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COVID-19	Vaccinations:		EEO	Overview	

K.1.   Under the ADA, Title VII, and other federal employment 
nondiscrimination laws, may an employer require all employees physically 
entering the workplace to be vaccinated for COVID-19?    (5/28/21) 

The federal EEO laws do not prevent an employer from requiring all employees 
physically entering the workplace to be vaccinated for COVID-19, subject to 
the reasonable accommodation provisions of Title VII and the ADA and other EEO 
considerations discussed below.  These principles apply if an employee gets the 
vaccine in the community or from the employer.    

In some circumstances, Title VII and the ADA require an employer to provide 
reasonable accommodations for employees who, because of a disability or a 
sincerely held religious belief, practice, or observance, do not get vaccinated for 
COVID-19, unless providing an accommodation would pose an undue hardship on 
the operation of the employer’s business.  The analysis for undue hardship 
depends on whether the accommodation is for a disability (including pregnancy-
related conditions that constitute a disability) (see K.6) or for religion (see K.12).  

As with any employment policy, employers that have a vaccine requirement may 
need to respond to allegations that the requirement has a disparate impact on—or 
disproportionately excludes—employees based on their race, color, religion, sex, or 
national origin under Title VII (or age under the Age Discrimination in Employment 
Act (40+)).  Employers should keep in mind that because some individuals or 
demographic groups may face greater barriers to receiving a COVID-19 vaccination 
than others, some employees may be more likely to be negatively impacted by a 
vaccination requirement. 

It would also be unlawful to apply a vaccination requirement to employees in a way 
that treats employees differently based on disability, race, color, religion, sex 



(including pregnancy, sexual orientation and gender identity), national origin, age, or 
genetic information, unless there is a legitimate non-discriminatory reason. 

K.2.   What are some examples of reasonable accommodations or 
modifications that employers may have to provide to employees who do not 
get vaccinated due to disability; religious beliefs, practices, or observance; or 
pregnancy?  (5/28/21) 

An employee who does not get vaccinated due to a disability (covered by the ADA) 
or a sincerely held religious belief, practice, or observance (covered by Title VII) 
may be entitled to a reasonable accommodation that does not pose an undue 
hardship on the operation of the employer’s business.  For example, as a 
reasonable accommodation, an unvaccinated employee entering the workplace 
might wear a face mask, work at a social distance from coworkers or non-
employees, work a modified shift, get periodic tests for COVID-19, be given the 
opportunity to telework, or finally, accept a reassignment.  

Employees who are not vaccinated because of pregnancy may be entitled (under 
Title VII) to adjustments to keep working, if the employer makes modifications or 
exceptions for other employees.  These modifications may be the same as the 
accommodations made for an employee based on disability or religion. 

K.3.  How can employers encourage employees and their family members to 
be vaccinated without violating the EEO laws, especially the ADA and 
GINA? (5/28/21) 

Employers may provide employees and their family members with information to 
educate them about COVID-19 vaccines, raise awareness about the benefits of 
vaccination, and address common questions and concerns.  Also, under certain 
circumstances employers may offer incentives to employees who receive COVID-
19 vaccines, as discussed in K.16 – K. 21.  As of May 2021, the federal government 
is providing vaccines at no cost to everyone ages 12 and older. 

There are many resources available to employees seeking more information about 
how to get vaccinated: 

• The federal government’s online vaccines.gov site can identify vaccination 
sites anywhere in the country (or https://www.vacunas.gov for 
Spanish).  Individuals also can text their zip code to “GETVAX” (438829) – or 
“VACUNA” (822862) for Spanish – to find three vaccination locations near 
them. 

• CDC’s website offers a link to a listing of local health departments, which can 
provide more information about local vaccination efforts. 



• In addition, the CDC offers background information for employers about 
workplace vaccination programs. The CDC provides a complete 
communication “tool kit” for employers to use with their workforce to 
educate people about getting the COVID-19 vaccine.  (Although originally 
written for essential workers, it is useful for all workers.)   See CDC’s 
Essential Workers COVID-19 Toolkit.  Employers should provide the contact 
information of a management representative for employees who need to 
request a reasonable accommodation for a disability or religious belief, 
practice, or observance or to ensure nondiscrimination for an employee who 
is pregnant. 

• Some employees may not have reliable access to the internet to identify 
nearby vaccination locations or may speak no or limited English and find it 
difficult to make an appointment for a vaccine over the phone. The CDC 
operates a toll-free telephone line that can provide assistance in many 
languages for individuals seeking more information about vaccinations: 800-
232-4636; TTY 888-232-6348.  

• Some employees also may require assistance with transportation to 
vaccination sites. Employers may gather and disseminate information to their 
employees on low-cost and no-cost transportation resources available in 
their community serving vaccination sites and offer time-off for vaccination, 
particularly if transportation is not readily available outside regular work 
hours. 

 
 


