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Abstract 
Workplace discrimination exists in the Swedish work environment. Minority groups (such as 

immigrants, persons from ethno-racial backgrounds different from the majority population, 

persons of non-normative sexual orientation, gender, or religious background) may experience 

discrimination or the fear of possible exposure to discrimination in the workplace. This presents 

an additional form of stress referred to as ‘minority stress’. Minority Stress is added stress to 

general stressors experienced by all people that is unique to minority groups.  

In the workplace, workplace discrimination is a psychosocial risk factor which could lead to 

minority stress. To address this risk, studies aimed at eliminating health and other disparities 

requires quality and methodologically sound research on racial/ethnic minorities, yet little 

guidelines are available.  

This thesis aims to bridge this gap and adopts ethno-racialization and participatory research 

frameworks to elicit the views and opinions of eight (8) ethno-racialized minorities in Sweden 

on how survey items investigating workplace discrimination in Sweden could be designed in a 

sensitive, non-stigmatizing manner that does not reinforce negative stereotypes.  

Study participants included five men and three women aged between 18 – 45 years old recruited 

through opportunistic, snowball sampling technique, with Swedish work experience between 

1 – 10 years, and working across academia, hospitality, communication, and health sectors. 

Participants responded to survey questionnaire and were interviewed on four key areas: 

Demographics; Ethno-racialization questions; Sample of various wordings on discrimination 

questions and Technology related questions regarding data collection, storage, and access. 

The result from this study show that “language” used in the wording of survey questions 

directed at ethno-racialized minorities is an important element if/how they respond and 

interpret questions. In this regard, using unclear and indirect language that is vague, ambiguous 

in survey questionnaire could lead to multiple interpretations and impact the validity of data 

collected. The study also found that ethno-racialized persons are not a homogenous group and 

as such, how they interpret and respond to survey questions indicate differences and reflect 

their individual preferences. The study concludes that survey items investigating workplace 

discrimination among ethno-racialized minorities should be designed using language that is 

direct and considers the varied opinions and perspectives of members of the group – that is, 

ethno-racialized minorities come from diverse backgrounds and their views are not 

homogenous. 
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Chapter 1 

1.1 Introduction 

Europe’s labour market is becoming increasingly diverse. This diversity is underpinned 

by growing number of migrant workers, refugees, more women entering and remaining in the 

workforce, disabled workers, older and mature workers, and visible presence of lesbian, gay, 

bisexual, transgender and intersex (LGBTI) workers (Isusi et al., 2020). The growing presence 

of minority groups in the workforce has led to increased calls by employers and institutional 

actors to protect these groups of workers from discrimination, unfair and unequal treatment 

and minimize their risks of being taken undue advantage of (Isusi et al., 2020).  

The term ‘minority group’ is often used in reference to people whose culture, ethnicity, 

religion, practices, racialization, skin colour, and other distinctive characteristics are fewer in 

numbers than the population groups of same classification. Minorities are persons who 

experience relative disadvantage and are prone to negative differential treatment compared to 

dominant members of the same social groups (Isusi et al., 2020). To define minorities and 

minority groups and the context with which these terms are used in this study, the research by 

Seyranian, Atuel, and Crano (2008) on ‘dimensions of majorities and minorities’ is of 

relevance.  Seyranian et al. (2008) found from their study that majorities were associated with 

power and the source of treatment, while minorities were the target of treatment. Minorities 

can thus be defined as people of social groups numerically smaller in size compared to the 

dominant population, who have little power, are exploited, and are target of negative treatment 

by other groups (including those who may not necessarily be the dominant group) (Seyranian 

et al., 2008). This expansive definition is useful as it extends to cover discrimination that may 

be experienced by a minority group at the hand of another minority group. For example, 

discrimination of LGTQI persons by an ethnic minority group. 

The International Labour Organization (ILO) in 1958, adopted Convention 111- 

Discrimination (in respect of Employment and Occupation), agreed to by Member States, to 

remove all forms of discrimination including ‘any distinction, exclusion or preference made 

on the basis of race1, colour, sex, religion, political view, national extraction or social origin 

 
1 The term ‘race’ is not used in this thesis but ‘racialization’. It has been recognized that there is no scientific 

evidence for ‘race’ (Banton 1997) and notions of race are primarily centred on social processes that seek to 

construct differences among groups with the effect of marginalizing some in society. Where the term race has 

appeared in this thesis, it is kept as the original term used in the study/report being referenced.  
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which has the effect of nullifying or impairing equality of opportunity or treatment in 

employment or occupation’ (International Labour Organization (ILO), 1958). The fundamental 

aim of Convention 111 is to protect and promote the rights of all workers and groups to equal 

employment opportunity and treatment in the workplace. The International Convention on the 

Elimination of All Forms of Racial Discrimination (ICERD) - article 1.1 - defines racial 

discrimination as any distinction, exclusion, restriction or preference based on race, colour, 

descent, or national or ethnic origin which has the purpose or effect of nullifying or impairing 

the recognition, enjoyment or exercise, on an equal footing, of human rights and fundamental 

freedoms in the political, economic, social, cultural or any other field of public life (OHCHR 

1965, Art 1.1) 

Still, discrimination against minority groups continue to persist in work organizations. Isusi et 

al. (2020, p. 5) emphasize that minority groups “still find it more difficult than other workers 

to access employment. If employed, they are more likely to be in jobs with poor working 

conditions and less rigorous poorer occupational safety and health (OSH) standards and they 

are more likely to experience exclusion and discrimination, resulting in increased 

psychological and physical health risks”. In Sweden, minority genders, ethnic backgrounds, 

age groups, and ability levels have weaker positions in the labour market, and experience 

discriminatory practices in accessing employment and stable working conditions (de los Reyes, 

2000). For example, a Swedish study in 2006 found that 29% of employers discriminated 

against men with Arabic sounding names with favoritism for Swedish men (Carlsson & Rooth, 

2006). 

The Sustainable Development Goals (SDGs – 8 and 10) underscores the necessity to protect 

the rights of minority groups to equal employment opportunities, safe and secure working 

environment, and work conditions devoid of discrimination and negative treatment (United 

Nations, 2015). Goal 8 of the SDG - Decent Work and Economic growth – specifically, aims 

to achieve by 2030, equal access to employment and pay for minority groups including women, 

migrants, young persons, and people with disabilities (Indicators 8.5 and 8.8). Likewise, Goal 

10: Reduced Inequalities, seeks to ‘ensure equal opportunity and reduce inequalities of 

outcome, including by eliminating discriminatory laws, policies and practices’ (Indicator 10.3) 

and reducing the ‘proportion of the population reporting having personally felt discriminated 

against or harassed within the previous 12 months on the basis of a ground of discrimination 

prohibited under international human rights law’ (Indicator 10.3). 
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This thesis builds on the international mandates espoused by the International Labour 

Organization (ILO Convention 111) and the United Nations (SDGs 8 and 10) for equal 

employment opportunities and safe working environment for minority groups. The next section 

(Background of the Study) describes in-depth the specific focus of the thesis and presents the 

aim and research question which this study seeks to address. 

1.2 Background of the Study 

Workplace discrimination has adverse consequences for those who experience it resulting in 

added job stress, poorer health outcomes including physical and mental, negative attitude to 

work, and often impacts other non-work domains (e.g., family life) (Dhanani, Beus, & Joseph, 

2018). Workplace discrimination is defined as negative or unfair treatment of workers or 

prospective job applicants based on their personal attributes including gender, sexual 

orientation ethno-racialization, people with disability, etc. which are unrelated to job 

performance (Chung, 2001). Workplace discrimination may also include social identities not 

currently under legal protection (e.g., body weight discrimination) as well as, discriminatory 

practises that are not considered to be illegal, such as exclusion from informal workplace social 

events (Dhanani et al., 2018).  

Workplace discrimination is multi-layered, and may occur directly, in a formal context or 

experienced in an indirect, subtle manner by persons being discriminated against. Examples of 

formal workplace discrimination (which could also be construed as systemic or organizational 

practices) are discriminatory hiring practices, negative bias in promotion and compensation 

practices, etc. Indirect, informal, or subtle discrimination may be experienced within an 

interpersonal context including discriminatory work atmosphere, refusal to offer help or 

assistance, verbal and non-verbal discriminatory behaviours that occur in the workplace, and 

microaggression – “deniable acts of racism that reinforce pathological stereotypes and 

inequitable social norms” (Williams, 2020, p.4). For example, a cashier putting change on the 

counter rather than in hand to avoid touching a minority). Other forms of subtle discrimination 

are  hostile communication, refusal to make eye contact or physical touch (e.g., shaking hands) 

(Chung, 2001). Dhanani et al. (2018) argue that perceived workplace discrimination has power 

to effect outcomes (i.e., physical, and mental health) when the target is aware of the 

discriminatory act or event. That is, a discriminatory act or event needs to be perceived or 

interpreted negatively by the target or an observer for it to have any effect.  

In the Swedish work environment, workplace discrimination exists. Published studies indicate 

that minority groups such as immigrants, persons of ethno-racialized groups, non-normative 
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sexual orientation, minority gender or religious background, etc., often experience additional 

targeted discrimination. In 2018, a study was carried out to investigate how LGBTQI people 

employed by a Swedish municipality experience their social working environment and how 

this in turn, impacts on their psychological well-being. The study found that over 40% of 

LGBTQI people describe experiencing discrimination and abuse in the workplace (Björk & 

Wahlström, 2018). Another Swedish study found that migrants are often subjected to worse 

working conditions, earn less than Swedish-born, and migrants ‘from African or Asian 

countries are the groups most likely to be subjected to discrimination and unemployment in the 

Swedish labour market, irrespective of their educational background’(Englund, 2002, p. 32). 

In their study on racism in the Swedish healthcare system, Bradby, Thapar-Bjorkert, Hamed, 

and Ahlberg (2019, p. 3)  noted ‘there is a difference as to how you would be treated if you are 

an immigrant and if you are Swedish’. 
Minority groups’ experience of discrimination or the fear of possible exposure to 

stigmatization, discrimination, prejudice, and abuse in the workplace presents an additional 

stress for minorities.  Meyer (2003, p. 3) referred to this as ‘minority stress’ - ‘the excess stress 

to which individuals from stigmatized social categories are exposed as a result of their social, 

often a minority, position’. Meyer (2003) highlights three underlying assumptions that inform 

the concept of minority stress:  

(i) it is unique to minority groups, in that, it is an additive stress to general stressors 

experienced by all people;  

(ii) (ii) it is chronic - steeped in stable, underlying social and cultural structures and 

constructs; and  

(iii) (iii) it stems from (and reinforced) by social processes, institutions, structures, and 

systems that extends beyond the individual unlike individual events or conditions 

that characterize general stressors.  

Factors such as workplace discrimination (or the fear of), poor working conditions, etc, are 

psychosocial risk factors which could lead to adverse consequences including poorer health 

outcomes, enabling societal inequalities and cause minority stress. Commonly, people 

experience minority stress in response to being treated with discrimination and prejudice along 

with having poor social support. A meta-analytic study by Dhanani et al. (2018) examining 

multiple academic literature on workplace discrimination found positive correlation between 

workplace discrimination and ‘job stress, perceived justice, job satisfaction, affective 

commitment, counterproductive work behaviours, and psychological and physical health’. Of 
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salience is that their study found that ‘observed discrimination is often more strongly associated 

with employee outcomes than reports of experienced discrimination’ (Dhanani et al., 2018. p. 

168). Organizations may consider discrimination to be an issue affecting a relatively small 

proportion of their employees; however, the evidence presented here suggests 

that all employees can be negatively impacted by the existence of workplace discrimination as 

a result of witnessing discrimination against others. 

Despite existing evidence that discrimination and discriminatory practises have adverse effects 

on workers, research is lacking on how to pose questions and collect data from ethno-racialized 

minorities as this often involves collection of sensitive personal information. In Sweden, there 

are legal requirements and existing framework to guide and ensure that research data is 

collected, stored, and disseminated in the most ethical way - Swedish Ethical Review Act - Lag 

(SFS 2003:460) om etikprövning av forskning som avser människor (In English - Law 

Concerning the Ethical Review of Research Involving Humans). This is particularly so in 

relation to the collection of sensitive personal information such as ones’ ethnic origin, religious 

beliefs, sexual orientation, health status, etc. Data on personal information require a legal basis 

and since tertiary institutions are tasked with conducting research, the legal basis in many 

instances, is of public interest. In some cases, an impact assessment is required as part of an 

ethics application review.  

Nonetheless, data collected must be processed in accordance with the Data Protection 

Regulation (GDPR) and supplementary Swedish legislation – SFS 2018:218. The Act covers 

protection of natural persons in connection to the processing of personal information, such 

personal data should not be openly published without the removal of personal identifiers, and 

establishment of a high level of security on how collected data is handled and stored (for 

example, secured university server). The Swedish Research Council also makes publication on 

Good Research Practice, which addresses “relevant legislation and ethical requirements and 

recommendations against the background of questions that may arise in research work” 

(Swedish Research Council, 2017). The guide responds to ethical questions and issues relating 

to research that researchers should consider in the design of a research project. 

1.3 Research Aim and Objective 

Workplace discrimination in the Swedish work environment can lead to minority stress. Data 

on sexual orientation, religion and ethno-racialization is necessary to illuminate the extent of 

workplace discrimination and how it is experienced. Yet, collection of this data is restricted in 
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Sweden. Bradby et al. (2019) notes that despite evidence of discrimination and inequality in 

health outcomes, in Sweden, asking questions or talking about ‘racism is extraordinarily 

difficult’. Consequently, very little is known about how to appropriately ask questions or 

collect data on themes relating to ethnicity, skin colour, racialization, gender, sexuality, 

religion, immigration status, etc. due to the sensitive and perceived provocative nature. 

There is need to pose survey questions and collect data from minority groups on workplace 

discrimination in a manner that is sensitive, non-stigmatizing, and does not reinforce negative 

stereotypes. This thesis fills this gap and seeks to identify how to appropriately ask these 

questions as an initial step in the larger study being undertaken in KTH (see Section 1.5 below).  

1.4 Research Question 

To address the above objective of this study, an overarching research question is formulated:  

1. How could survey items investigating workplace discrimination among ethno-

racialized minorities be designed in a manner that is sensitive, non-stigmatizing that 

does not reinforce negative stereotypes?  

 

1.5 Scope of the Study 

This study was carried out in Sweden and is motivated by a larger research project being 

undertaken at KTH. The larger research project aims to understand if and how minority stress 

contributes to the most common causes of work absence in the Swedish work environment: 

mental health conditions (MHCs) and musculoskeletal disorders (MSDs). Although this study 

is informed by a larger research project being carried out at KTH, to manage the scope of the 

thesis, this study does not investigate minority stress itself (e.g., high, or low levels of minority 

stress, how it is experienced, etc) or relationships to MSD/MHCs.  

Rather, this thesis establishes that workplace discrimination is a psychosocial risk factors that 

could lead to minority stress and seeks to identify how research instrument investigating 

workplace discrimination among minority groups could be better designed.  

The thesis is delimited to design of survey questionnaire among ethno-racialized minorities in 

Sweden.  
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Chapter 2 

2.1 Literature Review 

This chapter utilises academic and scholarly literature to discuss four key areas relevant 

to the study: definition and description of a (good) work environment; workplace stress and 

how it affects work productivity and employees’ wellbeing; and the additive costs of minority 

stress and relationship between minority stress and identified adverse outcomes. The chapter 

concludes with discussion on key considerations when collecting data exploring topics 

associated with minority groups. 

2.2 Good work environment 

The Swedish Work Environment Act (Arbetsmiljöverket, 1977:1160) determines that all 

workers in Sweden have right to a good work environment (Work Environment Act, 1977). 

According to the Act, the work environment includes all aspects of work encompassing the 

physical, technological, organisational, social, and work content. Section 2 of the Act also 

establishes that work must be carried out in a healthy and safe manner. In addition to the 

provisions of the Act, the Swedish government released in February 2021, ‘Good Working 

Environment’ Strategy (2021-2025) - (En god arbetsmiljö för framtiden – regeringens 

arbetsmiljöstrategi 2021-2025), underpinned by the Government’s objective of achieving a 

work environment that prevents illness and accidents, and does not exclude people from 

working life (Swedish Government, 2021). Given these provisions, it is useful to define the 

work environment and give understanding of what a good work environment is. 

The work environment is generally construed as where people work. Saidi et al. (2019) describe 

the work environment as extending beyond the physical location where work is carried out to 

include components such as working hours, job safety, relationship between employee and 

supervisor and relational support of co-workers. A more encompassing definition of the work 

environment is the physical, psychological and social aspects of an employee’s working 

condition involving activities and events that impacts on the physical, social and mental 

wellbeing on the employee (Jain & Kaur, 2014). This definition by Jain and Kaur (2014) takes 

a holistic approach in accounting for the various conditions under which employees work, and 

the resulting effect it has on their wellbeing.  
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Given the interconnectedness of the various facets of the work environment, The Good 

Working Environment’ Strategy (2021-2025) surmises that a good work environment and good 

working conditions go ‘hand in hand’ and both are essential to achieve sustainable working life 

(Swedish Government, 2021).  

A good work environment thus should promote positive experiences for workers and reduce 

activities and events that cause frustration, anxiety and worry (Jain & Kaur, 2014). When 

positive experiences in the working environment are lacking, it could lead to stress in the 

workplace and a myriad of interconnected adverse outcomes for the worker, employer, and the 

society at large (Saidi et al., 2019). 

2.3 Workplace stress 

Elements of one’s environment can potentially interact with the individual’s health or 

wellbeing. Poor physical and psychological work environment (such as working long hours, 

physical demands, poor working relations with colleagues, etc.) play an important role in 

determining work-related stress (Leontaridi & Ward, 2002). Sources of stress in the workplace 

is intrinsic to the job, organizational structure and climate, relations with co-workers and 

perception of the degree of control the worker has over their job (Leontaridi & Ward, 2002). 

Cahill, Cullen, and Gaynor (2020) in their study of pilots, argue that it is not possible to remove 

all form of stress from work-life, and high stress situation may not be detrimental to an 

individual once they have learnt to cope with the situation. In this situation, a challenging job 

or work tasks can be beneficial for employees as working to meet those challenges promotes 

growth and resilience. However continuous exposure to work related stress or jobs that demand 

too much from workers leading to high levels of stress can lead to adverse consequences. As 

such work-related stress needs to be effectively addressed by an employer and there are many 

reasons why this is necessary (Cahill, Cullen, & Gaynor, 2020).  

Leontaridi and Ward (2002) in their study found correlation between job stress and an 

employee’s intentions to quit their job within twelve months. Their study reveal that individuals 

who reported some level of job stress were 25% more likely to have intentions to quit than 

those without (Leontaridi & Ward, 2002). When employees leave their job, there are economic 

consequences for the employer who have to recruit new replacement staff, train the staff and 

depending on the role, it may take longer for the new staff to reach the same or higher 

productivity level expected. Work related stress has also been linked to increased levels of 
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absenteeism, sick leaves and presenteeism - productivity lost due to employees not functioning 

fully in the workplace even though they are physically present (Shea, Pettit, & De Cieri, 2011).  

Another dimension to work-related stress is the physical and psychological health impact it has 

on the worker. Employees with a greater sense of wellbeing and psychological  are likely to be 

more productive in the work place, creative and far enjoy their jobs compared to employees 

who experience work stress and anxiety (Shea et al., 2011). Stress and musculoskeletal 

disorders are the two most common causes of work-related ill health. The study by 

Thorsteinsson, Brown, and Richards (2014) examining associations between work stress, staff 

health and work outcomes reveals that high work stress contributed to poor health outcomes. 

Other studies have also demonstrated ‘significant association between work related stress and 

cardiovascular mortality and morbidity’ (Kopp, Stauder, Purebl, Janszky, & Skrabski, 2007, p. 

242). Wang, Lesage, Schmitz, and Drapeau (2008) notes that mental disorders have become 

prevalent in the work environment, and to improve workers’ mental, and physical health 

outcomes and on-the-job productivity, it is imperative that risk factors in the workplace (i.e., 

job insecurities, greater job demand, poor employee-supervisor/co-workers’ relations, low pay, 

etc.) are addressed.  

In addition to the general work-related stressors that exists in the workplace and experienced 

by all people, an additional type of stress – minority stress – which affects minority groups 

only, can exacerbate the prevalence and magnitude of ill health in the work environment. 

2.4 Minority Stress 

Minority workers in the work place maybe exposed to additional stressors due to the 

incongruence between their need, experience, culture, beliefs and society’s structure (Meyer, 

2003; Randall, Totenhagen, Walsh, Adams, & Tao, 2017). The ‘incongruence’ may be due to 

their gender or sexual orientation, ethnicity, racialization, nationality, skin colour, accent, age, 

weight/body size, religion, cultural beliefs and practices, physical or mental disability, etc 

(Köllen, 2014). In the workplace, discrimination or negative treatment may manifest directly 

or indirectly from co-workers (verbal, physical, not associating with or excluding the minority 

worker from social events), supervisors including related unfavorable employment practices 

(hiring, promotion, access to development opportunities), overall culture of the organization 

(Chung, 2001), or even, from members of the public whom they come in contact with in the 

course of their job. Meyer, Russell, Hammack, Frost, and Wilson (2021) found from their study 
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in the US, that sexual minorities reported higher level of suicide attempts. The constant fear of 

prejudice and discrimination, being ‘on guard’, hiding their identities, and a constant need to 

adopt coping mechanisms to deflect poor treatment in the workplace lead to poor psychological 

and physical health, lesser job satisfaction, increased absenteeism, higher intention to quit, etc. 

(Dhanani et al., 2018; Randall et al., 2017).  

Given the effect of minority stress on physical, health, economic, and social wellbeing of 

minority groups, investigations into disparities and discrimination faced by minority groups 

“requires high quality and methodologically sound research” (Burlew et al., 2019, p. 354). 

2.5 Collecting data on minority groups 

Burlew et al. (2019) advocates for use of appropriate methodology when researching topics 

and issues that affect minority groups, if meaningful results that enhance promotion of equity 

in the population is to be achieved. Quantitative methods such as surveys, questionnaires with 

qualitative methods including focus groups, random probes (interviews that seeks respondents’ 

interpretation of specific survey questionnaire questions), interaction analysis (review of 

videotaped discussions during pretests to identify differences in the interpretation of items 

across groups) are useful methods for evaluating the appropriateness of a measure for a specific 

group (Burlew et. al., 2019). Appropriate methodology in survey designs and collection of data 

on ethnicity/racialization include the use of techniques and tools that capture nuanced aspects 

of participants’ identity and experience. For example, attention to dimensions of ethnicity is 

useful in eliciting information on how individuals view their identity and the importance they 

attach to it (Burton, Nandi, & Platt, 2008).  

Some of the best practices identified from the literature when capturing data on ethnicity is to 

allow participants to self-select/identify; give opportunities of selecting multiple ethnicities and 

“oversample specific rather than broad subgroups (e.g., Korean vs. Asian American) (Burlew 

et al., 2019). Burlew et al., (2019) referring to findings from the United States notes that based 

on demographic factors (e.g., age, geography, acculturation), Americans of African descent are 

divided in their preference for the terms African American or Black. Older adults prefer Black; 

people from larger and non-southern cities prefer African American; and first-generation 

Caribbean immigrants prefer Black over African American. Indigenous populations prefer 

tribal affiliation compared to American Indian (Burlew et al., 2019).  While it is common in 

many countries including the US to use the term ‘race’ when collecting self-identified ethnicity 

information, this thesis uses the term ‘racialization’ to emphasize the concept as a social 
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construct and avoid the misinterpretation of ‘race’ as an essentialized individual characteristic. 

(For more details on this, see section 3.1.1).  

The European Commission report on data collection in the field of ethnicity promotes 

principles that allow minorities the right to self-identification, option to provide voluntary 

responses, including the right to opt in/out of the data collection, anonymity of data, and 

informed consent as to the purpose of the data collection in research on discrimination towards 

ethnic minority groups (Farkas, 2017). Farkas (2017) recommends the process should include 

consultation and engagement with the target group beginning from the naming of categories 

and identification of ethnic origin question sets right to the analysis and dissemination of the 

findings. The goal of the process is to ensure that research that poses questions or seeks to 

collect data on ethnicity creates opportunity for ethno-racialized minorities to choose and 

determine how they wish to be categorized, in a manner and way that best reflects their view 

of themselves. 

In addition to the type of methodology chosen, the manner racial and ethnic questions are asked 

can significantly impact on response rates by ethnic minorities (Farkas, 2017). If the phrasing 

of survey questions is perceived negatively by intended respondents, there is a high chance that 

the survey will receive limited response, if not abandoned altogether. To attract minority 

groups’ participation in the research, it is essential that researchers carefully consider the choice 

and appropriateness of terminologies used in the design of the survey. Language matters, and 

more so in contexts perceived as sensitive. Terminologies in research related to ethno-

racialized scholarship are steeped more in historical, political, and social contexts than in 

science. In this light, researchers should avoid terms that are predetermined, outdated or 

offensive (e.g., ‘coloured’, ‘illegals’) and instead adopt more appropriate terms (e.g., Native 

American, undocumented) (Burlew et al., 2019).  

The use of offensive terminologies and wordings in surveys albeit unconsciously by a 

researcher, perpetuates negative stereotypes, can be counter-effective to the goal and objective 

that the research intends to achieve, whilst furthering difficulties that already exists in 

recruitment of minorities groups for participation in study samples. In short, “terms that imply 

a subordinate status or have subtle negative undertones should be avoided” (Burlew et al., 2019, 

p. 358).  

In summary, for the purpose of this study which is aimed to the design of survey questionnaire 

on workplace discrimination posed to ethno-racialized minorities in Sweden, it is necessary to 

collect data that pertains to ethno-racialization. Due to the sensitive nature that surrounds topics 
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of this nature (ethnicity, skin colour, gender, sexuality, religion, immigration status), survey 

questions should be designed and presented (worded) in a way that promotes positive 

experience for respondents and enhances their willingness to participate effectively in the 

research. To achieve this outcome, the input and opinion of the target group members from the 

survey design stage, through the recruitment and selection of research participants, data 

collection and interpretation is essential (Farkas, 2017). Participation of target group members 

in the survey design process and the significant value of their opinion, insights, interpretation, 

and sensitivities (or lack of) to wordings of survey questions underlies the theoretical 

framework which this study is hinged upon.  
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Chapter 3 

3.1 Theoretical Framework 

This section introduces and discusses the two theoretical perspectives that underpins this thesis: 

(1). Ethno-racialization; and (2) Participatory Research. The aim of this section is to provide 

insight and make a case for, the frameworks that guide how the research study is approached 

and embedded within scholarly discourse.   

3.1.1 Ethno-racialisation 

Rather than using the term ‘race’, the term ‘ethno-racialization’ or ‘racialization/racialized 

minorities’ is used in this thesis based on a number of reasons. First, this thesis is not about 

race as an individual, essentialized characteristic, but more about the social construct of how 

people are perceived and treated (racialization) and how this can impact their experience in the 

world (and the workplace). Second, ‘race’ as an identifying characteristic of an individual or 

group is heavily contested and burdened with negative connotations. This notion of race 

emerged in the context of European classification of peoples deemed non-white with ‘many of 

the greatest atrocities in human history associated with notions of racial superiority’ (The 

Human Rights and Equity Office, University of Guelph, nd). Third, in the past, race was 

defined as a natural or biological division of the human species based on physical distinctions 

including skin colour and other bodily features. However, it has long been established that race 

as a form of categorization of the human population lacks scientific evidence (Banton, 1997). 

The assumption of race to be a biological and/or cultural essentialization/naturalization of a 

group based on assumed hierarchy of superiority and inferiority related to the biological 

constitution of their bodies has no scientific evidence (Grosfoguel, 2004).  

In fact, Törngren & Suyemoto (2022, p.2) states that “race is not an objective or neutral 

demographic category related to phenotypical differences”. Race as a concept is not actually 

rooted in phenotypes or abilities, but rather a socially constructed category embedded in 

historical and current creation and maintenance of hierarchies of power and related privilege 

and oppression (Törngren & Suyemoto, 2022). The International Convention on the 

Elimination of All Forms of Racial Discrimination, clearly notes that “any doctrine of 

superiority based on racial differentiation is scientifically false, morally condemnable, socially 

unjust and dangerous” (European Commission Against Racism and Intolerance, 2021). To put 

it plainly, scientific evidence demonstrates that decomposition of the so-called human races as 
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biologically distinct groups is false - there is no basis for categorization of people based on 

race.  

However, that is not to say that there are no physical differences amongst the diverse human 

population in the world as that would be untrue; rather, it is to assert that the physical variations 

have no meaning except the social ones that humans put on them. While there is no biological 

basis for the idea of a race of people, race is a social construction that is lived and has powerful 

and real consequences for individuals (The Human Rights and Equity Office, University of 

Guelph, nd). Changes in the Swedish legal frameworks such as the discrimination law of 2009 

saw the removal of the concept of race as basis for discrimination and replaced with the concept 

of ethnicity (‘etnisk tillhörighet’ in Swedish; SOU 2008: 567 – Discrimination Act). Brömssen 

(2021, p.117) notes that “in Sweden, concepts such as xenophobia, immigration hostility and 

recently ethnic discrimination have been used instead of using concepts with connotations to 

race and racism”. The concept of race is regarded almost taboo in Sweden both in research and 

in everyday conversations and replaced with ethnicity, culture, and religion (Brömssen, 2021). 

However, it is common in many Anglo-Saxon countries, such as the US, to use the term ‘race’ 

when collecting information that relates to self-identified population groups.  

Given the above reasons, this thesis adopts the term ‘ethno-racialization’ or ‘racialization’ to 

highlight a socio-cultural process of ascribing one’s ethnicity, nationality, skin colour, religion, 

etc., as identity-defining characteristic, often regarded within the social context as a minority 

group (Tufford et al., 2012). Racialization is a social and ideological process of developing 

stereotypes and reducing segments of the human population to identifiers (for example, 

phenotype or cultural identifiers) deemed as innate or inherent to all members of that group 

and presenting its members as “Other” (European Commission Against Racism and 

Intolerance, 2021). Racialization is the act of being “raced” or seen as someone belonging to a 

particular race. Depending on the context of power relations involved, there are ‘racialized 

ethnicities’ and/or ‘ethnicized races’ (Grosfoguel, 2004). In this regard, irrespective of where 

one is from or personal circumstances, once one is identified or perceived as embodying 

characteristics belonging to ‘other’, the person becomes ‘racialized’.  

Processes of racialization begin by attributing racial meaning to people's identity. Racialization 

can have the effect of marginalizing groups of people in society.  

Where the term race has appeared in this thesis, it has been used to retain the original 

terminology when directly quoting specific documents/text (e.g., ILO Convention 111, 1958), 
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or reproduced in verbatim as the original language/term used by participants in this study to 

maintain fidelity with their personal views and to relay the intensity of their statements more 

accurately.  

Workplace discrimination is a psychosocial risk factor which could lead to adverse 

consequences, such as minority stress. This thesis is about designing of research instrument 

investigating workplace discrimination due to racialization/racial discrimination in the 

Swedish workplace. The literature review conducted in Chapter 2 established positive 

correlation exists between workplace discrimination and job stress, counterproductive work 

behaviours, and psychological and physical health (Dhanani et al., 2018; Isusi et al., 2020).  

Yet, research on ‘race and racism’ is considered threatening to mainstream Swedish society, 

which regards itself as anti-racist and a champion for universal rights.  

McEachrane (2018, p.471) asserts that research:   

‘Considering structural racial discrimination as such and the impacts on it of European 

colonialism are needed for Sweden’s observance of universal human rights. This 

argument is contrary to the view of the Swedish state and challenges an image of 

Sweden as a champion for universal human rights without any colonial history or racial 

problems of its own’.  

Similarly, Hübinette & Mählck (2015, p.60) notes the  

‘Resistance towards speaking about race and - even more – towards researching race, is with 

few exceptions, still solid and unanimous within Swedish academia and society’. As a 

consequence, little statistical knowledge exists about the current state of racial discrimination 

in Sweden (Hübinette & Mählck, 2015). 

 

The Sustainable Development Goals (SDGs – 8 and 10)  underscore: the necessity to protect 

the rights of minority groups to safe and secure working environment; achieve work conditions 

devoid of discrimination and negative treatment; and reduce the proportion of the population 

reporting having personally felt discriminated against (United Nations, 2015).  To realize these 

goals, it is necessary to conduct research that promotes positive health outcomes (physical, 

psychological, economic, socio-cultural) for all Swedish residents. Due to the perceived 

sensitivity of topics or themes relating to collection of data surrounding individuals’ attributes 

such as ethno-racialization, it is important that the views and opinions of the target group 
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members are sought on appropriate terminologies and wordings of survey questionnaires. It is 

essential that survey questions posed to ‘ethno-racialized’ minorities are asked in a manner 

that does not (re)entrench division or categorization of some Swedish residents as ‘other’. 

  

To address this potential pitfall/adverse outcome, the approach adopted in this thesis is to seek 

and incorporate the views and participation of racialized minorities in the design of survey 

questions on minority stress. Consequently, an additional theoretical framework adopted in this 

study is a Participatory Research (PR) approach.  

 

3.1.2 Participatory Research 

3.1.3 Definition and Underpinning to Participatory Research 

Given its interdisciplinary applicability, many definitions exist within the academic scholarship 

as to what Participatory Research is (or is not). Barreteau, Bots, and Daniell. (2010, p. 1) state 

that “participation has become a label that is generously self-attributed, and its implementation 

is becoming widespread in an expanding range of domains around the world”. As such, any 

attempt to define what participatory research is, or what is not, will be futile because of the 

already existing diversity of definitions and the absence of any authority to enforce adherence 

to one definition (Barreteau et al., 2010).  

In light of this claim, the author here defines what PR means in the context of this thesis as 

geared towards “planning and conducting” research with those whose realities is under study. 

Bergold and Thomas (2012, p. 192) describe PR as a “methodology that argues in favour of 

the possibility, the significance, and the usefulness of involving research partners in the 

knowledge-production process”. When viewed in this context, PR presents an “attractive and 

fruitful” knowledge-generating option (Bergold & Thomas, 2012). The process encompasses 

the use and application of a systematic inquiry in the design, methods, framework, and 

approach in direct collaboration with those affected by the issue being studied (Vaughn & 

Jacquez, 2020).  

PR has also been described as a research process that involves the engagement of group 

members who are not necessarily trained in research but represent the interests of the people 

who are the focus of the research. Unlike traditional research where identified group members 

are ‘subjects’ of the research, PR is underpinned by an ideology of collaborating and engaging 

with end-users in the research process (Vaughn & Jacquez, 2020). In the case of this study on 
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minority stress, PR thus, is the collaboration with identified minority group in Sweden to obtain 

their view on the appropriateness, interpretation, and preferences of wordings of survey 

question items for use in future studies. 

3.1.4 Research Methods in Participatory Research  

Many research methods can be adopted and adapted for participatory research; emphasis is on 

participation by community participants in the research process. PR approach commonly 

includes research methods and tools that recognises and places emphasis on participation in a 

meaningful, democratic, open and transparent manner directed at translating research findings 

into positive outcomes (Vaughn & Jacquez, 2020). Abma et al. (2019, p. 127) argue that the 

foundational premise of methods used in a PR paradigm, are methods that offer participants 

the freedom to “speak up, to participate, to experience oneself and be experienced as a person 

with the right to express yourself and to have the expression valued by others”. Vaughn and 

Jacquez (2020) also points out that methods and tools for use in participatory research should 

be based on the ability of the chosen method(s) to facilitate and enable collaboration with 

intended target group/community partners in developing questions and conducting qualitative 

interviews.  

A deliberate, well-thought choice of participatory research methods by researchers could 

enable transfer of knowledge and the development of new ideas, learnings and harness the 

collective wisdom of both academic researchers and community partners in translating research 

findings into a meaningful, practical outcome (Vaughn & Jacquez, 2020). Whilst PR methods 

relies on stakeholder inputs to obtain its acclaimed benefits of improved validity, and 

actionability of research outcomes (Barreteau et al., 2010), the nature of sensitivities and 

diversity in participatory research contexts subsequently, harbours  difficulties in extrapolating 

people’s experiences from one scenario to another. Yet, people who are called to participate in 

the process often “extrapolate from their own experiences and the accounts of others’ 

experiences” (Barreteau et al., 2010).  
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Chapter 4 

4.1 Methods 

This section describes the approach used in this study including: the questerview approach 

adopted in this study; participant recruitment strategy; interview guide; and ethical 

considerations. 

 

4.2 Study Approach 

This qualitative study is based on an interpretivist epistemology seeking to make sense of 

people’s worldview, how they interpret their world. The interpretivist epistemology utilises 

qualitative research approach to achieve this sense-making, as the data gathered explores 

people’s feelings, experiences, and perspectives (Dahlgren et. al. 2007; Williamson, 2003). The 

qualitative approach that is adopted in this study is the ‘questerviews’ approach. Questerviews 

is the use of questionnaires in qualitative interviews that integrates standard quantitative 

questionnaires and in-depth qualitative interviews ‘to explore the meanings and interpretation 

of standard survey questions’ (Adamson, Gooberman-Hill, Woolhead, & Donovan, 2004. 

p.139). The advantage of the questerview approach is that it enables the researcher to dig deeper 

and gain better understanding of the meanings behind the responses given by respondents. 

4.3 Recruitment of Participants and Data Collection Process 

Eight (8) participants were recruited through opportunistic, snowball sampling technique. 

Snowball technique refers to direct recruitment of participants through informal networks for 

their role and ability to provide insight into the study. In the case of this study which is directed 

at minority groups based on ethno-racialisation, the researcher went through informal and 

personal networks to invite prospective participants to participate in the study. At the first 

instance, the researcher sent out a generic invitation in a closed social media platform to 

members and followed this up with targeted invitation to individual members. Members of the 

closed group were also encouraged to send the invitation out to their informal networks and 

contacts who might be interested in the study. As the researcher is an English-only speaker, all 

participants spoke, read, and understood English. 
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4.3.1 Participants’ Demographic Information 

Participants identities are de-identified for confidentiality purposes and coded into 2 – 3 letters 

as presented in table 1 below. 

 

Table 1: Demographic information of study participants 

Participant 

Deidentified 

Gender Age Range Industry/Sector Duration/Working in 

Sweden 

AD W 35 - 45 Academia Less than 2 years 

ADS W 26 -35 Hospitality/Retail Less than 2 years 

BU M 26 - 35 Hospitality/Retail Less than 2 years 

IF W 36 - 45 Health/Medical 5 – 10 years 

JO M 36 - 45 Retail/Transportation 5 – 10 years 

PR M 18 -25 Hospitality/Retail 2 – 4 years 

UG M 26 - 35 Communication Less than 2 years 

LA M 26 - 35 Health 2 – 4 years 

 

Each of the study participants were at the first instance, contacted individually to obtain their 

interest in the study. Following each study participants’ indication to take part in the study and 

their preferred time availability, a timetable was produced across a 2-week period to interview 

each participant. Each participant was administered a questionnaire, survey style, to respond to 

which was then followed immediately by qualitative interview to discuss their responses.  

The interview questions covered four main categories and were developed in collaboration with 

the research team as a starting point. These questions are ‘informed’ by categorization used in 

academic discourses and from census documents in many Anglo-Saxon countries (Björk & 

Wahlström, 2018; Farkas, 2017; and Burton, Nandi, & Platt, 2008).  Burton, Nandi, & Platt 

(2008) notes that development of identity is related to concepts around identification, imagined 

community, ethnicity and ethnic grouping which may overlap or are distinct to other concepts 

such as ‘race’; national identity; parentage; nationality; religion and language. In this regard, 

to see oneself as Scottish (upbringing, language/accent, politics, local affiliation) does not 

preclude also seeing oneself as Black and/or Indian and/or British. 
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Example of Sample Question (Burton, et. al. 2008): Does anyone living at this address come 

from, or have parents or grandparents from, any of the following ethnic groups or origins?  

A) Indian  

B) Pakistani  

C) Bangladeshi 

D) Sri Lankan 

E) Chinese  

F) Far Eastern 

G) Turkish 

H) Middle Eastern and Iranian 

I) Caribbean  

J) African (including North African)  

K) Other minority group  

L) No – none of these  

(Note: K and L included for completeness, but none selected for inclusion in the oversample) If A (and 

not C-H) then ask: and does that include anyone from mixed Indian and other ethnic group origins? If I 

(and not C-H) then ask: and does that include anyone from mixed Caribbean and other ethnic group 

origins? If J (and not C-H) then ask: and which of the following most closely describes those African 

origins: i) North African; ii) African Asian; iii) Black African; iv) White African. 

Informed by categorizations used in recent academic literature and best practice guidelines on 

collection of personal sensitive data, questions on four main themes were posed to study 

participants:  

• Demographics – Age, gender, Swedish work experience, etc. 

• Ethno-racialization questions – Ethnicity, self-identification, etc. 

• Minority stress questions – Sample of various wordings on discrimination questions 

and 

• Technology related questions regarding participants’ data collection, storage, and 

access. 

The objective of these questions is to elicit participants’ perspective on this type of 

categorization, their level of comfort with these terms and opinion on how these could be better 

worded. This is exemplified in the use/conflation of both “discrimination/prejudice” in the 

survey items is aimed to create opportunity to give participants a more nuanced, narrower 

description of how they may interpret negative treatment in the workplace as well as the 

broader term “treated differently”. This is not an exhaustive list, as terms such as 

“victimisation”, “racism” could have been introduced into the survey items as well for 
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participants to choose their preference (and some participants may prefer this wording), but 

these terms are often heavily contested, stigmatizing, and burdened with negative connotations 

which this study seeks to avoid. 

A full interview guide and questionnaire is presented in Appendix 1. 

Due to the ongoing COVID-19 pandemic, all interviews were conducted digitally. Each 

interview lasted between 47 minutes and 75 minutes. During the interviews, participants were 

recorded using an audio digital recorder, and the audio file fully transcribed afterwards using 

an online transcription software – Otter.ai (California, United States, Version 3.1.0). 

The data collected was stored electronically in the researcher’s password protected KTH One 

drive folder after obtaining participants’ permission to do so. 

4.4 Ethical Consideration 

At the beginning of the interview, the purpose of the study was presented to each participant 

and terminologies and concepts (such as minority stress) were explained. Participants were 

asked to state if they had any reservations or questions about the research and/or the research 

process, and if they consented to take part in the study. Participants were given the opportunity 

to seek clarification, ask questions concerning the research and raise other concerns they may 

have. All participants were informed of their right to withdraw from the interview process at 

any point in time without any consequence. Verbal consent was obtained from each participant 

before the interview recording started. 

4.5 Data Analysis 

Following transcription of the interviews, analysis of the data was carried out based on 

qualitative content analysis of the transcripts using NVivo software. NVivo is a Qualitative 

Data Analysis (QDA) software package which can be used to identify themes and analyse data. 

A combination of deductive and inductive approaches was used in developing themes relevant 

to the study - a process of letting ideas, patterns and concepts emerge from the interview. 

Inductive reasoning aims at developing a theory moving from specific observations to broad 

generalizations, deductive reasoning aims at testing an existing theory. Trochim (2006) notes 

that arguments based on experience or observation are best expressed inductively, while 

arguments based on laws, rules, or widely accepted principles are best expressed deductively. 

In practice, the inductive researcher works from the bottom upwards using the views’ opinions 

and perspectives of participants to build broader themes and generate a theory interconnecting 
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the themes. In contrast, the deductive researcher starts out on the premise of existing theory to 

add or contradict the theory (Creswell & Plano, 2007).  

In this thesis, an inductive approach was applied during the analysis to build themes based on 

most of the participants opinion of their preference on how a question could be posed: The 

preference for a narrower term “discrimination/prejudice” as opposed to a broader term (treated 

differently). As a result, the theory generated using the inductive approach in this study is that 

ethno-racialized minorities prefer to have direct and specific language on survey items 

investigating workplace discrimination.  

A deductive assumption used for the analysis is the hypothesis that ethno-racialized minorities 

are unwilling or will show reluctance in having their personal data information collected in a 

study investigating workplace discrimination. This assumption stems from growing concerns 

in global public discourse on the rise in cyber security breaches which in the case of this study, 

could mean exposure of sensitive personal information of minority groups and the harm this 

could portend for them. The result from this study contradicts this assumption. 

Following application of both inductive and deductive reasoning, identified texts were ‘coded’ 

broadly and assigned into nodes and then analysed in order to find and identify emergent 

themes, commonalities, differences, patterns, and structures.  

The following steps were followed in the coding/data analysis process using NVivo to develop 

themes and categories: 

Step 1 – Transcribed file was imported into NVivo 

Step 2 – Thorough reading and re-reading of all individual interview texts for accuracy, 

grammar (punctuation, spelling), sense making, and gaining understanding of 

participants’ perspective 

Step 3 – Coding of texts from each interview into broad themes (first level order) 

Step 4 – Recoding of first level order codes into more succinct and concise themes, and 

merging codes that express similar content, ideas, and views. 

Step 5 – Final reading and inspection of coded texts to ensure that all relevant views 

and ideas expressed by participants are accurately captured and no new theme can be 

identified.  

The results from the coding process were then organised based on the themes and categories 

that emerged and is presented in Chapter 5 (see Table 2). 
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Chapter 5 

5.1 Results 

To address the research question for this study which is: ‘How could survey items investigating 

workplace discrimination in the Swedish work environment be posed to ethno-racialized 

minorities in a manner that is sensitive, non-stigmatizing and does not reinforce negative 

stereotypes’, The following results were obtained following an analysis of the data from the 

interviews.  

 

Table 2: Themes and Categories emerging from the data analysis 

 

5.1.1 - Theme 1: Language 

Under this theme, participants identified the role language plays and that it matters in how 

survey questions are posed. The phrasing of particular questions in a survey can promote 

healthy responses that are useful to address the issues under investigation or it can be harmful 

to survey respondents’ feeling, perception of the research/researchers, and subsequent decision 

to respond (or respond truthfully) to the survey. 
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A. Use direct language 

Participants noted their preference for language that is direct and mostly reflects their 

experience. Survey instruments should be designed using terminologies, language, and 

expressions used by ethno-racialized minorities in their daily context.  

As one participant noted: 

“When someone behaves in the way or manner that I find upsetting in the workplace, I don't go thinking 

oh, I'm being treated different. I go, this is discrimination or racism. Yes, discrimination is more direct” 

{PR}. 

 

Participants define “direct language” as use of specific term that is narrow and does not provide 

opportunity for broad interpretation: 

“The second question, have you ever experienced discrimination or prejudice. I would choose that 

because it's direct. Also, because it is what it is, it's calling out what it is we experience is discrimination, 

it is prejudice” {AD}. 

 

“Yeah, I would go with discrimination or prejudice. That's more direct. It reflects the actual context or 

gives language to what I'm feeling.  

“Using the appropriate language, which is discrimination, which is prejudice is the right word” {LA}. 

 

B. Avoid wording that minimize experience 

For most participants, the term ‘treated differently’ suggests minimisation of their experience 

and downplays the psychological effect of discrimination/minority stress. Participants describe 

use of broad terminologies in survey items makes them feel like their experience of 

discrimination and how this affects them is being downplayed:  

“I think it's patronizing to think people don't know what it is when they are being discriminated at and 

labelling it as 'treated differently’ (IF). 

“To ask, have you been treated differently? It is, almost like trying to cuddle the issue of what goes on 

in the workplace and how it affects us psychologically {JO}.  

“Yes, both [questions] is about being treated differently but it is also more about discrimination, calling 

it for what it is and that's discrimination, it's more appropriate in my opinion. It is calling what is white, 

white and what is black as black. No in between. No grey area” {AD}. 

The point raised by participants on avoiding wording that is minimizing of minorities 

experience is particularly useful as the term ‘treated differently” could apply to both minority 

groups and non-minorities. In the latter, being treated differently could be a positive 

experience: 

“The white man is given an electric bike; bicycle and the blacks are given a manual bike.  They give 

more attention to them [White staff] (UG). 



 25 

C. Avoid defensive wording 

Participants expressed mixed views about the question: Do you think it is appropriate to ask 

participants how they formed their conclusion that they have been treated differently or 

discriminated against in the workplace? For some participants, asking about their thought-

forming process in a survey question was necessary, and useful to address the topic under 

investigation. 

 
“I think it's appropriate to ask participants because then it gives you insights as to how these views are 

formed.” {BU}. 

“Asking us to describe how we came about that viewpoint is good and then we can share our thought 

process” {LA}. 

 

But for some other participants, asking how they arrived at the conclusion that they have been 

treated differently or discriminated against because of their ethnicity/skin colour was offensive 

and akin to asking them to provide evidence or defend themselves. 

“It [survey] shouldn't ask us to defend, you know, defend why we think it's skin colour” {JO}.  

“I'm not sure why you would want to ask participants how they formed their reason, because sometimes 

it's almost as if you want the person to defend themself “{AD}. 

“It should be worded in a way that it doesn't place the burden on the participants to defend themselves 

or to give reason as to why they think it's about their skin colour or ethnicity (ADS).  

“What might be done is to ask participant what has influenced your opinion or view? Asking them how 

their view might have been shaped rather than asking them to explain” (BU). 

 

5.1.2 - Theme 2: Gain varied perspectives 

Most participants’ view on how survey questions investigating workplace discrimination might 

be better worded show variety in perspectives, interpretation, and opinions. From the analysis, 

this is underpinned by factors such as individual experiences, cultural/ethnic background, and 

preference for self-description that may not align with existing categorisation in the society. 

A. Experience in the Workplace 

For many of the participants, their views on whether “treated differently” or “discriminated 

against” is a more appropriate wording is shaped by their personal experience in the workplace. 

Participants with preference for the wording “have you experienced discrimination/prejudice” 

explained that: 

“Based on my experience, I know that I am being discriminated against even though my colleague tries 

to make it sound light or try to make me feel OK, but I know it’s because of my skin colour.” {JO}. 
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“So why wouldn't the patient want to see me but would prefer another white female, doctor? It can't be 

my gender because the other doctor they are wanting to see is also a female. I speak Swedish relatively 

well. So yes, you might argue I'm not in native Swedish speaker, but I speak good enough to be able to 

attend to them” (IF). 

 

Other perspectives from the analysis shows that some participants consider “being treated 

differently” as a more appropriate question to ask in a survey question on workplace 

discrimination. For example:  

“I think I will go with “been treated differently because of my skin colour”. Because at work they treat 

us [Blacks] differently” (ADS).  

“I feel it should be treated differently because they treated me in a manner that is different from the 

white colleagues. They treat them better than me. They treat me different because I'm black... so I feel 

treated differently is more appropriate {PR}. 

A participant, below, noted that using the phrasing ‘discriminated against’ could lead to re-

traumatization as participant might recall past events where they experienced discriminatory 

practices. This is a salient point worth taking into consideration in the design of survey 

questions: How might certain wording or questions trigger re-traumatisation from past events? 

“Choosing being discriminated against in a survey question will bring a negative memory more 

compared to if I have been treated differently. Discrimination will take me back to ugly events that has 

happened, and I will automatically remember one or two stories that has happened around me that I 

felt it was because of my ethnicity. So, I will prefer “have you been treated differently in a survey” 

{BU}.  

 

B. Self-description/ethno-racialization  

In response to questions on their view about responding to questions in a survey questionnaire 

on ethno-racialisation, population grouping and categorizations, most participants indicated 

they are comfortable providing this information. Some participants indicated they would be 

uncomfortable answering questions on ethno-racialisation whilst a few disagreed with the 

population groups as was presented in the survey questionnaire. 

• Yes, I am comfortable with the question: 

“Yes, I will be comfortable. I'm happy to identify as African and Black. I will choose both Black and 

African. There are people that are Blacks but they're not Africans.” {LA}. 

“I will be willing to answer questions about what's my ethnicity or background, its mine” {PR}. 

“I work in healthcare and that information is useful. So, knowing their ethnic background might be 

useful for diagnosis and treatments” (IF). 

• No, I am not comfortable with the question 
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“If everyone in Sweden is white, I doubt there will be any question or any survey asking people of their 

ethnic background because then it's just assumed we are all one and the same. It's usually very divisive 

when we ask that question” {AD}. 

“I'm not very comfortable with questions about my population group or ethnicity. I just don't find it 

useful because I think that's what causes the division in society” (ADS). 

“I tend not to answer it. I just leave it out, except if I'm forced to answer, like it's compulsory” (BU).  

“I just don't see the value because I believe it's divisive and engenders the discrimination, we find in 

society today” (UG). 

• Some participants disagreed with how the population groups are categorised 

I will be uncomfortable with a grouping that says African and then another says Japanese. Africa is a 

whole continent or group {BU}. 

“I think most of the population grouping seems to cover a lot, even though I'm not sure why Japanese 

and Korean, they sound more like countries or nationalities, to me these are countries. So, for example, 

Japanese, I would believe is just people from Japan, Korean people from Korea. So, is that an ethnicity 

or is that a country of origin? {AD}. 

 

C. Cultural or Ethnic Background 

For some of the participants’ interpretation of the survey questions and how they in general, 

process events that happen to them and around them, is shaped by their cultural or ethnic 

background. The lens with which they view the world and their surroundings. What they 

consider to be negative treatment in the workplace is largely influenced by their personal 

context, including how they feel at the moment the event/incident took place, past experiences, 

cultural taboos, and norms, value system, etc.  

A survey questionnaire requesting or seeking data on respondents’ cultural background or 

population grouping may thus be necessary in shedding light on how a respondent may have 

interpreted the questionnaire and their response. 

“We come from different backgrounds, and this shapes the way we see what happens to us, because 

sometimes culture forms the way or forms our experience of how we interpret other people’s actions 

and behaviour towards us” (LA). 

“You would need to know how different culture or different nationalities; you know the way different 

countries interpret or express something. Like, in my culture, in my country of origin, where I come 

from, this behaviour is a No No and so when I experienced it in Sweden, I know it's a no, no. Then 

someone else would say it's totally fine with me, so I think nationality would be a good demographic 

information to see if there's anything about culture, nationality that influences how people interpret 

certain behaviours” {PR}. 
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5.1.3 - Theme 3: Use of Technology 

This study sought participants’ view on use of technology for data collection, storage, and 

access during a study on minority stress where sensitive information about their ethnic and 

cultural background, immigration status, employment in Sweden, etc may be collected.   

All participants agreed that they would be comfortable divulging and having this type of 

information collected and stored, however, certain steps by the research team would need to be 

in place and ‘guaranteed’ by the researchers. 

A. Data Collection 

“When it comes to technology, I'm not flustered about my data and how data it is collected and stored. 

Because every day there's something to fill online, the government websites at school, at work, an app 

to access services. So, I think the point is we give out this data every day” {PR}. 

It's not an issue for me, I feel comfortable with it because it will help someone else and it's good to help 

people with their research work or whatever they need the data for” (ADS). 

“I will be fine with the data stored digitally as long as the group conducting the survey can promise me 

that my information will be stored safely and it's not going to be publicized {BU} 

. 

B. Data Storage 

Participants however, noted rise in cyber-attacks and breaches on individual and large 

corporations’ data and the effect this has when sensitive information is divulged to the public 

that may jeopardise their own safety or security. 

 
“I believe every institution that stores information are usually under cyber-attacks. So, having a strong 

cyber security networking system design” {BU}. 

“Just reassuring participants that their data on ethnicity is confidential and stored in a way that no 

external parties of the research would have access to it, and even at that, no personal information can 

be identified” {LA}. 

“Most universities have pretty good security when it comes to their data and service. What I would ask 

is that before it's stored online, that any personal information is removed because sometimes this service 

can be cyber attacked. It is very important for me to know that my data is stored without any identifier, 

my name or where I live or my contacts” {JO}. 

 

C. Data Protection & security 

Some participants raised the need for research team to assure their respondents that their data 

and all information collected in safe and access to such data is limited to only members of the 

research team. 
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“I need to know the type of people that will have access to it, and it is not something that will just be 

released openly so it has to be protected to an extent, so it's not made available to just any person” 

{AD}. 

 

“I think the one of the ways to achieve data security is to limit the number of people who have access 

to that information, so it doesn't go through different channels. I think most important factor would be 

to limit the number of people who get access to that information as much” (BU). 

 

D. Ethical Use of Data 

Few participants raised the need for research team to ensure ethical use of information on 

ethnicity that they collect from the survey. For these participants, the research team should 

strive to uphold respondents trust that the data will be used and reported in an accurate manner 

and reflects the context in which respondents have provided the information.  

“Data should be used in an ethical way… to ensure that responses are not taken out of context, 

because I've answered all of those questions based on the context you are talking about” {AD}.  

“The information I provided, is my viewpoint, at least at the moment when I'm answering these 

questions, is based on how I think and interpret the question. But there is a way you can publish this 

same data or this information that will turn out to be misleading or create misunderstanding” 

(UG). 

 

5.1.4 - Theme 4: Emergent Themes 

This study also sought participants’ perspective on additional information they consider is 

necessary in a study investigating discrimination in the Swedish Workplace that could give rise 

to minority stress. For many of the participants, additional demographic information is needed 

to gain a robust sense of the extent of the issue and prevalence. Participants’ view was that an 

ethno-racialized minority’s experience or the frequency of exposure to discriminatory practices 

in their workplace is related to additional demographic attributes.  

For example, respondents’ employment location (work), type of employment (white- or blue-

collar employee), industry, fluency in Swedish, income level, etc. 

 

A. Swedish Language Fluency 

“Sometimes it [language] has a way of affecting the way different individuals are being treated. It's 

based on the accents, there are Blacks here who were born here in Sweden. But when I go to a place 

and they try to welcome me in Swedish and I'm not able to reply and speak English, they know that OK, 

this person is an African. But if I get there and speak fluent Swedish, at that point they know I'm Swedish, 

even though I may be from an African origin, something like that. But at that point they no longer look 

at me as African” {BU}.  

“Will be good to ask if the respondent is a fluent Swedish speaker or do you speak Swedish? Because 
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that sometimes impacts your experience. Language matters, majority of the people in Sweden speak 

Swedish, so if you live in a country where you don't speak Swedish or you don't speak it well, it can 

sometimes affect how you are treated” {AD}. 

 

“Language fluency in Swedish language, is a good demographic information. Do you speak it? Very 

well? Not at all?  Fluently? That sort of range would be good for you [researcher] to know” (JO). 

B. Geographical Location 

A participant mentioned that one’s geographical location in Sweden is an important aspect in 

one’s experience of discrimination: 

 
“I think the environment or the place you live, or work is an important factor in the type of stress or 

discrimination you face. Yes, location is an important factor, I will say. Here, where I live is one of the 

smallest cities within Sweden so it might affect my experience than someone in Stockholm” (UG). 

C. Income Level 

Participants considered that income has a role to play in ethno-racialized minorities experience 

of discrimination. In their view, minorities considered to belong to high income level are less 

likely to be exposed to discrimination than those who in the low-income bracket. 

“I think additional demographic information about income. Participants income level is good to add to 

a survey like this because income also shows class. Your income bracket shows what you're exposed to 

and the more you earn and the higher you are in social class, the less likely you will be discriminated 

against. You know you're more accepted because of your social class. So, income would be a good one 

to add” {BU}. 

“I also think that your income shows if people accept you because those who are wealthy and move 

amongst wealthy cycles are less likely to experience any form of discrimination than those who are in 

low income or doing menial jobs” {LA}. 

D. Industry 

Two participants mentioned that the industry or sector minorities work in can also play a role 

in their exposure to minority stress. Hence, collecting information on the industry they work in 

can help the research investigate if a relationship exists between the industry respondents work 

in and their exposure to discrimination. 

 

“Asking the sector or industry the person works will be a useful to know in a study on minority stress. 

For example, I think industry like construction or hospitality you might experience more minority stress 

than other industry, for example, if you are a lecturer in the university” {JO}. 

 

“I think adding what industrial sector to see relationship between where a person works or the industry 

they work and the level of experience of minority stress might be a good option” {AD}. 

 

E. Profession 

Participants drew distinction between professional/white collar roles versus blue-

collar/outdoor roles and how these impacts how discrimination is experienced in Swedish 
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workplaces. According to some participants, obtaining information on the type of work/role 

they hold in their workplace is necessary. 

“In addition to income, even something like: are you in a professional role? Are you working as a 

professional or a blue-collar job? This tends to shape our experiences or how we experience minority 

stress from discrimination in Sweden. Are you a clerical staff? Are you a driver? A blue-collar 

worker? If they're working at an office, do you work outdoors under the sun? I think these shapes how 

we experience prejudice and discrimination” {LA}. 

 

“Someone who is black and is the CEO in a top multinational company will, I think, not face 

discrimination as much as or in the same way as someone who is a delivery driver or Uber driver or a 

cleaner cleaning an apartment. So, I think information about your profession, or at least the 

professional role will be useful” (JO). 
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Chapter 6 

6.1. Discussion  

The overarching research question which this study set out to address is to understand from the 

perspective of a minority group – ethno-racialized persons – how survey items investigating 

workplace discrimination in Sweden could be designed in a manner that is sensitive, non-

stigmatizing and does not reinforce negative stereotypes.  The findings show that language 

(wording, phrasing) used in survey questions is an important element in how ethnic minorities 

respond to and interpret survey questions. 

Language is a critical component of communication. What we say, how we say it, and how it 

is understood by the receiving audience can either promote or hinder the collection of 

meaningful results that enhance equity in the population. Burlew et al. (2019) notes in their 

study the role of language, calling for avoidance of terms and terminologies in survey questions 

that mask negative undertones or allocate a subordinate status to ethnic minorities. Examples 

include terms that ethnic minorities could perceive as ‘minimizing’ of their experience (and 

hence, the validity or interpretation of their experience); unclear and indirect language that is 

vague, ambiguous; and open to multiple interpretation. For example, a participant in this study 

in explaining why he chose “discriminated against” rather than “treated differently” stated that 

“all discrimination is to be treated differently, but not all ‘treated differently’ is discrimination”. 

This statement captures the essence of the point being made about how language can be 

construed and perceived; the researchers’ task is therefore to strive as closely as possible, to 

frame survey questions in a way and manner that is likely to be understood by respondents as 

intended by the researcher. 

The study also found that ethno-racialized persons are not a homogenous group but are shaped 

by their diverse experiences (both in the workplace and outside), cultural and ethnic 

background), level of assimilation and acculturation in the Swedish society (fluency of the 

Swedish language, social networks formed), etc. As a consequence, how they interpret and 

respond to survey questions will no doubt be different and reflect their individual preferences. 

This can be seen in how participants responded to the question on indicating their preference 

for the phrase “being treated differently” or “discrimination/prejudice”. Whilst many of the 

respondents chose “discrimination/prejudice” as a preferred phrase in a survey instrument, 

researchers should also consider the opinion of those in the minority in other to understand 

their motivation, thought processes, and where practical, create opportunity to elicit their  views 
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(i.e., use of open-ended questions and request for additional information in survey 

questionnaire).  

Some of the best practises highlighted in the literature on collecting data on 

ethnicity/racialization, is to use techniques, methods and tools that gives participants ample 

opportunity to self-select/identify and capture nuanced aspects of participants’ identity and 

experience (Burlew et al., 2019). This need to capture and give nuance to participants’ own 

reality, and how they experience or identify negative workplace treatment is the basis for the 

design of one of the survey questions used in this study that conflates both terms 

discrimination/prejudice. For some ethno-racialized minorities, the term discrimination is self-

recognised and describes their reality, whilst for others, this term is “prejudice”. This point is 

supported by the study undertaken by Burlew et al., (2019) in the United States, which found 

that based on demographic factors such as age, geography, acculturation, older adults prefer to 

be referred to as Black whilst those from non-southern American cities prefer the term African 

American.  

One way for researchers to benefit from the heterogeneity of ethnic minorities and use the 

diverse views they bring into creating lasting solutions in the population, is to aim for robust 

representativeness in sample size, oversample multiple race/ethnicities and create multiple 

opportunities throughout survey questionnaire for ethnic minorities to self-identify and attach 

importance to their identity. 

Technology and how we use it, is embedded in our everyday activities. It is almost impossible 

to function in society today without the aid of technology and this extends to how research is 

conducted, from data collection stage through to data storage, and dissemination. For many 

academic researchers, existing systems, and processes in place within university institutions 

promotes ethical collection and use of research data intended to safeguard research participants. 

Nonetheless, rise in cyber security breaches and targeted activities by nefarious persons or 

networks to steal, sell or divulge information collected and stored online requires that extra 

care is taken when it comes to data on ethnic minorities. Many reasons can be cited for the 

necessity of these additional steps in protecting ethnic minorities information, but one of them 

is the sensitivity of the information and the potential negative impact it holds for ethnic 

minorities if their information is divulged publicly. In a society where ethnic minorities are 

already subject to discrimination and experience of prejudice; this can heighten their fear of 

exposure to further harm and increase the level of stress they already experience.  
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In consultation with minority groups, additional steps and measures beyond existing legal 

requirements and research measures (such as gain informed consents, ensure the confidentiality 

and anonymity of their data, retention of their rights to voluntary responses and choice to opt 

in or out of the research at any time with no consequence) should be clarified, developed, and 

followed by researchers to protect minority groups personal information data.  

 

6.2 Interpreting the results and findings through the 

Participatory Research Framework Approach 

The participatory research approach adopted for this study was informed by the necessity and 

importance of seeking out the views and opinions of ethno-racialized minorities on appropriate 

wording and use of terminologies in design of survey questions. One of the benefits which a 

participatory research approach offer is that it creates opportunity for researchers to partner 

with members of the community whose realities is under study in the knowledge-generating 

and transfer process (Bergold & Thomas, 2012). The consultation and involvement of target 

group members in how survey questionnaire on minority stress can be designed proved to be 

useful in the knowledge generating and production process. Through the interviews, new 

knowledge was found regarding the appropriateness of using direct language in the wording of 

survey questions; the inappropriateness of language and wordings that may infer minimizing 

the experience ethnic minorities, and language where respondents are made to feel a burden of 

defending their response. 

Unlike the traditional form of research where the target group members are only seen as the 

subject of the research and considered to be unequal partners in the research process, the 

participatory research paradigm seeks to collaborate and engage with the research subjects in 

an open, democratic, and meaningful way with the goal of achieving results that can be 

translated to positive outcomes for that population group (Vaughn & Jacquez, 2020).  

The suitability of the participatory research framework for this study can be found through the 

willingness of the participants to open up in sharing their experiences, ask questions in a setting 

that promotes transparent and open communication, as well as proffer new ideas for the 

research/er to consider. Some of these ideas (emergent themes) includes that survey 

questionnaire on minority stress should consider seeking in-depth demographic information 

from ethnic minorities that pertains to the geographical location of their employment, the type 

of work/employment they do (e.g., white- or blue-collar employee), sector/industry, fluency in 
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Swedish, and their income level to (i.) gain sense of the extent of how minority stress manifests 

and is experienced within their context; (ii) draw relationship and see what pattern emerges 

based on these demographic attributes; and (iii) to capture the nuances and intersectionality of 

ethnic minorities realities. 

The varied perspectives and views of participants in this study showcase the diversity of their 

experiences, thought-forming process which participatory research advocates often claims 

improves the validity and actionability of the research outcomes (Barreteau et al., 2010). 

However, the sensitivities and diversity in contexts can harbour difficulties in extrapolating 

people’s experiences from one scenario to another (Barreteau et al., 2010). One way research 

on minority stress can aim to address this difficulty is to actively seek to increase both 

numerically, and diversity in contexts of ethnic minorities who will participate in the study so 

as to capture as many realities as possible. 
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6.3 Methods discussion 

The method used in this study was a questerview approach of using questionnaire in qualitative 

interview to explore and extract in-depth participants’ understanding and interpretation of 

standard quantitative questionnaires. Given the time limitation of this thesis – 15 ECTS, an 

equivalent of 20 weeks of half-time study, the questerview approach provided an opportunity 

to undertake rigorous data collection exercise within a limited amount of time as participants 

were able to respond to survey questions in one-sitting, and at the same time, were interviewed 

to gain deeper and better understanding of the meanings behind the responses they had given. 

Adamson, Gooberman-Hill, Woolhead, & Donovan (2004) argue that questerview approach is 

a useful way for researchers interested not only in the ‘hard facts’ of respondents’ answers from 

a survey questionnaire, but wish to explore the context, interpretation, feelings, and 

perspectives from which they form their responses.  

A meta-analytical review of studies that have been conducted based on a participatory research 

paradigm which this study equally adopts, show that a qualitative approach is most suited for 

studies on minority groups. Qualitative methods allow the use of tools and techniques that place 

emphasis on participants’ freedom to speak openly and express their views, thoughts, feelings, 

ideas and to have that expression valued by others (Abma et al., 2019). 

During the data collection process in this study, the qualitative interview process provided 

ample opportunities for participants to ask questions, clarify responses, provide deeper insights 

into their thought- forming process and provide contextual information that ordinarily will not 

be captured in a questionnaire-only style. 

6.4 Limitations of the Study  

An often-cited limitation of qualitative studies is difficulty of qualitative researchers to 

maintain objectivity due to researcher bias as the research is influenced by the researcher’s own 

experiences and opinions. In the case of this study, as an ethnic minority living and working in 

Sweden, this is true. Listening to many of the participants’ experience of discrimination within 

the Swedish workplace was difficult and emotional. Yet, this does not mean that the findings 

from the study are not valid, because if anything else, research in an area/topic or lived reality 

which one is familiar with adds an additional layer in understanding and more accurately, 

interpreting the subjects’ worldview and realities. 
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Another limitation of the study is the small sample size of eight (8) participants. The initial 

research design plan was to recruit up to fifteen (15) participants for the study, however, due 

to the short timeline to collect data, only 8 participants could be accessed within the time frame 

set out for the thesis. Nonetheless, during interviews and data analysis, no new theme, contexts, 

or information emerged after the 8th interview, indicating a level of saturation was reached. 

Notwithstanding, it is recommended that future research on minority stress within the Swedish 

context, seek to recruit significantly large number of ethnic minorities in order to gather more 

diverse perspectives. 

A further limitation of the study is the use of opportunistic snowball sampling technique in the 

recruitment of participants through informal networks. For example, none of the participants 

in the study are over the age of 45, therefore the study is missing the perspective of older ethno-

racialized minority in the Swedish workforce which may or may not have elicited new 

information. 

In addition, although the researcher actively sought gender representation in the study 

participants, a post-analysis of study participants reveal that all participants are well-educated 

(had a master’s degree at least), relatively secure employment, and settled legal status in 

Sweden. These factors may have contributed to their better understanding of the research 

questions and willingness to be open, responsive, and actively engage during the interview 

process. The downside to this is that the study might be missing the voices and perspectives of 

other ethnic minorities, who for example, may not have a settled status in Sweden and as such, 

may object strongly to their data or information collected and stored digitally. 

  



 38 

Chapter 7 

7.1. Conclusion  

Based on the objective of this study which is aimed at identifying how survey questions 

investigating workplace discrimination in the Swedish workplace can be posed to minority 

groups in a sensitive, non-stigmatizing manner, a summary of the key findings is presented 

below. 

General Findings 

✓ Ethno-racialised minorities experience discrimination in the Swedish Workplace 

✓ Participants from this study show a level of responsiveness and interest in research 

investigating workplace discrimination and how this causes minority stress 

✓ Overall, no relationship was found between participants’ expressed views and their 

demographic information (gender, age range, length of employment in Sweden, etc). 

That is to say, views expressed were neither similar nor dissimilar based on 

demographic attributes. 

Specific Findings in relation to the Research Question 

✓ Language, phrasing, and wordings used in a questionnaire investigating Minority Stress 

is very important as these influences how respondents perceive and respond to the 

survey. As one participant puts it, ‘language matters’. 

✓ Ethno-racialised minorities come from different backgrounds (ethnic, cultural) and 

experience, interpret and process workplace discrimination in ways and contexts that 

may be similar or dissimilar. The design of survey questionnaire should therefore 

consider and take to account their varied backgrounds and provide, as much as possible, 

opportunity for respondents to clarify, provide additional context and insight into their 

responses. That is, the research team should avoid a ‘one size-fits-all’ text-book 

approach. 

✓ Respondents show a level of trust in the use of technology for data collection, storage, 

and access in research on minority stress where sensitive data will be collected and 

stored. However, for many of the participants, deliberate measures above the legal 

requirements should be taken by the research team to ensure the protection and security 

of the data including, guaranteeing the confidentiality of information and ethical use of 

the data provided. 
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✓ As much as is possible (dependent on existing Swedish legislations on type of data that 

can be collected), research on workplace discrimination should seek diverse 

demographic information from respondents that is useful to draw relationships and see 

patterns that may begin to emerge between participants’ demography and minority 

stress. Of relevance is that such findings from the research outcomes can then be used 

to provide targeted solutions. For example, if a significant relationship is shown to exist 

between workplace discrimination and certain industry/sector. 

To conclude, many international conventions (i.e., Sustainable Development Goals - SDGs 8 

and 10; International Labour Organization (ILO Convention 111); and regional institutions 

(e.g., European Commission) advocate for the protection and rights of minority groups to equal 

employment opportunities, safe and secure working environment, and work conditions devoid 

of discrimination and negative treatment. Yet, for many minority workers, the working 

environment is not a safe and secure space.  

By undertaking this study, the findings from the study could serve as catalyst for meaningful 

discussions to be held within work organisations, inform government and institutional policies 

that is geared towards making the work environment free of discrimination and discriminatory 

practises. This has positive outcomes for the minority population engaged in the Swedish 

workforce as well as beneficial to the larger Swedish society as productivity in the workplace 

is improved due to reduction in work absenteeism from related psychological mental health 

conditions. 
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Appendix 1 – Interview Guide 

Instructions to Participants 

This is a draft Survey for a future research project about minority stress in Swedish 

workplaces. Minority stress is defined as excess stress to which individuals from stigmatized 

social categories are exposed as a result of their social, often a minority, position. 

We would like to make sure that the survey questions are understandable, and acceptable to 

potential participants. We invite you to fill in this survey to best of your ability, then we will 

ask you about how you interpreted the questions, and your thought process when answering 

them.  

Some of these questions may feel sensitive; feel free to skip any questions that make you feel 

uncomfortable. We will be interested to know how the questions could be worded better so that 

we can understand the topic of minority stress better. 

  

1. Demographics 

Please identify your: 

a). Age: (18 – 25); (26 – 35); (35 – 45); (46 – 55); (Older than 56) 

b). Gender: (Male); (Female); (Other) 

c). How long have you been working in Sweden? (Less than 2yrs); (2 – 4yrs); (5 – 10yrs); 

(above 10yrs). 

d) Is there any other demographic information you consider to be relevant in a Survey on 

Minority Stress?  Please state---------------- 

 

2. Ethno-racialization 

a). Which of the below population group do you identify with? (Check all that apply):  

African ( ); Arab ( ); Black ( ); Chinese ( ); First Nations/Indigenous ( ); Filipino ( ); Latin American ( ); South 

Asian (e.g., East Indian, Pakistani, Sri Lankan, etc.) ( ); Southeast Asian (e.g., Vietnamese, Cambodian, Laotian, 

Thai, etc.) ( ); West Asian (e.g., Iranian, Afghan, etc.) ( ); Japanese ( ); Korean ( ); Pacific Islander ( ); White ( ); 

prefer not to answer ( ); Other category (please specify). 

ai). What is your opinion about the different population grouping/ethnic background 

categorization presented in (2a) above?  

aii). Will you be comfortable responding to questions asking about the population 

group/ethnic background you belong to/identify with? If not, why is that, and what will 

make it comfortable for you to answer? --------------------- 
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3.  Minority Stress: 

We would like to present a few questions asking about your workplace experience and get 

your feedback and opinions on which question has better wording. 

 

(1). Have you ever felt that you were treated differently because of your ethnicity or skin 

colour?     (Y/N)  

OR 

(2). Have you ever experienced discrimination/prejudice because of your ethnicity or skin 

colour?     (Y/N) 

  

   3a). Which question do you prefer?  i.e., Which would you feel more comfortable answering? 

    Why do you prefer that one?  (If no preference, why is that?)  

 

   3b). In this context, what does ‘being treated differently’ mean to you?  What would make 

you decide to answer yes or no?  

 

   3c). In this context, what does ‘discrimination’ mean to you?  What would make you decide 

to answer yes or no?  

 

3d). What made you think/feel that it was because of your ethnicity or skin colour? Could it 

have been because of something else or a mix of factors (i.e., gender, age, accent, language, 

weight/size, other physical characteristics, someone having a bad day)? 

 

(i). What do you think about the wording of the question in (3d)? Do you think it is 

appropriate to ask participants how they formed their conclusion on the motivation/reason 

behind why they have been treated differently/discriminated against in the workplace? 

 

(ii). Is there a better wording to ask this question (that is, if you agree it is appropriate 

to ask this)? 
 

4. Technology 

 

Most research and survey data are anonymized and stored digitally on university servers and 

only the research team has access to it.  

4a). What are your thoughts on this? How do you feel about the security of ethnicity 

research data?  What are your thoughts on risks or worries about storing this data?  

 

4b) How do you think it should be stored? Any ideas for solutions for digital data 

storage, or what would make you feel more comfortable and secure?  

 

4c). What would you like to know and be reassured about before disclosing data for 

research?   
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