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The United States Equal Employment Opportunity Commission (EEOC) has released final
regulations on the employment provisions of the Genetic Information Nondiscrimination Act
(GINA), which prohibits employers from discriminating on the basis of genetic information and
from requiring or requesting genetic information from employees or family members. GINA also
requires employers to keep employees’ genetic information confidential.
The final regulations include important changes and additions from the interim regulations
adopted last year, including these exclusions:
Employer safe harbor for advance notice
If an employer inadvertently receives genetic information as the result of a legitimate request for
medical information – for example, if the employer asks for medical documentation of a
disability – the employer will not be considered in violation of the law if they have told the
employee or health care provider not to provide genetic information. The EEOC provides sample
language for employers to use.
Online searches
If an employer inadvertently acquires genetic information on an employee as the result of a
general Internet search and the information is publicly and commercially available, they have not
broken the law. However, if an employer conducts an online search with the intent to discover
genetic information, this is a violation of the law.
Employer-provided wellness programs
An exception applies to employers who offer wellness programs on a voluntary basis as long as
employees who participate are informed that any genetic information they disclose is provided
voluntarily. Certain requirements must be met to avoid a violation of GINA.
Personnel files
Even though the final regulations state that any employee genetic information that was added to
personnel files prior to the GINA effective date of Nov. 21, 2009, does not have to be removed,

employers are prohibited from using or disclosing genetic information from personnel files
regardless of when it was added to the file. To comply with this provision, we recommend that
employers review all personnel files for genetic information, remove and segregate it into
separate confidential medical files(which you should already have to be in compliance with the
ADA and applicable State law).
Employers should review and update their policies and forms, such as the FMLA medical
certification. Violation of GINA could expose an employer to a civil lawsuit where an employee
can seek damages and attorney fees.
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Defense in administrative agency matters such as before the DOL, EEOC, PHRC or
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