
Because your people are your business

Coronavirus (Covid-19) Vaccination 
FAQs for Employers



Employers are facing a range of complex employment law issues 
as the rollout of the coronavirus vaccine gains pace. These FAQs 

cover many of the legal issues that employers may face.  

    Can an employer require       
    employees to have a COVID-19  
    vaccine?

     As far as reasonably practicable,      
     employers have a duty to ensure the 
health and safety at work of their 
employees. Asking employees to agree 
to a vaccination against coronavirus 
(COVID-19) is likely to be a reasonable 
step to take to reduce the risk to 
employees' health. However, vaccination 
requires an individual’s informed and 
voluntary consent and so an employer 
cannot compel an employee to be 
vaccinated if they do not wish to be so. 

Employers can strongly encourage 
employees to have the coronavirus 
vaccine and it is appropriate for them to 
do so in order to protect themselves and 
everyone else at the workplace.

     Do employees have to let their  
     employer know if they are   
     getting a COVID-19 vaccine?

     Employees do not have to tell their     
     employer if they are getting the 
coronavirus vaccination unless the 
employer has a policy requiring 
employees to notify them of vaccinations 
or procedures.  

Employers should be aware that 
information about an employee’s 
vaccination status is classed as special 
category data and should be treated 
accordingly for data protection 
purposes.

     Can employers require all new  
     employees to have the      
     COVID-19 vaccination as a   
     condition of employment?

     There are risks attached to this   
     approach but it is safer than 
mandating vaccination for existing 
employees. Employers that decide to 
take this approach must ensure that they 
do not inadvertently discriminate against 
individuals on the grounds of protected 
characteristics under the Equality Act. 

     Can an employer take   
     disciplinary action against an  
     employee for refusing to have  
     the coronavirus vaccine?

     This is a risky course of action and is  
     only possible if an employer believes 
the individual’s reason for refusing the 
vaccine is unreasonable and the 
coronavirus vaccination is necessary in 
order for someone to do their job.
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     What can an employer do when  
     employees refuse the   
     coronavirus vaccination on   
     medical advice?

      Employees should avoid the   
      COVID-19 vaccination on medical 
grounds if they have had a serious 
allergic reaction to any of the vaccine 
ingredients.

Some individuals may be advised not to 
have the coronavirus vaccine on 
account of a medical condition and 
others may have a fear of needles 
(trypanophobia). Such individuals could 
be protected by the disability provisions 
within the Equality Act 2010 if they refuse 
the vaccine.

If an employee has a genuine medical 
reason for refusing the vaccination, 
employers should take other steps in 
respect of health and safety, such as 
reinforcing their COVID-19 secure working 
environment or facilitating remote 
working if possible.

     Can pregnant or breastfeeding  
     employees refuse the   
     coronavirus vaccination?
 
      There is no evidence that the vaccine  
      is unsafe but, at present, the medical 
advice is that pregnant employees 
should not receive the coronavirus 
vaccination as a matter of course. The 
vaccination is only recommended for 
pregnant employees who are at high risk 
of contracting COVID-19 because of 
where they work or suffering serious 
complications from it. 

Breastfeeding women can have the 
COVID-19 vaccine.

     What is the position on   
     employees who refuse   
     vaccination because of their  
     religion or belief?

      Some employees may refuse to be  
      vaccinated on the basis of their 
religious beliefs and employers should be 
aware that religious beliefs do not have 
to be shared by everybody within that 
religion. This means an anti-vaccination 
belief could be held by some individuals 
of a certain faith and potentially be 
protected, even though others of the 
same faith are in favour of vaccination. 
Employers will have to deal with each 
case on its merits and listen carefully to 
an employee’s reasons for refusing 
vaccination and, where needed, 
consider other COVID-19 secure ways of 
working.

If an individual cites an anti-vaccination 
belief as a reason for refusing the 
coronavirus vaccine, it will only be a 
protected belief under the Equality Act if 
the belief is considered to be worthy of 
respect in a democratic society and 
attaining a certain level of cogency and 
cohesion. It is very unlikely that most 
online anti-vaccination theories will meet 
these criteria.
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Further information on employment issues 
and the COVID-19 vaccination can be 
found on the ACAS website:

https://www.acas.org.uk/working-safely-
coronavirus/getting-the-coronavirus-vac
cine-for-work

General advice on the coronavirus 
vaccination can be accessed on the 
NHS website:

https://www.nhs.uk/conditions/coronavir
us-covid-19/coronavirus-vaccination/cor
onavirus-vaccine/

If you would like to discuss any of the 
issues raised in our guide please do not 
hesitate to get in touch. We offer a free 
30-minute consultation to discuss how we 
can support you through these 
challenging times and beyond.

 +44 (0)1792 296 178

 Shakira@personology.co.uk

 personology.co.uk/contact

DISCLAIMER: The materials in this guidance are provided for general 
information purposes and do not constitute legal or other professional 
advice. While the information ss considered to be true and correct at the 
date of publication, changes in circumstances may impact the accuracy 
and validity of the information. Personology is not responsible for any errors 
or omissions, or for any action or decision taken as a result of using the 
guidance. 


