Updated Guidance for Employers on Employee Return
to Work Post COVID-19

The U.S. Equal Employment Opportunity Commission (“EEOC”) has once
again updated its COVID-19 guidance to assist employers as they prepare
for employees to return to work. These updates focus on testing employees,
collecting and protecting medical information and disability accommodations.
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Employee Screening
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Reasonable Accommodations
The updated guidance also addresses accommodations
for employees who wish to telework. Employers are not
necessarily required to continue teleworking arrangements when the workplace reopens as an accommodation. While teleworking arrangements may be considered by the employer as a reasonable accommodation,

inate the essential functions of a job as an accommodation under the ADA.
The guidance encourages employers and employees to
be flexible and creative about what can be done for employees who need an accommodation to telework at
home and proposes that interim accommodations may be
appropriate.
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