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COVID-19 Vaccine(s) and Employee Relations 

COVID-19 was first detected in China in December 2019 and now has spread to every corner of the 

world. On March 11, 2020, the World Health Organization characterized COVID-19 as a pandemic. 

This is the first pandemic known to be caused by the emergence of a new coronavirus. 

While the COVID-19 pandemic presents many of the same challenges that businesses have faced in 

previous epidemics, such as the SARS and H1N1, there are some new, unique concerns facing 

employers. In particular, as an unprecedented global health emergency, the COVID-19 pandemic 

has caused fundamental changes in how employers have been required to manage their operations. 

With the influx of stay-at-home orders, restrictions on essential and non-essential businesses, and 

constantly changing public health guidance, employers have been challenged with taking steps that, 

amongst other things, assist with protecting the health and safety of their employees while also 

mitigating the impact that these and other pandemic related measures have on regular business 

activities. With the introduction of COVID-19 vaccines in December 2020, employers began to 

assess the need for developing vaccine policies for their workers.  

HUB International and Bennett Jones LLP have developed the following update which provides an 

overview of some of the key employer issues engaged by COVID-19 vaccine(s), and practical advice 

and limitations on implementing vaccine policies. 

Given that this is the first pandemic of this scale since 1918, there is little in the way of judicial or 

other guidance on the issue of infectious disease responses and mandatory vaccinations. To date, 

interpretations of workplace vaccination policies have arisen almost exclusively in the context of 

influenza vaccination policies in the health care sector, in the form of arbitration decisions. Generally, 

these decisions have confirmed that employers can implement vaccination policies, so long as 

employee's privacy rights are respected and there is evidence that immunization is effective at 

reducing infections. A common theme is that the design and implementation of a vaccination policy 

needs to strike a balance between protecting employees' bodily autonomy and privacy interests, 

while also promoting a safe work environment and advancing the employer's operational interests. 

This document is intended to serve as a guide for employers, drawing on principles that have 

previously been developed under the arbitral jurisprudence in the health care sector. 

At the same time, employers should recognize that the situation is evolving at a rapid pace.  

Changes in infection rates, severity of infections, vaccination rates, vaccination efficacy, health and 

safety protocols and other factors can all have a bearing on recommended or required actions going 

forward.  For instance, given the scope of the pandemic and the intrusiveness and potential 

complications surrounding immunization as a requirement for the workplace, the broader public 

policy issues could cause governments to introduce legislation and/or issue recommendations 

relevant to the issue of vaccinations. It is possible, for example, that governments will set 

parameters or make recommendations for COVID-19 vaccines in the workplace, as a mechanism to 

help manage the uncertainties that employers might otherwise face. Employers should therefore 

remain diligent in keeping abreast of emerging information related to COVID-19 that may have an 

impact on the workplace, including with respect to vaccinations. 
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Legal and Regulatory Considerations 

A. Health and Safety Framework 

Health and safety legislation generally provides employees with a right to refuse work where there are 

reasonable grounds to believe that health and safety is at risk. In the context of the COVID-19 pandemic, 

employers should therefore be prepared to receive work refusals based on concerns that the workplace 

provides an undue increase in exposure to the virus, particularly during the early stages of vaccine 

distribution. 

As of the date of writing there was no legislation within Canada that required individuals to be vaccinated 

against the COVID-19 virus, and some governments have signaled that vaccination will remain 

completely voluntary. Accordingly, many employers will wish to consider the merits of implementing 

COVID-19 vaccination policies. Since health and safety legislation imposes a general duty on employers 

to take reasonable and practicable measures to protect the health and safety of their employees, this 

legislative framework could provide certain employers with statutory support for the introduction and 

enforcement of COVID-19 vaccination policies that require some or all employees to be vaccinated prior 

to returning to the regular workplace.1 Jurisprudence respecting the application of workplace policies in 

other contexts, including with respect to influenza vaccination policies in the health care sector, indicate 

that a supportable policy must be reasonable, having regard to whether the policy strikes an appropriate 

balance between the employer's duty to protect the health and safety of the workplace while minimally 

impairing an employee's individual (including privacy) rights. This balancing act will necessarily involve 

assessments of vaccine efficacy and related risks, the particular circumstances of an employee's regular 

working environment (i.e., whether the nature of that person's work requires close in-person contact) and 

the potential for individual health or other concerns. Also, policies should be constructed and updated to 

reflect the most current guidance issued by respective government and public health authorities. 

Even with careful calibration, there are risks that a vaccination policy might be challenged and/or that 

employers will be confronted with refusals to return to the employer's workplace.  

Employers should seek appropriate legal advice with respect to the design and implementation of 

vaccination policies that are tailored to their own workplaces, and with respect to any work refusals that 

may be predicated on COVID-19 related concerns.  

B. Human Rights Related Considerations 

Human rights legislation provides employees with certain protections against discrimination or adverse 

treatment on a number specified grounds, including gender, disability, and religion, which could provide 

employees with protection against discrimination or harassment if COVID-19 vaccination is refused as a 

result of a protected ground.2 To the extent that such protections become engaged in respect of a 

particular employee, human rights legislation would require that the employer make efforts to 

accommodate the impacted employee(s), up to the point of undue hardship (i.e., intolerable financial 

costs or serious disruption to business). By way of example, an accommodation might be available, 

without imposing undue hardship on an employer, where the employee's work arrangement has been 

suitably modified earlier in the pandemic, and where modified work arrangements can be reasonably 

continued without imposing a requirement that employees be vaccinated.  Similarly, if employees are 

required to attend at the physical workplace but there are effective safeguards (i.e., personal protective 

 
1 See Appendix A for a list of applicable federal and provincial occupational health and safety legislation. This report does not 
consider Yukon, the Northwest Territories and Nunavut.  
2 See Appendix A for a list of applicable federal and provincial human rights legislation. 
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equipment and social distancing) that can be established/maintained for all individuals at that work 

location, it may be difficult to argue that vaccination is a necessity.   

In all cases, a determination of available accommodations, and whether any such accommodation 

amounts to undue hardship, will of course depend on the context of the workplace and the individual 

circumstances. Employers should seek appropriate legal advice when evaluating human rights related 

obligations. 

C. Privacy 

It is important for employers to consider the extent to which personal health information, including 

vaccination status, may be needed to implement measures that are aimed at protecting the health and 

safety of their employees, including with respect to the prevention and/or management of the spread of 

COVID-19.  

In general, the unprecedented nature and scope of the COVID-19 pandemic suggests that it may be 

appropriate and justifiable to ask questions about an employee's COVID-19 vaccination status.3 However, 

before making such requests, employers should consider how employees' personal information will be 

collected, used, disclosed and kept secure, particularly to the extent that such inquiries may be subject to 

privacy legislation4. In particular, employers should consider the following four questions: 

1. Is the collection, use or disclosure of the personal information for a reasonable purpose?  

Employers should be able to justify why they are collecting, using and/or disclosing information 

regarding employee vaccination status. Even without a government mandate, the particular 

circumstances of an employer's workplace might justify the adoption of a COVID-19 vaccination policy 

if it is reasonably designed to impede the spread of and reduce risk of exposure to COVID-19 in the 

workplace.  

2. Is the personal information to be collected, used or disclosed limited to that which is 

necessary to meet the intended purpose?  

Approaches to collecting personal information could include questionnaires or self-reporting of an 

employee's current COVID-19 vaccination status. In these instances, employers might seek to 

understand whether an employee is declining an available vaccination on the basis of a protected 

human right, or if an employee is prevented from receiving a vaccine due to an underlying health risk. 

However, employers should avoid asking for specific information on diagnosis of an employee's 

health.  

3. Is the collection, use or disclosure  of the personal information authorized by law without the 

need to obtain consent from or provide notice to the individuals in question?  

Canadian private sector privacy legislation generally permits an organization to collect, use and 

disclose personal information about an individual without consent in certain situations. In Alberta, for 

 
3 This approach has received support from the Office of the Information and Privacy Commissioner of Saskatchewan 
(Saskatchewan OIPC), which on December 11, 2020, released an advisory on questions regarding vaccines for organizations, 
employers and health trustees. While the Saskatchewan OIPC's authority is limited to certain public bodies in Saskatchewan, its 
advisory may be helpful to other employers for purposes of developing proposed COVID-19 vaccination policies, including related 
privacy and security measures. 
4 The federal Personal Information Protection and Electronic Documents Act ("PIPEDA") sets out basic rules for how certain private-
sector organizations collect, use and disclose personal information in the course of for-profit, commercial activities. Each of Alberta, 
British Columbia, and Quebec have private-sector laws that have been deemed substantially similar to PIPEDA and are therefore 
exempt from its application. Additionally, Alberta and British Columbia have privacy laws that apply to employee information. 
Ontario, New Brunswick, Newfoundland and Labrador and Nova Scotia have their own health-related privacy laws with respect to 
health information. 
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example, an organization is not required to obtain consent where the use or disclosure of information 

is necessary to respond to an emergency that threatens the life, health or security of an individual or 

the public. To be clear, however, this particular exemption applies to the use or disclosure of 

information, and not to the collection thereof. The same exemption does not necessarily apply across 

other privacy laws in Canada.5  

As a result, it will be important for each organization to identify which private sector privacy laws apply, 

and assess the applicability of any exemption therein. To the extent that an organization cannot rely 

on an exemption to collect, use or disclose an individual's personal information, it will need to provide 

notice and, if required, obtain consent to do so. 

4. Where collection, use or disclosure without consent from or notice to the employees in 

question is not authorized by law, has the organization obtained consent from or provided 

notice to the employees in question?  

It is important for organizations to consider the appropriate form of consent to use (express, deemed 

or implied) for any collection, use or disclosure of personal information for which consent is required. 

When making this determination, organizations need to take into account the sensitivity of the 

information and the reasonable expectations of the employee. Both of these will depend upon context.  

Given the potential limitation in the exemption to collect, use and disclose personal information about 

an individual without consent in certain situations, an employer's COVID-19 vaccination policy should 

contain an appropriate notice, and where consent is required, explicitly obtain such consent. 

Employers should also consider including a statement inviting the employee to review the employer's 

privacy policy. 

Where an employer requests vaccination status, the request should clearly disclose: 

o what personal information is being requested; 

o the purpose(s) for which it is being collective, using and/or disclosing this information; and 

o the name, position name, or title of a person who is able to answer, on behalf of the employer, 

an employee’s questions about the collection of their personal information. 

Additionally, employers need to develop protocols on the storage and dissemination of employee 

information to mitigate against risks of unauthorized access, collection, use, disclosure, copying, 

modification, disposal or destruction. This includes the use of physical or electronic protective storage 

measures, and how vaccination status information (including the identity of the employee) will be 

shared amongst employees, public health authorities or third parties (include outside Canada) if there 

is a positive case in the workplace. Generally, it is also a good practice to destroy personal information 

as soon as it is no longer needed.   

 

 

 

 

 

  

 
5 For example, the federal privacy legislation differs from Alberta in that the “life, health or security” exemption does not expressly 
include the public 
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Practical Considerations 

In addition to the legal issues discussed earlier, there are practical elements to the implementation of a 

COVID-19 vaccination policy that require consideration. Specifically, employers will need to make 

decisions that balance their obligations to ensure a safe workplace for employees, providing reasonable 

protection to employees' privacy rights and bodily autonomy, while also addressing human rights related 

obligations and meeting their operational needs. Below we provide some practical solutions to address 

these challenges. 

How should employers implement a vaccination policy? 

Arbitral jurisprudence related to flu vaccination policies and healthcare settings suggests that the 

enforceability of a COVID-19 vaccination policy will be aided if that policy is crafted in a way that is 

reasonable for the particular circumstances. Reasonableness in this context will depend on the nature of 

the employer's organization, including an employee's job duties, the level of risk associated with 

transmission of COVID-19 in the workplace, and consideration of an employees' own individual interests. 

For example, labour arbitrators have been more likely to enforce a flu vaccination policy where the 

employer demonstrated there was sufficient evidence of the workplace need to have employee's 

vaccinated. Policies have also been upheld in healthcare settings involving close contact between 

employees and vulnerable residents/patients.  

In general, an employer choosing to implement a vaccination policy should therefore strive to incorporate 

the following three general principles:  

o The policy should be supported by facts and evidence. 

o The policy should be clear and unambiguous. 

o The policy should be communicated to all employees. 

An employer’s application of these principles will need to be contextualized, having regard to relevant 

factors. Relevant factors could include: 

o The nature of the workforce/industry, and whether hat settling (i.e., healthcare vs. other 

environment) provides greater or less risk for infection/transmission. 

o The status of the pandemic in the region(s) where the employer operate (i.e., whether 

caseloads/infection rates high in each local community). 

o The regularity and proximity of physical interaction between employees in the physical workplace. 

o Alignment based on facts and evidence, between the requirement of a policy with public health or 

occupational workplace and safety guidance on best practices for preventing transmission in the 

workplace. 
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In the near term, many employers may be able to justify a "Vaccinate or Mask Policy" (also known as 

"VOM Policy"), where employees who attend at the employer's workplace and remain unvaccinated are 

required to wear masks, face coverings and/or other appropriate personal protective equipment, 

particularly in instances where employees work indoors or are otherwise unable to regularly maintain a 

distance of at least two meters from others.6 In certain circumstances, such policies might also 

contemplate the continued use of masks, face coverings and/or other forms of personal protective 

equipment even after provincial governments and/or respective public health units have suspended 

specific guidance/mandates in this regard (e.g., as a result of a decrease in COVID-19 cases). Employers 

should remain up-to-date with the most recent requirements and occupational health and safety guidance 

on the issue of masks, face coverings and personal protective equipment.  

In a unionized workplace, employers will need to consider whether a COVID-19 vaccination policy is 

consistent with the terms and conditions the terms of the applicable collective agreement(s).  Absent any 

collective agreement limitations, it is arguable that a reasonably constructed vaccination policy falls with 

an employer's general right to manage its workplace.  

For non-unionized employees, there is perhaps a risk that a mandatory vaccination condition, which could 

lead to discipline, might have the potential to be viewed as sufficiently material as to support constructive 

dismissal claims. To the knowledge of the authors, such claims had not been tested at the time of writing, 

but associated risks might be mitigated by providing employees with practical accommodations. 

In all cases, employers will need to give employees appropriate notice of any incoming COVID-19 

vaccination policy and corresponding safety protocols. Employers might also consider holding Question 

and Answer sessions and provided additional resources where information on COVID-19 vaccines and 

any alternative measures can be obtained. Finally, the policy should disclose any accommodations that 

may be available, together with the consequences, including potential disciplinary measures that 

employees might face in instances of non-compliance. 

What are some way employers can encourage employees to receive a COVID-19 

vaccine? 

Rather than adopting a mandatory vaccination policy, employers could encourage employees to receive a 

COVID-19 vaccine through incentives, such as additional vacation days, or a one-time bonus payment or 

other award. However, employers should be careful to avoid taking actions which might instigate claims 

of discrimination on grounds prohibited by human rights legislation. 

For new hires, employers could include a term in its offer letters advising employees that it is a term and 

condition of employment that the employee be vaccinated, subject to appropriate accommodation. 

 

 

 

 

 
6 In the context of labour arbitrations, VOM Policies have been justified as a reasonable exercise of management's authority where 

arbitrators have accepted the evidence that VOM Policies are effective in reducing infection risk. Conversely, in the labour 
arbitration decision St. Michael's Hospital v ONA, 2018 CanLII 82519 (ON LA), the arbitrator held that the VOM Policy was 
reasonable, in part due to the lack of evidence relating to the efficacy of masks in preventing the transmission of the flu. However, 
given recent scientific evidence and acceptance on the use of masks to prevent the spread of COVID-19, this decision may not offer 
appropriate guidance. 
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What are some accommodations employers can implement for unvaccinated 

employees? 

As part of a COVID-19 vaccination policy, employers should consider reasonable accommodations for 

unvaccinated employees. While an accommodation will need to consider the circumstances of the 

particular workplace, options might include: 

o Reducing the scope of the policy to apply only to workers who interact with other employees, 

customers/clients or members of the public. 

o Requiring unvaccinated employees to undergo regular COVID-19 testing. 

o Adopting enhanced health and safety measures, such as requiring unvaccinated employees to, 

where practicable: 

• Wear personal protective equipment, such as masks, when unable to physically distance 

beyond two meter with another individual once government or public health units 

recommend that personal protective equipment is not necessary for vaccinated 

individuals. 

• Work behind sneeze shields or physical barriers. 

• Socially distance by moving workstations, or modify work arrangements that expand the 

physical proximity of employees to one another. 

• Alternate schedules or shift, or stagger breaks in order to reduce contact with others. 

o Modifying meeting arrangements to limit close or collective in-person meetings, using remote 

meeting tools such as GoToMeeting, Zoom, Skype, etc. 

o Limiting employees/customer face-to-face contact using conference calls and remote meeting 

tools such as GoToMeeting, Zoom, Skype etc. 

o Implementing working from home procedures where possible. 

o Placing unvaccinated employees on unpaid leaves where there is a particularly high risk of 

COVID-19 transmission or where an outbreak has occurred in the workplace. 

Employers should disclose all the reasonable accommodations they might implement as part of COVID-

19 vaccination policy. 

Can an employee be terminated for refusing to take a COVID-19 vaccine? 

While an employer cannot force an employee to receive a COVID-19 vaccine, an employer may take 

appropriate disciplinary action where an employee has breached employment policies.  Disciplinary 

action might therefore be supportable for breaches of a reasonably constructed COVID-19 policy that is 

aimed at supporting the employer's duty to protect the health and safety of others in the workplace, and 

which appropriately balances the potential medical/health concerns of employees, and takes into account 

other practicable options for mitigating COVID-19 risks.  

In the normal course, it is unlikely that an employee's refusal to obtain a vaccination which is objectively 

reasonable in the circumstances (i.e., given the associated health risks, the nature of the workplace and 

the employee's own role) will sustain termination of the employee's employment for cause. The availability 

of a cause termination is probably limited to much more egregious situations. To best support any 

disciplinary action, employers should ensure that the consequences of failure adhere to the employer's 

proper COVID-19 vaccination policy and that the various disciplinary measures that an employee could 

be subject to are clearly communicated. 
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Federal Government’s Response to COVID-19 
Vaccine(s) 

In dealing with the COVID-19 vaccine, the Canadian government formed the National Advisory 
Committee on Immunizations (NACI) that has released guidance on the prioritization of the initial doses of 
COVID-19 vaccine(s).  

NACI has released comprehensive and evidence-informed preliminary guidance to inform planning for the 
efficient, effective and equitable allocation of COVID-19 vaccine(s) for their use in Canada when limited 
initial vaccine supply will necessitate the prioritization of immunization of some populations over others.  

The federal government is responsible for securing doses of vaccines, whereas the provinces are 
responsible for administering the vaccine to their own populations.  

A complete description of the prioritization framework and the NACI's rationale can be found here: 
https://www.canada.ca/en/public-health/services/immunization/national-advisory-committee-on-
immunization-naci/guidance-prioritization-initial-doses-covid-19-vaccines.html  

NACI developed the following recommendations regarding priority vaccination:  

STAGE 1 

NACI recommends that initial doses of authorized COVID-19 vaccine(s) should be offered to individuals 

without contraindications in the following populations: 

o Residents and staff of congregate living settings that provide care for seniors 

o Adults 70 years of age and older, beginning with adults 80 years of age and older, then decreasing 

the age limit by 5-year increments to age 70 years as supply becomes available 

o Health care workers (including all those who work in health care settings and personal support 

workers whose work involves direct contact with patients) 

o Adults in Indigenous communities where infection can have disproportionate consequences 

STAGE 2 

NACI recommends that as additional COVID-19 vaccines supplies become available with sufficient supply 

to vaccinate the above populations, authorized COVID-19 vaccine(s) should be offered to individuals 

without contraindications in the following populations: 

o Health care workers not included in the initial rollout. 

o Residents and staff of all other congregate settings (e.g., quarters for migrant workers, correctional 

facilities, homeless shelters). 

o Essential workers. 

NACI has included under the category for "essential workers" police, firefighters and those in food 

production. These are services that cannot be provided virtually, potentially leading to an increased risk of 

exposure to COVID-19.  Designations of essential services in the context of the COVID-19 pandemic vary 

across jurisdictions within Canada. 

While NACI has developed recommendations for initial vaccine rollout, the provinces have charge of 

determining their own approaches to implementation based on the specific needs of the population. 

Generally, the distribution framework for each province resembles the rollout plan recommended by 

NACI. All the provinces are targeting their own priority populations for the initial stage of the rollout, which 

generally include health care workers, elderly populations based in long-term care homes, as well as 

https://www.canada.ca/en/public-health/services/immunization/national-advisory-committee-on-immunization-naci/guidance-prioritization-initial-doses-covid-19-vaccines.html
https://www.canada.ca/en/public-health/services/immunization/national-advisory-committee-on-immunization-naci/guidance-prioritization-initial-doses-covid-19-vaccines.html
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Indigenous individuals. Once doses become more widely available, provinces anticipate distributing the 

vaccine to elderly persons outside of care-home settings, essential workers and first responders (as 

defined by each province), and additional health care personnel. It is anticipated that the general 

population will be targeted only in the final stages of a province's vaccination distribution, once the 

availability of doses becomes more widely accessible and all priority populations have been successfully 

vaccinated with the recommended number of doses per vaccine. 

  

Get the latest information, guidance and resources on Coronavirus (COVID-19)  
to help you protect what matters most at hubinternational.com/coronavirus.  

For additional support, please reach out to your local HUB office. 

Disclaimer: Neither Hub International Limited nor any of its affiliated companies is a law or accounting firm, and therefore 
they cannot provide legal or tax advice. The information herein is provided for general information only, and is not intended to 
constitute legal or tax advice as to an organization’s specific circumstances. It is based on Hub International's understanding 
of the law as it exists on the date of this publication. Subsequent developments may result in this information becoming 
outdated or incorrect and Hub International does not have an obligation to update this information. You should consult an 
attorney, accountant, or other legal or tax professional regarding the application of the general information provided here to 
your organization’s specific situation in light of your organization’s particular needs.  

 

https://www.hubinternational.com/products/risk-services/hub-crisis-resources/coronavirus-resource-center/?utm_medium=resources&utm_source=covid_pdf&utm_campaign=covid_pdf_footer&utm_busunit=covid&utm_cmpyr=2020&utm_content=pdf_footer&utm_tstvar=&utm_spec=&partner=
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Appendix A 

This Appendix provides a broad overview of the most relevant federal and provincial employment, labour, 

occupational health and safety, human rights and privacy legislation. It also includes links to several 

government websites explaining the Provincial government's COVID-19 rollout framework. This is not an 

exhaustive list of all legislation (and regulations) relating to employment, occupational health and safety, 

human rights and privacy issues. This list is current to the date of publication. 

a. Federal Government 

Legislation: 
o Canadian Human Rights Act, R.S.C., 1985, c. H-6 

https://laws-lois.justice.gc.ca/eng/acts/h-6/page-1.html 

o Canada Labour Code, R.S.C., 1985, c. L-2 

https://laws-lois.justice.gc.ca/eng/acts/L-2/page-1.html 

o Privacy Act,  R.S.C. , 1985, c. P-21 

https://laws-lois.justice.gc.ca/ENG/ACTS/P-21/index.html  

o Employment Insurance Act, S.C. 1996, c. 23  

https://laws-lois.justice.gc.ca/eng/acts/e-5.6/  

o The Personal Information Protection and Electronic Documents Act, S.C. 2000, c. 5  

https://laws-lois.justice.gc.ca/eng/acts/P-8.6/index.html 

Information on COVID-19 from the government  

https://www.canada.ca/en/public-health/services/diseases/2019-novel-coronavirus-infection/canadas-

reponse.html  

Information on prioritization of the initial doses of COVID-19 vaccine(s) 

https://www.canada.ca/en/public-health/services/immunization/national-advisory-committee-on-

immunization-naci/guidance-prioritization-initial-doses-covid-19-vaccines.html  

Recommendations on the use of COVID-19 Vaccines  

https://www.canada.ca/en/public-health/services/immunization/national-advisory-committee-on-

immunization-naci/recommendations-use-covid-19-vaccines.html  

Employment and Social Development  

https://www.canada.ca/en/employment-social-development/corporate/notices/coronavirus.html 

Updates from the Prime Minister's Office  

https://pm.gc.ca/en 

Sector-specific health and safety guidance  

https://www.ccohs.ca/products/publications/covid19/ 

 

 

 

https://laws-lois.justice.gc.ca/eng/acts/h-6/page-1.html
https://laws-lois.justice.gc.ca/eng/acts/L-2/page-1.html
https://laws-lois.justice.gc.ca/ENG/ACTS/P-21/index.html
https://laws-lois.justice.gc.ca/eng/acts/e-5.6/
https://laws-lois.justice.gc.ca/eng/acts/P-8.6/index.html
https://www.canada.ca/en/public-health/services/diseases/2019-novel-coronavirus-infection/canadas-reponse.html
https://www.canada.ca/en/public-health/services/diseases/2019-novel-coronavirus-infection/canadas-reponse.html
https://www.canada.ca/en/public-health/services/immunization/national-advisory-committee-on-immunization-naci/guidance-prioritization-initial-doses-covid-19-vaccines.html
https://www.canada.ca/en/public-health/services/immunization/national-advisory-committee-on-immunization-naci/guidance-prioritization-initial-doses-covid-19-vaccines.html
https://www.canada.ca/en/public-health/services/immunization/national-advisory-committee-on-immunization-naci/recommendations-use-covid-19-vaccines.html
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b. Provincial Government 

Alberta 

Legislation: 

o Occupational Health and Safety, SA 2017 cO-2.1 

https://www.alberta.ca/ohs-act-regulation-code.aspx#toc-0 

o Alberta Human Rights Act, Revised Statutes of Alberta 2000, Chapter A-25.5 

http://www.qp.alberta.ca/documents/Acts/A25P5.pdf 

o Employment Standards Code, Revised Statutes of Alberta 2000, Chapter E-9 

https://open.alberta.ca/publications/e09 

o Personal Information Protection Act, P-6.5 2003  

http://www.qp.alberta.ca/570.cfm?frm_isbn=9780779814381&search_by=link 

Information on COVID-19 

https://www.alberta.ca/coronavirus-info-for-albertans.aspx 

Information on COVID-19 vaccine distribution 

https://www.alberta.ca/covid19-vaccine.aspx 

COVID-19 in the Workplace: 

o Alberta BizConnect (Resource for Employers): https://www.alberta.ca/biz-connect.aspx 

o Sector-Specific Guidelines for COVID-19: https://ohs-pubstore.labour.alberta.ca/covid-19 

o Updates on COVID-19: https://www.alberta.ca/news.aspx 

British Columbia 

Legislation: 

o Human Rights Code, [RSBC 1996] Chapter 210 

http://www.bclaws.ca/Recon/document/ID/freeside/00_96210_01 

o Employment Standards Act, [RSBC 1996] Chapter 113 

http://www.bclaws.ca/EPLibraries/bclaws_new/document/ID/freeside/00_96113_01 

o Personal Information Protection Act, [SBC 2003] Chapter 63 

http://www.bclaws.ca/EPLibraries/bclaws_new/document/ID/freeside/00_03063_01 

Information on COVID-19 vaccine distribution 

https://www2.gov.bc.ca/gov/content/safety/emergency-preparedness-response-recovery/covid-19-

provincial-support/vaccines 

COVID-19 in the Workplace: BC Centre for Disease Control 

http://www.bccdc.ca/health-info/diseases-conditions/covid-19/employers-businesses 

Worksafe BC (Info for all sectors) 

https://www.worksafebc.com/en/about-us/covid-19-updates/covid-19-returning-safe-operation 

 

 

https://www.alberta.ca/ohs-act-regulation-code.aspx#toc-0
http://www.qp.alberta.ca/documents/Acts/A25P5.pdf
https://open.alberta.ca/publications/e09
http://www.qp.alberta.ca/570.cfm?frm_isbn=9780779814381&search_by=link
https://www.alberta.ca/coronavirus-info-for-albertans.aspx
https://www.alberta.ca/covid19-vaccine.aspx
https://www.alberta.ca/biz-connect.aspx
https://ohs-pubstore.labour.alberta.ca/covid-19
https://www.alberta.ca/news.aspx
http://www.bclaws.ca/Recon/document/ID/freeside/00_96210_01
http://www.bclaws.ca/EPLibraries/bclaws_new/document/ID/freeside/00_96113_01
http://www.bclaws.ca/EPLibraries/bclaws_new/document/ID/freeside/00_03063_01
https://www2.gov.bc.ca/gov/content/safety/emergency-preparedness-response-recovery/covid-19-provincial-support/vaccines
https://www2.gov.bc.ca/gov/content/safety/emergency-preparedness-response-recovery/covid-19-provincial-support/vaccines
http://www.bccdc.ca/health-info/diseases-conditions/covid-19/employers-businesses
https://www.worksafebc.com/en/about-us/covid-19-updates/covid-19-returning-safe-operation
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Manitoba 

Legislation: 

o The Employment Standards Code, C.C.S.M. c.E110 

https://web2.gov.mb.ca/laws/statutes/ccsm/e110e.php 

o The Human Rights Code, C.C.S.M c. H175 

https://web2.gov.mb.ca/laws/statutes/ccsm/h175e.php 

o The Workplace Safety and Health Act, C.C.S.M. c.W210 

https://web2.gov.mb.ca/laws/statutes/ccsm/w210e.php  

Information on COVID-19 

https://www.gov.mb.ca/covid19/about/index.html 

Information on COVID-19 vaccine distribution 

https://www.gov.mb.ca/covid19/vaccine/eligibility-criteria.html  

COVID-19 in the Workplace 

https://www.gov.mb.ca/covid19/workplaces.html 

Sector Specific Guidance 

https://www.gov.mb.ca/covid19/restoring/industry-sectors.html 

New Brunswick 

Legislation: 

o Occupational Health and Safety Act, (S.N.B. 1983, c. O-0.2) 

http://laws.gnb.ca/en/ShowTdm/cs/O-0.2// 

o Human Rights Code, 2011, c.171 

http://laws.gnb.ca/en/showdoc/cs/2011-c.171 

o Employment Standards Act (S.N.B. 1982, c. E-7.2) 

http://laws.gnb.ca/en/ShowTdm/cs/E-7.2/ 

o Personal Health Information Privacy and Access Act, (S.N.B. 2009, c. P-7.05) 

http://laws.gnb.ca/en/showfulldoc/cs/P-7.05/20121030  

Information on COVID-19 
https://www2.gnb.ca/content/gnb/en/departments/ocmoh/cdc/content/respiratory_diseases/coronaviru
s/AboutCoronavirus.html 

Information on COVID-19 vaccine distribution 
https://www2.gnb.ca/content/gnb/en/corporate/promo/covid-19/vaccine.html  

WorkSafe NB 
https://www.worksafenb.ca/safety-topics/covid-19/covid-19-what-you-need-to-know/ 

Media updates 
https://www2.gnb.ca/content/gnb/en/news.html 

 

https://web2.gov.mb.ca/laws/statutes/ccsm/e110e.php
https://web2.gov.mb.ca/laws/statutes/ccsm/h175e.php
https://web2.gov.mb.ca/laws/statutes/ccsm/w210e.php
https://www.gov.mb.ca/covid19/about/index.html
https://www.gov.mb.ca/covid19/vaccine/eligibility-criteria.html
https://www.gov.mb.ca/covid19/workplaces.html
https://www.gov.mb.ca/covid19/restoring/industry-sectors.html
http://laws.gnb.ca/en/ShowTdm/cs/O-0.2/
http://laws.gnb.ca/en/showdoc/cs/2011-c.171
http://laws.gnb.ca/en/ShowTdm/cs/E-7.2/
http://laws.gnb.ca/en/showfulldoc/cs/P-7.05/20121030
https://www2.gnb.ca/content/gnb/en/departments/ocmoh/cdc/content/respiratory_diseases/coronavirus/AboutCoronavirus.html
https://www2.gnb.ca/content/gnb/en/departments/ocmoh/cdc/content/respiratory_diseases/coronavirus/AboutCoronavirus.html
https://www2.gnb.ca/content/gnb/en/corporate/promo/covid-19/vaccine.html
https://www.worksafenb.ca/safety-topics/covid-19/covid-19-what-you-need-to-know/
https://www2.gnb.ca/content/gnb/en/news.html
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Newfoundland & Labrador 

Legislation: 

o Human Rights Act, SNL2010 Chapter H-13.1 

https://assembly.nl.ca/Legislation/sr/statutes/h13-1.htm 

o Labour Standards Act, RSNL 1990, Chapter L-2 

https://assembly.nl.ca/Legislation/sr/statutes/l02.htm 

o Occupational Health and Safety Act, RSNL 1990 Chapter O-3 

https://www.assembly.nl.ca/legislation/sr/statutes/o03.htm 

o Personal Health Information Act, SNL2008 Chapter P-7.01 

https://assembly.nl.ca/Legislation/sr/statutes/p07-01.htm 

Information on COVID-19 

https://www.gov.nl.ca/covid-19/ 

Information on COVID-19 vaccine distribution 

https://www.gov.nl.ca/covid-19/vaccine/prioritygroups/ 

WorkSafe NL 

https://workplacenl.ca/workers/health-and-safety/coronavirus-disease-2019-covid-19/ 

 

Nova Scotia 

Legislation: 

o Occupational Health and Safety Act, Chapter 7 of the Acts of 1996 

https://novascotia.ca/lae/healthandsafety/legislation.asp 

o Labour Standards Code, Chapter 246 of the Revised Statutes, 1989 

https://nslegislature.ca/sites/default/files/legc/statutes/labour%20standards%20code.pdf 

o Human Rights Act, RSNL Chapter 214 of the Revised Statutes, 1989 

https://nslegislature.ca/sites/default/files/legc/statutes/human%20rights.pdf 

o Personal Health Information Act, Chapter 41 of the Acts of 2010 

https://novascotia.ca/dhw/phia/PHIA-legislation.asp; https://www.canlii.org/en/ns/laws/stat/sns-

2010-c-41/latest/sns-2010-c-41.html 

Information on COVID-19 
https://novascotia.ca/coronavirus/ 
https://novascotia.ca/coronavirus/working-during-covid-19/ 

COVID-19 Vaccine information 
https://novascotia.ca/coronavirus/vaccine/  

 

 

 

https://assembly.nl.ca/Legislation/sr/statutes/h13-1.htm
https://assembly.nl.ca/Legislation/sr/statutes/l02.htm
https://www.assembly.nl.ca/legislation/sr/statutes/o03.htm
https://assembly.nl.ca/Legislation/sr/statutes/p07-01.htm
https://www.gov.nl.ca/covid-19/
https://workplacenl.ca/workers/health-and-safety/coronavirus-disease-2019-covid-19/
https://novascotia.ca/lae/healthandsafety/legislation.asp
https://nslegislature.ca/sites/default/files/legc/statutes/labour%20standards%20code.pdf
https://nslegislature.ca/sites/default/files/legc/statutes/human%20rights.pdf
https://novascotia.ca/dhw/phia/PHIA-legislation.asp
https://www.canlii.org/en/ns/laws/stat/sns-2010-c-41/latest/sns-2010-c-41.html
https://www.canlii.org/en/ns/laws/stat/sns-2010-c-41/latest/sns-2010-c-41.html
https://novascotia.ca/coronavirus/
https://novascotia.ca/coronavirus/working-during-covid-19/
https://novascotia.ca/coronavirus/vaccine/
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Ontario 

Legislation: 

o Occupational Health and Safety Act, R.S.O 1990, Chapter O.1 

https://www.ontario.ca/laws/statute/90o01 

o Human Rights Code, R.S.O. 1990, c H.19 

https://www.ontario.ca/laws/statute/90h19 

o Employment Standards Act, 2000, S.O. 2000, c. 41- 

https://www.ontario.ca/laws/statute/00e41 

o Workplace Safety and Insurance Act, 1997, S.O. 1997, c.16, Sched. A 

https://www.ontario.ca/laws/statute/97w16 

o Labour Relations Act, 1995, S.O. 1995, c. 1 Sched.A  

https://www.ontario.ca/laws/statute/95l01 

o Personal Health Information Protection Act, 2004, S.O. 2004, c. 3, Sched. A 

https://www.ontario.ca/laws/statute/04p03 

Information on COVID-19 
https://www.ontario.ca/page/2019-novel-coronavirus 
https://www.publichealthontario.ca/ 

Information on COVID-19 Vaccine distribution 

https://covid-19.ontario.ca/covid-19-vaccines-ontario  

Sector-specific guidance 
https://www.ontario.ca/page/resources-prevent-covid-19-workplace 

Media 
https://news.ontario.ca/newsroom/en 

Québec 

Legislation: 

o Act Respecting Labour Standards, Chapter N-1.1 

http://legisquebec.gouv.qc.ca/en/showdoc/cs/N-1.1 

o Québec civil Code, Chapter CCQ-1991 

http://legisquebec.gouv.qc.ca/en/showdoc/cs/CCQ-1991 

o Charter of Human Rights and Freedom, Chapter C-12 

http://legisquebec.gouv.qc.ca/en/showdoc/cs/c-12 

o Act Respecting Occupational Health and Safety, Chapter S-2.1 

http://legisquebec.gouv.qc.ca/en/showdoc/cs/S-2.1 

o Act Respecting the Protection of Personal Information in the Private Sector, Chapter P-39.1  

http://legisquebec.gouv.qc.ca/en/ShowDoc/cs/P-39.1 

o Act Respecting Access to Documents Held by Public Bodies and the Protection of Personal 

Information, Chapter A-2.1 

http://legisquebec.gouv.qc.ca/en/ShowDoc/cs/A-2.1 

https://www.ontario.ca/laws/statute/90o01
https://www.ontario.ca/laws/statute/90h19
https://www.ontario.ca/laws/statute/00e41
https://www.ontario.ca/laws/statute/97w16
https://www.ontario.ca/laws/statute/95l01
https://www.ontario.ca/laws/statute/04p03
https://www.ontario.ca/page/2019-novel-coronavirus
https://www.publichealthontario.ca/
https://covid-19.ontario.ca/covid-19-vaccines-ontario
https://www.ontario.ca/page/resources-prevent-covid-19-workplace
https://news.ontario.ca/newsroom/en
http://legisquebec.gouv.qc.ca/en/showdoc/cs/N-1.1
http://legisquebec.gouv.qc.ca/en/showdoc/cs/CCQ-1991
http://legisquebec.gouv.qc.ca/en/showdoc/cs/c-12
http://legisquebec.gouv.qc.ca/en/showdoc/cs/S-2.1
http://legisquebec.gouv.qc.ca/en/ShowDoc/cs/P-39.1
http://legisquebec.gouv.qc.ca/en/ShowDoc/cs/A-2.1
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Information on COVID-19 
https://www.quebec.ca/en/health/health-issues/a-z/2019-coronavirus/ 

Information on COVID-19 vaccine distribution 
https://www.quebec.ca/en/health/health-issues/a-z/2019-coronavirus/progress-of-the-covid-19-
vaccination/ - :~:text=In Québec, the COVID‑19,available on the private market.&text=Vaccination 

against COVID‑19 begins upon receipt of the first doses 

COVID-19 in the Workplace 
https://www.quebec.ca/en/health/health-issues/a-z/2019-coronavirus/covid-19-case-management-in-
the-workplace/  

CNESST 
https://www.cnesst.gouv.qc.ca/fr 

Saskatchewan 

Legislation: 

o The Saskatchewan Human Rights Code, 2018, Chapter S-24.2 of the Statutes of Saskatchewan, 

2018 

https://saskatchewanhumanrights.ca/your-rights/saskatchewan-human-rights-code/ 

o The Saskatchewan Employment Act, SS 2013, c S-15.1 

https://pubsaskdev.blob.core.windows.net/pubsask-prod/78194/S15-1.pdf 

Information on COVID-19 
https://www.saskatchewan.ca/government/health-care-administration-and-provider-
resources/treatment-procedures-and-guidelines/emerging-public-health-issues/2019-novel-
coronavirus/about-covid-19 

Information on COVID-19 vaccine distribution 

https://www.saskatchewan.ca/government/health-care-administration-and-provider-

resources/treatment-procedures-and-guidelines/emerging-public-health-issues/2019-novel-

coronavirus/covid-19-vaccine 

COVID-19 in the Workplace 
https://www.saskatchewan.ca/government/health-care-administration-and-provider-
resources/treatment-procedures-and-guidelines/emerging-public-health-issues/2019-novel-
coronavirus/public-health-measures/workplaces 

Media updates 
https://www.saskatchewan.ca/government/news-and-media 

 

Prince Edward Island 

Legislation: 

o Employment Standards Act, RSPEI 1988, c E-6.2 

https://www.princeedwardisland.ca/sites/default/files/legislation/e-06-2-

employment_standards_act.pdf 

https://www.quebec.ca/en/health/health-issues/a-z/2019-coronavirus/
https://www.quebec.ca/en/health/health-issues/a-z/2019-coronavirus/progress-of-the-covid-19-vaccination/#:~:text=In%20Qu%C3%A9bec%2C%20the%20COVID%E2%80%9119,available%20on%20the%20private%20market.&text=Vaccination%20against%20COVID%E2%80%9119%20begins%20upon%20receipt%20of%20the%20first%20doses
https://www.quebec.ca/en/health/health-issues/a-z/2019-coronavirus/progress-of-the-covid-19-vaccination/#:~:text=In%20Qu%C3%A9bec%2C%20the%20COVID%E2%80%9119,available%20on%20the%20private%20market.&text=Vaccination%20against%20COVID%E2%80%9119%20begins%20upon%20receipt%20of%20the%20first%20doses
https://www.quebec.ca/en/health/health-issues/a-z/2019-coronavirus/progress-of-the-covid-19-vaccination/#:~:text=In%20Qu%C3%A9bec%2C%20the%20COVID%E2%80%9119,available%20on%20the%20private%20market.&text=Vaccination%20against%20COVID%E2%80%9119%20begins%20upon%20receipt%20of%20the%20first%20doses
https://www.quebec.ca/en/health/health-issues/a-z/2019-coronavirus/covid-19-case-management-in-the-workplace/
https://www.quebec.ca/en/health/health-issues/a-z/2019-coronavirus/covid-19-case-management-in-the-workplace/
https://www.cnesst.gouv.qc.ca/fr
https://saskatchewanhumanrights.ca/your-rights/saskatchewan-human-rights-code/
https://pubsaskdev.blob.core.windows.net/pubsask-prod/78194/S15-1.pdf
https://www.saskatchewan.ca/government/health-care-administration-and-provider-resources/treatment-procedures-and-guidelines/emerging-public-health-issues/2019-novel-coronavirus/about-covid-19
https://www.saskatchewan.ca/government/health-care-administration-and-provider-resources/treatment-procedures-and-guidelines/emerging-public-health-issues/2019-novel-coronavirus/about-covid-19
https://www.saskatchewan.ca/government/health-care-administration-and-provider-resources/treatment-procedures-and-guidelines/emerging-public-health-issues/2019-novel-coronavirus/about-covid-19
https://www.saskatchewan.ca/government/health-care-administration-and-provider-resources/treatment-procedures-and-guidelines/emerging-public-health-issues/2019-novel-coronavirus/covid-19-vaccine
https://www.saskatchewan.ca/government/health-care-administration-and-provider-resources/treatment-procedures-and-guidelines/emerging-public-health-issues/2019-novel-coronavirus/covid-19-vaccine
https://www.saskatchewan.ca/government/health-care-administration-and-provider-resources/treatment-procedures-and-guidelines/emerging-public-health-issues/2019-novel-coronavirus/covid-19-vaccine
https://www.saskatchewan.ca/government/health-care-administration-and-provider-resources/treatment-procedures-and-guidelines/emerging-public-health-issues/2019-novel-coronavirus/public-health-measures/workplaces
https://www.saskatchewan.ca/government/health-care-administration-and-provider-resources/treatment-procedures-and-guidelines/emerging-public-health-issues/2019-novel-coronavirus/public-health-measures/workplaces
https://www.saskatchewan.ca/government/health-care-administration-and-provider-resources/treatment-procedures-and-guidelines/emerging-public-health-issues/2019-novel-coronavirus/public-health-measures/workplaces
https://www.saskatchewan.ca/government/news-and-media
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https://www.princeedwardisland.ca/sites/default/files/legislation/e-06-2-employment_standards_act.pdf
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o Occupational Health and Safety Act, RSPEI 1988, c O-1.01 

https://www.princeedwardisland.ca/sites/default/files/legislation/O-1-01-Occupational Health And 

Safety Act.pdf 

o Human Rights Act, RSPEI 1988, c H-12 

https://www.princeedwardisland.ca/sites/default/files/legislation/H-12 -Human Rights Act.pdf 

Information on COVID-19 

https://www.princeedwardisland.ca/en/information/health-and-wellness/coronavirus-covid-19-

infection-faqs 

https://www.princeedwardisland.ca/en/covid19  

Information on COVID-19 vaccine distribution 

https://www.princeedwardisland.ca/en/information/health-and-wellness/covid-19-vaccines-and-

immunization-program  

Media updates 
https://www.princeedwardisland.ca/en/news 

 

https://www.princeedwardisland.ca/sites/default/files/legislation/O-1-01-Occupational%20Health%20And%20Safety%20Act.pdf
https://www.princeedwardisland.ca/sites/default/files/legislation/O-1-01-Occupational%20Health%20And%20Safety%20Act.pdf
https://www.princeedwardisland.ca/sites/default/files/legislation/H-12%20-Human%20Rights%20Act.pdf
https://www.princeedwardisland.ca/en/information/health-and-wellness/coronavirus-covid-19-infection-faqs
https://www.princeedwardisland.ca/en/information/health-and-wellness/coronavirus-covid-19-infection-faqs
https://www.princeedwardisland.ca/en/covid19
https://www.princeedwardisland.ca/en/information/health-and-wellness/covid-19-vaccines-and-immunization-program
https://www.princeedwardisland.ca/en/information/health-and-wellness/covid-19-vaccines-and-immunization-program
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