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Thirty-one states, including the District of Columbia, and four cities have passed laws requiring 

some employers to provide reasonable accommodations to pregnant workers.  

State Laws 

Alaska 

Public employers are required to transfer a pregnant employee to a position that is less 

strenuous or hazardous if the employee requests the transfer, is qualified for the position and 

the transfer is recommended by a licensed health care provider.1 The employer must provide the 

employee with at least the same compensation as the employee’s original position or the 

transfer position, whichever is less. 

 

California 

Employers must grant an employee’s request for reasonable accommodations for a condition 

related to pregnancy, childbirth or related medical conditions, upon the advice of the 

employee’s physician. The law also prohibits employers from retaliating against employees for 

exercising their rights under the law. Employers must provide reasonable advance notice of 

these rights to employees.2 The law applies to employers with five or more employees and 

protects workers regardless of tenure and number of hours worked.3 

 

Colorado 

Employers must make reasonable accommodations upon request for an employee’s  

pregnancy-related health condition or physical recovery from childbirth, unless doing so would 

impose an undue hardship on the employer. The accommodation may include a transfer to a 

less strenuous or hazardous position if available. Employers may not deny employment 

opportunities to a pregnant or recovering employee because of the need to provide a 

reasonable accommodation, require a pregnant or recovering employee to accept an 

accommodation or force a pregnant or recovering employee to take leave if another reasonable 

accommodation can be provided. Employers must provide written notice of these rights to new 

and existing employees. Employers must also conspicuously post notice of these rights in their 

place of business in an area accessible to employees. The law applies to employers with one or 

more employees and protects workers regardless of tenure and number of hours worked.4 
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Connecticut 

Employers must make a reasonable effort to transfer a pregnant employee to a temporary  

position if the employee’s current position could cause injury to the employee or the health of 

the pregnancy. Employers must inform employees by any reasonable means that the employee 

must give written notice of her pregnancy in order to be eligible for such a transfer. The law 

applies to employers with three or more employees and protects workers regardless of tenure 

and number of hours worked.5 

 

Delaware 

Employers must make reasonable accommodations for an employee’s known limitations related 

to pregnancy, childbirth or related conditions, including the need to express breast milk, unless 

doing so would impose an undue hardship on the employer. Employers may not deny 

employment opportunities to a pregnant employee because of the need to provide a 

reasonable accommodation, require a pregnant employee to accept an accommodation, or 

force a pregnant employee to take leave if another reasonable accommodation can be provided. 

Employers must provide written notice of these rights to new and existing employees and to any 

employee who notifies the employer of a pregnancy. Employers must also conspicuously post 

notice of these rights in their place of business in an area accessible to employees. The law 

applies to employers with four or more employees and protects workers regardless of tenure 

and number of hours worked.6 

 

District of Columbia 

Employers must make reasonable accommodations for an employee’s known limitations related 

to pregnancy, childbirth and related medical conditions, including the need to express breast 

milk, unless doing so would impose an undue hardship on the employer. Employers may not 

deny employment opportunities to a pregnant employee because of the need to provide a 

reasonable accommodation, require a pregnant employee to accept an accommodation, or 

force a pregnant employee to take leave if another reasonable accommodation can be provided. 

Employers must provide written notice of these rights to new and existing employees and to any 

employee who notifies the employer of a pregnancy. Employers must also conspicuously post 

notice of these rights in their place of business in an area accessible to employees. The law 

protects workers regardless of tenure or number of hours worked and is silent as to the number 

of employees an employer must have in order to be covered.7 

 

Hawaii 

Employers are required to make reasonable accommodations for a pregnant employee with a 

disability related to pregnancy, childbirth or related medical conditions. The law also prohibits 

employers from retaliating against employees for exercising their rights under the law. The law 

applies to employers with one or more employees and protects workers regardless of tenure 

and number of hours worked.8 
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Illinois 

Employers must make reasonable accommodations for an employee’s medical or common 

condition related to pregnancy or childbirth if the employee requests such an accommodation, 

unless doing so would impose an undue hardship on the employer. Employers may not deny 

employment opportunities to a pregnant employee because of the need to provide a 

reasonable accommodation, require a pregnant employee to accept an accommodation, or 

force a pregnant employee to take leave if another reasonable accommodation can be provided. 

Employers must post notice of these rights in a conspicuous location on the employer’s 

premises where notices to employees are customarily posted and include it in any employee 

handbook.9 The law applies to employers of any size and protects workers regardless of tenure 

and number of hours worked. 

 

Kentucky 

Employers must make reasonable accommodations for an employee’s limitations related to 

pregnancy, childbirth or related medical conditions, including the need to express breast milk, 

unless such an accommodation would impose an undue hardship on the employer’s program, 

enterprise or business.10 Employers may not require an employee to take leave from work if a 

reasonable accommodation can be provided. Employers must post written notice of these rights 

in a conspicuous place that is accessible to employees. The law applies to employers with 15 or 

more employees during the year, and protects workers regardless of tenure and number of 

hours worked.11  

 

Louisiana 

Employers must provide reasonable accommodations for an employee’s known limitation 

caused by pregnancy, childbirth or a medical condition related to pregnancy or childbirth, 

including the need to express breast milk up to one year after the child’s birth,12 unless such an 

accommodation would impose an undue hardship on the employer.13 Employers may not deny 

employment opportunities to a pregnant employee because of the need to provide a 

reasonable accommodation, require a pregnant employee to accept an accommodation, or 

force a pregnant employee to take leave if another reasonable accommodation can be 

provided.14 Employers must post written notice of these rights in a conspicuous place that is 

accessible to employees.15 The law applies to employers with more than 25 employees, and 

protects workers regardless of tenure and number of hours worked.16 

 

Maine 

Employers must provide reasonable accommodations for a limitation of an employee’s ability to 

perform the functions of a job caused by pregnancy, childbirth or a medical condition related to 

pregnancy or childbirth, unless doing so would impose an undue hardship on the employer.  

Employers may not treat a pregnant person, or someone suffering from a medical condition 

related to pregnancy, in a different manner from other employees who are not able to work 

because of other disabilities or illnesses.17  

 

Maryland 
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Employers must explore all possible means of reasonably accommodating a disability caused or 

contributed to by pregnancy if an employee requests a reasonable accommodation, unless 

doing so would impose an undue hardship on the employer. The law also requires an employer 

to transfer an employee to a less strenuous or less hazardous position for a specified period of 

time in some circumstances, if the employee requests the transfer. Employers must post 

information on these rights in a conspicuous location and include it in any employee 

handbook.18 The law applies to employers with 15 or more employees during the year, and 

protects workers regardless of tenure and number of hours worked. 

 

Massachusetts  

Employers must provide reasonable accommodations for an employee’s pregnancy or 

pregnancy-related condition, including the need to express breast milk, unless doing so would 

impose an undue hardship.19 Employers may not deny employment opportunities to a pregnant 

employee because of the need to provide a reasonable accommodation, require an employee to 

accept an accommodation, require an employee to take leave if another reasonable 

accommodation can be provided, or refuse to hire a person because of the person’s pregnancy 

or related condition. The law also prohibits employers from taking adverse action against an 

employee who requests or uses a reasonable accommodation. Employers must provide written 

notice to employees in a handbook or by other means to new and existing employees. The law 

applies to employers with six or more employees and protects employees regardless of tenure 

and number of hours worked.20 

 

Minnesota 

Employers must provide reasonable accommodations to an employee for health conditions 

related to pregnancy or childbirth if an employee requests such an accommodation with the 

advice of a health care provider, unless doing so would impose an undue hardship on the 

employer. Employers may not require a pregnant employee to take leave or accept an 

accommodation. The Minnesota Division of Labor Standards and Apprenticeship shall make 

available, upon request, a poster concerning these rights for posting on an employer’s 

premises.21 The law applies to employers with 21 or more employees at one site or more and 

protects workers regardless of tenure and number of hours worked. 

 

Nebraska 

Employers must provide reasonable accommodations for the known limitations of an individual 

who is pregnant, has given birth or has related medical conditions, unless doing so would 

impose an undue hardship on the employer.22 Employers may not deny employment 

opportunities to a pregnant employee because of the need to provide a reasonable 

accommodation or require a pregnant employee to take leave if another reasonable 

accommodation can be provided. Employers must post notice of these rights in a conspicuous 

location.23 The law applies to employers with 15 or more employees in the state and protects 

employees regardless of tenure and number of hours worked.24  
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Nevada 

Employers must provide reasonable accommodations for an employee’s pregnancy, childbirth or 

related medical conditions, including the need to express breast milk, unless doing so would 

impose an undue hardship.25 Employers may not deny employment opportunities to a pregnant 

employee because of the need to provide a reasonable accommodation, require an employee to 

accept an accommodation, or require an employee to take leave if another reasonable 

accommodation exists. The law also prohibits employers from taking adverse action against an 

employee who requests or uses a reasonable accommodation. Employers must provide written 

or electronic notice to employees, to new employees and employees who notify a supervisor 

that they are pregnant, and must conspicuously post the notice at the place of business in a 

place accessible to employees. The law applies to employers with 15 or more employees and 

protects employees regardless of tenure and number of hours worked. 

 

New Jersey 

Employers must provide reasonable accommodations to women affected by pregnancy, 

childbirth or related medical conditions, including recovery from childbirth, if the employee 

requests the accommodation based on the advice of a physician, unless doing so would impose 

an undue hardship on the employer.26 Employers must post information about these rights in 

places easily visible to all employees and applicants.27 The law applies to all employers of any 

size in the state and protects employees regardless of tenure and number of hours worked.28   

 

New Mexico 

Employers must provide reasonable accommodations for an employee or job applicant with a 

need arising from pregnancy, childbirth or condition related to pregnancy or childbirth. An 

employer may not require an employee to take paid or unpaid leave if another accommodation 

is available. The law applies to employers with four or more employees.29  

 

New York 

Employers must provide reasonable accommodations to the known pregnancy-related 

conditions of an employee, unless doing so would impose an undue hardship on the employer.30 

Employers must post information about these rights in a conspicuous, easily accessible and well-

lit location that is customarily frequented by employees.31 The law applies to employers with 

four or more employees in the state and protects employees regardless of tenure and number 

of hours worked.32   

 

North Carolina 

State agency employers must provide workplace adjustments upon request to employees who 

are affected by pregnancy, childbirth or related medical conditions, unless doing so would 

impose an undue hardship.33 A workplace adjustment may include but is not limited to a change 

in workstation and seating, modified work assignments, more frequent or longer breaks, 

assistance with manual labor, modified work schedules, adjustments in uniforms or dress codes, 

properly sized safety gear, temporary transfers, access to food and drink at workstations, closer 

parking and access to appropriate, non-bathroom lactation accommodations.34 State agencies 
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must post written notice of the rights and physically display them in a conspicuous area in each 

office maintained by a state agency. The law applies to all state agencies, and state agencies 

shall take actions to foster contractor and subcontractor compliance with this policy.35  

 

North Dakota 

Employers must provide reasonable accommodations to pregnant employees, unless doing so 

would unduly disrupt or interfere with the employer’s normal operations, threaten the 

employee’s health or safety, contradict a business necessity or impose an undue hardship on the 

employer.36 The law is silent as to employers’ requirements to give notice or post information 

about these rights. The law applies to employers of any size in the state and protects employees 

regardless of tenure and number of hours worked.37   

 

Oregon 

Employers must provide reasonable accommodation to employees for known limitations related 

to pregnancy, childbirth or related medical conditions, including but not limited to lactation, 

unless the employer can demonstrate that such an accommodation would impose an undue 

hardship on the employer’s operations.38 Employers may not deny employment opportunities to 

applicants or employees due to pregnancy or a related medical condition, require an applicant 

or employee to accept a reasonable accommodation or require an employee to take family 

leave. It is unlawful for an employer to retaliate against or take an adverse employment action 

against an employee or applicant because a reasonable accommodation was inquired about, 

requested or used.39 Employers must provide written notice of these rights to new and existing 

employees and conspicuously post notice of these rights in their place of business in an area 

accessible to all employees.40 The law applies to any employer with six or more employees.41 

 

Rhode Island  

Employers must provide reasonable accommodations to employees, upon request, for 

conditions related to pregnancy, childbirth or related medical conditions, including the need to 

express breast milk, unless doing so would impose an undue hardship on the employer. 

Employers may not deny employment opportunities to a pregnant employee because of the 

need to provide a reasonable accommodation or force a pregnant employee to take leave if 

another reasonable accommodation can be provided. Employers must provide written notice of 

these rights to new and existing employees and conspicuously post notice of these rights in 

their place of business in an area accessible to employees.42 The law applies to any employer 

with four or more employees within the state and protects employees regardless of tenure and 

number of hours worked.43 

 

South Carolina 

Employers must provide reasonable accommodations for medical needs arising from pregnancy, 

childbirth or related medical conditions, unless the employer can demonstrate that doing so 

would impose an undue hardship on the business. Employers may not deny employment 

opportunities to applicants or employees based on the need for an accommodation due to 

pregnancy or a related medical issue, require a pregnant applicant or employee to accept an 
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accommodation, or require an employee to take leave if another reasonable accommodation 

can be provided. It is unlawful for an employer to take any adverse action against an employee 

for requesting or using a reasonable accommodation. Employers must provide written notice of 

these rights to new and existing employees. Employers must also conspicuously post notice of 

these rights in their place of business in an area accessible to employees.44 The law applies to all 

employers who have 15 or more employees.45  

 

Tennessee 

Employers must provide reasonable accommodations for medical needs arising from pregnancy, 

childbirth or related medical conditions, unless the employer can demonstrate that the 

accommodation would impose an undue hardship on the business. Employers cannot require an 

employee to take leave if another reasonable accommodation can be provided, and cannot take 

adverse action against an employee for using a reasonable accommodation. The law applies to 

all employers who have 15 or more employees.46 

 

Texas 

A county or municipal employer is required to make a reasonable effort to accommodate an 

employee who is determined by a physician to be partially physically restricted by a pregnancy.47 

The law applies to any county or municipal employer and protects employees regardless of 

tenure and number of hours worked. 

 

Utah 

Employers must provide reasonable accommodations to employees, upon request, for 

pregnancy, childbirth, breastfeeding or related conditions, unless doing so would impose an 

undue hardship on the employer’s operations. Employers may not force an employee to 

terminate employment if another reasonable accommodation can be provided, or deny 

employment opportunities because of the need to provide a reasonable accommodation. 

Employers must provide notice of these rights by including them in an employee handbook or 

conspicuously posting notice in their place of business.48 The law applies to public employers as 

well as private employers with 15 or more employees within the state and protects employees 

regardless of tenure and number of hours worked.49  

 

Vermont 

Employers must provide a reasonable accommodation for an employee’s pregnancy-related 

condition, unless it would impose an undue hardship on the employer.50 Employers must post 

notice of these rights in a place conspicuous to employees on their premises. The law applies to 

employers that have one or more employees in the state.51 

 

Virginia 

Employers must make reasonable accommodations to the known limitations of a person for 

pregnancy, childbirth or related medical conditions (including lactation), unless providing such 

an accommodation would impose an undue hardship on the employer.52 Employers may not 

take adverse action against an employee who requests or uses a reasonable accommodation, 
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deny an employment or promotion opportunity, or force an employee to take leave if another 

reasonable accommodation is available.53 Employers must provide notice of these rights by 

including them in any employee handbook and posting them in a conspicuous location. The law 

applies to employers with five or more employees.54   

 

Washington 

Employers must make reasonable accommodations for an employee’s pregnancy or pregnancy-

related condition, unless doing so would impose an undue hardship on the employer’s 

operations.55 Employers may not deny employment opportunities to an employee because of 

the need to provide a reasonable accommodation, require an employee to take leave if another 

reasonable accommodation can be provided or take adverse action against an employee who 

requests, declines or uses an accommodation. The law applies to employers with 15 or more 

employees.56  

 

West Virginia 

Employers must make reasonable accommodations for employees who have limitations 

documented by a health care provider that stem from pregnancy, childbirth or related medical 

conditions, unless the accommodation would impose an undue hardship on the employer. 

Employers may not deny employment opportunities to a pregnant employee because of the 

need to provide a reasonable accommodation, require a pregnant employee to accept an 

accommodation, or force a pregnant employee to take leave if another reasonable 

accommodation can be provided.57 The law applies to any employer with 12 or more employees 

within the state and protects employees regardless of tenure and number of hours worked.58 

Local Laws 

Central Falls, Rhode Island 

Employers must reasonably accommodate an employee’s condition related to pregnancy, 

childbirth or related medical conditions, including the need to express breast milk, unless doing 

so would impose an undue hardship on the employer. Employers may neither deny employment 

opportunities to a pregnant employee because of the need to provide a reasonable 

accommodation nor force a pregnant employee to take leave if another reasonable 

accommodation can be provided. Employers must provide written notice of these rights to new 

and existing employees.59 The law protects employees regardless of tenure and number of hours 

worked and is silent as to the number of employees an employer must have in order to be 

covered. 

 

New York, New York 

Employers must reasonably accommodate the needs of an employee for pregnancy, childbirth 

or related medical conditions, unless doing so would impose an undue hardship on the 

employer.60 Employers must provide written notice to employees about these rights.61 The law 

applies to employers with four or more employees and protects employees regardless of tenure 

and number of hours worked.62  
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Philadelphia, Pennsylvania 

Employers must provide reasonable accommodations to employees for needs related to 

pregnancy, childbirth or related medical conditions, provided the employee requests such 

accommodation, unless doing so would impose an undue hardship on the employer. Employers 

must provide written notice to employees of these rights.63 The law applies to any employer in 

Philadelphia who employs at least one non-relative and protects workers regardless of tenure 

and number of hours worked.64 
 

Providence, Rhode Island 

Employers must provide reasonable accommodations to employees, upon request, for 

conditions related to pregnancy, childbirth or related medical conditions, including the need to 

express breast milk, unless doing so would impose an undue hardship on the employer. 

Employers may not deny employment opportunities to a pregnant employee because of the 

need to provide a reasonable accommodation, require a pregnant employee to accept an 

accommodation, or force a pregnant employee to take leave if another reasonable 

accommodation can be provided.65 Employers must provide written notice of these rights to new 

and existing employees and post notice in a conspicuous place on their premises.66 The law 

applies to any employer with seven or more employees within the city and protects employees 

regardless of tenure and number of hours worked.67 
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