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1. Purpose
1.1 This policy reinforces the University’s aspiration, as stated in our Social Inclusion Strategy, to “remove economic, social, and cultural barriers that have prevented people from working, studying, and succeeding at Warwick”. As stated in our Dignity Principles: “We remove all structural or systemic barriers to equality in the University.”
1.2 This policy should be read in conjunction with the Social Inclusion Strategy which establishes the University’s objectives on social inclusion.
1.3 This policy outlines the University’s legal duty to provide reasonable adjustments for disabled staff (under the Equality Act 2010), and our commitment to providing adjustments for staff experiencing other barriers or disadvantage which go beyond common circumstances or challenges typically associated with day-to-day life for most people.
2. Scope
2.1 This policy applies to staff only. For the purposes of this policy, ‘staff’ includes employees, workers, and some self-employed individuals carrying out work for the University.
2.2 There is information on the legal duty to make adjustments for job applicants on the Recruitment and Selection webpages and there is information about adjustments for students on the Disability Services webpages.
3. Definitions
	Term
	Explanation

	Adjustments
	In this policy ‘adjustments’ refers to the reasonable changes to the working environment or working arrangements and/or provision of additional aids or services to remove or reduce a disadvantage experienced by a staff member.



4. Responsibilities
	Role
	Responsible for

	The University
	It is the responsibility of the University, as a public body, to anticipate and take reasonable and proportionate steps to overcome barriers for our staff.

	Managers
	In accordance with our legal duty on reasonable adjustments, it is the responsibility of managers to provide reasonable support and adjustments for staff they line manage when they know, or could reasonably be expected to know, that the staff member experiences a disadvantage related to disability. In addition, in accordance with our commitment outlined above, line managers should also provide reasonable support and adjustments for staff who experience a disadvantage due to other personal circumstances, needs, or identities.

	Staff
	Staff are encouraged to share barriers or difficulties they have in being able to perform their role to their best and to raise any issues, concerns, or changes in circumstances with the line manager at the earliest opportunity.

It is the responsibility of staff to tell their manager or health and safety representative about any issues, barriers, or difficulties if they present a health and safety risk.

	People team
	The People team can offer support to individuals and line managers in discussing adjustments and may be able to provide funding for disability-related reasonable adjustments.



5. Policy statement
Reasonable adjustments
5.1 The Equality Act 2010 places on the University a legal duty to take such steps as are reasonable to provide adjustments or aids if a disabled job applicant or staff member is substantially disadvantaged by a provision, criterion, or practice[footnoteRef:3], a physical feature of the premises, or the absence of an auxiliary aid or service. [3:  ‘A provision, criterion, or practice’ includes any policies, rules, practices, arrangements, criteria, procedures, activities, or provisions. This can be formal and informal. This includes one-off decisions and actions.] 

5.2 A ‘reasonable’ adjustment is one which is both effective for the staff member and sustainable for the University. Assessment of reasonableness should be based on effectiveness, practicality, cost, disruptiveness, and risk. For example, an adjustment will never be reasonable if it poses an unacceptable risk to the health and safety of the staff member or anyone else. There is guidance on how to assess reasonableness in the guidance available on the Adjustments webpage.
5.3 The duty to make reasonable adjustments is ‘anticipatory’ meaning that the University must be ready to comply with this duty at any time.
5.4 For individuals to be entitled to the protections of the Equality Act based on disability, they must meet the Act’s definition of disability. The Act says that a disabled person is someone who has a “physical or mental impairment” which “has a substantial[footnoteRef:4] and long-term[footnoteRef:5] adverse effect on [their] ability to carry out normal day-to-day activities[footnoteRef:6]”. [4:  'Substantial' means more than minor or trivial.]  [5:  'Long-term' means that the effect of the impairment has lasted or is likely to last for at least twelve months.]  [6:  'Normal day-to-day activities' include everyday things like eating, washing, walking, and going shopping.] 

5.5 In addition to our legal duty to provide reasonable adjustments for disabled staff, the University’s adjustments process covers staff who need support in relation to other personal circumstances, needs, or identities. For example, needs relating to faith, caring responsibilities[footnoteRef:7], gender confirmation, menopause, pregnancy, etc. [7:  For the purposes of this policy, caring responsibilities means providing unpaid care to a dependant, because of a long-term physical or mental health disability or age-related problems. A dependant is defined as a spouse, child or parent of the employee, someone who lives in the same household as the staff member (other than as a tenant or lodger), or someone who reasonably relies on the staff member to provide or arrange care.] 

Sickness absence
5.6 The University acknowledges that sickness absence may result from disability/long-term conditions. Therefore, staff can report sickness absences as “disability related”. This provides an opportunity for the People Partner to work with the staff member and their line manager to identify any reasonable adjustments which could be put in place to help the staff member return to work.
5.7 In addition, disability-related leave should be recognised for the purposes of sickness absence management triggers and considered as a mitigating factor in discussions on attendance expectations and any disciplinary action resulting from sickness absence.
5.8 See the Sickness Management Policy for further information.
Time off for appointments
5.9 The University acknowledges that employees may require time off for medical appointments and/or treatment for a range of reasons e.g., disability-related, trans healthcare, etc. Therefore, time off for appointments will be accommodated wherever possible and will not normally be counted as sickness absence.
5.10 Staff should discuss any time off needs with their line manager as early as possible so that appropriate arrangements can be made as needed.
5.11 Staff are asked to make appointments at a time that causes minimum disruption to their work wherever possible (at the beginning or end of the working day, on non-working days, etc.), but the University recognises that this is not always possible.
5.12 See the Sickness Management Policy for further information
6. Implementation.
6.1 Staff and managers should discuss and identify any barriers and consider adjustments that can help to remove or reduce those barriers. The Adjustments Agreement form will support with this conversation and can be used to retain a record (available on the Adjustments webpage).
6.2 For disability-related reasonable adjustments which necessitate a cost, managers should contact the People team (HRadjustments@warwick.ac.uk) to discuss if this can be funded from the University’s reasonable adjustments budget.
6.3 Reasonable adjustments which necessitate a change to the built environment should be discussed with the Estates team (Estates.Servicedesk@warwick.ac.uk) and will need to follow associated processes for approval and implementation.
6.4 There is further guidance on the process for requesting and implementing adjustments in the Frequently Asked Questions section of the Adjustments webpage.
6.5 The procedure for making adjustments is outlined in guidance available on the Social Inclusion webpages. See associated documents below.
6.6 Personal information relating to adjustments will be stored in accordance with the University’s Data Protection Policy. The Staff Privacy Notice outlines how the University will collect and use (process) personal data and what rights staff have in relation to that data. If it is needed, staff and line managers should discuss whether information can be shared with contacts in relevant teams (e.g., the People team, Occupational Health) – this is on a need-to-know basis and only with the individual’s explicit consent.
6.7 The University recognises that, although it aims to provide all staff with a high-quality level of support, there may be occasions where expectations are not met. On occasions, where the support falls short of what might reasonably be expected, staff can also submit a grievance. The Grievance Policy provides a framework for the consideration of grievances in a fair, consistent, timely and effective manner.
7. Associated Documents 
7.1 The Adjustments Agreement form should be used to record the outcomes of adjustment conversations between staff and their manager. The adjustments guidance outlines how to use the agreement form. Both are available on the Adjustments webpage.
7.2 Please also refer to the following policies, as relevant[footnoteRef:8]: [8:  Note that some of these policies apply to employees only - please check the policies for confirmation] 

· Flexible Working Guidelines – all employees can request flexible working; this is the formal process used to request a working pattern resulting in contractual changes. If a staff member has a flexible working agreement through this process, they do not need to also record this through this adjustments process.
· Hybrid Working Policy – hybrid working means the ability to spend some time working on-campus and some time working remotely.
· Carers Leave Policy - the University offers paid carer’s leave to help people who struggle to balance their working responsibilities with caring commitments, by offering them flexibility to provide care and continue to work.
· Sickness Management Policy – the University acknowledges that sickness absence may result from disability and that disabled staff may need time off for medical appointments and/or treatment. To support recognition of this, staff can report sickness absences as “disability related”.
· Health and Safety Policy – in line with the requirements of the Health and Safety at Work Act 1974, this policy outlines the duties of staff at the University to take reasonable care of their own and others’ health and safety, follow any health and safety training received, co-operate with the University on health and safety, and tell their manager, supervisor, or health and safety representative about anything putting anyone’s health and safety at serious risk.
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