
9 EEOC Questions 
Your Managers 
Should Know 
How to Answer

The Equal Employment Opportunity 
Commission (EEOC) laws protect employees 
from discrimination based on Race, color, 
religion, sex, national origin, age, disability, 
and genetic information. Understanding and 
complying with these laws is crucial for 
fostering a fair and inclusive workplace.

Help your managers navigate responsibilities 
and prevent legal issues by knowing how to 
answer these employment discrimination 
questions.

Who is an 
“employee” 
under federal 
employment 
discrimination 
laws?

Full-time

Part-time

Temporary

Probationary employees

Those working on a contract 
basis.

An employee is generally 
defined as anyone performing 
services for an employer under 
a contract of hire, whether oral 
or written, express or implied.

Federal employment discrimination 
laws apply to individuals considered 
employees, including: 

What are my responsibilities 
under federal employment 
discrimination laws?

Employers must comply with federal 
employment discrimination laws by:

Prohibiting discrimination in all 
aspects of employment, including 

recruitment, hiring, training, 
promotions, compensation, benefits, 

and termination. 

Creating and enforcing 
anti-discrimination policies, 

investigating complaints promptly, and 
providing training on employees' 

rights and responsibilities are also 
essential responsibilities.

Providing reasonable 
accommodations to qualified 

individuals with disabilities unless it 
imposes undue hardship. 

What should I do if an applicant or employee 
asks for work changes due to their medical 
condition or religious beliefs?

Engage in an interactive process to 
determine reasonable accommodations 
for medical conditions or religious beliefs. 

This may involve: 

Breaks

Modified work 
schedules

telecommuting

physical 
workplace 

modifications

What should I do if I receive 
an EEOC charge of 
discrimination?

If you receive an EEOC charge of discrimination...

Take it seriously and respond promptly.

Review the charge.

Consult with legal counsel to develop a 
response strategy. 

Cooperate with the investigation process, and 
seek to resolve the charge through mediation or 
settlement if possible.

Provide a thorough response to the EEOC, 
addressing each allegation with supporting 
evidence.

Gather relevant documents.

By understanding responsibilities, 
implementing proactive measures to 
prevent discrimination and 
harassment, and responding effectively 
to complaints or charges, employers 
can maintain compliance while also 
promoting a culture of equality and 
respect.

Document the accommodation process to ensure compliance with applicable laws.

How can I prevent harassment?

Establish clear anti-harassment policies

Provide training to employees and managers

Promptly investigate complaints and take 
appropriate disciplinary action. 

Fostering a culture of respect and inclusivity is 
also essential.

To prevent workplace harassment:

How can I avoid breaking the law 
when disciplining or firing an 

employee?

Clearly communicate expectations and 
performance standards.

Document instances of poor 
performance or misconduct.

Provide opportunities for improvement

Ensure consistency in disciplinary 
actions and avoid disparate treatment 
based on protected characteristics. 

Seek legal guidance if uncertain about the legality of 
disciplinary actions or terminations.

To avoid legal issues when disciplining or terminating 
an employee:

What is retaliation and how 
can I prevent it?

Retaliation occurs when an employer takes 
adverse action against an employee for engaging 
in protected activity, such as filing a discrimination 

complaint. 

Prevent retaliation by communicating a 
non-retaliation policy, training managers and 

supervisors, promptly investigating complaints, and 
documenting performance issues unrelated to the 

protected activity.

What can I 
not ask when 
hiring?
During the hiring 
process, avoid 
questions that could 
lead to discrimination 
based on protected 
characteristics. 

This includes 
inquiries about: 

Who is protected from employment 
discrimination?

Race

Color

Religion

Sex (including pregnancy, 
gender identity, and 
sexual orientation)

National origin

Age (40 or older) 

Disability

Genetic 
information.

Don’t want the risk and overhead of 
maintaining payroll and HR staff? 

Asure's certified HR experts help build top-notch teams, 
stay compliant with HR laws, and eliminate the need to hire 

full-time back-office staff.

Get HR 
Support

Race

Color

Sex

Disability

Genetic 
information

Pregnancy 
status

National 
origin

Age

Marital 
status

Family plans

https://offers.asuresoftware.com/hr-services



