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Note on terminology
Please see below the approach we have adopted with some relevant
words and concepts. These include points that are important when
considering any work on disability inclusion. We have highlighted
where others (e.g. international audiences) may use alternatives.
Term

Points to note and approach in this guidance

Disability

Under the Equality Act 2010, a person has a disability if they have a physical
or mental impairment that has a substantial and long-term adverse effect
on their ability to carry out normal day-to-day activities. Some conditions
are automatically covered as soon as they are diagnosed (multiple sclerosis,
HIV, cancer and being registered blind or partially sighted).
Many people may not realise they are covered by the definition. For
example, some deaf and neurodivergent people do not identify as disabled;
nor do many with mental health conditions or energy limiting impairments
like chronic fatigue syndrome (‘CFS’/’ME’). It depends on the individual
circumstances of each neurodivergent person as to whether their condition
qualifies as an ‘impairment’ under the definition in the Equality Act.
Furthermore, each condition manifests in different ways, and one
individual’s experience of an impairment or neurodivergent condition may
not coincide with others.
All those covered by the legal definition have rights under the Equality
Act.1 In this guidance, the term ‘disabled’ includes all those who satisfy the
statutory definition and also neurodivergent individuals who may not.

Disabled
people

This is preferred by the Law Society’s Lawyers with Disabilities Division
(‘LDD’) and others, as best representing the social model of disability. We
acknowledge that others may use other terms (e.g. people with disabilities)
and we always recommend asking individuals for their preference.

Disclosure/
disclosing

Used when talking about a non-visible impairment and equally with visible
impairments, before a person meets the interview panel or is called
to interview. Some people prefer words such as ‘sharing’ as they find
‘disclosure’ suggests stigma, shame or secrecy.
Continued over

1

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/570382/Equality_
Act_2010-disability_definition.pdf
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Term

Points to note and approach in this guidance

Impairment

We generally use the word impairment as best reflecting the social model
of disability. It is also the term used in the Equality Act. We acknowledge
that others prefer ‘disability’ or specific language.

Inclusion

An inclusive environment is one where disability and diversity are positives
and are spoken about positively, where leaders are proactive in asking for
feedback to identify and address barriers, and all employees are afforded
dignity and respect. In an inclusive workplace people feel confident and
safe to discuss their support and access requirements, processes are
transparent, fair and easy to use and people are trusted to work to their
best and supported to reach their potential. Disabled employees should
know that they are welcomed and valued and can have open conversations
with managers and colleagues without fear of stigma.

Neurodiversity

An umbrella term for neurological differences, all with different challenges
and strengths. The only commonality is that a neurodivergent person will
process information in a different way to what is considered ‘neurotypical’.
Examples include: dyslexia, dyspraxia, dyscalculia, attention deficit
hyperactivity disorder (‘ADHD’) (including inattentive ADHD), visual/audio
processing issues and autism spectrum condition.
It is important to note that each individual’s experience of their condition
is different. Individuals might also have several different neurodivergent
conditions, experiencing a few symptoms of each. These symptoms can
affect people of all ages and genders indiscriminately. Some late-diagnosis
individuals have developed extremely effective coping mechanisms that may
have masked their conditions in childhood.

Organisation

Used so as to include firms, in-house teams and other legal businesses.
We appreciate that resources and structures will differ, especially according
to size. In smaller organisations we are mindful that one person may be
performing many roles and a dedicated HR department or manager may not
exist.
We also understand the demands on smaller organisations and that they
may not be able to adopt all our guidance, everything at once or may
need to take slightly different steps to implement reasonable adjustments
effectively.
Continued over
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Term

Points to note and approach in this guidance

Reasonable
adjustments

We use ‘reasonable adjustments’ as this is the terminology used in the
Equality Act 2010. We appreciate that others may prefer to use ‘reasonable
accommodations’, ‘workplace adjustments’ or similar – perhaps because
only a tribunal can determine whether or not something is reasonable. This
guidance aims to show what has been possible in some organisations, share
good practice and to help individual organisations assess what is reasonable
in particular circumstances.

Social model

The social model of disability provides that it is not a person’s impairment
that disables them. Rather it is the physical, policy, practice and attitudinal
barriers in wider society. As such, everyone is responsible for removing
those barriers. Society needs to change to become inclusive, rather than
disabled people having to change or accept lack of access.
The Equality Act 2010 and its provisions relating to reasonable adjustments
are based on the medical model of disability. This says that people are
disabled by their impairments/differences and these should be ‘fixed’ by
medical and other treatments. The social model provides that treatment
and management of an impairment are matters of personal choice; it just
shows there is also collective responsibility for removing barriers.

The Law Society of England and Wales
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Introduction
In January 2020 the first ‘Legally Disabled?’ research report was
published,2 with a follow-up report3 in October 2020 reflecting on
changes during the Covid-19 pandemic. For the first time, the research
provided clear evidence that disability has been largely overlooked
when it comes to improving diversity and inclusion within the
solicitors’ profession.
Both pieces of research were co-produced by
Professor Debbie Foster and Dr Natasha Hirst
of Cardiff University Business School and
the Lawyers with Disabilities Division of the
Law Society of England and Wales (‘LDD’).
Since their publication there has been an
increased interest in this area, although most
organisations acknowledge that they are at
an early stage. The Law Society is committed
to building on the research and providing
guidance to improve disability inclusion.4
This guidance focuses on reasonable
adjustments for employers, to help them
with recruitment and employment of disabled
staff, as difficulties accessing them permeate
all the research findings and disabled people’s
experiences in the profession. The aim is to
improve understanding of the basic concept
and legal requirement and, by sharing good
practice examples, to give practical ideas and
challenge assumptions on what is possible.

2
3
4

In addition to the social justice case, there are
good business reasons for employing disabled
people. They are often loyal, hard-working and
experienced problem solvers. However, they
may need reasonable adjustments to perform
at their best and to be placed on a level playing
field. Also, providing adjustments is important
for their health, preventing conditions
becoming chronic and reducing absences.

ch
Resear
Research

http://legallydisabled.com/research-reports/
http://legallydisabled.com/wp-content/uploads/2020/11/Covid-report-TLS-Oct-2020-FINAL.pdf
See our ‘Easy wins and action points’ for both smaller and larger organisations

https://www.lawsociety.org.uk/topics/lawyers-with-disabilities/easy-wins-and-action-points-for-disability-inclusion
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The structure of the guidance
The guidance provides a reminder of the basic duty to make
reasonable adjustments and shares ideas and best practice in the legal
sector. It finishes with signposting to useful sources of support, advice
and resources.
The guidance does not specifically cover
reasonable adjustments for clients, although
some items can also apply to them. For more
information on clients, see the SRA’s report

about clients’ reasonable adjustments in
accessing legal services.5
Also, the Law Society’s guidance note on

Meeting the needs of vulnerable clients –
The Law Society,6 has a section on using legal
services and reasonable adjustments.

A large number of organisations have provided
information, examples and other input and a
full list of these is in the ‘Thanks’ section. A
number of organisations provided details of the
same or similar reasonable adjustments. It is
not possible to mention all. Similarly, mention
of an organisation in the text does not mean
that is the only work on disability inclusion it
is doing.
Throughout the guidance we have
emboldened certain words as this helps many
neurodivergent people to read long pieces
of text.

?
Support
Advice
Guidance

5
6

https://www.sra.org.uk/sra/how-we-work/reports/reasonable-adjustments/
https://www.lawsociety.org.uk/Topics/Client-care/Guides/Meeting-the-needs-of-vulnerable-clients
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The basics
Good detailed descriptions of the legal requirements of the
reasonable adjustment duty and examples of what could be put in
place can be found on the Equality and Human Rights Commission
website:
• For employers – Employing people:

workplace adjustments | Equality
and Human Rights Commission
(equalityhumanrights.com)7

• For employees – In employment: Workplace

adjustments | Equality and Human Rights
Commission (equalityhumanrights.com)8

Also, the Statutory Code of Practice for
employers on what the Equality Act 2010
means (with a chapter on reasonable
adjustments) - Employment: Statutory Code

of Practice | Equality and Human Rights
Commission (equalityhumanrights.com)9

Remploy has information on various
impairments,10 including things to be aware
of11 that could be reflected in reasonable
adjustments:

The duty to make reasonable
adjustments
The Equality Act 2010 includes a duty to make
reasonable adjustments for disabled persons. It
requires an employer to take reasonable steps
to remove, reduce or prevent the substantial
disadvantage a disabled person experiences
because of their impairment. This includes
adapting physical features, the way things are
done, or providing an auxiliary aid or service.
This applies to employees and job applicants.

Duty is on the employer
Organisations must remember that the duty
and responsibility to ensure adjustments are
made is on them.
Reasonable adjustments are required once
the employer knows or could reasonably be
expected to know that a person is disabled
(for example, an employee’s absence record,
a delay in returning to work or performance
problems may suggest a disability).
Organisations should be as aware and alert to
the need to make reasonable adjustments as
they are to health and safety requirements and
other business issues.

7

https://www.equalityhumanrights.com/en/multipage-guide/employing-people-workplace-adjustments

9

https://www.equalityhumanrights.com/en/publication-download/employment-statutory-code-practice

8

https://www.equalityhumanrights.com/en/multipage-guide/employment-workplace-adjustments

10 https://www.remploy.co.uk/employers/resources/disability-awareness-factsheets

11 https://information.maximusuk.co.uk/Remploy-contact-forms/Disability%20Guide%20(Oct%202018).pdf
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Different treatment is often
required to achieve equity

Factors for all organisations and managers to
consider include:

Reasonable adjustments often require
employers to do more for, or to treat disabled
people differently, to support inclusion and
achieve equity at work. Adjustments are aimed
at removing barriers and putting disabled
people on a level playing field. (Note too that
the protection from disability discrimination is
not symmetrical and so reverse discrimination
claims by non-disabled people are not
possible.)

• Would the adjustment be wholly or partly
effective in removing the disadvantage?

What is reasonable depends on
context
When making reasonable adjustments, a
large organisation is likely to be required to
do more than a smaller organisation. Larger
organisations are also more likely to have
medical insurance that could cover some or all
of the costs.

• How practicable is it?
• Financial or other costs of making the
adjustment
• Extent of any disruption caused
• Extent of the organisation’s financial and
other resources
• Availability of financial or other assistance to
make the adjustment (including availability
of external funding/resources)
• Type and size of the employer
• Health and safety implications of the
adjustment

The size of a particular team within an
organisation could also be relevant. For
example, what is reasonable could be
different for a small specialist team within
an international law firm compared to a large
practice group in the same firm. Whilst the
financial resources of the firm will be the same,
a small team may not reasonably be able to
absorb redistributed work.

The Law Society of England and Wales
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The adjustment depends on the
individual
Do not assume that all people with the same
or a similar impairment will require the same
adjustments. Conditions manifest in different
ways in different people. Individuals may also
have more than one condition.

It is important to involve the
disabled person
Remember, disabled people are likely to
know better than most how their condition
affects them and may have suggestions for
adjustments that should be considered. Giving
disabled people the flexibility and time to try
out different adjustments can help determine
what works best for them in the long run.
Approach discussions positively and
constructively to get the best out of the
disabled employee, not as a bargaining process
where adjustments are often viewed as
concessions.
Evidence from ‘Legally Disabled?’ shows how
stressful and demoralising it is for disabled
people to constantly have to ask for and justify
adjustments. You should be proactive and work
with them to identify solutions.

Seek help from experts
While it is important to work with individuals
to tailor adjustments to their specific needs
and many organisations rightly highlight how
reasonable adjustments are ‘individual led’,
not every disabled person will be aware of the
range of adjustments that could be made.
Disabled people may need help understanding
how their condition is likely to affect their
work, e.g. if their disability is relatively new,
if they have a progressive condition or if they
have recently moved to a new role. There
are sources of expertise you can tap into,
such as Access to Work, occupational health
specialists, or Disabled People’s Organisations
(‘DPOs’) (see ‘Sources of Help and Guidance’
section).

Implement adjustments promptly
It is important to implement adjustments
promptly. Delays could lead to further
disadvantage and unnecessary disruption for a
disabled person.

?
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How to put in place reasonable adjustments
This section includes good practice recommendations, tips and
examples from law firms and legal organisations that have successfully
implemented reasonable adjustments. As well as general tips, there
are separate sections on recruitment, reasonable adjustments policies
and passporting schemes.
Build an inclusive and supportive
culture

Be proactive to encourage
disclosure

Many organisations said that having a
supportive culture is invaluable to ensuring
reasonable adjustments are accessed and
implemented. The tone needs to be set by
leaders and managers and fostered throughout.
Disability awareness/equality training can help
build understanding and inclusion. Managers
may need additional tailored training to reflect
their role and responsibilities.

Make it as easy as possible for people
to disclose and request support. Lack of
disclosure means employees are unable to
discuss their requirements and may not meet
their full potential.

All staff should be encouraged to attend
regular refresher training. Disabled staff
networks may also help by hosting events
or ‘lunch and learn’ sessions to help raise
awareness and inform others about specific
conditions or disabled people’s experience or
history.
Truly inclusive cultures appreciate that –
disabled or non-disabled – everyone works
differently and may require adjustments at
some point in their working lives.

In order to aid/foster disclosure, employers
should:
• Create safe spaces to disclose and be
proactive in encouraging discussion
• Ensure support from managers and
colleagues as well as leadership12
• Provide clear and straightforward means to
discuss and request reasonable adjustments
(rather than lengthy, bureaucratic
processes)
• Recognise and allay fears that disclosure
leads to disabled people experiencing
discrimination
• Ensure recruitment forms include a
question on reasonable adjustments for
the recruitment process (separate from
diversity monitoring)

12 https://www.lawsociety.org.uk/en/topics/lawyers-with-disabilities/senior-leaders-can-lead-the-way-for-disability-

inclusion
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• Ask all employees on a regular basis if any
support is needed to reach their potential
at work. There are examples throughout the
pandemic of ongoing wellbeing monitoring,
surveys of staff regarding plans to return
to the office and giving options for home/
onsite working
• Widen efforts to create inclusion – disability
networks, awareness raising days/talks and
effective training for managers all build trust
and understanding
• Use simple messaging such as ‘it’s OK to
stammer’. This can reduce stress, stigma
and misunderstanding

I haven’t asked for them/felt
confident enough to ask [for
RAs]. It’s difficult to feel like you
can generally for an invisible
disability but especially during
a pandemic when the focus is
simply on whether or not you
have Covid-19.
(Source: ‘Legally Disabled?’ research)

It is also good practice to consider whether
there are ways of working or physical features
of your premises that are likely to cause
a ‘substantial disadvantage’ to disabled
employees or applicants and take action to
address them without waiting for an individual
to request an adjustment. Disabled staff and
networks could help identify potential issues
and suggest solutions.
Proactive measures that employers can take to
create an accessible working environment for
all include access audits of premises, reviewing
policies, procedures and systems, information
and statements on the website and providing
disability equality training for all staff.

I’m always nervous about
disclosing my neurodivergent
condition because it changes
perceptions of my academic
ability. Most people will think
I’m stupid or incapable, or that I
am using it as an “excuse”. It’s
exhausting having to constantly
defend your ability to do the
job when asking for reasonable
adjustments, especially when
you have an invisible disability.
Disability does not mean
inability. We have to change
how society perceives people
who are different.
(Source: Neurodiversity in Law)
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Streamlined process
There should be a quick sign-off process for
approving a reasonable adjustment and getting
it implemented. The experience of Covid has
helped give managers more confidence in
trialling different working patterns, duties,
equipment etc.
At Eversheds Sutherland the individual
contacts the Facilities team if they
require a physical adjustment and/or
an assessment. If this cannot be solved
immediately in-house, then an external
assessment is undertaken. A report is
produced and shared with the individual
and their line manager. Adjustments
are agreed and implemented. They are
reviewed by questionnaire after three and
12 months to ensure the adjustments are
sufficient. For non-physical adjustments,
the individual would talk to their line
manager or HR (if comfortable doing so),
who would involve others as necessary
and as agreed.
At another organisation the initial
reference for physical adjustments could
be from the individual or line manager.
This goes to the Head of Facilities. If the
relevant item is on the ‘shopping list’
of what adjustments are available, it is
simply issued. If not, then they contact
Business Disability Forum to establish
what is standard in the market. If no
response to the request has been given
within 2-5 days, it gets escalated to the
Inclusion Manager and the partners who
head the disability stream, and then to
the Executive Team. (The approach to
non-physical adjustments is HR led.)

The Law Society of England and Wales

At the Government Legal Department
most reasonable adjustments can be
sorted out on the ground with managers
and can be recorded in a workplace
adjustment passport. If not, they are
escalated to a designated diversity
officer. They also have a central
reasonable adjustments guidance group
that provides advice to individuals and
managers.

Role of manager
A person’s manager is vital to the successful
implementation of adjustments. The process
should include the line manager so they
understand the reasons for any adjustments
and how it will help the person perform at their
best; and do not just see it as ‘a HR thing’.
They can be coached about how to support
the individual appropriately. If someone else is
responsible for work allocation, they should be
involved too.

Maintain good communications
and regularly review adjustments
Adjustments should be reviewed at
appropriate intervals (e.g. annually). Regular
informal check-ins are also advisable. If there
are changes to the working environment or an
individual’s experience of their condition, then
a discussion can determine if the support is still
appropriate or needs altering.
Foster an environment where people feel safe
to re-open discussions with their manager,
HR or colleagues about any changes in their
health, job, or how they are experiencing the
work environment.

Reasonable adjustments in organisations – guidance for best practice
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Linklaters and Leonard Cheshire have
developed some top tips for having a
conversation:

1. Start with open
conversations

Top
tips

2. Give specific examples
of signs you have spotted
3. Listen – remember you’re not
the expert, they are

Monitor and publicise reasonable
adjustments that are in place
One organisation includes on its intranet
examples of adjustments that are in place.
These are anonymous and incapable of
identification and it is made clear that the list
is not exhaustive and other adjustments are
possible.
Sharing this kind of information is only possible
if records are being kept of adjustments.
Regular audits would help with recording
and monitoring adjustments, including what
is being asked for, whether they are being
accommodated and are effective once in place.

4. Gently press for answers and
ideas of what can be done
differently

Sometimes there is a concern that ‘adjustment
envy’ means ‘everyone will want the same’.
This is unfounded as each person’s condition
is different and they will be responded to as
individuals.

5. Get practical – if the employee
shares information about
barriers, talk about what you
can practically do to remove
them

One organisation asked people to share
(anonymously) their experiences and what has
and has not worked. These were published and
people were shocked by some of the difficulties
that disabled employees faced and learned a
lot – also about the many positive examples.

It is important to appreciate the options,
make the individual aware of these and include
them in the discussions. New joiners or those
with new diagnosis may require particular
reassurance.

?
The Law Society of England and Wales

Work with networks for disabled
staff
If an organisation has a disabled staff network,
they should work with it to listen to and share
experiences within the organisation and advise
on policies. New recruits should be given
information and signposting to it.
At Eversheds Sutherland, Herbert
Smith Freehills and other organisations
individuals can request reasonable
adjustments through the staff disability
network.
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Use external support and expert
advice
Many organisations use independent
occupational health experts and doctors who
have worked with them for some time and
understand the business, roles and demands.
Independent physiotherapists, psychologists,
posture and IT experts are also used.

Business Disability Forum and particular
impairment/condition organisations (e.g.
Scope, Thomas Pocklington Trust, RNIB) are
also approached for input and suggestions.
Some respond to queries from any manager
or individual requiring support. This external
expertise can be particularly useful for small
organisations that lack internal expertise
or service agreements with occupational
health providers. Other Disabled People’s
Organisations (‘DPOs’) may also be able to
help (e.g. the Law Society’s Lawyers with
Disabilities Division).

Central budget to fund
adjustments
A number of organisations pay for reasonable
adjustments from a central budget (e.g. from
IT, HR or other budgets). This is preferred, as
it avoids managers being discouraged from
agreeing adjustments, or even employing
disabled people in the first place.
The ‘Legally Disabled?’ research
recommended ring-fencing the reasonable
adjustments budget.

Financial and other support for
adjustments via Access to Work

Access to Work. Some said it was the ‘best
kept secret’. Organisations that have sufficient
resources have still benefited from Access to
Work’s valuable expertise and advice. Selfemployed people (e.g. partners) are covered,
although there are some exceptions13 for civil
service and government agency employees.
Access to Work provides grants that help
with funding reasonable adjustments. This
funding can be more than people realise and
quite substantial. Smaller organisations are
unlikely to have to contribute. An individual’s
requirements would be assessed, and
recommendations made for support to put in
place with funding attached.
As part of its Disability Action Plan,
Linklaters brought in Leonard Cheshire
to help develop e-learning looking at
disability in working environments and
how everyone can work inclusively. For
those with management or supervisory
responsibilities there is an additional
module on managing inclusively. Leonard
Cheshire brought its experience and
knowledge from a wide variety of sectors
and worked closely with Linklaters to
make the training relevant to its global
business and people.

Travers Smith regularly draws on external
experts to help advise it on how best to
support disabled employees. The RNIB
were drawn on to conduct an initial
needs assessment and to advise on the
sourcing of appropriate technology.
The RNIB was also involved in
recommending software and directing
Travers Smith to the appropriate training
providers.

‘Legally Disabled?’ found that organisations
and individuals had very limited knowledge of
13 https://www.gov.uk/government/publications/access-to-work-factsheet/access-to-work-factsheet-for-customers
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Whether all costs are funded will depend on
how long an individual has been working for
the organisation and how large it is (unless the
impairment is new or a new diagnosis). There is
also a cap on funding per year.
Individuals can apply for Access to Work up
to six weeks before starting a new job or
while in post. Access to Work will pay 100%
of costs up to the annual limit for disabled
employees who have been working for you for
six weeks or less, or if there are significant
changes to needs, otherwise there may be an
employer contribution. If the organisation has
50 employees or less, then after the six weekperiod they can contact Access to Work and
the employer will generally not have to pay
anything.

It is for the individual to apply to Access to
Work. However, organisations may wish to
signpost individuals to them, as both the
organisation and the individual can benefit from
the advice and suggestions received.
Further details on Access to Work can be
found here:
• Further details and procedure14
• Factsheet for employers15
• Good summary16
Access to Work does not pay for diagnostic
assessments, such as for dyslexia, ADHD or
ASD. An employer could pay for or contribute
towards an assessment, for example, through
Occupational Health or specialist consulting
psychologists. With a diagnosis, the individual
would then meet the criteria for Access to
Work support, and a diagnosis can bring a

greater understanding of what people struggle
with and how to put strategies in place to
improve support and performance.
Access to Work can also provide training for
employers and colleagues on the person’s
disability, which can help with understanding.
Access to Work advised DAC Beachcroft
on what assistive technology to
use. Access to Work offered funds
to individuals to cover some of the
equipment/software itself.
Other firms that have used Access to
Work include Bryan Cave Leighton
Paisner, Eversheds Sutherland and
Herbert Smith Freehills.
At one organisation Access to Work
provided funding for certain measures
not covered by private medical insurance,
for example paying for taxis to enable
an employee to travel to and from work
following a serious injury.
Another organisation said that they
encouraged individuals to apply for
Access to Work as sometimes they are
‘more switched on’ than others and
provide suggestions that are more useful.
Although, employee’s expectations
may need to be managed as Access
to Work may provide a long list of
recommendations.

14 https://www.gov.uk/access-to-work

15 https://www.gov.uk/government/publications/access-to-work-guide-for-employers
16 https://www.disabilityrightsuk.org/access-work
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Recruitment
The need to fill a role offers a good opportunity to
consider what it requires (e.g. skills, hours, working
arrangements) and to redesign it to make it more accessible to
disabled people. Does it really have to be done in the same way
as it has been before (e.g. full-time, on-site and with a particular
balance of tasks in the role)?
All candidates should be asked about
their requirements at different stages of
the recruitment process (e.g. application,

interview, offer, induction). This shows that
the organisation is serious about inclusion
and helps encourage candidates to disclose
in good time for adjustments to be made.
It should be made clear that candidates will
not be penalised if they ask for adjustments.
Responses should be followed up with
individual conversations.
Note that there is a ban on asking about
health conditions pre-employment or job
offer in the Equality Act 2010, although,
there is an exception which allows, as far as
is necessary, questions to be asked to assist
with reasonable adjustments. Assumptions
cannot be made about capability or
employability on the basis of any reasonable
adjustment request.17
When designing recruitment processes there
is a need to consider neurodiversity and to
request feedback to improve. This relates
to the accessibility of language, information,
tasks and processes.

The use of AI in recruitment can be
problematic. Although it can be effective
in removing human bias, if AI algorithms

have been designed using data that does
not include disabled people, there can
be a risk that disabled applicants will be
filtered out or marked down. It is vital to
ensure that the developers of the AI have
undergone unconscious bias training. Also,
during the procurement and consultation
stages it would be beneficial to question the
developers to see which steps they have
taken to ensure that disabled applicants will
not be filtered out.
Organisations should reflect whether the
traditional CV, interview, assessment centre
route is the most inclusive. Carefully
consider the intended purpose of each
assessment, the role and specific skills
the recruitment process is designed to
assess. Assessments should be justified
and proportionate to the relevant role.
Organisations should take into account any
reasonable adjustments that can be made
in the job, e.g. greater use of writing in the
job may make particular oral skills being
assessed less important.

17 See Equality and Human Rights Commission (EHRC) guidance for further information here:

https://www.equalityhumanrights.com/en/publication-download/pre-employment-health-questions-guidance-employerssection-60-equality-act-2010
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It is vital that any agreed adjustments
are in place before the recruit starts
work, to avoid them being set up to fail
from the start of their employment.
Some organisations ask new recruits to
voluntarily complete an ‘adjustment plan’.
This details their condition, its impact,
any required adjustments and asks to
whom they would like this disclosed. This
is followed up by HR, including advising
on external support such as Access to
Work. This plan could form the basis of a
‘passport’ if the candidate is appointed (see
overleaf).

?

At JCP Solicitors a candidate requested a one-week trial rather than an interview.
This was agreed and the candidate was employed.

Herbert Smith Freehills has produced an internal guide for interviewing candidates with
autism and the adjustments that should be considered to the interview process (with
input from external specialists).
DWF displays the Clear Talents link https://cleartalents.com/ in each job advert.
This site allows candidates to make potential employers aware of adjustments and
employers to manage the process of identifying, implementing and tracking the
adjustments that allow candidates to feel included and perform at their best.
Requests via the site are shared with the recruitment team on a weekly basis.
Examples include:
• Telephone – request for information ahead of call; times of day to be avoided;
speaker to speak slowly and clearly
• Computer/pen and paper – information to be straightforward and logical; ‘Plain
English format; font is important; have been given 25% extra time per hour
• Face to face – request for information in advance
• Travel – try to avoid changing arrangements at short notice

The Law Society of England and Wales
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Examples of reasonable adjustments could be shared on websites and by recruiters to show
what is available. Examples given by law firms and organisations of adjustments made during
the recruitment process include:
• British Sign Language interpreter
• Verbal rather than written test (and
vice versa)
• Scribe to assist candidates with visual
impairments on written tests (the
candidate can verbally state their
responses, have them typed up and read
back to them to confirm)
• More time to complete assessments,

including Watson Glaser tests often used
by legal organisations (one organisation
allowed 100% more time for a candidate
with a visual impairment)

• Holding interviews at a specific time or
location
• Ability to make notes (in a format
chosen by the applicant) or print
materials
• Use of computer
• Change of document font size or colour
• Closed captioning for virtual assessment
centres
• Request for information to be disclosed
to interviewer (in a recruitment process
where no personal information is
otherwise required)

The Law Society of England and Wales

• Informing (with consent) other
candidates that a person with sight
loss would not be able to see them in
the group exercise and so they would
need to consciously involve them in
discussions
• Clear instructions, including on what is
being tested by a question. Ambiguous
or unclear questioning (e.g. ‘use your
common sense’) may be an issue for
neurodivergent people; as will a question
on Land Law that is also expecting an
answer to include Tort
• Tick box for neurodiversity, so that
the recruiter has to tick that they have
considered it
• Allowance of sufficient extra points
(in points-based marking systems)
to account for neurodiversity. For
example, where a candidate has had an
undiagnosed divergent condition that
has affected multiple aspects of their
life/grades to a certain point (i.e. not
just one year
• Opportunity to provide follow-up
written answers after oral assessments,
interviews and work activities
• Option to carry out oral assessments in
smaller groups or one-to-one
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Have a reasonable adjustments
policy

?

This should say what reasonable adjustments are
and make clear the organisation’s duty to make them in a timely
manner. It should clarify what is taken into account when
determining ‘reasonable’ and should be regularly reviewed.
It should also set out the procedure for
requesting adjustments, including the role
of managers, HR and others; and when
Occupational Health or other medical input

Some organisations make clear that their
policy does not only cover reasonable
adjustments as legally defined. It also
includes any adjustments that may support

There might be a ‘triaging’ process, to keep
implementation as pragmatic and informal as
possible. Requests may be simply accepted
or analysed for how the adjustment will
help. The more cost or people that need
to be involved in implementation, the more
assessment and planning may be required.
The process should also include how to
appeal.

There should be detailed guidance for
managers, supervisors and mentors,
including examples of adjustments and how
to manage conversations, and frequently
asked questions for staff.

may be required.

Requests may be to the manager,
supervisor, HR representative, occupational
health, health and safety representative
or through the staff network/mentor.
Options can be provided, e.g. the individual
may prefer HR to have the initial chat with
supervisors or to do it themselves. A range
of individuals may need to be involved in
implementing adjustments. In most cases,
involving HR and the person’s line manager
will be key.

staff to fulfil their role and perform at their
best, whether or not the individual has a
disability as defined in the Equality Act.

Confidentiality should be assured –
someone’s impairment or medical condition
should only be mentioned to others with
their consent.
In addition to a reasonable adjustments
policy, it is good practice to have a specific
disability leave policy to avoid disabled
people being disadvantaged by absence
management policies or using their annual
leave to cover disability-related absences.

Business Disability Forum has Writing
a reasonable adjustment policy18 and
Reasonable adjustments decision
process19 resources available to all.

18 https://businessdisabilityforum.org.uk/knowledge-hub/resources/writing-ra-policy/

19 https://businessdisabilityforum.org.uk/knowledge-hub/resources/ra-decision-process/
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It is good practice to include a copy of the reasonable adjustments policy on your website –
especially for potential recruits. Charles Russell Speechlys do this Reasonable Adjustments

Policy – Charles Russell Speechlys20

Stephenson Harwood’s reasonable adjustments policy:
• Comes in two sections: (1) a policy and processes guide for all employees to
understand the firm wide policy on adjustments; and (2) a profile form which helps
the individual, their manager, and HR representative to have a productive ongoing
conversation about any adjustments.
• Is a global policy. This is particularly important as the definition of disability differs
between countries, but it is essential that the policy is inclusive, regardless of
whether people meet the legal definition of disability in their jurisdiction.
• Includes the following: Our policy goes beyond legal requirements, extending our

approach to workplace adjustments beyond disability, to whoever has a particular
need. The focus isn’t on whether someone meets the definition of disabled, but on
inclusion and productivity.

• Contains sections on the following:

Contents
Introduction........................................................................................

Definition of disability.........................................................................

What is a workplace or reasonable adjustment?................................
How to assess if an adjustment is reasonable...................................

Requesting workplace adjustments....................................................
Roles and responsibilities...................................................................
Recording adjustments and confidentiality........................................

What to do if an employee can no longer perform their role.............
Related documents.............................................................................

• Includes a profile form that asks the employee to complete sections on their longterm/short-term condition or impairment, the adjustments needed, any informal
adjustments that might be useful to know, and who else can be informed. The line
manager to complete details on how to keep in touch if the employee is absent from
work and the return to work guidance.

20 https://www.charlesrussellspeechlys.com/en/careers/reasonable-adjustments-policy/
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Equipment

Create a voluntary passporting
scheme

Procedures

VPS

A reasonable adjustment ‘passport’ is a live
document that provides a framework for discussing and recording
a disabled employee’s reasonable adjustments and support. If
roles or managers change, the passport ensures consistency
of support and saves the employee from discussing their
requirements all over again, which can be time consuming and
emotionally draining for them.
A passport can include:
• How a person’s health condition or
impairment impacts on them at work
• What reasonable adjustments have
been agreed (including what (if any)
equipment)
• For fluctuating conditions, what the
impacts are on good and not so good
days

• For not so good days, what further
reasonable adjustments might be needed.
Symptoms can also be listed
• Any additional advice
• Which stakeholders/team members (if
any) the person wants informed
• Agreed procedures for notification of
absence, keeping in touch, return to work
and unauthorised absences

The TUC has a model passport21 that includes some of the above. The template can be
adapted to suit circumstances.
Another example is that for NHS employees22
Also, Business Disability Forum’s Tailored Adjustment Plan23

21 https://www.tuc.org.uk/reasonable-adjustments-disability-passports

22 https://www.nhsemployers.org/-/media/Employers/Publications/AFA/Health-passport-Final-online.

pdf?la=en&hash=97B8421A6E7E6B1FF7C36281C845462CC24FF0E8

23 https://businessdisabilityforum.org.uk/knowledge-hub/resources/tailored-adjustments-plan/
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The benefits of such schemes include:
• Having the passport available on the
intranet can help start the conversation
on adjustments
• Passports formally record what has been
agreed
• People do not have to start from
scratch every time they move within
an organisation – their reasonable
adjustments are clearly set out
• Even if they do not move, they may get
new managers over time
• The passport provides a level of security
that adjustments will stay in place
• Passports provide for periodic reviews
• Passports can generally be used by
anyone who has a short- or long-term
medical condition (including mental
health)

The Law Society of England and Wales

Any such scheme must be voluntary,
and people should not be pressurised to
complete a passport or share it (generally or
with particular people).
It is important to manage expectations of a
passporting scheme and that there can be
limitations. Not all adjustments are portable,
depending on the role, team etc.
It seems that more organisations adopt
passporting for trainees, given they move
seats regularly, than for other staff, but
some are looking to extend them. Some
already do have these in place for everyone.
At all organisations, use of the passport is
optional.
One organisation also has separate
carers passports for those with caring
responsibilities. These set out similar
matters that have been agreed.
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Reasonable adjustments in place in legal
businesses
When it comes to reasonable adjustments in place in legal businesses,
organisations were more likely to share examples of physical
adaptations and IT, than adjustments to roles or business targets.
Where the latter do occur, they appear to be
less likely for legal staff. If this is the case, the
organisation should engage with its disabled
employees and any disability staff network
to consider why and what might be done to
address and improve role flexibility.
Most solicitors are expected to ‘do it all’, i.e.
client development, administration, supervision
and other management responsibilities, as well
as providing legal advice. The needs of clients
are sometimes seen as preventing adjustments
to roles or business targets. Safeguarding the
wellbeing of all employees may necessitate
managing clients’ expectations and requests,
for example, not expecting work to be turned
around overnight unless it is an emergency.
It is important to note that partners/senior
leaders need a disabled employee’s consent
to disclose information about their condition
to clients. Where they have this, they could
be engaging with them about this and the
adjustments that are in place (especially
as clients are increasingly stressing the
importance of diversity and inclusion in the
profession). Organisations should anticipate the
client’s concerns and detail what will happen
on the days when someone is not available, for
example.

The Law Society of England and Wales

When explaining the common adjustments
that are in place in legal firms, we have tried
to focus on the barriers that people may be
experiencing, rather than the adjustments for
particular conditions. As mentioned, people
with the same or similar conditions may have
different experiences.

Physical adaptions to the work
environment
When reasonable adjustments are mentioned,
people’s first thought is often of physical
adaptations. There can be a blurred line
between these and the requirements of health
and safety law.
Many physical adaptations can seem cheap
and easy to do, e.g. ensuring someone sits
next to a window, has priority access to a
quiet room or easy access to a suitable toilet.
However, other staff may perceive this as more
favourable treatment and unfair. Again, it is
important for managers to take responsibility
for communicating with other team members
and for organisations to educate all staff on
what reasonable adjustments are and why they
are necessary.

Reasonable adjustments in organisations – guidance for best practice
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Some examples of physical adaptations put in place:
• Herbert Smith Freehills sound-proofed
the office of an employee with a hearing
impairment. If separate rooms are not
available, could an area be screened
off (by screens, filing cabinets or other
pieces of furniture)? Maybe with boosted
sound proofing in that area? This has
been done at Clifford Chance, which
also encourages the use of ear plugs and
makes it clear that these are acceptable
to all staff.
• Such screening may help with lighting
adjustments too, as this can also be
difficult for some in open-plan offices.
For conditions such as seasonal affective
disorder (‘SAD’) and migraine, a number
of organisations have changed window/
light fixture coverings, lighting levels
and have made SAD lamps available. For
those requiring less light, encourage the
use of sunglasses and make clear that
these are acceptable.
• At one organisation a trainee had
received a diagnosis of ADHD. They
found it hard to concentrate in open
plan offices and so the organisation
changed their seating arrangements.
They had access to a separate room and
specific headphones. This allowed them
to manage their sensory issues. People
‘got it’ and there was no tension about
them having access to the room. The
trainee qualified and remained at the
organisation.

The Law Society of England and Wales

• At Freeths a person with a visual
impairment was granted a permanent
desk, when all others were hot desks.
This ensured familiarity with the work
setting and avoided having to learn new
routes.
• One organisation has made environmental
accommodations for allergies and
respiratory illness. These have included
relocating seating arrangements, having
discussions with employees who wear
perfume or have scented air diffusers
at their workspace to sensitise them to
allergens (requesting they be removed),
and/or providing air purifiers for those
with allergies or respiratory illness. It has
also utilised temporary work-at-home or
temporarily providing a remote work site
when building renovations or construction
outside the building were negatively
impacting employees with respiratory
illness.
• At Cartridges Law someone with ME was
provided with a suitcase on wheels for
transporting files. This simple inexpensive
adjustment made a big difference.
• Clifford Chance fitted ‘Bumpons’
to enable a blind individual to better
navigate around their floor and
when using vending machines etc.
Recommended by the RNIB, these are
self-adhesive round dome head tactile
bumps that have been placed on the
outside of their office so they can
identify they have got to the correct
office. They are also used on the coffee
machine and vending machines for their
preferred selections.
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Other examples of physical adaptations put in place:

Adaptation

How can this remove barriers?

Adapted accessible toilet

Changing benches and additional space in accessible toilets
may be necessary for individuals who need support when
going to the toilet or adjusting medical devices.

Physical adjustments to

These accommodate individuals with a wide range of
impairments and are usually inexpensive. Not having
such basic adjustments may exacerbate musculoskeletal
conditions which would otherwise be manageable. Such
adjustments can prevent people becoming ill and needing
time off.

to incorporate changing bench
for individual

workstations

• Adjustable height desks/desk
raisers
• Ergonomic chairs
• Ergonomic keyboard and
mouse/keyboard trays/wrist
supports
• Foot stools

Since workstation adaptations are usually bespoke to the
individual, they should not be used or altered by others
or used for hotdesking. Such provisions go beyond the
standard health and safety considerations to which all
employees are entitled.

• Workspace and desk adapted
for wheelchair user

Encourage an acceptance that some people may need
to get up and walk around more frequently, including in
meetings.

Desk fans/heaters

Some individuals may need greater control over the
temperature they work in. People with MS can easily
overheat, whereas people with poor circulation or low
mobility may need to keep warmer.

Large/double monitors/tinted or
coloured screen overlays

Supports people with sight impairments or dyslexia, Irlen’s
Syndrome and dyspraxia. Can also support people with
setting out documents more effectively to improve how
they read, process and organise information.
Continued over
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Adaptation

How can this remove barriers?

Audio-visual information

Wherever information is provided, this should be accessible
to people with sight or hearing impairments.

• Lift announces the floor as
well as displaying it
• Flashing fire alarms
• General announcements
• Building/fire exit maps
• Subtitled videos

Office layout
• Desk nearer toilet/food and
drink facilities
• Facing towards or away from
other colleagues

Audio announcements or alarms without corresponding
visual information means that people with a hearing
impairment may be unaware.
Visual information without audio, clear contrast signage or
braille is inaccessible to people with a sight impairment.
Other important information should be provided in plain
English, with a visual representation and corresponding
audio or tactile information to support easy understanding.
Videos should always be subtitled accurately.
People with mobility impairments or certain health
conditions may need to minimise energy used getting
around the building when they need to use the toilet or get
a drink or do regular tasks such as filing.

• Reorienting office furniture

People with a hearing impairment may prefer to sit where
it is easy to see colleagues in case their attention is
needed. Some may prefer to avoid visual distractions that
interrupt their attention and need calmer or quieter working
environments or access to quiet rooms.

• Lowered door handles
or automatic doors – for
individual to move in and
around their floor more easily

People who find it necessary to use dictation software
may need more space from other colleagues to avoid
interruptions to software use and to reduce their concern
of distracting colleagues.

• Permanent desk, rather than
hotdesking

The layout of an office should avoid obstacles to wheelchair
users or people with a mobility or sight impairment,
including automatic and wide doors where possible to
improve ease of access.

• Better access to files

• Priority access to ‘focus
rooms’ or quieter working
areas
• ‘SAD’ lamps or seating by a
window or lowered lighting/
reduced glare

Someone with autism may struggle with the uncertainty
of hotdesking, and also with the unwritten politics around
it (especially in a new job). Sensory needs may also mean
that certain desks will cause stress.

Continued over
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Adaptation

How can this remove barriers?

Padded fatigue floor mat

The floor mats have been provided to those with back
issues or who need to stand for long periods of time, as
well as people who experience seizures. The padded rug
and bumpers have been provided for employees with
epilepsy or balance issues.

Padded rug and rubber/foam
bumpers on hard surfaces/
corners

Paperwork
• Personal printers
• Stationery – e.g. particular
coloured pens/paper

Telephone equipment and
headsets, Teletypewriter (‘TTY’)
phones

Some people find it very hard to absorb or read information
on a screen and will need to print documents on a regular
basis.
Coloured paper supports individuals with dyslexia and use
of coloured pens is helpful for other cognitive differences
(such as ADHD) for organising and processing information
more effectively.
People with a hearing impairment may need equipment that
improves clarity of sound and reduces background noise.
TTY phones and similar apps allow people with a hearing or
speech impairment to translate words into text and text
into words when making a phone call. TTY can be used
directly or via a relay operator service.
Individuals with sensitivity to sound may benefit from
noise-cancelling headphones or ear defenders.

Touch screen devices and/or
portable laptops

Touch screen can be more than a personal preference but
can provide a more accessible interface.
People with some neurodivergent conditions (e.g. dyslexia,
dyspraxia, people who find it difficult to process visual
information) find it easier to make notes by typing rather
than handwriting. The provision of portable laptops or
devices for meetings will make it far easier for these
individuals to make effective and accurate notes.
Using a Dictaphone to record client/manager
instructions and meetings can help remove ambiguity for
neurodivergent people.
Continued over
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Adaptation

How can this remove barriers?

Small mirror on top of monitor

Those with a hearing impairment can see who is
approaching from behind.

Provision of a parking space or
permit

People with mobility impairments or certain health
conditions may need to minimise energy getting to the
building – especially with files or other equipment.

Provision of necessary IT/
communications technology/
assistive technology
Adequate basic IT facilities and easy to
understand IT support made a big difference
for many who responded to the ‘Legally
Disabled?’ Covid survey. Technology and
remote processes (including recruitment) are
not accessible to all. IT/tech expertise needs
to be developed with disabled people, and
Access to Work can advise on assistive tech
options.
More specialist equipment and software
may be outside of the expertise of IT teams
(internal or contracted). Clashes between
accessibility functions, screen readers and IT
systems/applications should be anticipated and
mitigated where possible.
Consider accessibility and digital access
across the whole of your digital portfolio. This
includes any external website, internal intranet
site, accounting, billing, HR systems and
time recording systems and any other digital
platforms used. It is also important to consider
the compatibility of assistive technology when
used on different platforms. When reviewing
the accessibility of platforms, remember to
review all devices used by staff. This includes
personal computer, mobile and tablet devices.

External companies can review the accessibility
and digital access across your platforms.
They can undertake an accessibility audit and
check whether your external digital platforms
are Web Content Accessibility Guidelines24
(‘WCAG’) compliant. These can be done by
reference to a wide range of impairments.
Changes to the platform can be made to
reflect the audit findings and to ensure it is
accessible.
There is no requirement for internal digital
platforms to be WCAG compliant. However,
it is still necessary to ensure accessibility for
those requiring reasonable adjustments and
to anticipate that some people may not have
disclosed that they are disabled.
When considering changing or upgrading any
practice or document management systems,
does the organisation’s specification require
that the software/system anticipates
that future employees may require the
most used assistive technologies? Are the
software/systems tested for accessibility
and compatibility with a range of assistive
technologies?
Software companies should be asked whether

there are any accessibility features that can
be switched on within the systems. If there
are, these could all be enabled as standard (to

24 https://www.gov.uk/service-manual/helping-people-to-use-your-service/understanding-wcag
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the extent that they are compatible with the
organisation’s systems), with a valid business
reason being required to turn off any of them.
When consulting with suppliers/developers,
question whether their platforms are compliant
to the current version of WCAG (for externally
facing solutions) or ask whether they have
undertaken any accessibility audits.

External trainers used for training staff on
new systems should be asked whether their
documents are accessible or if any accessibility
features could be turned on. For instance,
captions enabled for videos or e-learning
courses that can be used with a screen reader.
Something to bear in mind is that some

assistive technology systems are Cloud based
and so data and confidentiality issues need
to be considered and assessed. Employees
should be made aware of these issues and that
it is necessary to involve any IT and risk and
compliance colleagues in their use. In the event
that there are security or confidentiality issues,
IT needs to be aware of how the assistive
technology helps the user, so that they can
source alternatives that address these issues.
Organisations should keep a record of what
has been checked and systems should be
reviewed at least annually. Having accessibility
champions can help – as can arranging for any
IT, marketing, HR and business development
teams to undertake accessible technology
training.
It should be accepted that there are a variety
of ways of communicating and consideration
given as to how technology can be utilised to
meet needs e.g. in person, video, call, recorded
video calls, email and instant messaging.
Some individuals may be able to manage
their attention and filter information more
effectively if their preferred communication
method is used.
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Video conferencing instead of phone calls,
enables lipreading and better visual cues and
captions should be activated.
Individuals should not be expected to take
phone calls if this is not accessible to
them. Email signatures can state preferred
communication methods and not provide a
phone number if this is unsuitable. The phone
could also be removed from the person’s desk
and those directing calls informed accordingly.

Herbert Smith Freehills has used email
in preference to meetings or phone
calls where an individual processes
information better in writing (and the
converse). The firm has worked with
the relevant line manager/supervising
partner(s) to ensure that either (a)
they give instructions via email where
possible, or (b) they follow a meeting/
phone conversation in which instructions
are given with an email summarising/
confirming what was requested, or (c)
it is agreed that the individual sends
a follow-up email summarising their
understanding of the verbal instructions
for confirmation. In some of these cases
the firm has also arranged (with the
individual’s permission) for external
consulting psychologists to run training
for their colleagues on the adjustments in
place and how to work most effectively
together (e.g. written communication
rather than sporadic and face-to-face).
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Examples of IT/communications technology put in place:

Adaptation

How can this remove barriers?

Adaptive keyboards, mouse,

Magnifiers enlarge documents or screens to be more
accessible to people with a sight impairment. Screen
readers support people with sight loss to ‘read’ electronic
documents and websites and to use keyboard shortcuts to
produce documents and participate in meetings.

pointers, screen readers and
magnifiers

Adaptive keyboards and other inputs are varied and allow
people with mobility, dexterity or sight impairments to
produce and engage with electronic information.

https://bighack.org/assistive-technology-devicesdefinitions-how-disabled-people-use-the-web/

Software
• Dictation software
• Mind mapping
• TextHelp read and write
• LiveScribe pens

Dictation software is increasingly used by others but is
especially useful for people who find it easier to access
and organise information by listening or speaking. This
includes people with a sight impairment and also those
with dyslexia, ADHD and other information processing
issues. Dictation software can be helpful for individuals
with repetitive strain injury, to reduce the need for typing/
writing.
More specialist versions of software exist to improve key
areas such as working memory and organisation, list making
and supporting writing.
Mind mapping supports organising and structuring
information for people who process in a more visual way.
LiveScribe is often used to support people with ADHD.
They record audio and create electronic files of notes made
to support absorbing, organising and retrieving information.
They allow people to absorb information better since they
can go back over it to check details and understanding.
Agreements can be put in place to allow recording and
ensure these are for personal use only.
Continued over
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Adaptation

How can this remove barriers?

Other support

Speech-to-text reporters are skilled professionals who
provide live verbatim captions for meetings and talks. This
can be provided remotely or in person.

• Speech to text reporters
• BSL interpreters
• PAs
• Communication support
workers
• Specialised coaching
• Electronic fluency devices

It is a useful service for any public facing events where
people’s access needs may not be known. When used in
meetings it supports people with a hearing impairment
and cognitive differences or energy/attention issues to
follow and absorb information more effectively. Use of the
transcripts afterwards supports retention of information.
BSL interpreters translate between English and British Sign
Language.
PAs may be assigned specific tasks such as admin,
notetaking, carrying paperwork, proofreading documents or
supporting organisation of time.
Communication support workers may support phone calls
for people with a hearing impairment and provide additional
support such as a PA.
Specialised coaching helps to improve strategies for
organising time, information and tasks or understanding
social environments and work etiquette. This is especially
useful for neurodivergent individuals (e.g. dyslexia, ADHD,
dyspraxia and autism).
People who stammer may find electronic fluency devices
useful.

Assisted listening devices

These may pair up with hearing aids, cochlear implants and
other radio/Bluetooth speakers to provide better clarity
and quality of sound and reduce background noise. This
may include streamers that plug into headphone jacks or
microphones that are placed to pick up sound more clearly.
These do not necessarily record audio.
Individuals should not be expected to take phone calls if
this is not accessible to them. Email signatures can state
preferred communication methods and not provide a phone
number if this is unsuitable.
Continued over
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Adaptation

How can this remove barriers?

Documents

Use of Word styles in Microsoft Word makes a document or
email with headings easier to navigate (otherwise it is read
in linear fashion and hard to take in, especially if it is a large
document).
With magnification software, a lot of white space on a
document is difficult to navigate easily and people are
often hunting around for the next section. If items are not
sequential, this can mean losing the thread.
Pictures should have a tagged description for those with
screen readers to know what is being depicted.
Use of the ‘Check accessibility’ button in Word should be
as standard practice as spellchecking.

Flexible working
The ‘Legally Disabled?’ research found that
home working and flexible working were the
most requested, yet refused, reasonable
adjustments. Whilst some organisations
allowed it, many did not because of concerns
about productivity, confidentiality and the lack
of in-person interaction.
Flexible working as a reasonable adjustment
request should not be viewed in the same
way as a flexible working request from a
non-disabled employee. The legal obligation
to provide reasonable adjustments is often
stronger and different to the obligation to
consider applications for flexible working (for
non-disabled employees). Organisations often
blur the two, but a clear distinction needs to
be made.

Covid-19 and the various lockdowns
made home working and flexible working
commonplace and showed that this can be
very effective. This should mean that greater
flexibility is offered to disabled people as a
matter of course. At Shoosmiths, the answer
to any requests made under the new working
principles will be ‘yes’, unless there is a
compelling business case to reject (a ‘flexible
by default’ approach). Where organisations
take this approach, it is important to advertise
this, especially to applicants.
Part-time training is permitted by the SRA but
is in place at very few organisations. This would
be a reasonable adjustment. The Law Society
is working with a small group of organisations
to pilot how this can work in practice,
especially in the context of the new Solicitors
Qualifying Examination.

Flexible working is often conflated with working
from home. Genuine flexible working allows
individuals to alter their working hours to meet
their needs, whether working from home or in
the office.
The Law Society of England and Wales
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Freshfields put in place flexible working:
• At Freshfields a professional support
lawyer experienced periods of fatigue and
chronic pain that meant they were unable
to commute, sit for long periods or type.
At other times there were no issues,
but they also had caring responsibilities
for disabled family members. Their
line managers allowed them complete
flexibility to work when best for them and
in the place that best suited them. They
were just told to keep the managers
informed when they would be away from
their desk (rather than ask permission
each time).
Pre-Covid, this meant they had a pattern
that was 80% working from home and
one day in the office. If they needed
to be away from work, they put on
an out-of-office message that directs
urgent enquiries to others (including
their line manager and fee earners).
This was the idea of their manager and
it meant that there was always back up
support in place for fee earners if that
disabled person was out of the office.
This provided reassurance, so that the
individual felt less pressured to work
when they were feeling unwell, when they
had to attend medical appointments or
when they were caring for disabled family
members. It has also encouraged team
members to discuss and collaborate on
questions, rather than just individually
seeking an answer from the disabled
person.

The Law Society of England and Wales

• A fee-earner at Freshfields, who works
less than full-time hours for personal
reasons has recently been promoted. The
working pattern has not affected their
type of work or clients and the firm has
faith in the model. When implementing
the flexible working arrangement, the
firm saw communication with clients,
colleagues and other parties on a
transaction as key. The more that
people see such arrangements working
successfully in practice, the more they
will get used to them.
It is acknowledged that, given the nature
of the role, there needs to be an element
of ‘give and take’ (in line with the duty
to make reasonable adjustments). The
person can be clear that they do not
work certain days, but with sufficient
notice they could try to accommodate
changes (e.g. swapping days). Partners
and managers may need to be more
‘hands on’ with the individual’s matters
and so their approach is crucial. It should
also be clear to other team members
that the individual can step in to assist or
cover for them if appropriate.

Freshfields has since adopted an agile
working policy, which is available to all
UK-based colleagues, with the aim of
increasing flexibility, productivity and
wellbeing. Individuals can spend up to
50% of their time working remotely and
have flexibility over when they complete
their work, subject to business, client
and team needs. This policy is separate
to their flexible working policy, which
individuals can use to request a new
fixed working pattern that involves
“non-standard” working arrangements.
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Other examples of flexible working put in place for disabled employees:
• An employee at DWF who experienced
dysmenorrhea had their work pattern/
hours adapted to align with their
menstrual cycle as they were very likely
to be too unwell to work when on their
period. They compressed their hours so
that they could be off during that time.
It reduced their stress of worrying about
being off every month and worrying
about sickness absence levels and work
commitments.
• For employees with mobility issues or
other chronic conditions that make
travel difficult, one organisation tries to
arrange remote workspace and video
meetings, instead of travel or regular
commuting. It has excused individuals
from travel that is not deemed
absolutely necessary.
• The Government Legal Department
is extremely flexible and where it is
reasonable to do so will allow employees
to vary their hours to best suit their

medical needs. This could be an ongoing
later start and corresponding later
finish, or something more ad hoc, e.g.
one week working mornings and another
in the evenings.
• As a consequence of Covid-19,
a number of organisations have
launched an agile working
commitment which aims to provide
agile, adaptable workspaces and
remote working options to support
wellbeing and productivity. The aim
is for agile working to be available
for all colleagues to benefit from.
To help demonstrate circumstances
where agile working may be beneficial
to colleagues, this can include
an agile working hub in the firm’s
intranet, with FAQs, guidelines and
personal stories from colleagues
from across the business who work
in a flexible or agile way, formally or
informally based on their personal
circumstances and requirements.

85%

10:30 AM

We’re connected
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Other examples of flexible working put in place:

Adaptation

How can this remove barriers?

Altered working hours

Provides a level of flexibility to avoid needing to travel or
work at times that are more difficult or energy draining, but
also balances the business need for knowing when staff will
be working.

• Compressed working week
• Core hour only working
• Part-time working
• Shorter days and weeks
• Split days
• Staggered start and finish
times

People who need to manage fatigue, treatments or mental
health may require clear non-workdays or hours or request
that work is not given to them outside core hours.
It is important that part-time working or shorter days
are supported through an adjusted workload that takes
account of working hours.

• Specific break times or regular
breaks
Flexible work schedules
for treatment, therapy,
appointments, primary caregiver
responsibilities and medical
conditions

Provides the day-to-day flexibility needed for individuals
to fit work around medical appointments or caring
responsibilities and manage fluctuating fatigue and pain.

Home working (and mixed on-

Supports people to manage their physical and mental
health and focus their energy on work, instead of having it
drained on the daily commute.

site/at home)

Allows people to work during their most productive times
and reduces stress by knowing they are trusted to get the
job done by managing their own hours.

May also support individuals who have requirements that
might be difficult to achieve in an open-plan office e.g.
need to be close to a suitable toilet, have access to PA
support, or distance from colleagues because of regular
use of dictation software.
Home environment may be more accessible than the
workplace for some or provide an opportunity to create
uninterrupted blocks of time focusing on tasks without the
distractions of the office.
Continued over
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Adaptation

How can this remove barriers?

Job sharing

Allows part-time working, but still meets the business need
of a full-time post. With good communication and clear
working strategies there are very few roles where a job
share cannot work.

It’s easier to work from home, as
everyone is doing so, which is
useful for me. Because everyone
is asking for adjustments, it
normalises it for those with
disabilities who need them.
(Source: ‘Legally Disabled?’ research)

It has been such a relief for my
employer to find out that home
working can work well, rather
than me having to prove it. My
physical and mental health has
been majorly improved as a
result of being less tired and
stressed and I know that my
work is of a higher quality.

Temporary reduction in hours
Whilst the view can be that ‘some of someone
is better than none’, the impact on other
colleagues does need to be considered. If there
are enough resources, elements of work can
be temporarily allocated to others or additional
administrative support could be brought in
until an individual is back to their usual hours.
Targets and performance management would
need to be adjusted in line with the reduced
hours.

Planning a return to full-time hours also
provides an opportunity to consider job
redesign. Are there adjustments that could
be made to the balance of tasks the person
is doing rather than reducing their input?
Perhaps their changed circumstances mean
they could take on more telephone-based work
for example, rather than tasks that involve
travel? A long-term reduction in someone’s
hours may mean you lose a valuable employee
when taking a more flexible approach to role
allocation would have retained them.

(Source: ‘Legally Disabled?’ research)
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Particular examples of reduced working put in place:
• One organisation supported one
employee who had been signed off work
for a period by their doctor due to a
muscle and nerve issue. Prior to returning
to work its occupational health doctor
recommended a phased return across
eight weeks, with reduced working hours.
The hours gradually increased week
by week and HR caught up with the
employee weekly to check-in on their
progress. HR liaised with the line manager
regularly and they were then responsible
for cascading this information to their
team. HR notified Finance to ensure their
hours and utilisation rates had been
adjusted accordingly for the period.

• Following a period of absence at
Slaughter and May, particularly a longer
period or one due to mental ill health,
Occupational Health often recommend
a phased return to work by way of
reduced working hours. For example, it
has had individuals working Mondays,
Wednesdays and Fridays, with Tuesdays
and Thursdays as non-working days; or in
some cases working 35 hours

per week but on the understanding
that they will be able to complete the
equivalent of, for example, 20 hours’
work during these hours. In these cases,
HR and the relevant partner/manager
check in with the individual regularly, to
ensure the reduced working pattern is
achievable (for example, ensuring they
are not being assigned unachievable
work volumes during their phased
return). Generally, they attend follow-up
appointments with Occupational Health
to review the working pattern and advise
whether an increase in hours is suitable.

• Schedule accommodations for individuals
unable to work full-time or standard
hours.
• One organisation offers part-time
employment/decreased schedules and
compressed work weeks, either on a
temporary or permanent basis as an
accommodation. It has also arranged
liberal work-at-home accommodations
for those with mobility issues.
Accommodations are provided for
physical as well as mental disabilities,
whether permanent or episodic.

Other examples of reduced working put in place:

Adaptation

How can this remove barriers?

Tuesday and Thursday off

Cancer treatment caused fatigue and so rest in between
working days helped.
Continued over
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Adaptation

How can this remove barriers?

Phased return

With appropriate support, allows individuals to manage
changes to their health, build confidence and reduce
anxiety after time out.
Ensures that the workload and expectations ease in without
overwhelming or stressing people. Those who are dealing
with new medication or recovering from physical or mental
health issues may need to work out what the right balance
is for them, which phased returns can help with.
The period of phased return should not be viewed as a
set amount of time by which the person is expected to
feel completely recovered. That just puts the person
under pressure to get well (something that might

never actually be achieved). The period should also be
automatically followed up by a meeting to discuss longterm adjustments.
Temporary medical leave for
surgery, recovery, hospitalisation
and significant medicine changes

Providing flexibility and support to attend medical
appointments and allow for recovery from treatments,
reduces stress and pressure on employees to return to
work before they are fit enough. Where this leave is paid
it reduces the stress of financial worries and supports a
quicker recovery.
Medicine changes can affect performance, fatigue and
concentration. Having space to adjust without being
penalised allows individuals to seek support instead of
struggling. Medicine changes may result in it being harder
to get going in the morning, needing flexibility with hours.
It also alerts managers to review workload and ensure it is
manageable until changes have settled.

Paid time off for treatment and
recovery

The Law Society of England and Wales

Giving employees the security of income when receiving
treatment or being in recovery reduces stress. This
provides the space needed to recover without returning
too soon and potentially needing further time off. It is a
clear demonstration of commitment from employers that
they value their disabled staff.
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Changes to job role/tasks
Reallocating some tasks or reducing certain
aspects of a role to take on other work is a
reasonable adjustment that employers are
expected to consider.
This should also be built into criteria for
progression and promotion. For example, senior
managers who are disabled may not be able to
travel and network to the extent that would
usually be expected but could instead do more
promotional work such as writing articles or
guest blog posts to secure new business or
raise the profile of the organisation.
It should not be assumed, however, that the
only solution to barriers would be to remove
someone from client-facing work, especially
if they wish to remain in these roles. If
adjusting client expectations or using assistive
technology/PA support could mitigate such
barriers, these should be tried first.

The Law Society of England and Wales

The implications of changing someone’s role
should be considered as it may result in a
different kind of disadvantage. For example,
moving a disabled employee from client-facing
to business support work may mean a lower
salary with fewer chances to progress for
them. This will result in a disability pay gap
within your organisation too.
Some organisations are aware that any longterm changes to tasks may have a knock-on
effect on the scope of the role (and its job
grade/pay) and on colleagues who would need
to pick up the work. They consider whether
tasks from the disabled employee’s role could
be reallocated fairly, new posts could be
created, or other work could be allocated in
return.
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Particular examples of changes to job role/tasks put in place:
• An employee at DWF returned to work
and, instead of remaining on a client
project that triggered stress and anxiety,
was placed on a different non-client
facing project. There was no financial
implication to this temporary change as
the work they were put on was actually
at a higher charge out rate. It was
just a different kind of work with less
direct pressures. This was a temporary
change and over a set period of time the
employee was slowly phased back into
client-facing tasks and jobs.
• A number of adjustments were made to
the role of an associate at Herbert Smith
Freehills with obsessive compulsive
disorder (‘OCD’), with their agreement,
including not requiring them to undertake
tasks that required urgent same-day
turnaround.
• A trainee at one organisation worked in
a group that only had one other trainee.
Their severe mental health issues were
consistently impacting their work and
so they were moved to a team with a
large number of trainees. This enabled
the work to be spread. If necessary, the
organisation would employ additional
paralegal and trainee resource, so as to
minimise the impact on others.

The Law Society of England and Wales

• At one firm someone in the debt
recovery team with mental health issues
had to make a lot of telephone calls that
they found difficult. For a period of time
these calls were redistributed, and they
were given more administrative duties
with less direct client interaction.
• One organisation took on an intern
with autism into one of its business
services teams. Initially they were put
into a team with lots of smaller scale
projects involving juggling. This disrupted
continuity and made it harder for the
intern to structure the work into an
organised pattern and framework. The
organisation suggested moving them
to a more project-based team with
more structured working patterns.
They were able to complete work more
systematically and with less disruption
in workflow. The organisation learned
through the internship and adapted
its approach to ensure it avoided
assumptions in its communications about
how work should be handled and was
giving clear, unambiguous instructions.
• At another organisation, someone in the
Facilities team with autism found some
parts of the role difficult (technology).
These aspects were taken away and
other people did more of them. In return
the person did more of the others’ work
in areas with no difficulty (physical and
administrative aspects).
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Other examples of changes to job role/tasks put in place:

Adaptation

How can this remove barriers?

Role changes

Autistic spectrum disorder (formerly
known as Asperger’s Syndrome),
dyspraxia and anxiety, PTSD –
may require a different working
environment to work to people’s
strengths and avoid triggers that
create substantial stress. This could
be temporary or more permanent.

• Move from front of house dealing with clients and
isolated working, to a team environment
• Temporary assignment to advisory/know-how work
(and away from client facing) during phased return
• Transfer from fee earning/client facing role to
professional support lawyer, business services or
internal role
• Removal of capability for inbound calls for somebody
with complex post-traumatic stress disorder
(‘PTSD’)

Work allocation adjusted whilst person gets used to
different ways of working with new technology

Work allocations should be reviewed
where new systems, technology or
software are introduced to ensure
that any barriers are addressed
as they arise, without people
falling behind on targets and being
penalised for this.

Management

Examples of different treatment to
achieve equity.

• Additional supervision, training or mentoring
• Modification of disciplinary or grievance procedures
• Adjusting redundancy criteria so that someone is
not selected unfairly for a reason relating to their
disability

Ways of working
• Divide pieces of work into smaller tasks and goals
• Plan for uninterrupted work time, e.g. ‘do not
disturb’ signs

For those with concentration issues
(such as ADHD) and/or depression
and anxiety.

• Use alarms/memory aids to remind people of tasks
• Allow breaks for stress management techniques
• Assist prioritisation of tasks

The Law Society of England and Wales
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Changes to billable hours/targets
Billable hours have repeatedly been raised as a
barrier for disabled employees and it was a key
issue that came up in the ‘Legally Disabled?’
research. Performance or charges could instead
be measured by outputs or projects completed.
Smaller organisations do this more than larger
organisations, but it does not appear to be
widespread.
Billing on a projects/outputs basis also helps
manage clients’ expectations.
If targets are being adjusted, these should be
realistic and acknowledge ‘unseen’ elements.
Generally, those working five days a week will
only meet their targets by working longer than
9-5. If a disabled person must work 9-5, then
agreeing to them working four days a week
should mean a reduction in target of more than
80%. Otherwise, promotion may depend on
meeting a target that can never be met.
Also consider that different tasks take
different amounts of time for neurodivergent
people. For example, individuals with ADHD
often struggle with executive function and so
will find administrative-type tasks, and those
that they do not find ‘interesting’, harder and
more time-consuming. However, they may also
be extremely skilled and quick at legal research.

Particular examples of changes to
billable hours/targets put in place:
• An employee at DWF with dyslexia
and dyspraxia had completed an
Occupational Health assessment
as well as a review of their billable/
chargeable hours. Even with the
support of software like Dragon,
certain tasks were taking them longer,
which was having an impact on their
figures. DWF looked at an average
over a period of time to work out
what would be a fair and reasonable
compromise.
• At Mills & Reeve a partially sighted
solicitor needed additional time to
work through documents (using an
IT package). The firm suggested
reducing their billable hours target to
take account of this. There were no
issues with other colleagues regarding
this.
• There are no billable targets at
Slaughter and May. Time is still
recorded and contribution picked up
by Partners and supervisors on an
ongoing basis.
• At another organisation there are
reduced billable hours for ongoing and
episodic medical conditions.
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Disability equality/awareness
training or talks for colleagues
General neurodiversity and disability equality/
awareness training, including an understanding
of the social model of disability (see Note
on Terminology), can be useful for reframing
how people think and talk about disability.
It supports the recognition that addressing
disabling barriers and improving access is a
collective responsibility, not an individual one.
Such training is best delivered by disabled
people who are experienced in this.
Additionally, it is useful for key people such
as HR professionals and senior managers to

receive more specific training to improve their
understanding of reasonable adjustments,
access audits, Equality Impact Assessments (if
applicable to your organisation) and processes
for providing support.

Herbert Smith Freehills found that
educating the broader team helped when
an individual with autism found it easier
to communicate/receive instructions in
writing, rather than in person or on the
phone.

At Julie West Solicitors the wider team
was educated on a colleague’s autism
(with their consent). This also helped
the individual consider when to use
oral or written communication in ways
that would be easier for them and their
clients.
There are examples from the ‘Legally
Disabled?’ research of training for teams
to improve understanding of dyslexia and
effective strategies for communicating and
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organising information. The training resulted
in colleagues taking up those strategies to
improve their own work.

‘Legally Disabled?’ found that a
wheelchair user who needed sole
access to the accessible toilet on their
floor found that colleagues thought
it was fine to use the toilet, not
understanding that they may need
urgent access. The individual had to
disclose personal information in order to
educate colleagues. Examples like this
demonstrate the importance of creating
a culture of inclusion and respecting
access requirements without demanding
the reasoning behind the requests. Unless
an individual chooses to discuss it, it is
not necessary for all colleagues to know
what someone’s impairment or health
condition is in order to respect and
support access requirements. Training
would have mitigated the need for the
person to disclose.

Other examples of disability awareness/
equality training or talks for colleagues
put in place:
• Intranet pages – signposting to
support and training
• Organisation-wide training on values,
particular impairments, including
facilities and events staff
• Team talks – delivered by individuals
(including senior disability champions)
or organised by staff networks
• Expert discussions on neurodiversity
or the individual conditions
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Provision of a personal assistant
or similar support
A number of organisations have provided
personal assistants for disabled employees.
This could provide practical support such
as navigating places, especially if meeting
clients or attending court, carrying bundles or
supporting administrative tasks, proofreading
documents, supporting time management and
taking phone calls or reading out inaccessible
information or documents.
If a PA or similar support is provided as a
reasonable adjustment, it is important that
their time is ring-fenced for the individual
needing their support; they should not
be viewed as part of a general pool of
PA resource. Organisations should avoid
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unilaterally making changes to this support
(e.g. asking that PA to subsequently support
multiple other fee earners) without prior
consultation with the individual that relies on
that support.
Provision of speech-to-text reporters, BSL
interpreters, communication support workers
or lip speakers require qualified and trained
professionals. Costs may be covered by the
Access to Work scheme.
All assistants and companions are informed
about the importance of confidentiality and
this is reiterated at the start of every meeting.
Sometimes they have been asked to sign a
one-page confidentiality agreement, similar to
that required from temporary contractors.
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Particular examples of provision of a personal assistant or similar general support put
in place:
• A legal assistant was employed
by Freeths to work with a visually
impaired employee. They guided when
visiting clients, read documents that
were inaccessible by screen reader
and prepared file bundles.
• One organisation arranged a personal
assistant for an employee with sight
loss and they also joined them on their
overseas secondment. Such assistants
can double check any documents for
spelling or formatting errors, before
sending out internally or externally.

• Herbert Smith Freehills employed an
additional admin assistant to support
an employee with a musculoskeletal
condition.

• Allen & Overy allowed a family
member to accompany an employee
to a formal meeting as they suffered
from stress and anxiety and did not
want support from a work colleague.
• One organisation paired someone
with a ‘buddy’ who had the same
neurodivergent condition as them. The
buddy was in a senior role and able to
guide them in the workplace and deal
with specific questions.
• Travel buddies at another organisation
helped with logistics and safety when
necessary for travelling.
• General support if needed to access
certain parts of the premises.

Service/assistance animals
Animals may assist people who are blind/
visually impaired, hard of hearing or experience
anxiety. The accessibility of service animals
is part of the reasonable adjustments for the
individual.
There should be provisions for a place in the
office for the animal and breaks for looking
after it. These should be factored in if the
individual has billable hours or other targets.
Colleagues should be educated that service
animals are not pets.
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Support for individuals
This guidance shows what is best practice for organisations and what
reasonable adjustments are already in place. As such, it should help
individuals in their discussions, and we are looking to do more work
in this area. Let us know your experiences and what further guidance
would be of most use to you.
In the meantime, see Citizens Advice25 for very
good practical advice to individuals on what to
consider, how to ask and what to do if refused
etc; and the resources listed in the Help and
Guidance section.
Also, see above (Financial and other support
for adjustments via Access to Work) for
further information on Access to Work. It is for
the individual to apply for this.

25 https://www.citizensadvice.org.uk/work/discrimination-at-work/taking-action/asking-your-employer-for-changes-to-help-

if-youre-disabled/
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Sources, help and guidance
ACAS

Jane Hatton

https://www.acas.org.uk/reasonableadjustments

A Dozen Brilliant Reasons to Employ Disabled
People (2017)

Business Disability Forum

A Dozen Great Ways to Recruit Disabled People
(2020)

Report on the experience and outcomes of
adjustments – https://businessdisabilityforum.

org.uk/policy/the-great-big-workplaceadjustments-survey-2019-20/

Disabled People’s Organisations
See the list in the ‘Easy Wins and Action points
for disability inclusion’ resource mentioned
below. Also, the following will have details of
various DPOs:
Disability Rights UK

https://www.disabilityrightsuk.org/
Disability Wales

https://www.disabilitywales.org/about/

Equality and Human Rights Commission

‘Legally Disabled?’/Cardiff University
Business School
Initial report (Full) (January 2020) –
http://legallydisabled.com/wp-content/
uploads/2020/01/Legally-Disabled-full-reportFINAL.pdf
Initial report (Executive summary and
recommendations) –
http://legallydisabled.com/wp-content/
uploads/2020/01/Cardiff-uni-Legally-DisabledExecutive-Summary-A4-FINAL.pdf
Covid-19 report (October 2020) –
http://legallydisabled.com/wp-content/
uploads/2020/11/Covid-report-TLS-Oct-2020FINAL.pdf

https://www.equalityhumanrights.com/en/
multipage-guide/employing-people-workplaceadjustments

Solicitors Regulation Authority

https://www.equalityhumanrights.com/en/
multipage-guide/employment-workplaceadjustments

https://www.sra.org.uk/sra/how-we-work/
reports/reasonable-adjustments/

https://www.equalityhumanrights.com/en/
publication-download/employment-statutorycode-practice

HM Government
Statutory guidance on the definition of
disability – https://assets.publishing.service.

gov.uk/government/uploads/system/uploads/
attachment_data/file/570382/Equality_
Act_2010-disability_definition.pdf

The Law Society of England and Wales

Report on reasonable adjustments in the
provision of legal services –

The Law Society
‘Easy wins and action points for disability
inclusion’ –

https://www.lawsociety.org.uk/topics/lawyerswith-disabilities/easy-wins-and-action-pointsfor-disability-inclusion
Lawyers with Disabilities Division

lawyerswithdisabilities@lawsociety.org.uk
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