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1 [bookmark: _Toc45620358][bookmark: _Toc205388999]Statement of aims and objectives
1.1. [bookmark: _Toc517087500][bookmark: _Toc517104361]South East Coast Ambulance Service NHS Foundation Trust (the Trust) is committed to providing an inclusive and supportive working environment for everyone. The Trust aims to foster an environment in which colleagues can openly and comfortably instigate conversations or engage in discussion about Reasonable adjustments. 
1.2. [bookmark: _Toc517087501][bookmark: _Toc517104362]The Trust recognises and celebrates the importance of having a diverse workforce and commits to supporting the individual needs of people so that they are able to undertake their duties to the best of their abilities and, are able to sustain their future employment. For some employees, this will require the implementation of reasonable adjustments.
1.3. [bookmark: _Toc517087502][bookmark: _Toc517104363]Under the Equality Act 2010 the Trust has a legal duty to consider reasonable adjustments so that a person who has a disability, impairment or long-term health condition, learning disability or neurodiversity can apply for roles and maintain employment at the Trust in the same way as a person who does not have a disability, impairment, or long-term health condition 
1.4. [bookmark: _Toc517087503][bookmark: _Toc517104364]The Trust is committed to considering reasonable adjustments to an employee’s job role, working practice or environment (including flexible working) to enable the person to be employed, or remain employed by the Trust and undertake their work duties safely and effectively. 
1.5. The Trust will ensure that reasonable adjustments never compromise patient safety. All adjustments within clinical or time-critical roles will be reviewed for safety implications.
1.6. The purpose of this policy is to provide managers and employees with guidance and information on:
1.6.1. How to identify, agree and implement reasonable adjustments to support a member of staff with a disability, impairment, learning disability or neurodiversity or long-term health condition
1.6.2. The level of support that can be expected from line managers and from the Trust when a member of staff experiences a disability, impairment, learning disability or neurodiversity or long-term health condition: 
1.6.2.1.  At the point of applying for a job. 
1.6.2.2. Upon offer of employment. 
1.6.2.3. When a disability, impairment, learning disability or neurodiversity or long-term health condition is developed, experienced or identified during employment.
2 Scope
2.1. Those covered by the scope of this policy:
2.1.1. Colleagues with disability, impairment, learning disability or neurodiversity or long-term health condition.
2.1.2. This policy applies to all colleagues, defined as:
2.1.2.1. All individuals directly employed by SECAmb on a permanent, fixed term, or temporary basis, including bank staff.
2.1.2.2. Job applicants, from the point of application through to appointment.
2.1.2.3. Volunteers engaged by SECAmb.
2.1.2.4. Individuals on work placements, internships, or secondments within the organisation.
3 [bookmark: _Toc45620359][bookmark: _Toc205389000]Principles
3.1. This policy applies to anybody employed or contracted to do work for the Trust on a permanent or temporary basis and job applicants. It provides specific guidance to managers on the Trust’s expectations of how all employment related processes are managed with due regard to disability, impairment, learning disability or neurodiversity and long-term health conditions. 
3.2. The duty to make reasonable adjustments only applies where the worker/employee themselves is considered disabled, not someone associated with them. If an employee has caring responsibilities for a person with a disability, they can refer to the carer’s passport for further information. As such, although the Trust must take appropriate measures, where needed, to enable a person with a disability to have access to, participate in or advance in their employment, this is limited to measures only for the support of disabled employees or neurodiverse colleagues, or prospective employees of the Trust.
3.3. All other colleagues who may require workplace adjustments, should contact their line manager and refer to the Supporting Health and Attendance policy. 
3.4. This policy only applies to adjustments required to support the staff member in their day-to-day work duties. This does not extend to short training courses or longer-term education/learning provided by an external organisation. The learning provider (internal or external) should be contacted to support with adjustments. 
3.5. All adjustments referred to within this policy can only be implemented on Trust issued devices. 
3.6. This policy aims to encourage staff to declare any disability, impairment, learning disability or neurodiversity or long-term health condition to their line manager, in order that any reasonable adjustments can be identified and implemented so far as is reasonably practicable. It also aims to ensure that employees can feel confident that reasonable support will be provided by their line manager and by the Trust, so that they are able to deliver their duties safely and effectively. For safety-critical roles, such as 999 call taking, proposed adjustments (including text-to-speech, interpreter, or reader support) must be reviewed on a case-by-case basis to ensure they do not compromise patient safety or delay urgent care.
3.7. Increasing confidence amongst people with disabilities, impairments, learning disability or neurodiversity and long-term conditions to declare their conditions on the equalities monitoring form at the point of application and on the ESR system once they have started in role. This will enable improved workforce equality monitoring in order to effectively support this protected group as defined by the Equality Act 2010. This in turn will enhance the Trust’s ability to provide responsive and effective support, will improve the recruitment and retention of employees with disabilities, impairments and long-term conditions and will promote the Trust as a positive and inclusive place to work.
3.8. When implementing reasonable adjustments, managers must assess each case individually in line with the Equality Act 2010. Adjustments should be reasonable and proportionate, balancing the needs of the individual with the Trust’s duty to maintain effective service delivery. While supporting staff with disabilities is a priority, adjustments must not place undue adverse impact on colleagues or compromise patient care.
4 [bookmark: _Toc45620360][bookmark: _Toc205389001][bookmark: PolicyDefinitions]Definitions
4.1. For the context of this policy, reasonable adjustments are applicable to all staff who are disabled in any capacity and of any age. This policy covers those under the Equality Act 2010 where a disability is defined as:
4.1.1. A physical or mental impairment that has a ‘substantial’ and ‘long-term’ negative effect on a person’s ability to undertake normal daily activities.
4.2. The Act defines long-term in this context as having lasted or being likely to last for at least 12 months or the rest of the person’s life. Substantial is defined as more than minor or trivial.
4.3. The following disabilities are highlighted within the Act. This list is not exhaustive:
4.3.1. Mental health conditions / illnesses, 
4.3.2. Learning disabilities, Neurodiversities such as Autism Spectrum Disorder (ASD), dyslexia, dyspraxia, dyscalculia, dysgraphia and ADHD, OCD
4.3.3. Sensory impairment such as hearing loss, sight loss / impairment. 
4.3.4. Physical Impairment, including those with fluctuating or recurring effects e.g. Rheumatoid Arthritis, Progressive conditions, Auto-immune conditions, Organ-specific conditions.
4.4. Employees diagnosed with Cancer, HIV (anyone diagnosed with HIV is automatically considered disabled under the Equality Act 2010), or Multiple Sclerosis are classed as having a disability from the day on which they are diagnosed.
4.5. Certain conditions are not to be regarded as disabilities or impairments for the purposes of complying with the Equality Act 2010. These are:
· addiction to, or dependency on, alcohol, nicotine, or any other substance (other than in consequence of the substance being medically prescribed).
· the condition known as seasonal allergic rhinitis (eg. hay fever), except where it aggravates the effect of another condition.
· tendency to set fires.
· tendency to steal.
· tendency to physical or sexual abuse of other persons
· Exhibitionism
· Voyeurism
· and any other reasonable exclusions
4.6. While it is the Trust’s aim to reduce or remove any disadvantage that could be faced by a person with a disability as far as practicably possible, the Equality and Human Rights Commission advises that various factors influence whether a particular adjustment is considered reasonable. The test of what is reasonable is ultimately an objective test and not simply a matter of what you may personally think is reasonable.
4.7. When deciding whether an adjustment is reasonable the manager must consider:
· how effective the change will be in avoiding the disadvantage the disabled person would otherwise experience.
· its practicality.
· the cost (link to access to work) 
· your organisation’s resources and size.
· the availability of financial support.
· In the instance that the line manager is unsure about how reasonable an adjustment is, they should contact the Inclusion team for further support.
4.8. Duty of the Trust applies to the Trust’s staff members, this does not apply by association (e.g. subcontractors).
4.9. Having a disability, impairment, learning disability or neurodiversity, or long-term health condition can be challenging for an employee both personally and professionally and it is important to make sure their working environment is a safe, positive, and unprejudiced place to work. It is a line manager’s responsibility to ensure their team demonstrate acceptable, respectful, and supportive behaviours towards each other, fostering good relationships between each other and developing and maintaining the positive working culture for all within the team.
4.10. Any form of discrimination, bullying, victimisation, or harassment may result in disciplinary action.
5 [bookmark: _Toc45620361][bookmark: _Toc205389002]Responsibilities  
5.1. All employees are responsible for adhering to this policy and are responsible for:
5.1.1. Understanding that every person is an individual and some people with a disability, impairment, learning disability or neurodiversity or long-term health condition will require reasonable adjustments to be put in place by the Trust, wherever reasonably practicable, to ensure they are supported to thrive in our organisation
5.1.2. Working within the principles and in compliance with the Equality Act 2010 and any other relevant legislation.
5.1.3. Disclosing any disability that may/will impact on their ability to fulfil their role, impairment, or long-term health conditions they may have in order that any reasonable adjustments can be effectively put in place, wherever reasonably practicable.
5.1.4. Acting in accordance with the Trust vision, values and aims
5.1.5. Treating all staff with dignity and respect regardless of any disability, impairment, learning disability or neurodiversity, or long-term health condition they may have, or that someone they may be associated with has.
5.1.6. For those with a disability, impairment, learning disability or neurodiversity, or long-term health condition, if they wish to - engaging in the Trust’s Enable Network, to share personal experiences which will enable positive developments across the Trust based directly on feedback.
5.1.7. Respectfully challenging any discrimination or harassment towards people with disabilities and employees in the workplace
5.1.8. Ensuring any incident relating to disability is logged on Datix and reported immediately to an appropriate manager.
5.2. The Trust board is responsible for: 
5.2.1. Ensuring the effective implementation and adoption of this policy.
5.2.2. Trust Board is also responsible for ensuring that the Trust is free from bullying, harassment, victimisation, and discrimination towards People with disabilities by:
5.2.2.1. Ensuring all employees are fully aware of their responsibilities and the Trust’s expectations of them regarding their conduct and practice.
5.2.2.2. Enforcing a zero-tolerance approach to any form of discrimination including disability discrimination.
5.3. All managers are responsible for: 
5.3.1. Providing reasonable support to people who have a pre-existing, or develop, experience or identify a disability, impairment, learning disability or neurodiversity, or long-term health condition during their employment.
5.3.2. Providing reasonable support to employees experiencing a new long-term condition or those with progressive illnesses to continue working for the Trust
5.3.3. Actively supporting employees experiencing a long-term condition to consider applying for roles which will progress their career if the employee wishes to do so.
5.3.4. Not considering disability, impairment, learning disability or neurodiversity or long-term health condition as a barrier when recruiting, training, developing, and promoting our staff
5.3.5. Actively seeking to employ people with disabilities and make reasonable adjustments to support them in work, to ensure that teams are made up of a diverse workforce that is representative of the community we serve and that can better meet the needs of the patient population.
5.3.6. Working with the member of staff, with all available information, to consider and agree what reasonable adjustments can be put in place to support the staff member in performing the role.
5.4. Occupational Health is responsible for: 
5.4.1. With consent from the individual, provide line managers with a report advising if there are reasonable adjustments identified for employees for the Trust to consider putting in place.
5.4.2. Advising if the employee is likely to be covered under the Equality Act 2010 due to the nature of their condition or illness.
5.4.3. If an employee is absent, advising the expected length of absence and if a phased return is recommended.
5.4.4. Assessing if an employee is permanently unfit for work or if redeployment may be a consideration to support continued employment.
5.5. The Enable staff network is responsible for: 
5.5.1. Signposting employees to the Inclusion team if they have a query regarding reasonable adjustments.
5.6. The Wellbeing Hub is responsible for: 
5.6.1. Signposting employees to the Inclusion team if they have a query regarding reasonable adjustments.
5.7. The EDI Manager (Programme Lead) is responsible for: 
5.7.1. Seeking the employee voice of Staff members with disabilities to inform on-going equality, diversity, and inclusion work in relation to making reasonable adjustments, meeting people’s individual needs and ensuring equity of access to Trust services.
5.7.2. Ensuring annual return of the Workforce Disability Equality Standard and ensure any associated action plan is progressed.
5.7.3. Ensuring that the leadership team has accurate and up-to-date information on the governance and compliance requirements in relation to disability.
5.7.4. Providing active support for people with a disability as a protected characteristic, in partnership with the People directorate and Trade Union representatives as requested.
5.8. The People directorate is responsible for: 
5.8.1. Assisting managers and employees in disability sickness absence concerns
5.8.2. Coaching and training for managers in managing disability throughout the employment pathway and people policies; recruitment and selection, training, and development, managing absence (specifically disability related sickness absence) etc.
5.8.3. Ensuring that managers are aware of any applications received through the recruitment application process where applicants have identified a disability and a requirement for reasonable adjustments at the application and / or interview stage.
5.8.4. Ensuring that staff members with disabilities are given equal access to internal promotion opportunities across the Trust in comparison to staff members without a disability.
5.8.5. Ensuring that all staff are given equal opportunity to request flexible working practices and that these practices are promoted throughout the Trust.
5.8.6. Ensuring the regular review and improvement of internal processes, performance, and outcomes in relation to workforce equality for disabled staff
5.8.7. Guarding against the use of language and behaviour that could be perceived as, or have the effect of being, demeaning or discriminatory.
5.9. Individuals may be subject to formal action under the Trust Disciplinary Policy and Procedures or where it is found that individual’s actions are inconsistent with: 
5.10. The Trust values, this policy, fair Treatment for all Policy, any other associated or relevant policies or NHS constitution values
6 [bookmark: _Toc205389003]Types of Reasonable adjustments
6.1. A reasonable adjustment can be a physical adjustment (such as a piece of equipment), a change in the way something is required to be done (a process change) or assistive technology, such as Dragon professional. Please note that the Information Governance team approves requests for all new assistive technology. On some occasions, these requests are rejected due to a risk to our data. Listed below are some examples of what may constitute reasonable adjustments. See Appendix A for items which are not covered by Inclusion. 
· Premise’s adjustments such as a change in workstation, chair, or office.
· Flexible working / change in working hours (see Flexible working policy)
· Job re-design or adjusting the current work pattern or working arrangements of the role. 
· Approving absence during working hours for rehabilitation, assessment, or treatment.
· Use of modified texts e.g. instruction manuals.
· Larger font / use of alternative coloured paper.
· Modified or adjustable equipment. 
· Additional coaching and mentoring. 
· Use of an interpreter or reader. 
· Use of hearing loop or other auxiliary aids. 
· Additional supervision. 
· Adjusted duties. 
· Relocation of work base. 
· Redeployment. 
· Reallocation of certain work duties. 
· Role restructure/modification. 
· Additional support provision for specific duties or aspects of the role. 
· Modification to performance-related pay progression.
For safety-critical roles, such as 999 call taking, proposed adjustments (including text-to-speech, interpreter, or reader support) must be reviewed on a case-by-case basis to ensure they do not compromise patient safety or delay urgent care.
6.2. The list above is not exhaustive and will not cover every scenario where reasonable adjustments may be required. It is important to remember that any adjustment made must be specific to the employee, their job role, disability, and particular circumstances and agreed with them before being implemented. It must never be assumed that an agreed reasonable adjustment for one person would be appropriate for another person with the same perceived disability.
6.3. Consideration must also be given to such factors as cost, size of the team, organisation and other factors when considering whether an adjustment is reasonable.
7 [bookmark: _Toc205389004]Declaring a disability, impairment or long-term health condition
7.1. [bookmark: _Toc205388946][bookmark: _Toc205389005][bookmark: _Toc45620364]There are continuous points in time where a member of staff may advise of the need for reasonable adjustments and declare they have a disability, impairment, learning disability or neurodiversity or long-term health condition. This can be at any point during the employee life cycle. A disability, impairment, learning disability or neurodiversity or long-term health condition can be declared on ESR once the employee has started in the role. Employees can complete an Enable passport to support with conversations with their line managers regarding their disability, impairment or long-term health condition. The passport can be accessed here. 
8 [bookmark: _Toc205389006]Occupational health referrals
8.1. When a member of staff acquires and / or declares a disability, impairment, learning disability or neurodiversity or long-term health condition their line manager should consider making a referral to Occupational Health with the individual’s input and agreement, where appropriate. This will ensure that professional advice and information is provided to the line manager in order to identify the most appropriate ways of supporting an employee’s needs, which may include advice on reasonable adjustments being made to their working environment and / or process and practices. 
9 [bookmark: _Toc205389007]Access to work
9.1. Where a new or current employee finds that any reasonable adjustment’s they need are not readily available or accessible via the Trust, they may be entitled to receive help from Access to Work. Support received from Access to Work could include a grant to help cover costs of practical support while in work. Help could be in the form of support worker services, support in getting to and from work, adaptations, and specialist equipment. 
9.2. Employees should be aware that Access to Work assessments and grant approvals may take several weeks or months. Managers are encouraged to consider interim adjustments where possible while awaiting formal support. Employees must self-refer and should start the process as early as possible.
9.3. Due to potential wait times to be assessed by Access to Work, employees should contact the Inclusion team for support and information. 
9.4. Staff must meet certain criteria to apply for support from Access to Work and must self-refer to access support. Further information can be found here:
9.4.1. Access to work guidance and application process
9.4.2. Easy read: Access to work guidance and application process 
10 [bookmark: _Toc269875801][bookmark: _Toc269875993][bookmark: _Toc269876133][bookmark: _Toc269876178][bookmark: _Toc270316525][bookmark: _Toc270316570][bookmark: _Toc270316768][bookmark: _Toc270316799][bookmark: _Toc270316830][bookmark: _Toc274661892][bookmark: _Toc205389008]Accessibility to buildings
10.1. The Trust is committed to continually improving access and facilities for employees with a disability across our premises. Where there are plans being made an in-depth equality impact assessment must be completed, for example, for: 
· new buildings or alterations to existing buildings.
· changes to parking access/layout. 
· access routes and methods to and from buildings. 
· [bookmark: _Toc205388950][bookmark: _Toc205389009][bookmark: _Toc265738159][bookmark: _Toc265738740][bookmark: _Toc265738827][bookmark: _Toc210802639][bookmark: _Toc45620367]development, adjustment, or relocation of toilet facilities
11 [bookmark: _Toc205389010]Training and support
11.1. The Trust requires that Equality, Diversity, and Inclusion Statutory and Mandatory E-Learning is undertaken every three years by all staff as an essential requirement.
11.2. To ensure all staff can fully participate in learning and development activities, every effort will be made to make the reasonable adjustments required for staff to ensure their attendance, engagement, contribution to and benefit from learning and development opportunities. Staff must be proactive in notifying the relevant training or events lead of their requirements so that these can be met wherever possible prior to the activity taking place.
11.3. If any barriers are experienced when seeking adjustments to training, the EDI Manager should be contacted for further support and advice.
11.4. In addition, the Inclusion Team runs monthly Reasonable Adjustments (RA) Clinics. These sessions provide staff with the opportunity to discuss adjustment needs, seek guidance, and access support in a confidential setting. Staff are encouraged to attend if they require advice or assistance with the RA process.
11.5. This policy supports the Attendance and Wellbeing Policy (Insert Link).
[bookmark: _Toc45620369]








[bookmark: _Toc45620372][bookmark: _Toc205389011]Appendix A: What is not covered under the Reasonable adjustments policy 
There are a number of items that cannot be ordered by the Inclusion team and that we cannot support through the Reasonable adjustments purchase form. These are listed below. The list is not exhaustive and is subject to change. Assistive technology is only to be added to Trust issued devices. No assistive technology are to be added to personal devices. 

	Item
	Rationale for Exclusion from Reasonable Adjustments Policy

	Work boots
	These are standard uniform items and should be ordered via the usual uniform ordering route rather than through the reasonable adjustments process.

	Under desk step
	This is a general office equipment item and should be ordered through procurement by the line manager as part of standard workplace provisioning.

	Apple products
	These are not standard-issue Trust devices and are not supported for compatibility, information governance, or infection prevention purposes.

	Alternative uniform products
	Uniform provision is managed through the standard uniform policy; any variation requests should be made via that process.

	Items for personal use or to be used during studies
	These are not related to the employee’s core role; adjustments for educational activities should be sought from the education provider.

	Some assistive technology
	Certain assistive technologies are not approved for Trust-issued devices due to compatibility, security, or information governance constraints; contact the Inclusion Team for guidance.

	Non-work-related training
	This falls outside the scope of the employee’s duties; reasonable adjustments only apply to work-related activities.

	Personal medical equipment (e.g., personal hearing aids, glasses, wheelchairs)
	These are considered personal medical needs and are the responsibility of the individual to obtain through healthcare provision.

	Non-work-related personal assistance
	Support of a personal nature, not related to carrying out the employee’s job role, is outside the scope of workplace adjustments.

	Furniture for personal use (e.g., personal office chairs or desks not part of standard equipment)
	Personal preference furniture that is not required for work duties should be sourced by the individual.

	Home modifications (e.g., ramps, home office furniture)
	The policy applies to workplace adjustments in Trust premises; modifications to an employee’s home environment fall outside scope.

	Private healthcare
	This is a personal benefit and not part of the Trust’s duty to make reasonable adjustments.

	Childcare services
	These are personal responsibilities and not a workplace adjustment under the Equality Act 2010.



Appendix B: Process for requesting Reasonable adjustments 
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N.B. A score of 45 to 60 means that the individual shows signs consistent with mild dyslexia. And a score greater than 60 shows signs consistent with moderate or severe dyslexia. With Mild dyslexia, some of the adjustments that can be made can be done locally, for example, speech to text and text to speech capability on Ipads and desktops. 


1. Colleague shows signs/symptoms suggesting a possibility of Dyslexia 


2. Colleague and Manager have a conversation about signs and symptoms, and how this is affecting day to day working life 


3. Colleague completes Adult Dyslexia Checklist by British Dyslexia Association 


4. For scores below 60; colleague should speak to line manager and the inclusion team about what options there are for support


5. For scores of 60 and over; colleague and manager should complete the Reasonable adjustment purchase form, requesting a Dyslexia assessment. The BDA checklist also needs to be attached to the purchase form. 


6. The Inclusion team will get in touch with information regarding how to book the assessment.
N.B. If the colleague does not attend a booked assessment without an adequate reason, the colleague will be liable to pay for another appointment.


7. Once the colleague has booked their assessment, they also need to get in touch with Access to work, to start the process of requesting adjustments. 


8. If the colleague is confirmed for Dyslexia and receive their assessment with suggested adjustments from Access to Work, they need to send these along with a Reasonable purchase form to the Inclusion Team. 


9. The inclusion team will ensure that a colleagues suggested adjustments are considered and will provide written confirmation of adjustments or support to be provided. 
N.B. Access to Work reasonable adjustments are recommendations only not must haves.
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