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Introduction 

Work-related hearing loss remains one of the most common occupational health 

conditions in the UK. Considerable progress has been made through noise risk 

assessments, engineering controls, hearing protection, health surveillance and 

education. These measures have prevented countless cases of avoidable hearing 

damage. However, an important part of the journey often receives far less attention: 

supporting employees once permanent hearing loss or tinnitus has been identified. 

 

The Health and Safety Executive estimates that around 15,000 people each year have 

hearing problems caused or made worse by work. For many of those individuals the 

diagnosis is not the end of the story. They still have valuable skills, knowledge and 

experience that employers cannot afford to lose. 

Prevention is only one stage 

Occupational hearing conservation programmes are rightly centred on prevention. Yet 

even in organisations with excellent controls, some employees will develop hearing 

loss because of historic exposure, age-related changes or other causes. Others join 

the workforce with an existing hearing impairment. 

 

The challenge then shifts from preventing damage to enabling people to work safely, 

confidently and productively. 

The gap after diagnosis 

A hearing test can confirm that hearing has changed, but it rarely explains how that 

change affects an individual's working day. Difficulties may arise in meetings, 

telephone calls, hybrid working, customer conversations, emergency alarms or 

understanding speech in busy environments. Without practical support, capable 

employees can lose confidence, withdraw from discussions or consider leaving work 

unnecessarily. 

A workplace-centred approach 

Effective support begins with understanding the employee's role rather than focusing 

solely on the diagnosis. A workplace assessment considers the tasks performed, 

communication demands, technology used, physical environment and any barriers 



preventing someone from working effectively. Recommendations should always be 

proportionate, practical and tailored to the individual. 

Examples of reasonable adjustments 

Adjustments may include improving room acoustics, reducing background noise, 

introducing live captions, optimising meeting layouts, providing visual alerting systems, 

selecting compatible assistive listening technology, reviewing telephone solutions and 

ensuring emergency procedures remain accessible. In many cases, simple 

communication strategies and manager awareness have as much impact as specialist 

equipment. 

Working together 

The strongest outcomes are achieved when employers, occupational health 

professionals, occupational hygienists, line managers and specialist workplace 

assessors work collaboratively. Each brings a different perspective. Occupational 

hygiene identifies and controls risk, occupational health advises on health implications, 

while workplace assessment focuses on practical solutions that allow an individual to 

perform their role effectively. 

Why employers benefit 

Supporting employees after hearing loss has been identified is not only about 

compliance with the Equality Act 2010. It also helps organisations retain experienced 

staff, reduce recruitment costs, improve wellbeing and demonstrate an inclusive 

culture. Employees who receive timely support are often able to remain productive with 

relatively modest adjustments. 

Looking ahead 

As the workforce ages and organisations place increasing emphasis on retaining 

experienced employees, post-diagnosis support deserves to become a routine part of 

hearing conservation. Prevention will always remain the priority, but prevention alone is 

not enough. By recognising the next stage in the journey, employers can ensure that 

hearing loss does not unnecessarily become a barrier to employment or career 

progression. 

Conclusion 

A successful hearing conservation programme should not end when hearing loss is 

detected. It should continue by ensuring that employees receive the practical support 

they need to remain safe, engaged and productive. This approach complements 

existing occupational health and health and safety practice while delivering meaningful 

benefits for both organisations and their people. 
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Further information: 

https://visualisetrainingandconsultancy.com/workplace-assessments/hearing-loss-

workplace-assessments/ 
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