
Yes, the ADA supports an employer requesting medical documentation from an employee who has been 
out of work due to being infected with COVID-19. It is an acceptable practice because it is not disability-
related in nature. 
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As long as the COVID-19 viral test is considered to be “job-related and consistent with business 
necessity” then it is permissible in the workplace. The viral testing must be consistent with the most up 
to date CDC guidance, and this will allow it to meet the ADA’s “business necessity standard.” 
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As mentioned on the previous slide, the COVID-19 viral test is permissible under the ADA regulations as 
long as it is considered to be “job-related and consistent with business necessity.” While the viral test is 
permissible in the workplace, the antibodies test is not permissible in the workplace. The antibodies test 
does not the meet the “job related and consistent with business necessity” under the ADA guidelines. 
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Medical information should not be kept inside of an employee’s personnel file. A separate file that’s 
maintained by management should be created that is strictly designated for confidential medical 
information. Any COVID-19 related information should be kept in this medical file. 
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Only designated employer officials should be privy to any confidential medical information. This 
information should not be communicated with anyone else in the workplace who does not need to know. 
Per ADA, all medical information should be kept strictly confidential. Also, management should be 
reminded that the number of personnel receiving this information should be limited in number. The name 
of the employee infected with COVID-19 should remain confidential at all times and only shared with 
those who may need to know this information. 
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Please keep in mind that while it is not a violation to discuss this information with other personnel, the 
designated personnel should only be considered as management. If this information is shared with others 
outside of management, it then becomes a violation of ADA guidelines. 
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Yes, an employer has authorization to inquire with the employee and even ask for supporting medical 
documentation of the disability. Per the ADA’s guidelines, a disability is defined as “a physical or mental 
impairment that substantially limits a major life activity, or a history of substantially limiting 
impairment.” 
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Yes, an employee could very well be entitled to receive additional or modified/altered reasonable 
accommodations during the COVID-19 pandemic, absent undue hardship. The employer should have an 
opportunity to speak privately with the employee to determine the basis for the new request. 
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Employees are not entitled to any accommodations under ADA without having a personal disability. 
Efforts for reasonable accommodations are to be made for the employee who has a disability and not on 
the basis of a family member who may be in the higher risk group for contracting COVID-19. Employers 
do have the option of providing flexibilities to employees requesting reasonable accommodations for 
these reasons; however, it should be noted that this could be considered unfair treatment under EEO 
guidelines since others may not be permitted to have these same accommodations made for them. 
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Employers should take the time to discuss with the employee the reason for the request and provide the 
modification or an alternative if feasible as long as it does not cause an undue hardship to the business. 
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The employer has the authority to have an employee to end his/her work day early due to experiencing 
symptoms related to COVID-19. The employer is following the guidelines of the CDC to ensure a safe 
and healthy working environment for others. The ADA will not interfere since these guidelines are per 
the CDC. 
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The supervisor, Ms. Brown, has violated the ADA’s regulations because this confidential information 
should only be shared with those in management on a need to know basis. The goal is to limit medical 
information from being shared with only the designated employer officials. The supervisor can interview 
those in Ella’s area where she sits; however, the name of the employee who has been infected with 
COVID-19 should not be shared with other employees. If the identity of Ella is revealed, ABC Company 
has violated ADA guidelines. 
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ABC Company is not required under ADA guidelines to provide accommodations for Eric due to the 
health status of his close family members because Eric does not have a personal disability. 
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The HR department will have to weigh out the pros and cons and all aspects of an employee’s disability. 
If it is determined that an employee is not using mitigating measures to deal with a disability, the 
employee could be subjected to termination.  
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The HR department is responsible for all ADA/ADAAA matters and issues. The HR department’s role is 
to be a leader, adviser, facilitator, liaison, and to maintain records. The supervisor/manager has the 
responsibility to contact the HR department concerning these matters. The HR department makes the 
determination for a reasonable accommodation. 
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Individuals that use illegal drugs are not protected under the ADA/ADAAA laws and regulations. 
The overconsumption of prescription drugs may be protected. 
Alcoholics have a responsibility to stay healthy. It’s important to remember that alcoholics and 
recovering alcoholics are not automatically denied protection because they may have an episode "fallen off 
of the wagon.” The HR department makes the determination if an individual is covered under the 
ADA/ADAAA. 
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Reasonable accommodations can result in changes to the work environment or the duties of the job. Some 
examples include: making facilities more accessible, job restructuring, modifying work schedules, 
opportunity to telecommute, acquisition or modification of the necessary equipment or devices used, 
providing qualified readers or interpreters, etc. The HR department provides the reasonable 
accommodation for an employee. It is important to remember that reasonable is not just what the 
employee wants or desires.  
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A reasonable accommodation would be for the employee to take leave and the type of leave to be taken. 
The HR department will be able to determine which is the best form of leave for the employee to take. 
The HR department is in charge; they have the final say. 
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An unreasonable accommodation can result in undue hardship, a safety threat, or possibly a direct threat. 
All options should be explored before making a final decision regarding a reasonable accommodation to 
prevent issues such as financial burdens placed on employers, a negative impact of the facility, or even an 
extremely high cost for the accommodation to be implemented. 
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