
Antidiscrimination Laws and EEO 

 

Title VII of the Civil Rights Act of 1964 This law makes it illegal to discriminate against someone on the basis 

of race, color, religion, national origin, or sex. The law also makes it illegal to retaliate against a person 

because the person complained about discrimination, filed a charge of discrimination, or participated in an 

employment discrimination investigation or lawsuit. The law also requires that employers reasonably 

accommodate applicants' and employees' sincerely held religious practices, unless doing so would impose an 

undue hardship on the operation of the employer's business.  Title VII of the Civil Rights Act of 1964 

Race/ Color Discrimination: Race discrimination involves treating someone (an applicant or employee) 

unfavorably because he/she is of a certain race or because of personal characteristics associated with 

race (such as hair texture, skin color, or certain facial features). Color discrimination involves treating 

someone unfavorably because of skin color complexion. Race/color discrimination also can involve 

treating someone unfavorably because the person is married to (or associated with) a person of a certain 

race or color or because of a person’s connection with a race-based organization or group, or an 

organization or group that is generally associated with people of a certain color. Discrimination can occur 

when the victim and the person who inflicted the discrimination are the same race or color. Race/Color 

Religion   Religious discrimination involves treating a person (an applicant or employee) unfavorably 

because of his or her religious beliefs. The law protects not only people who belong to traditional, 

organized religions, such as Buddhism, Christianity, Hinduism, Islam, and Judaism, but also others who 

have sincerely held religious, ethical or moral beliefs. Religious discrimination can also involve treating 

someone differently because that person is married to (or associated with) an individual of a particular 

religion or because of his or her connection with a religious organization or group.  Religion    

National Origin National origin discrimination involves treating people (applicants or employees) 

unfavorably because they are from a particular country or part of the world, because of ethnicity or 

accent, or because they appear to be of a certain ethnic background (even if they are not). National origin 

discrimination also can involve treating people unfavorably because they are married to (or associated 

with) a person of a certain national origin or because of their connection with an ethnic organization or 

group. Discrimination can occur when the victim and the person who inflicted the discrimination are the 

same national origin. National Origin 
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Sex- Based Discrimination  Sex discrimination involves treating someone (an applicant or employee) 

unfavorably because of that person’s sex. Sex discrimination also can involve treating someone less 

favorably because of his or her connection with an organization or group that is generally associated with 

people of a certain sex. Sex- Based Discrimination   

Title VII Civil Rights Act of 1991 Amended the Civil Rights Act of 1964 to strengthen and improve Federal 

civil rights laws, to provide for damages in cases of intentional employment discrimination, to clarify provisions 

regarding disparate impact actions, and for other purposes. Title VII Civil Rights Act of 1991 

The Pregnancy Discrimination Act This law amended Title VII to make it illegal to discriminate against a 

woman because of pregnancy, childbirth, or a medical condition related to pregnancy or childbirth. The law 

also makes it illegal to retaliate against a person because the person complained about discrimination, filed a 

charge of discrimination, or participated in an employment discrimination investigation or lawsuit. Pregnancy  

The Age Discrimination in Employment Act of 1967 (ADEA) This law protects people who are 40 or older 

from discrimination because of age. The law also makes it illegal to retaliate against a person because the 

person complained about discrimination, filed a charge of discrimination, or participated in an employment 

discrimination investigation or lawsuit. Age Discrimination in Employment Act  

 Americans with Disabilities Act of 1990 (ADA) This law makes it illegal to discriminate against a qualified 

person with a disability in the private sector and in state and local governments. The law also makes it illegal 

to retaliate against a person because the person complained about discrimination, filed a charge of 

discrimination, or participated in an employment discrimination investigation or lawsuit. The law also requires 

that employers reasonably accommodate the known physical or mental limitations of an otherwise qualified 

individual with a disability who is an applicant or employee, unless doing so would impose an undue hardship 

on the operation of the employer's business. Americans with Disabilities Act  

 Rehabilitation Act of 1973 This law makes it illegal to discriminate against a qualified person with a disability 

in the federal government. The law also makes it illegal to retaliate against a person because the person 

complained about discrimination, filed a charge of discrimination, or participated in an employment 

discrimination investigation or lawsuit. The law also requires that employers reasonably accommodate the 

known physical or mental limitations of an otherwise qualified individual with a disability who is an applicant or 

employee, unless doing so would impose an undue hardship on the operation of the employer's business. 

Rehabilitation Act of 1973 
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The Americans with Disabilities Act Amendments Act of 2008 On September 25, 2008, the President 

signed the Americans with Disabilities Act Amendments Act of 2008 ("ADA Amendments Act" or "Act"). The Act 

emphasizes that the definition of disability should be construed in favor of broad coverage of individuals to the 

maximum extent permitted by the terms of the ADA and generally shall not require extensive analysis. 

The Act makes important changes to the definition of the term "disability" by rejecting the holdings in several 

Supreme Court decisions and portions of EEOC's ADA regulations. The effect of these changes is to make it 

easier for an individual seeking protection under the ADA to establish that he or she has a disability within the 

meaning of the ADA. Americans with Disabilities Act Amendments Act of 2008 

The Genetic Information Nondiscrimination Act of 2008 (GINA) This law makes it illegal to discriminate 

against employees or applicants because of genetic information. Genetic information includes information 

about an individual's genetic tests and the genetic tests of an individual's family members, as well as 

information about any disease, disorder or condition of an individual's family members (i.e. an individual's 

family medical history). The law also makes it illegal to retaliate against a person because the person 

complained about discrimination, filed a charge of discrimination, or participated in an employment 

discrimination investigation or lawsuit. The Genetic Information Nondiscrimination Act of 2008 (GINA) 

The Equal Pay Act of 1963 (EPA) This law makes it illegal to pay different wages to men and women if they 

perform equal work in the same workplace. The law also makes it illegal to retaliate against a person because 

the person complained about discrimination, filed a charge of discrimination, or participated in an employment 

discrimination investigation or lawsuit. Equal Pay/Compensation  

Lilly Ledbetter Fair Pay Act  On January 29, 2009, President Obama signed the Lilly Ledbetter Fair Pay Act 

of 2009 ("Act"), which supersedes the Supreme Court's decision in Ledbetter v. Goodyear Tire & Rubber Co., 

Inc., 550 U.S. 618 (2007). Ledbetter had required a compensation discrimination charge to be filed within 180 

days of a discriminatory pay-setting decision (or 300 days in jurisdictions that have a local or state law 

prohibiting the same form of compensation discrimination). 

The Act restores the pre-Ledbetter position of the EEOC that each paycheck that delivers discriminatory 

compensation is a wrong actionable under the federal EEO statutes, regardless of when the discrimination 

began. As noted in the Act, it recognizes the "reality of wage discrimination" and restores "bedrock principles of 

American law." 
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Under the Act, an individual subjected to compensation discrimination under Title VII of the Civil Rights Act of 

1964, the Age Discrimination in Employment Act of 1967, or the Americans with Disabilities Act of 1990 may 

file a charge within 180 (or 300) days of any of the following: 

 when a discriminatory compensation decision or other discriminatory practice affecting compensation is 

adopted;  

 when the individual becomes subject to a discriminatory compensation decision or other discriminatory 

practice affecting compensation; or  

 when the individual's compensation is affected by the application of a discriminatory compensation 

decision or other discriminatory practice, including each time the individual receives compensation that is 

based in whole or part on such compensation decision or other practice.  

The Act has a retroactive effective date of May 28, 2007, and applies to all claims of discriminatory 

compensation pending on or after that date.  Lilly Ledbetter Fair Pay Act of 2009 

Uniformed Services Employment & Reemployment Rights Act of 1994 USERRA The USERRA prohibits 

employment discrimination because of an employee’s or applicant’s past, current, or future military obligations. 

The law seeks to ensure that those who serve their country can retain their civilian employment and benefits, 

and can seek employment free from discrimination because of their service. Uniform Services Employment & 

Reemployment Rights Act of 1994 

Vietnam Era Veterans' Readjustment Assistance Act (VEVRAA) The Vietnam Era Veterans' Readjustment 

Assistance Act (VEVRAA) requires covered federal government contractors and subcontractors to take 

affirmative action to employ and advance in employment specified categories of veterans protected by the Act 

and prohibits discrimination against such veterans. In addition, VEVRAA requires contractors and 

subcontractors to list their employment openings with the appropriate employment service delivery system, and 

that covered veterans receive priority in referral to such openings. Vietnam Era Veterans' Readjust Assistance 

Act  
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