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CHAPTER 10

Skill Requirements and Employment 
of Immigrants in Swedish Hospitality

Aliaksei Kazlou  and Karl Wennberg 

Introduction

Structural change in labour markets due to migration are characterised by 
a more diverse workforce in terms of workers’ national origin, their rea-
sons for immigration, level of education and qualifications. At the same 
time, skills requirements for jobs are changing with an increasing share of 
service sectors jobs, changes exacerbated by the Covid-19 pandemic’s 
effect on physical workplaces, and rapidly expanding online delivery of 
goods. For many years, the share of permanent jobs has also been in 
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decline in most developed countries (Thornley, 2006), making migrant 
workers more exposed to changes in job content and skills required to 
handle those jobs. As of 2022, workplaces increasingly require skilled 
workers to handle more complex and interactive tasks. Employees must 
have sufficient skills to become a part of labour force within the changing 
requirements of jobs due to technological change like digitalisation (van 
Laar et al., 2017).

National labour markets throughout Europe and North America has 
also become more diverse in terms of workers’ national background 
(Kazlou & Urban, 2023). In this chapter, we study Sweden, where, as of 
2022, more than a fifth of the active labour force is born abroad, a vast 
increase since the 1990s. Furthermore, historically, migration has tended 
to consist of more homogenous groups arriving in intervals due to host 
country labour shortages or due to conflicts in a specific country or region. 
However, migrants are increasingly diverse in terms of country of origin, 
reasons for immigration, age, gender, level of education and skills 
(Meissner, 2015). These migrants join the host country labour force as 
students, as labour migrants, as kin to current residents and as refugees 
fleeing conflict and persecution in their home countries.

This chapter probes the questions of why and how immigrant employ-
ees are overrepresented in the hospitality industry compared to other low-
skilled industries. We examine labour market segmentation across 
immigrant groups compared to native workers in Sweden. We focus on 
the hospitality sector, which employs an increasing share of the immigrant 
workforce (Åslund et  al., 2014; Prí̌vara & Kiner, 2020; Sönmez et  al., 
2020). The chapter investigates the sorting of immigrants and natives into 
jobs with different levels of skill requirements and according to their eth-
nicity1 (Ponomareva et al., 2022) within the three comparable low-skill 
industries: hospitality, retail and construction. Jointly, we examine how 
different ethnic groups may be sorting into different sectors (Åslund et al., 
2014). We also probe how the skill composition of service jobs shape eth-
nic labour market segmentation among male and female workers as well as 
foreign-born and natives.

1 We approximate “ethnicity” with “country of origin” of immigrants. While this is far 
from identical (any country is likely to have different ethnic groups and simply naturalising 
into a new country does not change one’s self-perceived or societally categorised ethnicity), 
it comes with the advantages of being fairly generalisable and non-intrusive (Stevens 
et al., 2011).
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This chapter combines detailed data on occupations and workers in the 
Swedish hospitality, construction and retail sectors matched with data on 
the skill requirements of these jobs based on standardised measures from 
the United States, thus providing a unique opportunity to study the sort-
ing of immigrants by skills and ethnicity into different jobs and the increas-
ing stratification of the labour market.

Theory and Prior Research

Job Tasks and Job Skills

Distinguishing between job tasks and job skills allows for a deeper under-
standing of how workers can fulfil different tasks in different industries 
applying the same type of skills. A task is defined as “a unit of work activity 
that produces output (goods and services)” and a skill is a worker’s 
“endowment of capabilities for performing various tasks” (Acemoglu & 
Autor, 2011, p. 1045). From an economic perspective, one would expect 
immigrants and natives with similar skills to perform similar tasks equally 
well and receive wages in the same range, unless statistical or taste-based 
discrimination is prevalent (Becker, 1964; see further Ahmed et al., 2023, 
this volume). Demand for routine tasks conducted by manual labour has 
decreased with the increasing availability and sophistication of computer 
technologies. This has led to job polarisation as the average earnings in 
jobs requiring different tasks increase (Acemoglu & Autor, 2011; Autor, 
2015). However, such job polarisation may also affect job sorting across 
industries in distinct ways, whether different categories of workers, such as 
immigrant vs native workers, or between workers of different countries of 
origin. Job polarisation may decrease employment and earnings for many 
low-skilled workers overall (Autor & Dorn, 2013). Further, new tech-
nologies are found to primarily benefit workers with high interpersonal 
skills, especially those working in knowledge-intensive sectors (Deming, 
2017). Existing research on skill-biased technological change focuses 
mostly primarily on manufacturing, even though service sectors are chang-
ing as rapidly due to digitalisation. Our study focuses specifically on the 
service sectors, which is also where stratification by country of origin has 
increased in most Western European labour markets since the 1990s 
(Storer et al., 2020).
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Job Skills and Ethnic Stratification of Labour Markets

Immigrants who hail from different countries tend to sort into different 
industries within jobs requiring different skills, not only as a function of 
their observable human capital (Waldinger & Lichter, 2003; Cortes, 
2004) but also by country of origin. Within specific jobs, however, this 
development often means rising immigrant employment in non-routine-
intensive jobs combined with declining employment in routine-intensive 
jobs (Cortes, 2008; Åslund et al., 2014). Hence, skill-biased technological 
change may partly explain why immigrants are overrepresented in the hos-
pitality sector, especially for those jobs comprising non-codifiable person-
alised manual tasks.

These trends are argued to lead to increasing differences in earnings 
between workers within specific sectors as well as between immigrants and 
natives (Åberg and Müller, 2018; Heldt Cassel et al., 2018)⁠. It is primarily 
immigrant men in the blue-collar sectors whose job security and wage 
levels have suffered the most from automation and economic shocks 
(Autor & Dorn, 2013; Nachemson-Ekwall, 2023, this volume). Highly 
educated immigrants are found to largely specialise in jobs with high 
requirements of routine-task analytical skills (Peri & Sparber, 2011) while 
low-educated immigrants are more often found in jobs requiring manual 
technical tasks (Peri & Sparber, 2009). At the same time, the service sector 
is expanding, and manufacturing is in decline in terms of employment 
shares. As automation is increasingly affecting the service sector, including 
hospitality, different strata in the labour market may also be increasingly 
exposed to wage stagnation and substitution by new technologies such as 
automated booking systems, online delivery of food among restaurants 
etc. To gauge immigrants’ labour market integration among those arriv-
ing when the country was “very open” to refugee and labour migrants we 
next scrutinise labour market stratification of native and migrant workers 
as well as with respect to migrant workers of different origins across three 
comparable “low-skilled” sectors.

Ethnic Stratification across Jobs and Industries

Ethnic stratification in the labour market is explained by both economic 
theories of human capital and taste-based discrimination (cf. Ahmed et al., 
2023) as well as theories of embeddedness into social structures of labour 
market hierarchy (Waldinger & Lichter, 2003; Massey, 2007). From an 
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economic perspective, employers demand various types of skills that are 
needed to perform various tasks; individual workers possess various skills 
based on their education, training and experiences; wages function as the 
price mechanism that ensures a proper matching of the two (Becker, 
1964). In order to be integrated into local labour markets, immigrants 
must find jobs where their level of skills meets skills requirements, else 
they must develop those skills. Thus, systematic differences between native 
workers and various immigrant groups are attributable to variations in 
their levels of basic and country-specific human capital (Borjas, 1989). 
Such variation may be attributed to the home country context but also to 
changing skills requirements at jobs due to processes like digitalisation or 
economic adjustments as well as to policy changes. The demand for, and 
supply of, immigrants’ skills may also mismatch due to employers’ statisti-
cal or taste-based discrimination (Becker, 1964; Carlsson & Rooth, 2007). 
There are different explanations for the process of ethnic sorting into dif-
ferent industries. According to segmented labour market theory, native 
workers may be unwilling to take on certain jobs not simply because they 
generate low pay but also because they infer low status (Leontaridi, 1998). 
Immigrants, however, may be less picky due to a so-called dual frame of 
reference and limited options in host-country labour markets (Friberg & 
Midtbøen, 2018). The literature pays less attention to skill- and ethnicity-
based sorting into different industries and jobs. Thereby, the allocation of 
immigrants in host-country labour markets is closely linked to labour mar-
ket hierarchies reflecting the social structure of the societies within which 
they are embedded (Waldinger & Lichter, 2003).

However, the social structure also opens opportunities for network-
based recruitment in labour market segments that are socio-ethnically seg-
regated. While much previous research on labour market attachment and 
earnings potential among immigrant and native workers considers immi-
grants as a homogeneous group, others note segmented employment pat-
terns by country of origin, whereby, for instance, some industries in many 
Western European economies are dominated by immigrants from Turkey 
or Asia, while other industries are dominated by immigrants from Eastern 
Europe. Åslund et al. (2014, p. 405) find that “[w]orkers who share an 
[national] origin with their managers earn higher wages and have lower 
[job] separation rates than dissimilar workers, but this pattern is driven by 
differences in unobserved worker characteristics”. The differential in skills 
requirements might partly represent the previously unobserved character-
istics. Employers might also use their employees as referrals and personal 
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contacts to reduce the costs of finding good matches (Montgomery, 
1991). Such origin- and skill-based job sorting cannot readily be explained 
by job polarisation but can be explained by theories of network-based 
recruitment and ethnic “niche formations” in labour market segments, 
whereby immigrants of same origin sort into specific industries (Waldinger, 
2000; Friberg & Midtbøen, 2019). The sorting patterns are more likely to 
be explained by profit-maximizing concerns than by preference-based dis-
crimination (Åslund et  al., 2014; Ahmed et  al., 2023). Thus, various 
labour market niches tend to be structured hierarchically in ways that may 
coincide with the social status of immigrant groups, resulting in divisions 
of labour following country of origin lines. Employees might also be 
sorted into different firms based on their language skills. A number of 
studies (e.g. Wilson & Portes, 1980) indicate that employers prefer to 
recruit employees who speak the same language. This implies that immi-
grants will be recruited by firms where fluency in the native language is of 
less importance or where most of the employees speak their own language.

Labour Market Segmentation of Immigrants and their Wages

Ethnic labour market segmentation may inherently increase earning dif-
ferentiation among immigrants in different sectors as well as between 
immigrants and natives (Åberg & Müller, 2018; Heldt Cassel et al., 2018). 
The demand side of job characteristics predefine sorting of immigrants 
into the lower tier of less well-paid and more precarious jobs as well as 
natives into the more well-paid and more stable jobs (Piore, 1983; Boje, 
1986; McGovern, 2007). Thus, on the demand side, occupational skill 
requirements may be considered as an empirical measure for the emer-
gence of more distinct labour market segments among immigrants and 
natives (Hudson, 2007). The supply side of immigrants into precarious 
jobs can be partly explained by homogeneous social networks spreading 
job information among co-ethnics (Waldinger & Lichter, 2003; Meyer & 
Vasey, 2020) because the information about available jobs and potential 
recruits circulates in ethnic-homogenous groups, which may lead to 
homogenisation in perceived and actual skills along ethnic boundaries 
(Andersson et  al., 2014). Related to this is that job training and tacit 
knowledge transfer within co-ethnic groups contributes more for low-
skilled occupations than formal training (Hammarstedt & Miao, 2020). 
This makes ethnic segmentation in some routine-based industries with 
high technical skills requirements more likely.
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Gender differences within groups of immigrants and natives are also 
notable. Wages and employment level for men (immigrants and natives 
alike) are decreasing in low-skill sectors in the United States (Autor & 
Dorn, 2013). Immigrants also face a greater risk of losing their jobs due 
to digitalisation or economic turmoil as they are often specialised in jobs 
with high requirements for routine-task analytical skills (Peri & Sparber, 
2011) or in jobs requiring manual technical tasks (Peri & Sparber, 2009). 
As automation is increasingly affecting the service sectors, including hos-
pitality, different segments in the labour market may also be increasingly 
exposed to wage stagnation and substitution of immigrant workers by new 
technologies. We scrutinise these processes in the context of native and 
migrant workers as well as migrant workers of different countries of origin.

Migrant Workers in Services: The Case of Sweden

Sweden is a suitable case for this study because it is a popular immigration 
destination country, especially after the country liberalised labour migra-
tion in 2008 (Kazlou & Klinthall, 2019). There is also a need to establish 
a baseline of sort that could then be used to assess labour market out-
comes after several immigration waves that peaked in 2015 that could be 
followed long-term beyond the more recent changes brought about by 
the Covid-19 pandemic. This makes Sweden an interesting context in 
which to study the long-term outcomes of immigrants’ labour market 
integration among those arriving when the country was “very open” to 
refugee and labour migrants (i.e. up until 2015).

This chapter investigates the differences in job sorting among immi-
grants according to their ethnicity (approximated by country of origin) 
into jobs and industries requiring different skills. We consider three indus-
tries with lower levels of entry barriers in terms of human capital: hospital-
ity, construction and retail (MacKenzie et al., 2010), which are absorbing 
the largest share of immigrant’s workforce (Vershinina et al., 2018). While 
low-skilled jobs in hospitality in Sweden and other Nordic countries rely 
heavily on immigrants (Foged & Peri, 2016; Friberg & Midtbøen, 2019), 
various types of immigrant workers tend to be found in similar types of 
low-wage jobs. Such ethnic segmentation stemming from workers of dif-
ferent ethnic background sorting into specific sectors is apparent in 
Sweden and other countries, such as Asian migrants being overrepresented 
in restaurants and Middle Eastern immigrants in grocery stores 
(Frank, 2018).
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Methods and Data

Using Statistics Sweden’s Longitudinal Integrated Database for Health 
Insurance (LISA) and occupation-education information at the individual 
level in 2012, we have access to comprehensive information, including the 
demographics and education of both immigrants and natives in different 
occupations. By matching the individual data from LISA with data on 
required skill characteristics for different occupations according to the 
International Labour Organization (ILO) and O*NET (the Occupational 
Information Network), we suggest the fundamental premise that skill level 
requirements differ among jobs. Type of jobs are reported according to 
the Swedish Standard Classification of Occupations (SSYK), which is fully 
harmonised with the ILO’s occupational classification categories.

Combining data on skills requirements from the O*NET with 
individual-level data on the entire Swedish population during 2009–2012 
allows us to analyse occupational employment as changes in demand for 
skills and the matched supply of immigrant and native employees. We 
select three industries that are similar in level of skills and that are generally 
considered as low- to medium-skilled sectors exhibiting fair entry rates for 
immigrant workers but differ in structure of specific skill requirements: 
hospitality, construction, and retail.

Job Skills Requirements

We use O*NET (Occupational Information Network) data traditionally 
collected based on existing jobs and positions requirements in the United 
States (Autor et al., 2003; Acemoglu & Autor, 2011). We follow earlier 
research using this data, which classifies jobs into three groups based on 
skill types and skill levels: routine work jobs, non-routine manual jobs and 
non-routine cognitive jobs (Kurer, 2019). The O*NET data also distin-
guishes between social and technical skills in specific jobs. Social skills, 
including coordination, instructing, negotiation, persuasion and social 
perceptiveness, require deep knowledge of local language and cultural 
codes and, as such, are not easily fulfilled by immigrants. A set of technical 
skills including equipment maintenance and selection installation and so 
forth (see Table 10.3 in Appendix for details) are not related to the same 
degree to local cultural specificity and, therefore, can be fulfilled by immi-
grants and natives alike. Nevertheless, jobs requiring high levels of techni-
cal skills can often be substituted by machines because these often include 
elements of routine tasks.

  A. KAZLOU AND K. WENNBERG



271

Following Deming (2017), we focus on social and technical skills in 
our analysis. We compare the immigrants’ prevalence in jobs with higher 
or lower demands for these types of skills, which we compare to native 
workers and further analyse by gender. The O*NET task measures are 
often merged with country-specific data sources, subsequently used to cal-
culate the task content of jobs in countries other than the United States 
(Goos et al., 2014). This approach is common as O*NET offers rich and 
detailed data on occupations.

The constructed data allow us to examine cross-sectional patterns of 
labour markets segments with details regarding skills requirements for 
jobs and compare the skills structure of immigrants and natives in the 
three low-skilled industries: hospitality, retail and construction. We also 
distinguish ethnic nuances based on immigrants’ country of origin. In our 
descriptive statistics, we aggregate the level of skills from the job title level 
to the industry level, weighted by number of people (in the industry) with 
a specific job. Table 10.1 shows descriptive statistics.

The descriptive statistics in Table 10.1 show that immigrant students 
are mostly employed in hospitality (28.3%). Hospitality also employed 
more refugees (18.2%) and family migrants (23.9%) than construction and 
retail. Only 11.7% of immigrants employed in hospitality arrived in Sweden 
as labour migrants, in contrast to the construction industry, where a larger 
share of labour migrants is employed (22.3%). The retail industry employs 
more students (29.3%) than labour migrants (5.6%).

Wages in hospitality are lower than the other two comparable industries 
of retail and construction. Immigrants’ wages in hospitality are 28% less 
compared than those of natives. Immigrants also have lower levels of edu-
cation than natives in hospitality and construction industries, but the same 
level as natives in the retail sector. Both immigrants and natives in hospital-
ity are, on average, younger (32.6 and 37.7  years, respectively) than 
employees in the other industries. It is striking that it is mostly native 
women (73%) and immigrant men (72%) who are employed in the hospi-
tality industry.

Results

Figure 10.1 shows that immigrants in the hospitality industry in Sweden 
in 2012 had lower wages (log-wages are on the vertical axis on the left box 
plots in Fig. 10.1) compared to natives, which can partly be explained by 
the fact that they have lower levels of education (the right box plots in 
Fig. 10.1).
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Fig. 10.1  Wages and education: immigrants vs natives in construction, retail and 
hospitality in 2012. Note: in the boxplots the dots indicate average and the hori-
zontal lines mean values, the whiskers indicate minimum and maximum values, 
respectively, and horizontal boundaries of the box indicate values of the first and 
the third quartiles
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Stark evidence of opposing differences in composite skill levels across 
individual jobs in hospitality among immigrants and natives is shown in 
Fig. 10.2. The required level of social skills is much lower while the level of 
technical skills is much higher for those jobs occupied by immigrants com-
pared to natives. At the same time, skill requirements are equally distributed 
in the retail and construction industries (Fig. 10.2), with the slight excep-
tion of jobs held by native workers in the construction sector having slightly 
higher requirements for social skills. In comparison to hospitality, neither 
retail nor construction exhibit such obvious differences among natives and 
immigrants in sorting to jobs requiring social or technical skills.

Figure 10.3 shows details for selected social (persuasion, negotiation and 
service orientation) and technical skill requirements for specific jobs by native 
and immigrant workers (equipment maintenance, equipment selection and 
installation; see Appendix for definition of the skills). Overall, Fig.  10.3 
shows sharp and striking differences in employment patterns among immi-
grants and natives—immigrant workers are more often employed in jobs 
requiring lower level of social skills and a higher level of technical skills. These 
results are interesting and can reveal some risk baring by immigrants due to 
substitutions of routine tasks by machines within digitalisation (van Laar 
et al., 2017), while jobs with higher requirements for social skills, frequently 
highlighted as important in people-to-people interaction and service-inten-
sive work (Clark, 1993; Ivanov, 2020), are increasingly in demand in hospi-
tality. The construction and retail industries do not have such striking 
differences in the sorting of immigrant and natives by skills.

Together, the graphs in Fig. 10.3 highlight the starkly different ethni-
cally based job segregation in the three sectors studied, where immigrants 
and natives are found in jobs with very distinct skills requirements in the 
hospitality sector, but not in the construction or retail sectors.

Table 10.2 shows the sorting of immigrants into the three selected 
industries by country of origin in 2012. Immigrants from Turkey com-
prise more than 25% of all immigrants employed in hospitality, followed 
by individuals from Iraq (13.6%) and Syria (8%) in our sample. Immigrants 
from Poland are overrepresented in the construction industry (19.7%), 
followed by representatives from Finland (17.1%) and former Yugoslav 
countries (8.7%). The retail industry represents a more balanced case, 
where immigrants from the former Yugoslavia are the largest group 
(15.7%), followed by immigrants from Iraq (10.3%) and Finland (7.5%).

Figure 10.4 reveals a clear pattern of segmentation by country of origin 
and gender in the three industries and shows the diversity regarding 
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Fig. 10.2  Skill requirements in jobs: immigrants vs natives in construction, retail 
and hospitality in 2012. Note: in the boxplots the dots indicate average and the 
horizontal lines mean values, the whiskers indicate minimum and maximum val-
ues, respectively, and horizontal boundaries of the box indicate values of the first 
and the third quartiles
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Fig. 10.3  Social skills in jobs: natives vs immigrants in construction, retail and 
hospitality in 2012. Note: in the boxplots the dots indicate average and the hori-
zontal lines mean values, the whiskers indicate minimum and maximum values, 
respectively, and horizontal boundaries of the box indicate values of the first and 
the third quartiles
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Fig. 10.3  (continued)
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Fig. 10.3  (continued)
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Fig. 10.4  Five overrepresented migrant groups in different industries by gender 
and residence permit. Note: N is the number of observations and S is the share in 
the sample (the horizontal axis)
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residence permit status in Sweden. Figure 10.4 show different ethnic and 
gender groups within the three industries (on x-axis: N is number of 
observations for specific ethnic groups, both genders and S are a share of 
an ethnic group in the total number of employed immigrants in the indus-
try; the y-axis shows the number of observations of immigrants by ethnic 
group and gender). In the hospitality industry (Fig. 10.4), male immi-
grants from Turkey, who mostly arrived as refugees or for family reunifica-
tion reasons, dominate. The group “student male migrants” comprises the 
largest share of immigrants from the next largest ethnic groups in hospital-
ity (Iraq, Syria, Lebanon and Iran). Surprisingly, we note smaller shares of 
immigrants employed in hospitality who arrived in Sweden as refugees or 
for family reunification. A very small share of female immigrants from 
these countries are employed in hospitality and they arrived in Sweden 
mainly as students or for family reunification.

Male labour migrants more often work in the construction industry in 
Sweden (Fig. 10.4). Student migrants from the former Yugoslavia mostly 
work in Swedish construction. In contrast to the hospitality and construc-
tion sectors, immigrants are more balanced by gender in the retail indus-
try. Immigrant students dominate retail.

Overall, our descriptive results indicate that immigrant workers in the 
service-intensive hospitality sector are overrepresented in jobs requiring 
hard technical (routine) skills, while native workers in the same sector are 
more often found in jobs with higher requirements for social skills. Since 
routine-based technical skills related to machinery operations, monitoring 
and control are skills highly susceptible to automatisation, it adds vulner-
ability to immigrants’ employment in the hospitality sector.

Discussion and Conclusions

In this chapter we set out to examine why some categories of immigrant 
workers are more likely to find jobs in hospitality but not in similar low-
skilled industries like retail and construction. Using detailed data on the 
skill characteristics of jobs within the three sectors of hospitality, construc-
tion and retail, we probe the extent to which these differences may be 
driven by differential skill requirements as well as by ethnic sorting into 
specific jobs and sectors. Our findings suggest that skill-biased change and 
ethnic segmentation (based on country of birth) provide insights into the 
patterns of immigrants sorting into jobs and sectors. The fact that mostly 
native women and immigrant men are employed in hospitality suggests 
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that more vulnerable groups find employment in this industry. We look 
deeper into the trend to understand what skills are typically required in 
hospitality and not in other low-skill industries, finding that immigrants 
are more often employed in technical skill routine jobs in hospitality. 
Immigrant men from Turkey and the Middle East have a higher probabil-
ity to start and be employed in hospitality sector. The hospitality sector 
also provides jobs for native younger women in jobs requiring social skills 
even though they commonly earn less than natives in other industries.

After the radical halt of Swedish refugee immigration in 2015 and 
labour migration on the decline, it is notable to examine the labour mar-
ket segmentation of migrants occurring during the decades leading up to 
this shift and what they can mean for the future. The Covid-19 pandemic 
of 2020 has radically disrupted the working conditions in the hospitality 
industry with an initial shock of layoffs and workplace closures, a decline 
in tourism which may be once again on the upturn, and a more long-term 
shift towards online retail and digital provision of services and food deliv-
eries. Many jobs are moving from in-person service to a background and 
on-distance work. At the same time, working conditions in hospitality has 
been noted as unattractive, and employers are struggling to fill vacancies 
for new positions and (re)recruit staff after the pandemic lockdowns of 
service establishments have ended. The hospitality sector is a frequent 
“entry path” for individuals with limited labour market experience and 
highly dependent on both young workers and migrant workers. The bi-
annual work quality surveys conducted by Statistics Sweden notes that 
hospitality workers are almost twice as likely to experience risks of lay-offs 
if they complain about working conditions as workers in retail or construc-
tion, and four times as likely to work despite being ill for fear of losing 
their job (Statistics Sweden, 2022). What can we expect in terms of ethnic 
segmentation of jobs and shifting jobs tasks in the nearby future? On the 
one hand, one would expect that shortage of service workers would 
improve wages and working conditions for those applying to such posi-
tions. However, the proliferation of non-regulated and illegal workers and 
low unionization rates among young workers and immigrant workers in 
hospitality (Bender, 2023, this volume) means that employees bargaining 
position is much lower than in other industries. The ongoing digitalisation 
and closure of workplaces after the pandemic may also lead to increased 
requirements for technical skills for tasks like operating hotel services and 
customer service desks and systems. These changes do offer potential for 
immigrants as it can decrease requirements for communication and 
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language skills, however, these are also positions that can be readily 
offshored.

Most likely, the ethnic segmentation of labour is likely to persist, but 
may shift as work tasks and related skill requirements in jobs change and 
become more technically oriented. In our study, we find the hospitality 
sector to be ethnically dominated by immigrants from Turkey and Middle 
Eastern countries, while the construction sector is dominated by immi-
grants from Poland, showing clear ethnic sorting between industries. 
While refugees and family migrants from Turkey more often find jobs in 
hospitality, surprisingly, more students from other Middle Eastern coun-
tries are employed there. The construction industry is dominated by Polish 
and Finnish male workers, which might create barriers for other ethnic 
groups looking to find jobs in the industry. Similar ethnic sorting of immi-
grants is also reported in Norway (Friberg & Midtbøen, 2018, 2019) and 
in the United Kingdom (Ram & Smallbone, 2002; Thiel, 2010; Vershinina 
et  al., 2018). According to labour market segmentation theory, immi-
grants are more likely to sort into routine technical skills jobs in hospitality 
based on their human and social capital characteristics, including unrecog-
nised or lower levels of education, or previous work experience in a similar 
industry. Immigrants are also prevented from sorting into social skill jobs 
because of poorer host language abilities (Dustmann, 1999). Further, 
immigrants who enter specific industries and workplaces often refer co-
ethnic workers to job openings via their social networks (Andersson et al., 
2014). Ethnic labour market segmentation (Noel, 1968; Esser, 2010; 
Thiel, 2010; Haller et  al., 2016) explains why some ethnic groups of 
immigrants are overrepresented in specific industries or niches. Native 
workers may be unwilling to take on certain jobs not simply because they 
generate low pay but also because they confer low status (Leontaridi, 
1998). Immigrants, however, may be less picky due to a so-called dual 
frame of reference and limited options in host-country labour markets 
(Friberg & Midtbøen, 2018). This willingness will often be interpreted as 
a sort of skill or “work ethic” (Piore, 1983). Nevertheless, neither labour 
market segmentation nor skill-biased technological change theories can 
individually explain the sorting evidence by skill and ethnicity in the low-
skilled industries. Thereby, the allocation of immigrants in host-country 
labour markets is closely linked to processes also defined in literature as 
categorical inequality (Massey, 2007), with labour market hierarchies 
tending to reflect the social structure of the societies within which they are 
embedded (Waldinger & Lichter, 2003). However, this social structure 
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also opens opportunities for network-based recruitment in labour market 
segments that are socio-ethnically segregated. Employers might also use 
their employees as referrals and personal contacts to reduce the costs of 
finding good matches (Holzer, 1987; Montgomery, 1991). Employees 
might also be sorted into different firms based on their language skills; in 
our case, the Polish language might be a working language in some con-
struction companies in Sweden. Because of language similarities, immi-
grants from Ukraine and other former Soviet Union countries might join 
the Polish dominance in the construction industry in the future, a trend 
we also observe in the data in 2012 (the former Soviet Union group is 
among the largest five groups in the construction sector). Several existing 
studies (e.g. Wilson & Portes, 1980; Hellerstein & Neumark, 2008) indi-
cate that employers prefer to recruit employees who speak the same lan-
guage. This implies that immigrants are recruited by firms where fluency 
in the native language is of less importance or where many of the employ-
ees speak one common languages. For front-line service workers in hospi-
tality and retail, language requirements and communication skills are likely 
to remain imperative.

Policymakers can benefit from this study by considering nuanced sort-
ing of immigrants with different origin background into jobs with social 
or technical skills in different industries, which might require adjustments 
in skill formation and education policy interventions for specific groups of 
immigrants. Further, supporting the skills of immigrants seeking to estab-
lish themselves on the job market should consider facilitating the acquisi-
tion of language and interpersonal skills in addition to formal training and 
education. For these purposes, practical job training in service intensive 
workplaces may be equally important to formal language training. 
Authorities should also consider the rapid digitalisation of both retail and 
services, and the opportunities inherent in equipping prospective service 
sector workers with training in system operations, database and customers 
support systems, for better access to better jobs in the future.

Acknowledgements  We are grateful for generous funding from Formas (grant no. 
2018-02226) and comments from seminar participants at the workshop Migration 
and Integration in a Post-Pandemic World: Socioeconomic Opportunities and 
Challenges, Stockholm, 14 December 2021.

  A. KAZLOU AND K. WENNBERG



285

Appendix

References

Åberg, Kajsa G. and Dieter K. Müller (2018) The development of geographical 
differences in education levels within the Swedish tourism industry. Tourism 
Geographies 20 (1): 67–84.

Acemoglu, Daron and David Autor (2011) Skills, tasks and technologies: implica-
tions for employment and earnings. In David Card and Orley Ashenfelter (eds) 
Handbook of Labor Economics, vol. 4B. Elsevier, Amsterdam: 1043–1171.

Ahmed, Ali, Mats Lundahl and Eskil Wadensjö (2023) Ethnic discrimination dur-
ing the Covid-19 pandemic. In Lin Lerpold, Örjan Sjöberg and Karl Wennberg 
(eds) Migration and Integration in a Post-Pandemic World: Socioeconomic 
Opportunities and Challenges. Palgrave Macmillan, Cham: 291–314.

Andersson, Fredrik, Mónica García-Pérez, John Haltiwanger, Kristin McCue and 
Seth Sanders (2014) Workplace concentration of immigrants. Demography 51 
(6): 2281–2306.

Table 10.3  Skills description

O*NET skill Description

Social skills Developed capacities used to work with people to achieve goals.
Technical skills Developed capacities used to design, set-up, operate and correct 

malfunctions involving application of machines or technological 
systems.

Social skills
Negotiation Bringing others together and trying to reconcile differences.
Persuasion Persuading others to change their minds or behaviour.
Service orientation Actively looking for ways to help people.
Social 
perceptiveness

Being aware of others’ reactions and understanding why they react 
as they do.

Technical skills
Equipment 
maintenance

Performing routine maintenance on equipment and determining 
when and what kind of maintenance is needed.

Installation Installing equipment, machines, wiring or programmes to meet 
specifications.

Operation control Controlling operations of equipment or systems.
Quality control 
analysis

Conducting tests and inspections of products, services or processes 
to evaluate quality or performance.

Repairing Repairing machines or systems using the needed tools.
Troubleshooting Determining causes of operating errors and deciding how to fix them.

10  SKILL REQUIREMENTS AND EMPLOYMENT 



286

Åslund, Olof, Lena Hensvik and Oskar Nordström Skans (2014) Seeking similar-
ity: how immigrants and natives manage in the labor market. Journal of Labor 
Economics 32 (3): 405–441.

Autor, David H. (2015) Why are there still so many jobs? The history and future 
of workplace automation. Journal of Economic Perspectives 29 (3): 3–30.

Autor, David H. and David Dorn (2013) The growth of low-skill service jobs and 
the polarization of the US labor market. American Economic Review 103 (5): 
1553–1597.

Autor, David H., Frank Levy and Richard J. Murnane (2003) The skill content of 
recent technological change: an empirical exploration. Quarterly Journal of 
Economics 118 (4): 1279–1333.

Becker, Gary S. (1964) Human Capital: A Theoretical and Empirical Analysis, 
with Special Reference to Education. University of Chicago Press, Chicago, IL.

Bender, German (2023) Swedish trade unions and migration: challenges and 
responses. In Lin Lerpold, Örjan Sjöberg and Karl Wennberg (eds) Migration 
and Integration in a Post-Pandemic World: Socioeconomic Opportunities and 
Challenges. Palgrave Macmillan, Cham: 199–231.

Boje, Thomas P. (1986) Segmentation and mobility: an analysis of labour market 
flows on the Danish labour market. Acta Sociologica 29 (2): 171–178.

Borjas, George J. (1989) Immigrant and emigrant earnings: a longitudinal study. 
Economic Inquiry 27 (1): 21–37.

Carlsson, Magnus and Dan-Olof Rooth (2007) Evidence of ethnic discrimination 
in the Swedish labor market using experimental data. Labour Economics 14 
(4): 716–729.

Clark, Mona (1993) Communications and social skills: perceptions of hospitality 
managers. Employee Relations 15 (2): 51–60.

Cortes, Kalena E. (2004) Are refugees different from economic immigrants? Some 
empirical evidence on the heterogeneity of immigrant groups in the United 
States. Review of Economics and Statistics 86 (2): 465–480.

Cortes, Patricia (2008) The effect of low-skilled immigration on U.S. prices: evi-
dence from CPI data. Journal of Political Economy 116 (3): 381–422.

Deming, David J. (2017) The growing importance of social skills in the labor 
market. Quarterly Journal of Economics 132 (4): 1593–1640.

Dustmann, Christian (1999) Temporary migration, human capital, and language 
fluency of migrants. Scandinavian Journal of Economics 101 (2): 297–314.

Esser, Hartmut (2010) Assimilation, ethnic stratification, or selective accultura-
tion? Recent theories of the integration of immigrants and the model of inter-
generational integration. Sociologica (1): 1–29.

Foged, Mette and Giovanni Peri (2016) Immigrants’ effect on native workers: 
new analysis on longitudinal data. American Economic Journal: Applied 
Economics 8 (2): 1–34.

  A. KAZLOU AND K. WENNBERG



287

Frank, Denis (2018) Strategies for recruiting highly skilled migrants from India 
and China: a case study of firms in Sweden. Industrial Relations Journal 49 
(4): 352–369.

Friberg, Jon H. and Arnfinn H. Midtbøen (2018) Ethnicity as skill: immigrant 
employment hierarchies in Norwegian low-wage labour markets. Journal of 
Ethnic and Migration Studies 44 (9): 1463–1478.

Friberg, Jon Horgen and Arnfinn H. Midtbøen (2019) The making of immigrant 
niches in an affluent welfare state. International Migration Review 53 
(2): 322–345.

Goos, Maarten, Alan Manning and Anna Salomons (2014) Explaining job polar-
ization: routine-biased technological change and offshoring. American 
Economic Review 104 (8): 2509–2526.

Haller, Max, Anja Eder and Erwin Stolz (2016) Ethnic stratification and patterns 
of income inequality around the world: a cross-national comparison of 123 
countries, based on a new index of historic ethnic exploitation. Social Indicators 
Research 128 (3): 1047–1084.

Hammarstedt, Mats and Chizheng Miao (2020) Self-employed immigrants and 
their employees: evidence from Swedish employer-employee data. Review of 
Economics of the Household 18 (1): 35–68.

Heldt Cassel, Susanna, Maria Thulemark and Tara Duncan (2018) Career paths 
and mobility in the Swedish hospitality sector. Tourism Geographies 20 
(1): 29–48.

Hellerstein, Judith K. and David Neumark (2008) Workplace segregation in the 
United States: race, ethnicity, and skill. Review of Economics Statistics 90 
(3): 459–477.

Holzer, Harry J. (1987) Job search by employed and unemployed youth. ILR 
Review 40 (4): 601–611.

Hudson, Kenneth (2007) The new labor market segmentation: labor market dual-
ism in the new economy. Social Science Research 36 (1): 286–312.

Ivanov, Stanislav (2020) The impact of automation on tourism and hospitality 
jobs. Information Technology and Tourism 22 (2): 205–215

Kazlou, Aliaksei and Martin Klinthall (2019) Entrepreneurial response to chang-
ing opportunity structures: self-selection and incomes among new immigrant 
entrepreneurs in Sweden. International Journal of Entrepreneurial Behavior 
and Research 25 (5): 859–879.

Kazlou, Aliaksei, and Susanne Urban (2023) Swedish migration policy liberaliza-
tion and new immigrant entrepreneurs. International Migration 60 
(2): 143–159.

Kurer, Thomas (2019) Routine workers in an increasingly automated world of 
work: evidence from Switzerland. sozialpolitik.ch (1): art. 1.2.

Leontaridi, Marianthi (1998) Segmented labour markets: theory and evidence. 
Journal Economic Surveys 12 (1): 103–109.

10  SKILL REQUIREMENTS AND EMPLOYMENT 



288

MacKenzie, Robert, Chris Forde, Andrew Robinson, Hugh Cook, Birgitta 
Eriksson, Patrik Larsson and Ann Bergman (2010) Contingent work in the UK 
and Sweden: evidence from the construction industry. Industrial Relations 
Journal 41 (6): 603–621.

Massey, Douglas S. (2007) Categorically Unequal: The American Stratification 
System. Russell Sage Foundation, New York, NY.

McGovern, Patrick (2007) Immigration, labour markets and employment rela-
tions: problems and prospects. British Journal of Industrial Relations 45 
(2): 217–235.

Meissner, Fran (2015) Migration in migration-related diversity? The nexus 
between superdiversity and migration studies. Ethnic and Racial Studies 38 
(4): 556–567.

Meyer, Ruth and Huw Vasey (2020) Immigration, social networks, and the emer-
gence of ethnic segmentation in a low-skill labor market. Social Science 
Computer Review 38 (4): 387–404.

Montgomery, James D. (1991) Social networks and labor-market outcomes: 
toward an economic analysis. American Economic Review 81 (5): 1408–1418.

Nachemson-Ekwall, Sophie (2023) Unemployed marginalised immigrant women: 
work integrating social enterprises as a possible solution. In Lin Lerpold, Örjan 
Sjöberg and Karl Wennberg (eds) Migration and Integration in a Post-Pandemic 
World: Socioeconomic Opportunities and Challenges. Palgrave Macmillan, 
Cham: 233–262.

Noel, Donald L. (1968) A theory of the origin of ethnic stratification. Social 
Problems 16 (2): 157–172.

Peri, Giovanni and Chad Sparber (2009) Task specialization, immigration, and 
wages. American Economic Journal: Applied Economics 1 (3): 135–169.

Peri, Giovanni and Chad Sparber (2011) Highly educated immigrants and native 
occupational choice. Industrial Relations 50 (3): 385–411.

Piore, Michael J. (1983) Labor market segmentation: to what paradigm does it 
belong? American Economic Review 73 (2): 249–253.

Ponomareva, Yuliya, Timur Uman, Virginia Bodolica and Karl Wennberg (2022) 
Cultural diversity in top management teams: review and agenda for future 
research. Journal of World Business 57 (4): art. 101328.

Prí̌vara, Andrej and Andrej Kiner (2020) Immigrant employment in the Slovak 
hospitality industry: profiles, experience, and education. Journal of Tourism 
and Services 20 (11): 167–182.

Ram, Monder and David Smallbone (2002) Ethnic minority business policy in the 
era of the small business service. Environment and Planning C: Government 
and Policy 20 (2): 235–249.

  A. KAZLOU AND K. WENNBERG



289

Sönmez, Sevil, Yorghos Apostolopoulos, Michael Kenneth Lemke and Yu-Chin 
Jerrie Hsieh (2020) Understanding the effects of COVID-19 on the health and 
safety of immigrant hospitality workers in the United States. Tourism 
Management Perspectives 35: art. 100717.

Statistics Sweden (2022) Swedish Work Environment survey [online]. URL 
https://www.scb.se/en/finding-statistics/statistics-by-subject-area/labour-
market/work-environment/the-work-environment-survey/ [accessed 8 
August 2022].

Stevens, Peter A.J., Noel Clycq, Christianne Timmerman and Mieke Van Houtte 
(2011) Researching race/ethnicity and educational inequality in the 
Netherlands: a critical review of the research literature between 1980 and 2008. 
British Educational Research Journal 37 (1): 5–43.

Storer, Adam, Daniel Schneider and Kristen Harknett (2020) What explains 
racial/ethnic inequality in job quality in the service sector? American Sociological 
Review 85 (4): 537–572.

Thiel, Darren (2010) Contacts and contracts: economic embeddedness and ethnic 
stratification in London’s construction market. Ethnography 11 (3): 443–471.

Thornley, Carole (2006) Unequal and low pay in the public sector. Industrial 
Relations Journal 37 (4): 344–358.

van Laar, Ester, Alexander J.A.M. van Deursen, Jan A.G.M. van Dijk and Jos de 
Haan (2017) The relation between 21st-century skills and digital skills: a sys-
tematic literature review. Computers in Human Behavior 72: 577–588.

Vershinina, Natalia A., Peter Rodgers, Monder Ram, Nick Theodorakopoulos and 
Yulia Rodionova (2018) False self-employment: the case of Ukrainian migrants 
in London’s construction sector. Industrial Relations Journal 49 (1): 2–18.

Waldinger, Roger (2000) The economic theory of ethnic conflict: a critique and 
reformation. In Jan Rath (ed.) Immigrant Businesses: The Economic, Political 
and Social Environment. Macmillian, London: 124–141.

Waldinger, Roger and Michael I.  Lichter (2003) How the Other Half Works: 
Immigration and the Social Organization of Labor. University of California 
Press, Berkeley, CA.

Wilson, Kenneth L. and Alejandro Portes (1980) Immigrant enclaves: an analysis 
of the labor market experiences of Cubans in Miami. American Journal of 
Sociology 86 (2): 295–319.

10  SKILL REQUIREMENTS AND EMPLOYMENT 

https://www.scb.se/en/finding-statistics/statistics-by-subject-area/labour-market/work-environment/the-work-environment-survey/
https://www.scb.se/en/finding-statistics/statistics-by-subject-area/labour-market/work-environment/the-work-environment-survey/


290

Open Access   This chapter is licensed under the terms of the Creative Commons 
Attribution-NonCommercial-NoDerivatives 4.0 International License (http://
creativecommons.org/licenses/by-nc-nd/4.0/), which permits any noncommer-
cial use, sharing, distribution and reproduction in any medium or format, as long 
as you give appropriate credit to the original author(s) and the source, provide a 
link to the Creative Commons licence and indicate if you modified the licensed 
material. You do not have permission under this license to share adapted material 
derived from this chapter or parts of it.

The images or other third party material in this chapter are included in the 
chapter’s Creative Commons licence, unless indicated otherwise in a credit line to 
the material. If material is not included in the chapter’s Creative Commons licence 
and your intended use is not permitted by statutory regulation or exceeds the 
permitted use, you will need to obtain permission directly from the copy-
right holder.

  A. KAZLOU AND K. WENNBERG

http://creativecommons.org/licenses/by-nc-nd/4.0/
http://creativecommons.org/licenses/by-nc-nd/4.0/

	Chapter 10: Skill Requirements and Employment of Immigrants in Swedish Hospitality
	Introduction
	Theory and Prior Research
	Job Tasks and Job Skills
	Job Skills and Ethnic Stratification of Labour Markets
	Ethnic Stratification across Jobs and Industries
	Labour Market Segmentation of Immigrants and their Wages
	Migrant Workers in Services: The Case of Sweden

	Methods and Data
	Job Skills Requirements

	Results
	Discussion and Conclusions
	Appendix
	References




