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Employers May Mandate COVID-19 Vaccinations 

By: Karen Spaulding 

Can you require your employees to be vaccinated? According to recent guidance from the Equal 
Employment Opportunity Commission (“EEOC”), the answer is probably “yes.”  

On May 28, 2021, the EEOC clarified that federal equal opportunity laws do not prohibit an 
employer from requiring employees who physically enter the workplace to obtain a COVID-19 
vaccine, with two exceptions. First, the reasonable accommodation requirements for persons with 
disabilities under the ADA, and second, a person’s sincere religious belief against vaccination.  

Although EEOC guidance does not carry the same weight as a statute or court ruling, a federal 
judge in Texas recently confirmed an employer’s right to follow the EEOC’s guidance. Jennifer 
Bridges, et al. v. Houston Methodist Hospital, et al., Civ. Action J-21-1774, U.S. District Court 
Southern District of Texas, Order of Dismissal (June 12, 2021), opinion here.  

Jennifer Bridges and 116 other health care workers sued their employer, Houston Methodist 
Hospital (the “Hospital”), in April 2021 to stop its mandatory vaccination requirement for all 
employees, which also mandated termination of any employee who failed to obtain a vaccine by a 
certain date. As rationale for implementing this policy, the Hospital sought to save its patients’ 
lives without giving them COVID-19. After the Hospital filed a motion to dismiss, Judge Hughes 
agreed and dismissed the employee’s complaint because the Hospital’s policy did not violate any 
state or federal laws. Further, the judge found that any failure to comply with the Hospital’s policy 
and the resulting termination from employment were part of the employee’s employment bargain 
with the Hospital. 

Judge Hughes did not find the Hospital’s vaccination policy coercive either because an employee 
may either get vaccinated and keep their job or decline to be vaccinated and seek employment 
elsewhere. In reaffirming the basic tenets of the at-will employment relationship, the judge 
concluded, “If a worker refuses an assignment, changed office, earlier start time, or other directive, 
he may be properly fired. Every employment includes limits on the worker’s behavior in exchange 
for his remuneration. That is all part of the bargain.”  

The complaint included a claim, among others, that the vaccination policy and resulting 
termination was improper as a violation of public policy of the state of Texas. The judge found 
that even if Texas recognized such a claim, which it does not, that the Hospital’s mandatory 
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vaccination requirement was actually consistent with public policy to protect patients and 
employees from highly contagious diseases.  
 
Contrary to Texas law, Colorado Courts have recognized the public policy exception to the at-will 
employment doctrine. However, it is likely that Colorado Courts would agree with the decision in 
this case that an employer has the right to mandate an employee vaccination policy, as being 
consistent with public policy, as well as the EEOC’s latest guidance.  
 
For more information on this case, EEOC guidance on vaccination policies, or other employment 
law issues, please contact Karen Spaulding. 
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