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Field experiment Follow-up 
interviews

The HIRE project

Two correspondence studies

• Wheelchair user experiment
• 1200 applications to 600 jobs

• Mental health experiment
• 1400 applications to 700 jobs

Interviews with hiring managers, 
recruited from the field 
experiement recipients

• 18 interviews from wheelchair 
user experiment

• 20 intervjues from mental healh 
experiment



The wheelchair user experiment
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The mental health experiment
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The wheelchair 
experiment - findings 
from follow-up 
interviews



The ideal worker

• An abstract person
• Puts work first
• A male norm (Acker, 1990)
• A non-disabled norm (Foster and Wass, 2013)



Productivity considerations

Efficiency when visiting 
customers

Acessibility in an outside of the 
office

“I think that a person with an impairment in the 
form of a wheelchair, in relation to certain work 
tasks, would not work unfortunately. Because of 
the competitive situation out in the market, we’re 
extremely dependent on being efficient [. . .] And 
obviously now I’m speaking from a place of 
ignorance, that a person in a wheelchair will not 
get out of a car as quickly, into a shopping centre, 
through a store and back into the car to write a 
report”



Social considerations

Difficult to include in social 
gatherings outside of the office

Prejudice: Demanding people 
who do not contribute

“Since we’re so small, we have these gatherings 
every two or three months, where we visit our 
cabins and country houses and such. So, we 
thought it would be tricky to have someone in a 
wheelchair. That was really the only reason for 
not calling him in, because my first thought was 
that it looked good”

“I’m afraid that they could be a cripple who 
doesn’t contribute and that they draw energy 
from the group instead in a way”



The mental health 
experiment – findings 
from follow-up 
interviews



Stigma

• Tied to shame and taboo
• The stigma process (Link and Phelan, 2001)

• Labeling
• Stereotyping
• Separation
• Status loss
• Discrimination



The stigma process in hiring

• Negative reaction to openness
• Stereotypes: fragile, unstable and 

unreliable
• Discrimination

• Generalization from stereotypes and 
negative experience

“I remember thinking that this was a bit 
too much. I kind of thought, oh, is this one 
of those people who doesn’t understand 
boundaries, like whoa, who’s always 
unloading”

“I think that it’s easier to accommodate if 
you have a job where you work mostly by 
yourself. It’s easier to make adaptations 
for mental instability than if you’re going to 
be in direct contact with others”



Stigma and the role of experience
• Employers use their previous experience 

with employees with mental health 
conditions in their evaluation
• More experience – more positive 

evaluation? 
• Contact hypothesis (Allport, 1958)

• Negative experience – invokes stigma and 
discrimination
• Superficial, little dialogue, sickness absence

• Positive experience – challenges stigma and 
boost inclusionary practices

“And you know, as an employer, the 
sick note you get doesn’t state the 
cause of the absence. And then 
you’re supposed to provide 
adaptations and all that, so that’s a 
bit difficult”



What do inclusive employers 
say and do?



Inclusive employers

• A relational perspective on disability
• Acknowledges the role the workplace play in creating work capacity
• More open to adaptation

• Empathetic dialogue
• Daring to initate an empathetic dialogue with their employees



Summary
• Disabled job seekers face stigma, prejudice and discrimination in the Norwegian labour market
• Employers use both productivity considerations and social considerations as grounds for 

discrimination

• Mobility impaired job seekers 
• Are considered hard to include because of a inaccessible world, impacting both formal and informal 

gatherings
• Must face stereotypes about being demanding people

• People with mental health problems 
• Must navigate norms of taboo and silence
• Must face stereotypes about fragility and instability

• Inclusive employers
• See past the standard worker and are open to providing individual adaptations and engaging in a dialogue to 

contribute to employees’ work capacity
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