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Note: Equality Act 2010 relating to diagnosis of cancer. 

The Equality Act 2010 states that a person who has cancer is a disabled person (Schedule 1 para.6). 
This means that the person is protected by the Act effectively from the point of diagnosis. 

The Equality Act requires employers to make reasonable adjustments where necessary to a disabled 
person’s work or workplace in order to enable them to perform their role. 

In order to determine what adjustment may need to be made, a risk assessment should consider the 
foreseeable consequences of failing to put in adjustments. 

In the case of cancer patients, additional sickness due to fatigue, stress, anxiety, depression, or any 
combination of these, are foreseeable consequences and reasonable adjustments should seek to 
minimise the risks of these. Stress, anxiety, and depression may themselves fall under the remit of 
the Equality Act. 

Some examples of reasonable adjustments for cancer patients: 

Workload or assigned tasks: 
Reducing workload; assigning tasks to another person 
or exchanging tasks with another person; extending 
deadlines; redeployment to a less onerous role. 

Hours: 
Reduced hours; additional breaks; later starts to 
avoid heavy morning traffic; other flexible hours 
arrangements. 

Location of where work is carried out: Allowing some work from home either temporarily or 
permanently. 

Additional absence to attend medical 
appointments or sick leave consequent 
upon their condition: 

Disability leave (as covered by the University’s 
Disability Leave Policy). 

Long term sick leave (over 20 day period: 
Careful management of phased return; long periods 
may require re-induction or additional training 
updates. 

Any adjustment may be made on a temporary or permanent basis. Where adjustments are 
temporary, the need for their continuance, adjustment, or termination should be examined and 
decided at an agreed review date. 

An employer is expected to incur some costs in making the adjustments if necessary. What will be 
considered reasonable in law will depend on the size of the organisation and the resources available 
to it. The cost of recruiting a replacement for the disabled person if they were unable to continue 
working without the adjustments should be factored into the determination of what is reasonable. 

Where a worker has reduced hours, the issue of whether they continue on the full rate of pay is a 
matter of what is reasonable in each individual case. 


