ADA Compliance During COVID-19:
How to Manage People Calling in Sick
and Sending People Home
The Equal Opportunity Employment Commission (EEOC) has updated their Pandemic Preparedness in the
Workplace and the Americans With Disabilities Act to address COVID-19 concerns. As indicated by the EEOC, the
COVID-19 pandemic meets the direct threat standard, which means as an employer, you are expected to make
your best effort to obtain current public health advice, based on your location and business type, and then make
reasonable assessments of conditions in your workplace based on these conditions.
While we encourage ADA-covered employers to read the updated EEOC document, we also understand
employers are being overwhelmed with information right now. As your Employee Assistance Program (EAP), our
goal is to summarize pertinent information to make navigating the pandemic easier for your organization. We
know one of the pressing issues currently faced by employers, especially small businesses, is knowing how to
appropriately keep your workplace and employees healthy and safe.
Here are several EEOC recommendations for ADA-covered employers to follow with employees who are calling
in sick or coming to work sick. Keep in mind you must maintain all information about employee illness as a
confidential medical record in compliance with the ADA.
• You can ask employees if they are experiencing symptoms related to COVID-19 (fever, chills, cough, shortness of
breath, sore throat).
• You can send employees home if they display symptoms associated with COVID-19.
• You can ask employees about their symptoms to determine if they may have COVID-19, whether they are at work or
calling in sick from home.
• You can measure employees’ body temperature (people with COVID-19 may not have a fever).
• You can ask questions about travel, even if an employee shows no symptoms. You should follow the advice of the CDC
and state/local public health authorities regarding information needed to permit an employee’s return to the work
place after visiting a specified location, whether for business or personal reasons.
• You can require workplace infection-control practices, such as regular hand washing, coughing and sneezing
etiquette, proper tissue usage and disposal, and wearing personal protective equipment (mask, gloves, gowns).
Remember an employee with a disability needs a related reasonable accommodation under the ADA (e.g., non-latex
gloves, or gowns designed for individuals who use wheelchairs).
• You can encourage employees to work from home (remotely) for increased infection control. (Employees with
disabilities that put them at high risk for complications of COVID-19 may request telework as a reasonable
accommodation to reduce their chances of infection during a pandemic.) You cannot ask employees if they have other
health conditions or circumstances that may put them at greater risk of complications from COVID-19.
In summary, even during a pandemic, you must continue to provide reasonable accommodations for employees with
known disabilities that are unrelated to COVID-19. However, the EEOC acknowledges that the rapid spread of COVID-19
has disrupted normal work routines and may have resulted in unexpected or increased requests for reasonable
accommodation. While you should address these requests as soon as possible, the extraordinary circumstances of the
COVID-19 pandemic may delay discussing requests and providing accommodations where warranted. The EEOC
encourages employers and employees to use interim solutions to keep employees working as much as possible.
Visit ibhworklife.com (User name: Ma�ers Password: wlm70101), schedule services by ﬁlling in our contact form. Connect to a
counselor for free support services: 1-800-386-7055 (Available 24 hours a day, 7 days a week)

