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Description automatically generated]What are the risks of not properly dealing with long-COVID?
As long-COVID is classed under long term sickness, it is vital that organisations treat it as such. 
Due to long-COVID lasting for more than 12 months, within the UK Equality Act 2010, an illness or condition that lasts over 12 months can be classed as a disability. Therefore, employers need to be mindful of the potential inclusion of long-COVID within this (Addleshaw Goddard, 2021)
As per the Equality Act, employers should ensure that they are complaint with equality legislation and have measures in place that do not put those employees who are suffering from long-COVID at a disadvantage (Equality Act, 2010). 
If long-COVID is not treated as a disability when there are employees who have been suffering with the symptoms of it for a period longer than 12 months, it could be viewed as disability discrimination. Disability discrimination could come about in a number of ways. It could be because of: 
· The treatment of employees unfavourably because of something arising from the disability without clear justification. 
· Failure to implement reasonable adjustments for the employee when they are required. 
(Mahon, R 2021, Lecture: Disability discrimination & Family rights)
In order to ensure that these factors do not impact the workplace, employers should look at the specific facts within each long-COVID case that they receive from their employees as some cases will meet the criteria for disability (CIPD, 2021). 
Risk assessments should also be carried out when the employees with long-COVID do return to work. Depending on the nature of the work and the working environment, it would have to be decided whether it is safe enough and possible for them to return (CIPD, 2021). 





What is long-COVID?
Long-COVID is presenting itself as a significant concern as it is the lasting effects of having COVID-19. As everyone recovers differently some are affected by these longer lasting symptoms. It can be defined as symptoms that have continued for weeks or months after the initial infection has gone. These symptoms are continuous and there is no other alternative diagnosis given to explain the symptoms (CIPD, 2022).  (Image: Public Health England, 2021)
What are the symptoms? 
· Extreme fatigue 
· Shortness of breath 
· Chest pain and tightness of chest 
· Insomnia 
· Confusion or ‘brain fog’ 
· Dizziness 
(NHS, 2022)



Management guide: 
Long-COVID

How can employers help employees affected by long-COVID?
There needs to be a greater amount of flexibility introduced into the absence policy to take into account that once an employee has had COVID and returns to work, that they are not automatically back to full health. It has been found that a standard four-to-six-week phased return to work may not be substantial enough without triggering a relapse due to long-COVID (Howlett, 2021).  
Employers should follow the guidance that has been provided from ACAS when dealing with long-COVID. 
· Make reasonable adjustments for the employees to support them with their symptoms whilst they are at work. 
· Make adjustment to the employee’s duties where they are needed and possibly share their role with another employee to help.
· Support a longer phased return to work period.  
· Allow a working from home option.
· Discuss with the employee about getting an occupational health assessment. 
(Acas, 2022)
By using these suggestions it will ensure that the employees affected feel supported by their employer and that the organisation is following the appropriate steps to make sure that they are compliant with dealing with long-COVID. 
Making adjustments for employees: some examples
1. If an employee is working very long hours in order to keep up with the demands of their role and is suffering from long-COVID, the role of this person could be reduced and shared between another employee to take the pressure of the person who is suffering (Acas, 2022). If the employee is suffering from fatigue and brain fog it can make their role more difficult as they could be struggling to concentrate. Therefore, by reducing their workload by sharing it with another employee the work will still be completed and the employee suffering from long-COVID can take more time to recover. 

2. If another employee is finding it difficult to get to work on time and complete their working hours due to the lasting effects of having coronavirus, one of the above adjustments can be made to help support them continuing to come to work.  This can be done through measures such as altering their start and finish times to allow for them to get into work on time. Another solution to this is to reduce their work hours so that they are not overworking themselves and make their health worse.  Flexible working could also be used in this scenario as they employee will still be completing their workload but will not have to worry as much about being able to make it into work on time and struggle with their current working hours (Acas, 2022). 

3. If an employee is suffering from fatigue because of long-COVID and their job role requires them to operate heavy machinery it should be assessed whether or not this person is able to use this equipment (Acas, 2022). If the assessment confirms that this employee is able to use the machinery, the employer could still make adjustments to ensure that the employee does not overwork themselves. This could be achieved by introducing more breaks to give a greater rest period or days off between workdays to allow for recovery. 
These are just some examples of how reasonable adjustments can be made for employees who are suffering with the symptoms of long-COVID and enable them to continue to do their jobs. 

[image: How We Are Responding to COVID-19 - M. J. Murdock Charitable Trust]Image: (Murdock, 2020) Overall, long-COVID is an ongoing illness affecting people after they have had coronavirus and it should be taken seriously when there are employees having to deal with the effects of it. Employers should ensure that they are following the correct producers and have support in place for these employees.
As long-COVID is a new situation for employers to deal with, the guidance around dealing with it could change and employers should seek to keep up to date with relevant information and updates. If further guidance is required about long-COVID there are options to discuss with ACAS directly for more support through their employer helpline:  0300 123 1100 (Acas, 2022). 







What to remember:
· Communication is important between the employee and employer when dealing with long-COVID situations at work. The employee who is suffering after having had COVID will need to ensure that they are also following the correct procedure to get the help that they need (CIPD, 2021). If they have any concerns or feel they are unable to return to work, this must be properly communicated to the employer to ensure that issues can be addressed, and the correct help is given. 

· Implement a long-COVID policy for employees that is clear and accessible so that the guidance is clear for everyone. Make sure that it is discussed with employee representatives and those who are currently directly affected to ensure that it is suitable (Caluori, 2021).

· Use the support that is provided by Occupational Health in assessing the capabilities of those impacted by long-COVID, especially if the nature of work involves operating machinery or heavy lifting. The assessments can also help the employee in managing and recovering from their symptoms (The Society of Occupational Medicine, 2021).
·  Failing to acknowledge that long-COVID is a form of sickness and/or disability and failing to provide help and support for the employee could potentially lead to an employment tribunal for not acting correctly (people management website). The supporting of employees when they are sick should be a priority, if not, this could lead to greater issues with workforce relationships, employee engagement, and overall productivity (Owen, 2020). 
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