign-born, or domiciled with two foreign-born parents. Migrants in Sweden are a 

heterogeneous group comprising of people from Europe and outside Europe (Iraq, Iran, 

Somalia, Syria, and Latin America). They have come from different countries and have 

different culture and tradition and all of them have experienced discrimination at workplace.  

Background 

Racism has been defined as “an ideology of superiority that categorizes and ranks 

various groups, negative attitudes and beliefs about outgroups and differential treatment of 

outgroups by individuals and societal institutions (Williams, Yu, Jackson, & Anderson, 1997). 

In the workplace racism can manifest in blocked opportunities, stereotyping and behavior and 

attitudes (Reyes P and Wingborg M, 2006). There are major differences in employment 
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between highly educated foreign born and Swedish person and roughly eight percent foreign 

born were unemployed as compared to roughly two percent among Swedish born persons 

(Statistical database, 2018). The perception of ethnic inequality can be seen from the high 

unemployment rates between foreign born and the natives revealing that foreign born are 

deprived access to labor market (Reyes P and Wingborg M, 2006). According to Statistical 

database (2019), in Sweden, the Non- European minority groups have lower rates of 

employment, poor matching between education and employment and occupation.  

Racial discrimination under the recent decennial have undergone a substantial change 

for example overt discrimination (e.g. segregation and right to vote) has declined and a new 

form of subtle discrimination is substituted predominantly in e.g. job hiring practices, income 

gaps and health care disparities (Klonoff 1996; Sue et al. 2007).  Dietch et al. found that black 

are experiencing everyday discrimination in the form of minor pervasive mistreatment and 

unfairness on the job. The subtle and ambiguous nature of everyday racist events are hard to 

identify and thus extremely difficult to combat (Deitch et.al 2003; Laer and Janssenset et al 

2011). According to Sue, subtle racial discrimination is micro- aggression and it is defined as 

“brief, everyday exchanges that send denigrating messages to people of color because they 

belong to a racial minority group” (p.273). Research have found that the subtlety of micro 

aggressions is more frustrating and that black man had John Henryism (need to work twice or 

three times) as hard as their white counterparts to maintain a positive representation and as a 

result had to face the psychological consequences (Pitcan et al. 2018) 

Irrespective of the type of discrimination overt or subtle, evidence suggest that in the 

experience of racial discrimination minorities face grave physiological and psychological 

consequence. In the review of literature found that racism or ethnic discrimination were 

identified as potential stressor that contributes ethnic and racial disparities in health (Brondolo 

et al., 2003) 

Karlsson and Nazroo gives account of different ways and different forms in which 

racism/ethnicity can manifest and all have independent detrimental effect irrespective of 

which health indicator is used (Karlsen & Nazroo, 2002). Researchers have found negative 

effect of perceived discrimination on both physical and mental health (Clark 1999). Studies 

found association between perceived discrimination and physical health problem such as self- 

reported poor health (Agudelo-Suárez et al.,2011), hypertension (Dolezsar et al., 2014) and 
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potential risk factors for disease such as obesity, high blood pressure (Brondolo et al., 2003) 

and substance use (Currie et al., 2015).  

In a meta-analysis that studied perceived discrimination and health found that 

perception of discrimination is related to heightened physiological stress responses, more 

negative psychological stress responses and increased participation in unhealthy behavior and 

decrease participation in healthy behavior (Pascoe & Richman, 2009); significant, albeit small 

relationship association was found between perceived racial discrimination and hypertensive 

status among older participant, black, lower education level  (Dolezsar et al., 2014). In one of 

the studies examining the causal pathway for heightened psychological and physiological 

stress response found that discriminatory experiences induced stress and repeated exposure to 

stress response both psychological and physiological can lead to mental and physical illness 

(Palvalko et. al.2003) 

Clark in his study on stress found that stress elicits a psychological and/or physiological 

stress response and affects health negatively (Clark et al., 1999). Wei (2010) found positive 

relation between racial discrimination, stress and depressive symptoms. Carter (2007) 

highlights the severity of race-based traumatic stress (RBTS) which depends on number of 

events and type of social support that can affect in a number of areas in one’s life. According 

to Carter (2007) racism can occur throughout lifetime, he proposes the severity of RBTS as 

“stress encounter be clustered or cumulative and perhaps a last straw event may serve as a 

trigger for the trauma” (page 91). Using the RBTS, Flores and others explained how Mexican 

Americans adolescents are emotionally vulnerable to traumatic stress reactions due to 

numerous exposures to subtle and overt racist incidents in a number of areas of their lives. 

Racial/ethnic discrimination as a stressor can result in internalizing symptoms and assault to 

self- worth resulting in health risk behavior (Flores et al., 2008).  

Elias and Paradies (2016) in their study have measured direct negative health related 

cost in monetary terms for four health outcomes (depression, anxiety, posttraumatic stress 

disorder and psychological disorder) by using the cost of illness method. They calculated 

burden of disease in terms of disability adjusted life years (DALYs) and found that there is 

substantial loss in DALYs due to experience of discrimination and loses was gender sensitive 

(ibid). 
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The effects of discrimination is not limited to the personal level but runs down to the 

families, communities, place of work (Deitch et al., 2003) and at aggregate level to the 

country in terms of losses incurred by health related impact of racial/ethnic discrimination. 

Perception of unfair treatment at work place has significant consequences on decreased 

productivity, organizational commitment, job satisfaction and wellbeing (ibid)  

All work-related stress that affect health and wellbeing are potentially costly for 

productivity (e.g. presenteeism) and work-based health costs (e.g. sick leave and sick 

allowances), (Okechukwu et al., 2014). Currie et al., (2015) found that there is direct 

association between prevalence of racial/ ethnic discrimination and negative health outcomes 

(e.g., anxiety, post-traumatic stress disorder-PTSD and depression). Work place 

discrimination in the form of stigmatization, segregation and ranking have 

negative consequences for workers' health (Reyes et al., 2006). Stressful racist/discriminatory 

encounter at work is associated with systolic blood pressure and diastolic blood pressure and 

chances of self-reported hypertension (Din-Dzietham et al., 2004). In a study to examine the 

relationship between education, perceived discrimination and health in white, African 

Caribbean, Indians and Pakistanis found exposure to discrimination was associated with 

higher level of anxiety, worry or depression but there was no association between 

discrimination and self- assessed health status (Kelaher et al., 2008). Discrimination stress has 

been linked to many detrimental outcomes in African American (Gaylord-Harden & 

Cunningham, 2009) 

Work environment  

Karlsson and Nazroo states that the unfair and negative treatment experienced 

by the employees or job applicants based on personal attributes that are irrelevant to job 

performance may be due to policies and practices embedded in the organizational structures 

and thus more invisible (Karlsson & Nazroo 2002).  Discrimination is not always intentional; 

and not plain slight, it can be masked or hidden (Whysall, 2018). Hidden inequalities in the 

workplace can impact the employee’s engagement level and can be a contributing factor in 

feelings of disengagement (Pass, 2018). The psychosocial work environment; interaction 

between co-workers and the managers are important factor. One of the studies highlighted 

that a poor psychosocial work environment not only affects the mood in the workplace but 

can also lead to impaired mental health and lower productivity. Research has shown that 

injustice at interpersonal and institutional level leads to different risks for vulnerable workers 
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with negative occupational health problems (Pavalko E, Mossakowski K, 2003). In another 

quantitative study to examine the perceived racial micro-aggression in a workplace by using 

color blind attitudes (racial privilege, institutional discrimination and blatant racial issues) and 

found that institutional discrimination fully mediated the relationship between racial group 

membership and micro-aggression perception (Offermann, 2014). Swedish discrimination law 

(2008:567) demands that employers actively promote equality and take measures against 

discrimination but it is harder to act on it if the discrimination and uncivil behavior is masked 

(SCB, 2016). There is limited research both on discrimination at work place and ethnic 

discrimination and at workplace and health. Focusing on the available research Jones and 

Harter (2005) showed a link between levels of engagement at work and the issue of race and 

found that perception of fairness can impact level of engagement. Research by Messaira 

(2014) on perception of employee’s engagement and religious discrimination and found that if 

employee perceived unfair treatment on the grounds of religion than there was a negative 

impact on their emotional state and desire to remain in the organization.  

Coping 

Coping is defined as constantly changing cognitive and behavioral efforts to manage 

specific external and /or internal demands that are appraised as taxing or exceeding the 

resources of the person (Lazarus & Folkman, 1984). Thus coping process is intended to 

reduce threat and that depends on cognitive activity. 

Stress can be distinguished in two basic forms of appraisal, primary appraisal and 

secondary appraisal and are dependent on different sources of information (Lazarus, 1966). 

Primary appraisals is determining whether the stressor possess threat. Secondary appraisal is 

involved with individual’s evaluation of the resources or coping strategies he or she has at 

his/her disposal for addressing any perceived threat (Lazarus, 1966). Coping is dynamic and 

changing in character and it functions as continuous appraisal and reappraisal of the shifting 

person- environment relationship (Lazarus & Folkman, 1984); (Folkman & Moskowitz, 

2004).  

The literature suggests that coping related to experience of racial/ethnic discrimination 

are influenced by context and event in which they occur (Thompson, 2006). Clark (1999) 

used his biopsychological model of coping with racial/ethnic stress and suggests that 

responses are influenced by the nature of the stressor and also by the stressfulness, frequency 
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of its occurrence. In a community sample to examine the different dimension of racism on 

appraisal and coping in Black and Latinos found that prior exposure to discrimination makes 

individuals perceive the future discrimination as threatening and harmful. This is because 

people do not get used to discrimination as a result “they use reactive or immediate anger 

management style (Brondolo et al., 2005) 

There is no one successful coping process and it is important to consider the entire 

context into account.  All coping processes have both positive and negative consequences. 

West (2010) research found that higher level of problem focused coping in the African 

American women may buffer the effect of discrimination on depressive symptoms, while the 

effect of discrimination on depressive symptoms may be increased by avoidant coping 

strategies. Mixed results were found in different studies, related to African American use of 

coping strategies in experience of discrimination. Bacchus (2008) found that African 

American descent had little opportunity to use problem focused coping strategies when 

dealing with racial related stress. They use more of culture based coping strategies whereas 

Scott (2004) predicts African American using more of avoidance coping and less of social 

support and problem solving coping strategies. 

Cultural norms and values that are characteristics of certain region can influence the 

coping behavior. Noh examined the experiences of perceived discrimination and depression in 

Southeast Asians refugees in Canada and found that forbearance (cognitive and behavioral 

responses) characterized as passive and avoidance, diminishes the strength of link between 

discrimination and depression (Noh et al., 1999). Ethnic identity commitment and social 

support was found to buffers discrimination and adjustment problems whereas a more 

frequent anger expression was tended to exacerbate the association between discrimination 

and adjustment problem (Park et al., 2018). In workplace related discrimination there is 

possibility of using anger suppression style which is associated with increased risk of 

hypertension in black men  (Brondolo et al., 2005).  

The aim of this research is to know the experiences of discrimination by the ethnic 

minority in the workplace and its effect on their lives. We shall also describe the individual 

strategies used by the ethnic minorities with discrimination in the workplace. Stress due to 

discrimination can be appraised as threating and harmful based on the contextual appraisal 

and person may use different coping strategies. Coping, that is focused primarily on the 

environment and includes strategies that are directed inwards is called problem focused 
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coping (Lazarus & Folkman, 1984). In problem focused coping involves strategies that 

attempt to solve, reconceptualise or minimize the effect of stressful situation. The emotion 

focused dimension on the other hand, includes strategy that involves self-preoccupation, 

fantasy or other conscious activities related to affect regulation. The characteristic feature of 

avoidant coping is cognitive or behavior efforts to keep from thinking about a stressful 

situation or problem (Lindsey et al., 2010). The avoidance coping dimensions has been 

conceptualized as involving person-oriented and task oriented response.  

Aim  

The aim of the study is to know the experiences and the effects of workplace 

discrimination on the ethnic minorities and their individual strategies to cope with ethnic 

discrimination in public/government sectors in Region of Western Gotaland, Sweden.  

Methods 

Research design 

To gain a deep understanding of the experience and effects of workplace discrimination on 

the ethnic minorities and their coping strategies, qualitative methods were used and 7 semi-

structured interviews were conducted. Inductive approach to research was used that aims at 

developing theory from the collected data. The study was carried out in the Region of 

Western Gotaland. The collected data was translated and analyzed to answer the research 

questions. 

The interview guide was designed to allow interviewees to tell their own experiences. Follow 

up questions were used to go to the depth of the topic.   

Data collection 

All the participants contacted gave consent to participate in the study. Interested 

participants were informed about the study and informed about the interview method and the 

confidentiality and that they could withdraw at any point of time from the study. Consent 

form was sent to all the participants. See appendix 1. The schedule and the place of interview 

were decided in consultation with the participants. Calm and quite place, with the least 

disturbance and a place that was convenient for the participants were chosen and booked well 
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in advance. All the interviews were recorded and each interview took about 60- 90 minutes. 

Interviews were conducted in Swedish language.   

The interview started with repeating the ethical principles followed by introductory question 

to know in general background of the participants and then followed the funnel questions 

moving from the general questions to more specific questions like the experience of 

discrimination in the workplace, what were the strategic plans when discriminated, what were 

the different types of strategies used when discriminated and situational factors. These 

features can be seen in appendix 2. 

Recorded interviews were transcribed verbatim. Transcription was done as soon as 

possible and the recorded material was deleted. This information was given to the participants 

at the beginning of the interviews. See appendix 1.  

Study population 

As aim of the study was to explore and understand experiences and effects of the workplace 

discrimination in the commune in regions of West Gotaland, thus participants were selected 

from those regions, with inclusion being employees. To get diversity in participants the 

researcher approached social network and reached to friends, introduced the study topic and 

asked if they know any relevant person that can participate in the study. As the study topic is 

workplace discrimination and representation of minorities in communes, the study excluded 

private firms and Institutions. Representations of participants were from 4 communes, 

Gothenburg, Mölndal, Lerum and Uddevala. The research design was to get participants 

representation from more than 2 communes and we got representation from many communes 

was good representation. The research had no personal relation with the participants.  

Selection of the participants was done by “Snowball sampling” which is a form of 

convenience sample (Bryman, 2016). The researcher contacted friends and asked if they knew 

any one relevant for the research topic. One friend knew someone who was discriminated in 

the workplace and after consultation the telephone number was given to the researcher. Initial 

contacts with the participants were established verbal, via sms, telephone call which was very 

short in nature with the purpose of getting respondents consent in participating in the study. 

The first participant helped find 2 other respondents that had experienced workplace 

discrimination. Other participants were also found in the same way.  



9 

 

The study population comprised of people working in Nursing and care and the social 

services. The study consisted of social workers (N=3), assistance nurse (N=2), 

preschool teacher (N=1), administrator (N=1). The study tried to get the vastness of 

experiences from all age and that is why the age of the participants ranged from 29-64. 

Most of them were married (N=5), one was a single mother and one was divorced. Most 

of them came from Middle East (N=6) and Latin America (N=1). Majority of the 

participants in the study had permanent jobs (N=5). One of the participants was working 

hourly bases from 10 years and one was a consultant. All the participants in the study 

were graduates with different educational background, (N=2) were social worker, (N=1) 

jurist, (N=1) engineer, (N=1) physiotherapist, (N=1) had Bachelors in arts and (N=1) 

social educator/pedagogy. Participants (N=4) studied their professional degree in 

Sweden and got jobs based on that. (N=2) participants studied a vocation education in 

Sweden and (N=1) got admitted to a vocational education.  

Analysis  

Qualitative content analysis is the most prevalent approach to the qualitative research. 

This method comprises of searching out underlying themes in the material being 

analyzed (Bryman, 2016). Transcription was done as soon as possible after the 

interview and thus after 5 interviews it showed data saturation, it was seen the same 

information and nothing new came up from the interviews.  Transcribes were read and 

all the data that was relevant to the research questions was coded. All the transcribes 

were read one by one to define the material that is the parts of the interview that were 

relevant for answering the research questions this is in line with Flick (Flick, 2002) and 

didn’t include the text that was not relevant with the aim of the study. At this stage the 

data was translated to English (All the translation was done by the researcher). 

Participants were given fictions numbers S-1 till S-7.   

The text was then summarized by paraphrasing; attention was given to keep the 

meaning of the sentence/ paragraph intact. In analyzing the data the different elements that 

were most meaningful and which could answer the research questions were marked. The 

summarized sentences were classified into units of meaning to form the codes. This type of 

coding is called open coding. From codes and coded data the analyses proceeded into deeper 

analysis that is to identify themes from the codes. A theme according to Braun and Clarke 

“captures something important about the data in relation to research question and represents 
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some level of patterned response or meaning within the data” (Braun and Clarke, 2013) The 

data was collated by the participants and the codes were reviewed to identify similarities and 

overlaps across whole dataset to determine themes. The codes were categorized by grouping 

together them around similar themes discovered in the data which are relevant to answer the 

research questions (Bryman, 2016). See appendix 3. 

Research Ethics 

This research followed the ethical guidelines. The research participants were fully 

informed of the purpose, methods and intended possible uses of the research. They were also 

informed about the risk. Participants were also informed about the confidentiality of the 

information and the anonymity of the participants. Informed consent form was sent to the 

participants before the interview. The consent form had information about the aim of the 

research, risk, benefits, confidentiality and participation is voluntary in nature. See appendix 

1. Ethical principles were repeated again in the beginning of the interview.  

Credibility, Transferability and Reliability 

According to the evaluation criteria of research; a good qualitative research has credibility, 

transferability and reliability. The study description of the context, selection criteria of the 

participants and the process of data collection and analyzation makes possible transferability 

of the findings to the other milieu. The researcher has given a detailed account on how the 

organizing section of data was done and the themes were derived. The research describes the 

entire process with minute details for example what were the choices and gives the reason for 

choosing particular method in analysis. Describes how the data was collected. The research is 

supplementing the findings with the research articles and referring relevant books. Reliability 

is possible in qualitative research if the study is repeatable. This research describes the 

process of analysis in great detail and the tabular derivation of the theme. The research has a 

firm base in the theory and has described the background with the help of previous research 

and literature. Research design was worked out and with it the details of the procedure. The 

research has informed that there was no relation between participant and the researcher. 

Credibility in qualitative research is ensuring that the research is done according to the 

principles of good practice and submitting research findings to the social world. This research 

gives a transparent account of selection criteria for the participants, Principles of qualitative 

research are followed and the informed consent form is sent in advance so that the participants 
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can go through it and decide to participate in the study. The data was collected by semi-

structured interviews to encourage the participants to talk and narrate experiences in their own 

words and also the experiences that they feel important pertaining to the topic of the study. 

Research participants are minorities and efforts are taken to present their stories of 

discrimination and almost all the themes are the quotation from the collected data.  

Results 

Aim of this research was to know the experiences and the effect of discrimination in the 

workplace by the minority employees and theirs coping strategies with ethnic discrimination. 

The voluminous data collected was narrowed down by taking down the quotations that were 

important and meaningful to the research question. The data was coded and grouped together 

to form themes. 5 themes emerged from the data for experience and effect of discrimination 

by the ethnic minorities. They are Humiliation, Uncertain career/future; poor 

leadership/managerial qualities, No help and working hard and 3 themes emerged from the 

data with respect to coping strategies. See appendix 3. 

All the participants in the study experienced direct and overt discrimination. Participants 

reported that many (coworker and chiefs) acts of discrimination were hidden.  

Humiliation 

All the participants (n= 7) reported that they have experienced discrimination in their current 

job, (n=6) and previous job (One participant had just changed job 8 days before). All the 

participants (n=7) reported that they felt humiliated and that they have repeatedly experienced 

discrimination at work. Participants have described discrimination as horrible and participant 

S1expressed: 

“It was awful horrible. Then I resigned there. It got so difficult. I was already 

affected, wounded and bullied there and when I started in Z (new place) I was 

exposed to the same... if you are exposed (discriminated) it is very difficult to get 

out of this feeling”. 

Participant S4 stated:  
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“…discriminated and treated unfairly. I have been so bad and almost sick…. you 

feel confused. When I actually look at the whole picture …. It turns out that part 

of society is in some way is corrupt but it is not visible”. 

Another participant S2 expressed that  

“It hurt in the heart. Why it should be so unfair; you are trying to do a good job 

and you are treated so unjust because you do not belong to the majority in 

society”. 

Participants S1 mentioned that it was not only the boss but even her coworkers were treating 

her unfair and bullying her. 

“I applied for a higher position at work. They (coworkers) changed completely, 

totally, so it was just talk with body language. They rolled their eyes, talked to 

each other with their eyes. As soon as I entered the room, they became silent. 

Everyone talked about me; they ran up to each other and talked about me all the 

time … I felt so humiliated”. 

Participant S2 narrated the story of colleague (migrant coworker) that was on sick leave 

because of the tremendous amount of work load and work place discrimination. Participant 

reported: 

“As a migrant, it feels like they (employers) have a camera and that they watch 

one at all times, like a microscope only on you. You have to fight, you have to 

work extra, but there are Swedes who sit and have fun and come and go as they 

please but they still get good salary and they don't have to wear themselves out”. 

Almost all of the participants reflect on the experienced discrimination as “it is hard to 

forget”; “You can't remove it. I'll never forget it. That feeling becomes weaker ... not so that it 

will disappear”. Some who are trying to forget it said that it is impossible to forget it. It’s like 

history, always there in the background.  

Participants S1 narrated the effects of repeated discrimination as  

“Now I try not to care very much. Sometimes you get withdrawn, you become 

silent you become depressed, you do not trust your own knowledge”.  



13 

 

Participant S6 working in the old age home had to face discrimination on daily bases because 

he was discriminated by his client. He describes the feeling as horrible and that he is forced to 

continue as that is the only income source for the whole family.  

“Sometimes you have the feeling that they look at us as second class as we are as 

service people it is from old time servants and gentlemen. And gentlemen could 

do anything to hurt them and there are people here in Sweden who thinks we are 

service people. And it is a terrible feeling that I am doing my job and hired by 

commune and during my working, helping them with such grudges that it is 

impossible for them to do it self but still they look down upon us and treat us as 

second class.... it is a horrible”.   

The participants described that discrimination was in their actions and that it was a conscious 

act. They discriminate one without putting words of discrimination. Participant S2 stated: 

“There are people that are stealth racists, who do not discriminate openly but 

discriminates ethnic minorities with deeds and actions”.  

Uncertain career/future  

Almost all the participants reported that their future to be dark and gloomy as they had faced 

problems to find jobs that corresponds to their work experience (n=6) and their education 

(n=6) and that work place discrimination is pressurizing them to quit and at the same time 

they are aware of the current problems with low conjuncture and high unemployment. 

Participant S4 said:  

“I have many thoughts, among other things; think about the uncertainty of the 

current job and uncertainty of the future. How am I going to support myself and 

my family, will I get a job?” 

Others who have got family responsibilities, who want to change jobs, expressed uncertainty 

Participant S6 stated:  

“It is not easy with family and taking breaks and trying to study and get away 

from family responsibilities”. 

Many reported that they are putting so many years to educate and are dejected by the 

discrimination that stops them enter the profession that they have chosen or get promotion 

they deserve. Participants S2 expressed: 



14 

 

“They do not want to give the jobs to immigrants. They first want to employ an 

ethnic Swedish. I have applied for the same job as my Swedish friends. I have 

several years of experience and can speak several languages, no one has ever 

complained about my work and I always do my best in every workplace. I don’t 

have a job and I am forced to work like a consultant”. 

The same participant stated: 

“With right education; it’s much easier for a Swedish person to get a job and good 

references than someone with a foreign background”. 

Participant S2 expressed concern about their future. She said: 

“I do not want us to have such a society, if I am going to have children sometime 

in the future, I do not want my children to be treated as I have been treated”. 

Poor leadership/managerial qualities 

Manager, who plans and organizes work in an organization, is a central figure. Most of the 

time it is the manager who is responsible for the workplace environment and employees 

wellbeing. Most of the participants (n= 5) mentioned that it is their manager/chief who treats 

them unfair and unjust. Participant S2 stated:   

“It does not suit a leader that she treated women with a foreign background badly, 

she does not fit that position. 

The participants in the study experienced that their boss/chief did not execute their 

responsibility and they did not get the help they asked for to solve discrimination problem in 

the work place. Participant S2 stated: 

“They (Manager) are concerned and afraid of their reputation so even if you 

complain to the area manager, they try to silence you. They do not want you to be 

heard. If we continue to complain, then we become a problem for the manager. 

They do not want to hear the facts. They want to put away all the problems. They 

put it on the individual instead of saying this is structural racism that exists 

everywhere in society. If they put it on someone with immigrants background that 

it's even more wrong.  So they are simply not trying to do anything about it. Many 

managers, they do not take their responsibility, when it comes to bullying, 
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mistreatment, wage discrimination just because we have a different name and last 

name and appearance. So no matter how strong we are how much we try to point 

out, they silence us. 

Participants expressed dissatisfied with their bosses. S2 participants mentioned: 

“… a male boss. He was afraid to tell her (his subordinate), for she was too good 

at manipulating and magnify the thing and she had a strong character. This male 

boss was not right… I think he did not take his responsibility as he should”. 

Participant S1 also had similar experience with the boss/chief. The participant criticized the 

boss of not maintaining good work environment and stated: 

“I felt that the boss herself was also afraid of the others (subordinates), who were 

a little stronger, who had worked many years. They (subordinates) had a lot of 

control over her (boss). She was not a strong boss. She was afraid to say anything. 

It was not a good working environment. I resigned there”. 

Participants in this study found their respective chief/boss to be accusing them of 

incompetence. Participant S4 stated: 

“She wants me to feel stupid: That I know nothing. That everything I do is wrong. 

And I know her plans how she does and I still get affected by it, somehow because 

you are not appreciated for what you do but constantly underestimated. So what 

happens is taking away your motivation for the job, for you to move on. It takes 

fuel from engine and you can't run. And at the same time you have a lot of tasks 

that you have to work on and results in being that you are deadly tired, you can't 

sleep. I can't sleep because of this thinking”. 

“They (Manager) are concerned and afraid of their reputation so even if you 

complain to the area manager, they try to silence you. They do not want you to be 

heard. If we continue to complain, then we become a problem for the manager. 

They do not want to hear the facts. They want to put away all the problems. They 

put it on the individual instead of saying this is structural racism that exists 

everywhere in society. If they put it on someone with immigrants background that 

it's even more wrong.  So they are simply not trying to do anything about it. Many 
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managers, they do not take their responsibility, when it comes to bullying, 

mistreatment, wage discrimination just because we have a different name and last 

name and appearance. So no matter how strong we are how much we try to point 

out, they silence us. 

Participants expressed dissatisfied with their bosses. S2 participants mentioned: 

“… a male boss. He was afraid to tell her (his subordinate), for she was too good 

at manipulating and magnify the thing and she had a strong character. This male 

boss was not right… I think he did not take his responsibility as he should”. 

Participant S1 also had similar experience with the boss/chief. The participant criticized the 

boss of not maintaining good work environment and stated: 

“I felt that the boss herself was also afraid of the others (subordinates), who were 

a little stronger, who had worked many years. They (subordinates) had a lot of 

control over her (boss). She was not a strong boss. She was afraid to say anything. 

It was not a good working environment. I resigned there”. 

Participants in this study found their respective chief/boss to be accusing them of 

incompetence. Participant S4 stated: 

“She wants me to feel stupid: That I know nothing. That everything I do is wrong. 

And I know her plans how she does and I still get affected by it, somehow because 

you are not appreciated for what you do but constantly underestimated. So what 

happens is taking away your motivation for the job, for you to move on. It takes 

fuel from engine and you can't run. And at the same time you have a lot of tasks 

that you have to work on and results in being that you are deadly tired, you can't 

sleep. I can't sleep because of this thinking”. 

“They (Manager) are concerned and afraid of their reputation so even if you 

complain to the area manager, they try to silence you. They do not want you to be 

heard. If we continue to complain, then we become a problem for the manager. 

They do not want to hear the facts. They want to put away all the problems. They 

put it on the individual instead of saying this is structural racism that exists 

everywhere in society. If they put it on someone with immigrants background that 
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it's even more wrong.  So they are simply not trying to do anything about it. Many 

managers, they do not take their responsibility, when it comes to bullying, 

mistreatment, wage discrimination just because we have a different name and last 

name and appearance. So no matter how strong we are how much we try to point 

out, they silence us. 

Participants expressed dissatisfied with their bosses. S2 participants mentioned: 

“… a male boss. He was afraid to tell her (his subordinates), for she was too good 

at manipulating and magnify the thing and she had a strong character. This male 

boss was not right… I think he did not take his responsibility as he should”. 

Participant S1 also had a similar experience with the boss/chief. The participant criticized the 

boss of not maintaining good work environment and stated: 

“I felt that the boss herself was also afraid of the others (subordinates), who were 

a little stronger, who had worked many years. They (subordinates) had a lot of 

control over her (boss). She was not a strong boss. She was afraid to say anything. 

It was not a good working environment. I resigned there”. 

Participants in this study found their respective chief/boss to be accusing them of 

incompetence. Participant S4 stated: 

“She wants me to feel stupid: That I know nothing. That everything I do is wrong. 

And I know her plans for how she does and I still get affected by it, somehow 

because you are not appreciated for what you do but constantly underestimated. 

So what happens is taking away your motivation for the job, for you to move on. 

It takes fuel from the engine and you can't run. And at the same time you have a 

lot of tasks that you have to work on and results in being that you are dead tired, 

you can't sleep. I can't sleep because of this thinking.” 

Participant S4 reported that their boss/chief use techniques to put the workers down, in front 

of other workers (n=2). One of the participants stated: 

“When I talk she says no I do not understand what you are saying. Someone will 

explain what I have said and then she understands”. 
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At other times the boss/chiefs discriminatory behavior was seen when boss ignore their 

employees (n=2). Participant S4 stated: 

“For all the meetings we have had, she simply ignores me….I am Y in the office, 

in charge of files and she (chief) talks about someone who has thrown thousands 

of files, papers and tells me to consult her. And she asks others, if we should do it 

this way or that way. She doesn't look at me. …. she gives me lowest worst 

assignments”. 

Participant S2 also expressed the feeling of being ignored by the boss: 

“When you talked to her then she looked at her mobile and pretend that you are 

not there like she does not want to see me, to show that she has something more 

important. She does not want you to be yourself, every time you want to say something 

in the meeting she will take over you. She doesn’t want you to develop and then she 

found number of charges against you. She misuses her power”. 

Women participants, who were working in the women dominated workplace found their 

boss not being professional and commented on their physical appearance and their apparels. 

Participant S2 stated: 

“She (boss) was not professional. She shouldn’t care about … if you look good or 

if you are younger than her… it was about her attitude against immigrant, that you 

have less value and you should not feel good”. 

Participant S2 stated: 

“She (boss) did not like one to look good, she stressed one, she was so mean,… 

sometimes she commented on one's clothes. She had a manly still herself so did 

not like when I was too female and that I lived in good areas so I might say that 

she was jealous on me”. 

Participants S4 in the study said that her boss/ chief “being rude”.  

“I see it on her face, she is too psychopath, she actually enjoy when I am 

sad”. 
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Participants S3 expressed as being ill-treated, offended   

“They (employers) were trying to look for some wrong all the time, being after me 

all the time.” 

Participants found boss/chief to be very busy sweeping away problems that existed. 

Participant S2 stated: 

“Solution; I think is at higher level; when people who have the responsibility do 

nothing, then I cannot change at individual level no matter how much I lodge legal 

complaints or involve workers union. I think that the politicians or area managers 

or managers who are usually the ones who are bullying and discriminating; it is 

them, their responsibilities towards the work environment their responsibility to 

see that everyone to be treated equally.”  

No help  

Participant S3 who worked as a social worker mentioned his/her experience; lack of support/ 

guidance in work due to his/her minority status and as a consequence had to lose his/her job” 

One of the responsibilities of the manager/ chief is to maintain good psycho- social 

work environment in the workplace for the wellbeing of the workers.  

Participants from the study mentioned that they have reported the incidents of discrimination 

to their chief but without any results.  

Participant S1 expressed: 

“I want someone to sit and take her (chief) and me and give us both equal rights to talk, 

without my work being affecting”. 

 Participant S4 said that 

 “You need backing; you need a chief who can solve the problem in reality”.  

Almost all participants (n=6) expressed that they have complained about the unfair, 

mistreatment and discrimination to their chief and have even complained to their work unions 

(n=5) but did not get any help. Participants S1 reported: 

“She who was the safety representative at the workplace told me to be prepared to take 

the consequences. If you go to the workers union and talk about the problem that exists 
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in the workplace and the environment, the risk is that they (employers) will find 

something wrong in you. She said to be prepared for the consequences; maybe they will 

move you instead of solving the problem”. 

Participant S1 mentioned that she was discriminated several times in different work places. 

She said that she did not get any help and its then she decided to become a safety 

representative/ work environment manager at work. But in all these years she has worked as a 

safety representative at work she said that  

“You think the workers union can help but no union does anything”.  

She continued  

“I myself am the safety representative/ work environment manager. I know there 

is no help. There's a lot of talk. Everything is fine on paper, in fact nothing 

happens”. 

All the participants described that the solution to workplace discrimination was to change 

their present job. They mentioned the difficulty in getting a new job, as almost all the jobs in 

Sweden needs/demand good references from the chiefs and /or co-worker from latest job. 

That minimizes their opportunities to change the work place and that they think it as an 

obstacle and discrimination. Participant S4 stated: 

“There is another way. I'm looking for another job. The thing is that I have a bad 

reference. The first thing they ask (in the interview) is about the reference from 

boss. I don't have time to search anymore jobs, I'm tired.” 

Some participants (n=4) mentioned it as a reason why the minorities are not 

reporting/complaining rather they want to change the jobs. 

 

Working hard 

Majority of participants in the study reported (n= 5) that they work hard and they work long 

hours to prove themselves. Participant S1 stated: 

“Now I have to be double so good, I have to try to be better than the others, so that 

they don’t find something wrong with me again. I do my best”. 
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Two of the participants in the study reported that they have to work with their language and 

Participant S1 stated:   

“I have a foreign accent when I speak or it can be difficult to understand when I 

write. This is another concern that you have, that makes you want to do 

everything in the best way”. 

Participants (n= 3) mentioned how their jobs resulted in his/her depression and ill health. 

Participant S3 explains that he/she had no knowledge or education of the job he/she was 

appointed, he/she should have been appointed as an apprentice/trainee but he/she had to start 

without any introduction. He/she condemns her employers to be discriminator and his/her 

coworkers as not supportive. He/she describes: 

“I am self-made, when it comes to my work tasks. I have learnt most of the things 

myself. I didn't get any introduction at my workplace. I began as a social worker 

they gave 20 cases and just solve it and plus new visit and everything directly and 

I threw myself into work”. 

The participant further expressed that he/she had difficulties at work and after a year was on 

sick leave but he/she still wanted to go to work he/she stated: 

“I should strive, I should be at the office and work, I should not continue with sick 

leave and should not like to be at home and get depressed. I shall be strong”.  

Participant S4 stated: 

“So I have worked very much, so much that I don't take a break because I know 

there is a person who is on me all the time and so do others”. 

Participant S4 who was responsible for much more than what he/she was appointed for stated: 

“I do not understand how I managed so much work”. 

Thus minorities are exposed to discrimination at work place and they have found coping 

strategies that suits them in their workplaces. A) Problem focused coping b) emotional 

focused coping c) freeze/ escape (do nothing) and fly 

Based on the analysis 3 basic coping styles emerged from the narration; A) Problem focused 

coping; B) Emotional focused coping; C) Freeze/ escape (do nothing) and fly 
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Problem focused coping  

All participants (n=7) stated that they tried to talk to their chief at workplace and try to solve 

the problem. Participant S2 stated: 

“I tried to talk to her (chief) to say to her that it's not okay….It didn't help”.  

The participants mentioned that when they tried to talk to their chief, the situation and the 

chief got worse and worse.The narration also brings out the coping strategies used in the form 

of action plans for the future. Participant S3 was planning on lodging a complaint with 

Equality Ombuds (Discrimination Ombudsmannen DO). 

“Its (lodge a complaint) still good that I have to do it, I have to do something. I 

have to be the Whistleblower”. 

Participant S5 working in the old age home narrated that he/she was discriminated on 

workplace by a physiotherapist, who will not communicate to her, rather will communicate 

with the Swedish employee working at that time. Regularly getting mistreated made 

participants react. 

“There were many times she did so, eventually I was annoyed by her and one day 

on the phone when she asked me, is there anyone else I can talk to. Then I said 

what it is with you, why you treat me this way. Why you don't want to talk to me 

or why you don't want to give me information. Is there any problem to talk to 

me?” 

Some stated (n=3) that they are strong enough to take the case of discrimination at work place 

to the next level. Participant S1 stated: 

“I have hell on my job now but I stand by it because I said I should go ahead with it 

to any extent. She (chief) must not treat me this way”. 

Almost all (N= 6) stated that they have seen transition in themselves. When they were new in 

Sweden they choose to do nothing against discrimination and today they dare to lodge a 

complaint if discriminated. They expressed as becoming stronger and can defend themselves. 

Participant S6 stated: 

“When you are new you are careful and afraid that you need help in establishing. 

Therefore, it is difficult to register a complaint against someone specially when 
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you cannot defend yourself, if you cannot say what you want in their language. 

But now ... I can. I got stronger.” 

Mixed outcome are seen in relation to help from workers union. One got good help to solve 

the problem that started with discrimination and ended up to a charge sheet (handlingsplan). 

Others thought it was useless to approach workers union. Participant S7 who approached 

work union stated:  

“Then we contacted the union. We had two meetings and then in the second 

meeting, a person from the union approached me and said that my daughter goes 

to preschool you work and I know you. She loves you and I don't find you the 

person they described in the charge sheet (handlingsplan). He stood behind me, he 

spoke to my boss and the boss said that you have improved and developed in your 

work and do not need charge sheet and tore it (charge sheet)”. 

Some of the participants (n=5) approached workers union and got no support/ help from them 

(n=4). Participant S1 stated: 

“Even the union was involved, but that didn't help.... I actually choose to resign 

and started looking for another job.” 

Participant S3 narrated experience with the workers union: 

“I should never contact the union if it should happen again. It was a little hard 

when the union was involved. Everything got harder, all the meetings became 

much harder, and they (employers) pointed out small little things that were not 

even important. I was very scared; it was much harder when I called in union. 

Never again talk to the union if something would happen more in my new 

workplace. I will try and talk myself, solve it myself”. 

Others approached their respective boss/ chief with complains regarding discrimination at 

workplace and got no help from them (n= 7). Participant S2 stated: 

“They (chiefs) didn't do anything about it, they just use their power and continue 

as normal as nothing has happened so they normalized their behavior”. 
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Emotional focused coping  

Participant in the study reported of taking help in the form of social support, taking guidance 

from family and friends and depending on the social media round at times of discrimination in 

the workplace and related stress. 

The participant mentioned of speaking to family members (n= 4), friends (n=4), workplace 

psychotherapy (n=2), co-workers (n= 7). Some talked to both friends and family under stress. 

Participant S3 stated: 

“I talk to company’s workplace psychotherapist; it was employers who had 

booked time. I wanted to talk to someone and get help, either to work 

environment manager and/or union but…I realized in the end that, it was no 

communication, I talked about my experience and they just listen”. 

Participant S3 mentioned that sometimes they got good advice from work place 

psychotherapist 

“I got a good tip from a curator, who gave her own example to me. The curator 

said that I have also been through something similar, in my working life and 

learned to just resign, find another job and move on. You should have left the 

place and moved on”.  

Freeze/ escape and/or fly 

The participants in the study have reported of being frozen when they were discriminated in 

the workplace. Incidents of freezing where reported in connection to being new in the work 

place, new in Sweden. Almost all of the participants in the study (n=6) reported to freeze in 

the beginning when they are discriminated. Participant S1 recalls being discriminated for the 

first time at work. 

“She (boss) screamed and screamed and I just cried and cried”. 

Participant S7 mentions of being physically assaulted, twice, once by a co-worker and other 

by a client. Participant S7 stated that she was frozen and could not react. But she later on with 

the help of her family members brought it to the notice of the employers and also put a 

complaint against the person who assaulted. Participant mentioned that in the second incident 

when she was assaulted by a client, she froze again and that it was a colleague to her that 

stood by her side and talked to the client about his behavior.  
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Participant S6 was confused about if he wants to file a complaint or not and stated: 

“I still think of moving on with situations because it becomes a difficult situation. 

The situation is demanding and you have to try it, it is not easy. It is word against 

word and then you know that you do not get anywhere. You worry about your 

workplace (if you have to continue working). And it's hard to prove when people 

can change and say no I haven't said that…No reporting. Patience and adapt to the 

situation”. 

Almost all the participants (n= 6) (one participant had already changed job 8 days ago, reason 

not told) have reported desire to change the jobs. Participant S1 stated:  

“I use to escape which is not good. I always choose to quit and move to another 

job and it is not good for me”.  

Most of the participants (n=6) in the study stated that doing nothing (not reporting) is the best 

strategy against discrimination in the workplace. Participant S4 stated: 

“Do nothing, is what I can do. I use my strategy to adapt to the situation. If I'm 

going to survive this job, I have to keep quiet. I don’t agree with this strategy. I 

don’t feel good in doing so. I know that it’s wrong to do so. Many times it does 

not work”.  

        Discussion 

Ethnic minorities in Sweden experiences workplace discrimination and they plan 

strategies to avoid it, defend themselves against it and confront it. The result shows that ethnic 

discriminations are complex and needs diverse coping strategies. Each individual adopts the 

coping style depending on the specific context. Results from this study suggest that both the 

functions, problem focused function and emotional focused function were used by minorities 

in most of the workplace related stressful encounters.  

Participant in their endeavor to solve problem, use straight talk with the perpetrator, 

researching on the resources available for help (searching on YouTube, talking to advocates), 

talking to the psychotherapist, lodging the legal complaint. Our findings suggest that each 

individual uses coping strategy best suited to the given stressful situation making coping 

potentially beneficial. This is inconsistent with the Transactional model by Lazarus and 
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Folkman (1984) illustrates effectiveness of coping; as a relationship between the individual 

and the environment. 

From this study it is clear that ethnic minorities gives up confrontation and problem 

focused coping strategies (e.g., filling grievance, reporting of the mistreatment to the chief, 

reporting it to the workers union) against workplace discrimination. The individual measures 

to deal with the ethnic discrimination whether formal or informal are ineffective and /or will 

cause further trouble and the actual threat of mistreatment and harassment is not going to 

reduce. Thus putting up with the incidents without protest is the easiest way for the most to 

deal with ethnic discrimination. It can also be that  perception of harm was more important 

than the perception of resources in proactive coping against racial discrimination and as a 

result people adopt more situational focused coping and attempts at avoidance (Mallett & 

Swim, 2009).   

Emotional focused strategies such as avoiding and disengaging were often used by the 

ethnic minorities in the situations; when they appraised the workplace situation to be beyond 

their efforts to modify the harmful, threatening and challenging environment conditions and 

when they were new in the workplace,. They avoided confronting the perpetrator who treats 

them badly because avoiding interaction allowed minorities to act in their best interest and 

provided individual level protection from the negative treatment. This could be due to the fact 

that the minorities are new to the workplace and taking direct action (a problem focused 

coping strategy) in the workplace environment can be unfavorable to the minorities as they 

can be at risk of being labelled as a troublemaker (Harrell 2000).  

The result from this study suggests that ethnic minorities prefer to change the job as to 

avoid the incidents of discrimination and that they may not have the power to change the 

workplace environment (dealing with racist chiefs and/ or colleagues in workplace). This 

result is in line with the previous findings that in oppressive circumstances that cannot be 

changed avoidance strategy of coping may be beneficial (Shorter-Gooden, 2004). The other 

reason can be that the perception of fairness can impact level of engagement and thus they 

prefer to resign from the present job (Jones and Harter 2005). 

The results from this study has thrown light on the workplace discrimination that may 

be grounded and/or masked and hidden in the personal traits of the discriminator misuse of 

power, tendencies to look down upon others or sweeping away the problems, being jealous 
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about minority’s progress and achievement. The study has also thrown light on the 

organizational causes that may be resulting in discrimination such as lack of social support 

from chief and/or colleagues, ineffective conflict management, poor leadership. 

The study suggests that ethnic minorities feel unsecured in the work environment; they 

find themselves to be under scrutiny, being constantly watched, finding faults with their work 

thus feeling more isolated, more helpless. The study has highlighted the fact that minorities; 

during their career lodge more than one formal compliant to deal with one or more work place 

problems. The present study confirmed the finding that ethnic minorities who are 

discriminated in the workplace feels humiliated, stressed, depressed. The finding from this 

study demonstrates that ethnic minorities often engage in behavior practices such as John 

Henryism to cope with workplace discrimination. This is consistent with what has been found 

in previous studies by Pitcan (2018). 

Negative behavior, ethnic in-group favoritism, lack of social interaction in the 

workplace is related to discrimination and there is no legislation that deals with it. Small 

proportion of ethnic minorities that are at the upper positions most likely limits themselves 

from addressing the problems at work place. People deal with ethnic discrimination on the 

individual level that is not effective. Biases in recruiting, nature of good references at the time 

interview; the minorities behavior of John Henryism, indicates ethnic discrimination in the 

workplace as burning injustice.  

Methods Discussion 

As the aim of this study was to know the experiences and the effect of discrimination in 

the workplace by the minority employees and theirs coping strategies with ethnic 

discrimination, the study used qualitative methods. Inclusion criteria for the study was, all the 

minorities present in Sweden, irrespective of the class, country of origin and religion thus the 

study is representative of the ethnic minority. The study used snowball sampling method 

which can be a difficulty to get participation from various professions and different workplace 

for example teachers, doctors. 

 The characteristic of semi- structured interview is that more open ended questions are 

brought in the interviews so that the participants can answer the questions freely and in his/her 

own words. This can result in problems of interviewee’s style of presentation of information 

in diffused form and lengthy answers with irrelevant information. During the interview it 



28 

 

became apparent that discrimination is a sensitive issue and people can get sentimental and 

emotional and needs time to talk on the topic and it’s difficult to interrupt them. The 

translation was done by the researcher and who is not a professional translator. 

 Qualitative content analysis was used in analyzing the interviews. This 

analytical method uses a combination of reducing the material by skipping the statements by 

the participant and summarizing it on the higher level of abstraction. Thus the basic text is 

replaced and the depth of the text can be lost (Flick, 2002) 

Conclusion 

The study aimed at knowing the experiences and the effect of discrimination in the 

workplace by the minority employees and theirs coping strategies with ethnic discrimination. 

The study found that the ethnic minority often use avoidance strategy for coping with 

workplace discrimination and try to resolve problems with direct talk. Most of the times 

minorities choose to change the jobs. From the results it is clear that both physical and mental 

health of ethnic minorities is at risk.  These findings are important from the point of view that 

paucity of qualitative research done on ethnic discrimination and that these findings can be 

important in developing solutions in preventing workplace discrimination.  

The study has thrown light ethnic minorities facing subtle discrimination in the Swedish 

workplaces on daily bases. Participants remember and narrated only those incidents that 

affected them the most. The legal complaints and what they narrated may be just the tip of the 

iceberg. Number of legal complains lodge also does not represent the real picture of ethnic 

discrimination. The strength of the study provides new insight into ethnic discrimination and 

ethnic minorities facing subtle discrimination in the workplace in Sweden. This research 

concentrated only on the ethnic minority status future research can be done on individuals 

with double or triple minority status.  
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Informed consent form 

You are invited to participate in a research study conducted by a research student Rita 

Karlsson from department of Health and Rehabilitation at Mid University, Ostersund Sweden. 

The aim of the study is to identify and describe the individual strategies used for coping with 

ethnic discrimination at workplace. 

If you consent in participating in the study, you will be asked to answer the question about 

your experiences of ethnic discrimination in workplace and the strategies that you employed 

against ethnic discrimination.  The interview will take around 60-90 minutes. 

There will inconvenience for you in terms of coming to the place of interview and time for the 

interview. You can also be uncomfortable in answering the questions. 

There will be no monetary benefit for you from participation in the study but this research 

will help us learn more about the coping strategies used in the workplaces against ethnic 

discrimination. This population is understudied in work and rehabilitation. 

Your name will not be kept on any document except participant key document and you will 

be given fictitious number to protect your identity. The interviews will be recorded and 

transcribed as soon as possible. The recording will be deleted after transcription of the 

interview. The transcript will not contain any identifying information such as your name. 

Your participation is Voluntary. If you chose to take part in this study, you may stop at any 

time during study. You may choose not to answer a question if you wish to. 

If you have any question regarding the study please feel free to contact me by phone 

Telephone: 0728767071   

E-mail: rika1701@student.miun.se.  

 

My research guide is Patrick Millet Universitetslektor/Docent in Mid University     

Institute för Hälsovetenskap  

Telephone:  010-142 8592  

E-mail: patrick.millet@miun.se.  

 

 

 

 

mailto:rika1701@student.miun.se
mailto:patrick.millet@miun.se
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Annexure 2 

Interview guide 

1. Background information: 

Age 

Country of origin 

When did you migrate to Sweden 

Civil status 

Educational information 

Work experience in years 

2. Type of contract and working hours 

Can you tell me about your experience of discrimination in your workplace? 

-Are you discriminated by the working group/colleagues or by the superiors or 

by both? 

-How often did you face discrimination? How often did you discuss/raise the 

issue with others? 

-How did you perceive/experience discrimination incident? 

-What was the impact of experience on your life? 

What were the different strategic that you used when discriminated,  

-Did you use a strategic plan to cope with the discrimination and if so did you 

act according to the plan? 

-Have you reported discrimination? If not what were the reasons for not 

reporting? 

-If yes what were the outcomes of the reporting? 

Was there any particular strategy that you that you used depending on the situational factor?   
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- What according to you is/was the possible options/ solution available 

under discrimination/ after discrimination? 

-What was the actual coping strategy that you used under/after 

discrimination and why? 

- Were situational factors/environmental factors influential in coping with 

discrimination? 

- Did your work place group/coworkers and supervisor support you after 

you were discriminated?  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Annexure 3  



35 

 

Figure 1 a. shows the codes and themes that are formed in this study using qualitative content 

analysis 

Participant quotes Summarized Code Category Theme 

As a migrant, it feels like they 

(employers) have a camera and 
that they watches one at all 

times, like a microscope only on 

you. You have to fight, you have 
to work extra, but there are 

Swedes who sit and have fun and 

come and go as they please but 

they still get good salary and they 

don't have to wear themselves 

out”. 

 

Feeling of being watched all 

the times by the employers. 

Work hard than the other 

Swedish, discrimination in 

pay/salary,  

Discriminated, being 

constantly watched, 

working hard than 

others and low pay 

than others 

Discomfort, uneasy. 

working hard and still 

discrimination in pay,  

Experience of 

discrimination 

It hurt in the heart. Why it should 

be so unfair; you are trying to do 

a good job and you are treated so 

unjust because you do not belong 

to the majority in society”. 

You are hurt by the 

unfairness and unjust society 

you don’t represent the 

majority 

Minority person hurt 

by the discrimination  

Feeling hurt by 

discrimination 

 

Experience of 

discrimination 

They (coworkers) changed 

completely, totally, so it was just 

talk with body language. They 
rolled their eyes, talked to each 

other with their eyes. As soon as I 

entered the room, they became 
silent. Everyone talked about me; 

they ran up to each other and 

talked about me all the time … I 
felt so humiliated. All this, 

because I an immigrant and was 

applying for a higher position. 

Changing the behavior of the 

coworkers rolling the eyes, 

talking about me, and silence 

in my presence. 

Discriminated as don’t 

belong to the majority 

Feeling of humiliation 

Discriminated as don’t 

belong to the majority 

Feeling of humiliation 

Feeling humiliated by 

discrimination 

Experience of 

discrimination 

“…discriminated and treated 
unfairly. I have been so bad and 

almost sick…. you feel confused. 

When I actually look at the 
whole picture …. It turns out that 

part of society is in some way 

corrupt but it is not visible”. 

 

Treated unfairly. Feeling 

confused.  

Invisible corrupt society  

 

 

Discriminated and 

treated unfairly, 

feeling bad and sick 

 

Treated unfairly and 

feeling not good 

 

Experience of 

discrimination 

 

 

 

 

 

Participant quotes Summarized Code Category Theme 

It does not suit a leader that she treated 
Chiefs mistreating 

migrants does not 

Job specific 

qualities of 

Negative qualities Poor leadership/managerial 
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women with a foreign background badly, 

she does not fit that position. 

suit their jobs 

 

leadership 

 

 

of leaderships  

 

qualities 

 

“I felt that the boss herself was also afraid 

of the others (subordinates), who were a 

little stronger, who had worked many 

years. They (subordinates) had a lot of 

control over her (boss). She was not a 

strong boss. She was afraid to say 

anything. It was not a good working 

environment. I resigned there”. 

The boss was not 

strong in 

personality: afraid 

of the 

subordinated and 

controlled by 

them. Resulting in 

not good working 

environment 

 

 

Low decision 

making capacity, 

affecting work 

environment and 

resulting in co-

workers 

resignation. 

 

Weak leadership 

qualities affecting 

work environment 

 

Poor leadership/managerial 

qualities 

 

“She wants me to feel stupid: That I know 

nothing. That everything I do is wrong. 

And I know her plans how she does and I 

still get affected by it, somehow because 

you are not appreciated for what you do 

but constantly underestimated. So what 

happens is taking away your motivation 

for the job, for you to move on. It takes 

fuel from engine and you can't run. And at 

the same time you have a lot of tasks that 

you have to work on and results in being 

that you are deadly tired, you can't sleep. I 

can't sleep because of this thinking”. 

Chief makes their 

employers feel 

stupid, 

unintelligent and 

make them feel 

that what ever 

they do, they do it 

all wrong. Chiefs 

underestimates 

employers and 

take away their 

motivation so that 

they can’t 

function properly 

which results in 

much unfinished 

work and the 

employers is 

deadly tired in 

result affecting 

his/her sleep. 

 

Manager /boss 

does not take his 

/her 

responsibilities 

seriously. Chiefs 

not managing 

effectively, not 

inspiring and not 

motivating 

 

 

Leaders do not 

take their 

responsibilities 

seriously.  

 

Poor leadership/managerial 

qualities 

 

Many managers, they do not take their 

responsibility, when it comes to bullying, 

mistreatment, wage discrimination just 

because we have a different name and 

last name and appearance. So no matter 

how strong we are how much we try to 

point out, they silence us. 

Managers does 

not take his 

responsibility.. 

Discriminated 

person is silenced 

by the manager 

Managers does not 

take his 

responsibility. 

Leaders do not 

take their 

responsibilities 

seriously.  

 

Poor leadership/managerial 

qualities 
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Participant quotes Summarized Code Category Theme 

“You need backing; you need a 

chief who can solve the problem 
in reality 

You need support; a 

chief who can solve 
the problem 

Chief who can solve the 

problem 

Need Managers/ chief 

to solve the problem 
of discrimination 

 

No help in the work 

place against 
discrimination. 

She who was the safety 
representative at the workplace 

told me to be prepared to take the 

consequences. If you go to the 
workers union and talk about the 

problem that exists in the 

workplace and the environment, 
the risk is that they (employers) 

will find something wrong in you. 

She said to be prepared for the 
consequences; maybe they will 

move you instead of solving the 

problem”. 
 

Representative telling 
to be prepared to take 

consequences. Talking 

to Workers union 
labout workplace 

problem can be risk 

that you can be moved 
from your  position 

and not solving the 

problem 

No help from workers 
union or the safety 

representative. Problems 

not addressed right and 
risk: transferred. 

Unaddressed problem, 
No help from the 

concerned 

representatives  

No help in the work 
place against 

discrimination 

“You think the workers union 

can help but no union does 
anything “I myself am the safety 

representative/ work environment 

manager. I know there is no help. 
There's a lot of talk. Everything 

is fine on paper, in fact nothing 

happens”. 

 

Thoughts about 

workers 
representative could 

help, but they don’t 

do anything. Being a 
safety  

representative 

myself knows that 
there rules on the 

paper but talk in 

reality no help   

Safety representative 

doesn’t help.  

Rule on paper in reality 

empty talk. 

Unaddressed problem, 

No help from the 
concerned 

representatives 

No help in the work 

place against 
discrimination 

 

 

 

 

Participant quotes Summarized Code Category Theme 

“Now I have to be double 

so good, I have to try to 

be better than the others, 
so that they don’t find 

something wrong with me 

again. I do my best”. 

I am doing double work 

and try to be better than 

the other doing my best 
and not giving chance to 

find faults 

 

Try to improvise so 

others should not find 

faults with me 

 

Excel other and be 

flawless.  

 

Working hard 

“I am self-made women, 

when it comes to my 

work tasks. I have learnt 
most of the things myself. 

I didn't get any 

introduction at my 
workplace. I began as a 

social worker they gave 

20 cases and just solve it 
and plus new visit and 

everything directly and I 

threw myself into work. 
“I should strive, I should 

be at office and work, I 

should not continue with 

Self-made women learnt 

everything self no 

introduction at work. I 
get started, I try not be 

on sick and depressed  

No help from other in 

the workplace. Self 

improvising, don’t wont 
to be sick and depressed 

Improvising and 

continuing to be strong 

and not depressed 

Working hard 
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sick leave and should not 
like to be at home and get 

depressed. I shall be 

strong”.  

“So I have worked very 

much, so much that I 

don't take a break 

because I know there is a 

person who is on me all 

the time and so do 

others. I do not 

understand how I 

managed so much 

work”. 

I worked very much 

without breaks because I 

am watched, amazed on 
the amount of work done 

Working hard without 

rest being watched. 

Trying to be flawless 

and working hard. 

Working hard 

 

 

 

 

 

Participant quotes Summarized Code Category Theme 

“I should never contact 

the union if it should 

happen again. It was a 
little hard when the union 

was involved. Everything 

got harder, all the 
meetings became much 

harder, and they 

(employers) pointed out 
small little things that 

were not even important. I 

was very scared; it was 
much harder when I 

called in union. Never 

again talk to the union if 
something would happen 

more in my new 

workplace. I will try and 

talk myself, solve it 

myself”. 

Not to contact union in 

future as meeting gets 

harder when union are 
involved and pointing 

my faults that makes me 

scared. Never to involve 
Union again, I will find 

solution myself 

Taking initiative and try 

to solve the problem/ 

confusion that resulted in 
the work place, finding 

solutions myself 

 

Evaluating situation and 

focusing on solving 

problem 

 

Problem focused coping 

“I have hell on my job 

now but I stand by it 

because I said I should go 

ahead with it to any 

extend. She (chief) must 

not treat me this way”. 

I don’t have good on my 
job and I should 

complain about it 

because the chief should 
not treat me this way  

Evaluating the condition 
and situation and trying 

to find solution 

Evaluation and problem 
focused solution 

Problem focused coping 

Even the union was 

involved, but that didn't 
help.... I actually choose 

to resign and started 

looking for another job”. 

Approached Union but 

didn’t get help. Resigned 

and looked up for 

another job 

Evaluating the condition 

and situation and trying 

to find solution 

Evaluation and problem 

focused solution 

Problem focused coping 

 

Participant quotes Summarized Code Category Theme 
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“I talk to company’s 
workplace 

psychotherapist; it was 

employers who had 
booked time. I wanted to 

talk to someone and get 

help, either to work 
environment manager 

and/or union but…I 

realized in the end that, 
it was no 

communication, I talked 

about my experience and 
they just listen”. 

 

Wanted help and talked 
to psychotherapist that 

was booked by the 

employer. Wanted to 
communicate with 

someone. 

Talking to company 
workplace 

psychotherapist. Wants 

to communicate with the 
expert. 

 

Asking help, Wants to 
talk and be heard 

 

Emotional focused 
coping 

 

 

 

 

Participant quotes Summarized Code Category Theme 

“She (boss) screamed 

and screamed and I just 
cried and cried”. 

 

“She (boss) screamed 

and screamed and I just 
cried and cried”. 

 

Boss screamed and I 

cried.  

 

Frozen and can not react 

to the situation 

 

Freeze/ escape (do 

nothing) and fly 

“I still think of moving 
on with situations 

because it becomes 

difficult situation. The 
situation is demanding 

and you have to try it, it 

is not easy. It is word 
against word and then 

you know that you do 

not get anywhere. You 
worry about your 

workplace (if you have 

to continue working). 
And it's hard to prove 

when people can 

change and say no I 
haven't said that…No 

reporting. Patience and 

adapt to the situation”. 

 

I think of moving on 
without complaining as 

the situation demands 

me to be strong. Its ones 
word against other and it 

is hard to prove anything 

thus no complaints and 
be patience.  

Harder to prove 
discrimination, Moving 

along, 

Patience and no 
reporting 

Freeze/ escape (do 
nothing) and fly 
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