
What you need to ensure when asking ques3ons about health or disability 
 

• In general, only ask a job applicant direct ques7ons rela7ng to health or disability on a 
monitoring form or covering le<er accompanying the applica7on pack. But don’t ask for this 
informa7on on the applica7on form itself.  

• Keep this document separate from the rest of the informa7on an applicant gives you about 
themselves. This will ensure that the informa7on is not used to discriminate unlawfully against 
an individual on account of disability.  

• The easiest way to make sure the informa7on about reasonable adjustments is not used in the 
wrong way – to exclude a disabled person from the applica7on process – is to make sure the 
person or people deciding which applicants to take through to the next stage of the process 
don’t see the monitoring form before making their decision.  

• If you are making this decision by yourself (for example, if your organisa7on is very small), then 
you must be careful not to let your knowledge of the fact an applicant needs reasonable 
adjustments influence your decision whether to take them through to the next stage. 

• During the recruitment process, do ask a ques7on to find out if a disabled person has access 
requirements that may need you to make reasonable adjustment.  

• You only have to make adjustments if you know, or could be reasonably expected to know, that 
a disabled person has applied or may apply for the job. But you must do all that can reasonably 
be expected to find out whether this is the case and what, if any, access requirements that 
need considera7on.  

• Do not use what the person says about reasonable adjustments to make any other decisions 
that are part of the applica7on process.  

• Example — An employer asks a specific ques7on when they invite job applicants for interview: 
‘Do you require any access provision because of an impairment?’ and offers to answer any 
ques7ons applicants have about the interview process to help them work out if they need to 
ask the employer for anything. The employer is also clear whether or not the interview will take 
place in a building with level access (i.e. if there are stairs, there are ramps or a liR) and if a 
hearing loop is available. This is the right sort of approach.  

• However, applicants are not obliged to disclose whether or not they are a disabled person and 
you will not be under a duty to make adjustments for access requirements. If at a later stage, 
they do disclose that they are a disabled person, you must then consider whether you can 
make reasonable adjustments to accommodate access. 


