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On Nov. 9, the Equal Employment Opportunity Commission (EEOC) published its
final regulations implementing the Genetic Information Nondiscrimination Act of 2008
(GINA). GINA is meant to prevent misuse of emerging genetic testing. Title II of GINA
applies to employers with 15 or more employees, preventing them from actively
seeking out or using genetic health information for discriminatory purposes.
According to the law and corresponding regulations, genetic information includes
information from an employee or an employee's family member's genetic tests or
requests for genetic tests. It also includes the employee's family medical history.
Genetic information does not include information such
as age, gender, race or ethnicity. Title II of GINA is
RELATED ITEMS
enforceable through the procedures and remedies of
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Title VII of the Civil Rights Act of 1964. Title II also
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Using genetic health information in making employment
decisions may not be of great concern to many
individuals right now, but Congress enacted GINA to
ensure that people feel comfortable using genetic
testing and to protect against family medical histories
affecting employment status. According to the regulations, GINA serves to prevent against situations such as an
employer reassigning an employee to a lower stress position because the employee has a family history of heart
disease. Also, GINA can protect against an employer using knowledge of an employee's family history of
Alzheimer's disease in decisions about health insurance coverage.
The EEOC regulations clarify when an employer has violated GINA. For the most part, an employer cannot request
or require genetic information. "Requesting" genetic information includes not only just asking an employee for
information, but also more passive means of seeking out the information. This includes conducting Internet searches
likely to produce results showing genetic information, actively listening to third party conversations, or purposefully
asking about an employee's health status in such a way that would be likely to elicit genetic health information.
Therefore, while an employer may legitimately ask an employee how his mother's cancer treatment is going, the
employer may not ask probing follow-up questions about whether anyone else in the family has had cancer
screenings. And an employer may conduct an Internet search for an employee's name, but not the employee's
name and "heart disease."
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Congress also provided an exception for "water cooler" conversations, allowing that an employer does not run afoul
for learning family medical history from casual conversations with employees. The EEOC regulations extend this to
include any genetic information, as it is perceivable that employees may discuss genetic issues beyond family
medical history, such as going for genetic testing.
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The EEOC clarified that an employer is not in violation of the law by learning genetic health information from such
means as a Facebook update. If someone has permission to see a social networking website profile, there is no
violation of GINA for learning information from that profile. Thus, if an employee is "friends" with his or her boss on
Facebook or other social networking sites, and that employee posts health information and the boss sees it, the
boss has not violated the law. But if an employer learns the information as a result of actively searching the Internet
for information or by using someone else's LinkedIn login information to view an employee's profile, there has been
a GINA violation.
Recognizing the vast sources of media and information available to employers, the regulations find no violation of
the law if genetic information is learned through publicly and commercially available means, such as newspapers,
television and books. These means do not include court records or medical databases. To avoid claims of
deliberate searches, employers should ensure that, if they are engaging in an activity that may produce employee
health information, they are using publicly available resources and have the proper permissions to be viewing the
material.
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The regulations discuss more specific situations, such as employers providing health and wellness programs that
require providing medical histories and information. These appear to be fine, as long as the employee can choose
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not to respond to questions that would reveal private genetic health information. The regulations provide
suggestions on how to handle being able to provide appropriate services to individuals with a genetic medical
condition or history without hampering employee privacy.
Because there are legitimate reasons for an employer to request an employee's medical information, the regulations
provide a safe harbor for an inadvertent receipt of genetic information. Thus, GINA does not change an employer's
ability to request medical documentation for such things as an employee trying to take a leave under the Family and
Medical Leave Act (FMLA) or an employee requesting an accommodation under the Americans with Disabilities Act
(ADA). A receipt of genetic information in response to a legitimate medical request is not unlawful — if the employer
warns individuals and health care providers from whom they are seeking medical documentation not to provide
genetic information. Thus, employers should revise their relevant forms and procedures accordingly. The EEOC
regulations provide sample language for this.
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It is possible that employers already have genetic information in employee files. GINA does not require that this
information be purged, however the law still applies to that information. Therefore, that genetic information cannot
be used in making employment decisions. Employers should be advised to ensure medical information — such as
that received for purposes of ADA accommodations — is in confidential separate files and not in the general
personnel files, if it needs to be kept at all.
An employer has violated GINA by merely requesting genetic health information, as well as using that information —
even if discovered unintentionally — in employment decisions. Employers need to be advised about what types of
medical information they are permitted to ask for, and what constitutes a wrongful acquisition of genetic information.
Particularly because genetic information can be discovered inadvertently, it is important that employers understand
what is and is not lawful under GINA. Information about GINA and the EEOC regulations can be found on the EEOC
website, www.eeoc.gov. The EEOC has also authored an instructive and helpful guide titled "Questions and
Answers for Small Businesses: EEOC Final Rule on Title II of the Genetic Information Nondiscrimination Act of
2008" with which employers and employees would be wise to familiarize themselves. The new regulations provide
significant guidance for practitioners, however, GINA will assuredly provide fertile ground for litigation as the law
unfolds. •
Jeffrey Campolongo is the founder of the Law Office of Jeffrey Campolongo, a boutique firm focusing on employee
rights and counseling aspiring and established entertainers. He can be reached at jcamp@jcamplaw.com or 215592-9293.
Jennie Maura McLaughlin works on employment discrimination and workers’ compensation cases for the Law
Office of Jeffrey Campolongo and the Law Office of Christian Petrucci.

Subscribe to The Legal Intelligencer

Print

Share

Email

Reprints & Permissions

Post a Comment

From the Law.com Network

http://www.law.com/jsp/pa/PubArticlePA.jsp?id=1202475662173

Page 2 of 3

EEOC Issues Regulations on Genetic Information

Discovery Infocenter
A highly efficient discovery
process translates to a high
quality response. Access
featured discovery articles,
whitepapers, interviews, and
webcasts to improve your
discovery process and
performance. Learn More.

8/7/11 9:29 PM

Calif. Law on Collecting
DNA From Arrestees
Ruled Unconstitutional
Wells Fargo Sued Over
Reverse Mortgages

Bacardi's 'Havana Club'
not false advertising
Gov. Rick Scott rejects two
sets of JNC nominees

Superior Court Backlogs
Swell, in Part Fueled by
Steady Rise in Mass Torts
ABA Panel Suggests
Attorney Discipline Be
Wrested From District
Committees

The 2011 Electronic AmLaw
200
These reports have become the
industry standard for
determining benchmarks for
success within law firms.

THE LEGAL INTELLIGENCER
HELP & INFORMATION CENTER Customer Service | Submit An Article | Submit A Verdict | Letters to the Editor | PICS Order Form
THE LEGAL INTELLIGENCER.COM About Us | Contact Us | Privacy Policy | Terms & Conditions
SUBSCRIBE Click Here For Subscription Options
ADVERTISE Place An Ad | View Jobs | View Real Estate Listings | View Experts | Professional Announcements | Editorial Calendar
OTHER RESOURCES Events | Reprints & Permissions | Legal Products | Retail Marketplace | Public Notices | RSS Feed

LAW.COM

ALM REGIONAL

DIRECTORIES

BOOKS & NEWSLETTERS

EVENTS & CONFERENCES

Newswire
Special Reports

Connecticut Law Tribune
Daily Business Review (FL)

ALM Experts
LegalTech® Directory

Best-Selling Books
Publication E-Alerts

ALM Events
LegalTech®

International News
Small Firms
Lists, Surveys & Rankings

Delaware Law Weekly
Daily Report (GA)
The Legal Intelligencer (PA)

Law Journal Newsletters
LawCatalog
Law Journal Press Online

Virtual LegalTech®
Virtual Events
Webinars & Online Events

Legal Blogs
Site Map

New Jersey Law Journal
New York Law Journal

ALM NATIONAL

GC New York
New York Lawyer

In-House Law Departments at the
Top 500 Companies
New York's Women Leaders in the
Law
Corporate Counsel: Best
Lawyers® Annual Guides

The American Lawyer
The Am Law Litigation Daily
Corporate Counsel

The Recorder (CA)
Texas Lawyer

The American Lawyer: Best
Lawyers® Annual Guides
The National Law Journal
Leadership Profiles

Law Technology News
Minority Law Journal
The National Law Journal

Insight Information

RESEARCH
ALM Legal Intelligence
Court Reporters
MA 3000
Verdict Search
ALM Experts
Legal Dictionary
Smart Litigator

REPRINTS
Reprints

ONLINE CLE
CLE Center

CAREER
Lawjobs

About ALM | About Law.com | Customer Support | Reprints | Privacy Policy | Terms & Conditions
Copyright 2011. ALM Media Properties, LLC. All rights reserved.

http://www.law.com/jsp/pa/PubArticlePA.jsp?id=1202475662173

Page 3 of 3

