
Rules for employers
on making changes for employees
who have disabilities.

A guide to our 

rights at work.

This is a Code of 

Practice.
Written rules about 

what to do at work.

It helps employers 

make reasonable 

accommodations.
Changes making things 

fairer for people with a 

disability.

It helps employers 

and employees.
People paying for a 

job or service and 

people paid for a job 

or service. 1



Introduction

We are an independent service.  We help look after 

the human rights and equality of everyone in 

Ireland.

Human rights are rights that every person has.  For 

example, the right to be alive and have an education.

Equality means treating people fairly.  It means 

making sure everyone has the same chances in life.

Irish Human Rights and Equality Commission 

Code of Practice

Sometimes people with a disability find it hard to 

• get work

• keep working

• or move forward in their job.

This is a problem.  It can make them feel like they 

are not important or respected.

Employers can make changes so things are fairer 

for people with a disability.  These changes are 

called reasonable accommodations.

We have written down rules to help employers 

follow the law at work.  These rules are called a 

code of practice.

Our rules say

• what changes employers need to make

• what are fair changes in a place of work

• and what to do if people are not happy with 

changes.
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Employers need to follow our written rules. The 

rules can be used differently for different work 

places. For example, because of the size or way of 

working of the business or organisation.

They must still make sure they follow employment 

equality law.  

These rules are for employers.  People who pay for 

a job or service.

The rules cover jobs with a contract of employment.

A contract of employment means any agreement 

where a person says they will do work or give a 

service.

The contract does not need to be in writing.  It can 

be said or suggested.

The law also covers people who are not normally 

called ‘employees’.  This means there are lots of 

employers that should make reasonable 

accommodations.

These rules can be used as evidence.  For 

example, in court.

The rules have been agreed by the Minister for 

Children, Equality, Disability, Integration and Youth. 

Who are the rules for?
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It also includes people who have no disability.  If 

they are treated differently because of a relationship 

with a person who has a disability.

It includes a disability which

• you have now

• you used to have but do not have anymore

• you may have in the future

• doctors think you have.

Having a condition which makes a difference to the 

way you

• think

• feel

• make decisions

• see the real world

• or behave.

Employment equality laws says it includes the 

following.

Having part of your body or mind that does not fully 

work. This includes not having part of your body.

Having something in your body that makes you 

sick. This sickness may last a long time or make 

you sick over and over again.

Having part of you body that

• does not work 

• did not grow fully

• or has been harmed.

What is a disability?

Disability also includes anything that stops 

someone fully taking part in working life.  We call 

these things barriers. 4



Looking at barriers in society is called the social 

model of disability.

Examples of barriers are 

• buildings with no ramps

• the way people treat people with a 

disability. For example thinking people with 

disability cannot do certain things.

Employers need to think about barriers when 

making changes.

You cannot see some barriers.  For example, the 

way someone treats you because of your disability.
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Employees telling employers 
about their disability

You should help make all staff understand

• the rights of people with disabilities 

• the need for reasonable accommodations.

This is important. It will help staff be positive about

people who have disabilities.

Employees must tell you if they have a disability 

that could put them or others in danger.  This is the 

law.

People do not have to tell you that they have a 

disability. They may not tell you because they are 

worried you will treat them differently. This is called 

discrimination.

Employers do not have to ask employees if they 

have a disability.  But you should support and help 

people to feel like they can be open about their 

disability.

If you are not told about a disability and there are 

no signs then you cannot make reasonable 

accommodations.  You will not be in trouble with the 

law.

When people do not tell employers about a disability

Employers should look for signs that an employee 

has a disability.  You may know someone has a 

disability without being told. If there are signs you 

need to think about reasonable accommodations.  
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Making 
reasonable accommodations

You must do an assessment to look at needs.

Examples of reasonable accommodations are

• making changes to a building

• giving equipment to help a person do their job 

• allowing flexible working hours.

Reasonable accommodations do not include 

anything a person would normally get for 

themselves.

You do not have to talk to your employee about the 

reasonable accommodations you will make.

But talking to your employee will help you make the 

right accommodations. It will help you do a better 

job.

If employers know about the disability of an 

employee you must make reasonable 

accommodations. 

You must do this by law unless the cost is too big.  

This is called a disproportionate burden. 
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You must make reasonable accommodations

• as quickly as possible

• and for as long as they are needed. 

Big delays are the same as not making changes at 

all.

Employees should work with you to help make 

reasonable accommodations.

They should let the person with a disability

• access their job

• take part and move forward in their work

• do training.

Reasonable accommodations should work.
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Examples of reasonable 
accommodations

2. Giving people equipment or resources

For example, giving people

• helpful computer equipment

• a suitable desk or chair

• a larger computer screen.

3. Changes to how work is done

For example, changes to

• working hours or working patterns

• agreed ways to communicate

• who does what jobs

• working from home 

• allowing short breaks during the day instead of a 

long lunch break.

Employers do not have to create a new job.  They 

can share tasks out differently but not take away 

important parts of the job.

A person must be seen as able to do their job if 

they can do it with reasonable accommodations.

You do not have to hire or keep someone who 

cannot or will not do the job. 

Reasonable accommodations may be

1. Changes to a work building or office

For example, putting in

• a ramp

• an accessible toilet

• higher plug sockets.

Changes you do not have to make
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If there is a disproportionated burden the employer 

does not have to make changes.

The law sees if there is a disproportionate burden 

by looking at

• the cost of making changes

• how big the employer is

• how much money the employer has

• if there is funding that could help pay for 

changes

• if the reasonable accommodation would help 

other employees.

If the cost of making reasonable accommodations 

is too big it is called a disproportionate burden. 

Disproportionate Burden

10



Policies and procedures
Policies are rules about how things should be done.
Procedures say how to do things.

The policy should include the following.

You will keep what people tell you confidential. This 

means you will keep information private.

You will try to make sure your place of work can be 

accessed by all people. 

You will treat people who need reasonable 

accommodations as individuals.  Each person has 

different needs.

You will make sure all staff understand

• the rights of people with disabilities 

• the need for reasonable accommodations.

You will be aware of the needs of people with a 

disability.  You will be open and clear about making 

changes.

Employers need an up-to-date policy that says

• how it supports people who have a disability

• and how to ask for reasonable accommodations.

Policy
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You will make it clear that you will make reasonable 

accommodations unless it costs too much. Be clear 

how you will look at this cost.

You will look at what funding there is to help pay for 

reasonable accommodations.

You will work with employees to make good 

reasonable accommodations.  You will agree with 

them what information can be shared.

If things change or people are unhappy you will look 

at things again. 

You will keep looking at what reasonable 

accommodations people need in every part of their 

job. 

You will listen and make reasonable 

accommodations quickly.

You will have a clear and accessible procedure on 

what to do if

• you are told an employee has a disability

• you are asked to make reasonable 

accommodations.



A procedure about checking how accessible your 

place of work is and making changes.  

Up-to-date job descriptions.

A procedure about how to talk with employees 

about reasonable accommodations.

A procedure about training on and communication 

about disability.

A person whose job it is to talk with employees 

about

• making reasonable accommodations

• if changes are working

• what other changes are needed.

Disability awareness training.

You should have the following in place.

A procedure to say what to do if an employee tells 

you that they have a disability.  This should be 

accessible.

Procedures
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Complaints

An employee can complain if they think they have 

been discriminated against because of

• their disability

• or their relationship with a person who has a 

disability.

They should talk to their manager first.  If they are 

still not happy, they can follow the work complaints 

procedure. If they are still not happy, they can 

complain to the Workplace Relations Commission.

The law says discrimination is when a person is 

treated less well because they have a disability.

Discrimination can be direct or indirect. 

Direct discrimination is where a person with a 

disability is treated differently to a person without 

that disability. 

Indirect discrimination is where a rule for all staff 

affects the person with a disability more.  

The law says discrimination at work should not 

happen. This includes employers not making the 

right reasonable accommodations.

14



The employer will need to show if this is not true.  

Indirect discrimination complaints need employers 

to give good reasons for rules or systems.  For 

example, to look after the health and safety of 

employees.

Employers can show

• reasonable accommodations made

• reasonable accommodations not made because 

of cost.

Employers should not treat people badly because 

they are involved in a complaint. This is called 

victimisation. It is a crime. 

The person complaining must give information 

about their discrimination.  They must show that the 

information is true.  

This includes information to show

• they have a disability

• and they have been treated less fairly because 

of it.

Employers may use comparators.  These are 

people who do the same job as the employee with a 

disability.  The comparators should not have a 

disability or should have a different disability.  They 

will help you see if there has been  discrimination.

Showing if discrimination has happened

Victimisation
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The WRC might ask a mediator to help with the 

complaint.  They are an independent person who 

does not take sides.  They will try to fix the 

relationship between employee and employer.

There is a complaint form that you can fill in on the 

computer.  

• Complaints of discrimination or victimisation 

must be made within 6 months of it happening.  

Sometimes 12 months if there is a good reason.

• The person complaining must use the employers 

correct name. 

If mediation does not work, then the complaint will 

be investigated.  This can be done from what is 

written down in the complaint form. 

There is a service that deals with complaints about 

discrimination and victimization. It is called the 

Workplace Relations Commission (WRC). 

Their website gives information, advice and forms.

Workplace Relations Commission Complaints

The person complaining can have someone to 

speak for them.  For example, a union person or 

lawyer. 

If mediation works, then an agreement is made.  It 

is private and binding.  This means the law can 

make both employer and employee do what it says.
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Employers need to make

• decisions from the WRC happen within 56 days

• decisions from the Labour court happen within 

42 days. 

The courts can make this happen. 

The person complaining can ask a judge to make 

these decisions happen using the 

• Irish Human Rights and Equality Commission

• or a Trade Union.

If you are unhappy with the decision you have 42 

days to ask for the decision to be changed.  This 

must be done in writing. 

© Easy Read created by TILII Translates March 2022 all rights 
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At the hearing people who have information about 

the complaint may have to promise to tell the truth. 

When a decision is made it will be written down.  

This will be shared on the WRC website.

You can ask not to have your name on the decision.

The Labour Court will look at the complaint.  It will 

make a decision. If you are not happy with how the 

law has been used you can ask the High Court to 

look at the case.

Sometimes investigations use hearings. This is 

when people give information about the complaint. 

The hearing is open to the public. You can ask for 

the hearing to be private if you have a good reason.  


