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THE LAW & YOU 

 
ANTI-DISCRIMINATION LAWS THAT PROTECT 
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As society changes and evolves, the laws that define the 

boundaries within which we live also change and evolve. Particularly, 
as society increasingly recognizes and accepts the needs of particular 
classifications of persons, the lawmakers and the courts work harder 
to protect the civil rights of these individuals. Individual rights that 
may not have been protected in the past are now deemed to be 
protected civil rights and enforced through laws and decisions in 
federal government, as well as through state government and statutes. 
The most prominent of the civil rights laws include regulations that 
protect employees with disabilities from discriminatory practices, 
religious discrimination, national origin discrimination, and 
immigration discrimination. 
 

Disability discrimination occurs when a person with a particular disability is subjected to 
different or unequal treatment. While a disability can include a number of characteristics, the 
Americans with Disabilities Act (“ADA”) generally deems an individual to be disabled if he or 
she suffers from a physical or mental limitation that restricts a “major life activity”. Common 
disabilities can affect a person’s ability to walk, see, hear, speak, think, and learn. Consequently, 
discrimination against a disability can impact people’s ability to get an secure employment, get an 
education, obtain housing, gain public access to buildings, and utilize transportation services.  

 
Title I of the ADA covers regulations that require employers that employ fifteen or more 

employees to provide qualified individuals with disabilities an equal opportunity to gain benefits 
from all the opportunities that are available in an employment. Therefore, employers are barred 
from discriminating for activities including hiring, training, promotions, wages, and benefits. For 
example, if an employer offers health insurance coverage to all of its employees, an employer 
cannot deny a disabled employee equal access to health care coverage. However, it should be 
noted that the insurance carrier for the employer can place limitations on the medical expenses 
that are covered under the policies. The ADA also bars employers from making particular 
inquiries about possible disabilities before hiring an employee, and requires employers to make 
reasonable accommodations for a disabled employee who is otherwise qualified. If it is believed 
that an employer has engaged in discriminatory practices, a complaint can be filed with the Equal 
Employment Opportunity Commission within 180 days of the alleged discrimination action. If 
the complaint is filed with a state or local agency, it must be filed within 300 days of the alleged 
discrimination. 

 
Title II of the ADA requires state and local governments to offer disabled individuals an 

equal opportunity to gain the benefits of programs and activities such as employment, 
transportation, health care, education, public accommodations, and social services. State and local 
governments are required to ensure that reasonable access and accommodations are made for 
disabled persons in all public buildings and spaces. Complaints under Title II can be filed with 
the U.S. Department of Justice within 180 days of the alleged discrimination.   



 
Pursuant to Title VII of the Civil Rights Act of 1964, employers are prohibited from 

discriminating in activities such as hiring, firing, or promoting individuals based on their religious 
beliefs and practices. Title VII also requires employers to allow for reasonable accommodation of 
the religious practices of an employee, unless doing so would cause undue hardship on the 
employer. Accordingly, employers covered under Title VII must allow for flexible scheduling, 
job reassignments, and reasonable dress codes, unless doing so would cause the employer undue 
hardship.  

 
Individuals are also protected against discrimination by employers on the basis of 

national origin, race, color, or sex. Under Title VII of the Civil Rights Act of 1964, employers 
cannot discriminate against job applicants or employees based on their birthplace, culture, 
language, or participation in ethnic/religious groups. If an employee has a particular accent or 
speaking style, an employer covered under Title VII cannot bar employment unless it would 
negatively affect the employee’s job performance. Further, ethnic slurs or negative stereotypes 
can constitute harassment if those activities create an intimidating or hostile work environment 
and/or unreasonably interfere with an employee’s ability to perform his/her job duties. Lastly, 
employers covered under Title VII cannot require employees to speak only English unless it is 
shown that speaking English only is critical for conducting business and the employer has advised 
the employees of the rule. 

 
The Immigrant and Nationality Act prohibits employers from engaging in discriminatory 

practices against immigrants, many permanent residents, temporary residents, asylees, and 
refugees are protected from citizenship status or national origin discrimination. Employers with 
four or more employees may not hire, fire, recruit, or otherwise treat differently individuals who 
are or are not U.S. citizens or work authorized immigrants. Employers may not request additional 
or different documentation from certain individuals for employment eligibility and identification 
purposes, nor can employers utilize certain documents while negating other documentation. 
Finally, persons who file complaints against the federal government on grounds of discrimination, 
or who dispute procedures that may be characterized as unfair documentary practices are 
protected from possible retaliation.    

 
It should be noted that the Immigration Reform and Control Act of 1986 requires that 

employers possess documentation proving that the employees hired after November 6, 1986 are 
legally authorized to work in the United States. However, in conjunction with Title VII of the 
Civil Rights Act, employers cannot single out individuals for providing employment verification 
documentation. And, unless there are legal requirements for particular types of employment, 
employers cannot require employees to be U.S. citizens or give preferential treatment to U.S. 
citizens.     

 
If you or someone you know has been subjected to what may be discrimination in the 

workplace, it is very important to seek the advice of an attorney. An experienced attorney can 
assess the situation and offer legal assistance in any possible claims for discrimination against an 
employer to ensure that an individual’s civil rights are protected.  


