
 

   

 

Reasonable adjustments for disabilities  

Reasonable adjustments are actions taken by employers to remove or minimise the 

disadvantages that disabled people can face.  

By law, an employer must consider making reasonable adjustments when: 

• they know, or could be expected to know, that a job applicant or employee has a 

disability 

• a disabled job applicant or employee asks for adjustments 

If you fail to make reasonable adjustments, for example to enable a disabled candidate 

to attend an interview, that would be considered as discrimination under the Equality 

Act 2010. You could be liable to pay damages if they make a successful claim at an 

employment tribunal. 

What is a disability? 

According to the Equality Act 2010, a person is disabled if they have a physical or mental 

impairment which has a substantial and long-term adverse effect on their ability to 

carry out normal day-to-day activities. 

• Impairment means a condition, which may be physical, mental or both. While 

some impairments can be easy to identify, others are not so obvious, such as 

some mental health conditions.  

• Long-term means lasting at least a year, or likely to be for the rest of the person's 

life or recurring. 

• Substantial here means more than minor, but something that may fluctuate or 

change, and may not be present all the time. 

There are some exceptions, and this can be a complicated area. You can find out more 

detail by referring to the wording of the Equality Act 2010. There is some useful 

information on the Equality Advisory Service website (click the Disability tab). 

 

http://www.legislation.gov.uk/ukpga/2010/15/contents
http://www.equalityadvisoryservice.com/app/help


 

   

 

Handling reasonable adjustment requests 

It’s important to understand how to handle a request for a reasonable adjustment from 

a candidate. We’ve included some general guidance below, but remember that 

individual circumstances vary hugely. 

1. Identifying the need for reasonable adjustments 

• You should ask all job applicants whether they need any reasonable adjustments 

for any part of the recruitment process. This is sometimes referred to as ‘access 

requirements’.  

• If an applicant requests an adjustment, make sure to take the time to 

understand their circumstances and exactly what it is that they need.  

• Note that asking if a candidate needs reasonable adjustments is different from 

asking if they are disabled, which you should avoid, as it could imply potential 

discrimination. 

2. Deciding what adjustments you need to make 

• Here are a few things to take into account when assessing which reasonable 

adjustments you might need to make: 

o Would you need to provide special facilities to enable the applicant to 

complete the recruitment process?  

o If the applicant is successful, would you need to make physical changes to 

the workplace? 

o Might you need to change working practices in some way to 

accommodate their needs? 

3. Deciding whether adjustment requests are reasonable  

• What is reasonable will depend on the circumstances of each individual case. 

Here are some factors to take into consideration: 

o Would the adjustment help to overcome or reduce disadvantage for a 

disabled candidate? 



 

   

 

o Would the adjustment be practical to make? 

o Would the adjustment have an adverse impact on the health and safety of 

others?  

o Do you have the resources to pay for it?  

• The size of your business can be a factor. An employment tribunal would expect 

more from a large organisation than a small one because it’s likely to have higher 

spending power.  

4. Letting the candidate know what you have decided  

• The law doesn’t expect you to change the basic nature of the interview process. If 

you believe the adjustments a candidate suggests are unreasonable, you can 

lawfully refuse to make them.  

• Either way, you will need to inform the candidate of what you have decided. And 

if the answer is no, perhaps see whether you can come to a compromise, such as 

holding the interview in an alternative location.  

Dealing with a discrimination claim 

Job applicants who believe they have been unlawfully discriminated against because of 

a disability can lodge a claim with an employment tribunal within three months.  

If you find yourself in this situation, you will have the opportunity to explain why you 

decided making the adjustment was not reasonable. For example, you might have 

concluded that it would not be financially viable.  

The tribunal will listen to both sides before making a decision.  

Reasonable adjustment best practice  

Disabled people are often overlooked as a valuable source of talent. Making reasonable 

adjustments for applicants will not only help to avoid legal disputes. It could help you 

diversify your workforce and give people who often face barriers in their lives a chance 

to shine, benefiting your organisation in the process. 



 

   

 

You should remember the aim of an adjustment is to take away or minimise the 

disadvantage caused by a person's disability.  

Some adjustments are very simple and inexpensive, but they could be transformative. 

For example:  

• a special chair 

• a special keyboard 

• an access ramp 

• a designated car parking space 

• bigger print 

You can see more examples on the Acas website.  

Note that if you do take on an employee who needs an adjustment that you would 

struggle to pay for, they may be able to apply for an Access to Work grant to fund it. 

 

 

https://www.acas.org.uk/reasonable-adjustments
https://www.gov.uk/access-to-work

