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Religious Discrimination 

The law firm of Josh F. Bowers, P.C. has extensive experience 
representing Federal employees with religious discrimination cases.  

Title VII of the Civil Rights Act of l964 prohibits employers from 
discriminating against individuals because of their religion in hiring, 

firing, and other terms and conditions of employment.  

Under Title VII: 

 Employers may not treat employees or applicants more or less 

favorably because of their religious beliefs or practices - except 
to the extent a religious accommodation is warranted. For 

example, an employer may not refuse to hire individuals of a 
certain religion, may not impose stricter promotion requirements 

for persons of a certain religion, and may not impose more or 
different work requirements on an employee because of that 

employee's religious beliefs or practices.  

 Employees cannot be forced to participate -- or not participate -- 

in a religious activity as a condition of employment.  

 Employers must reasonably accommodate employees' sincerely 

held religious practices unless doing so would impose an undue 

hardship on the employer. A reasonable religious 
accommodation is any adjustment to the work environment that 

will allow the employee to practice his religion. An employer 
might accommodate an employee's religious beliefs or practices 

by allowing: flexible scheduling, voluntary substitutions or 
swaps, job reassignments and lateral transfers, modification of 

grooming requirements and other workplace practices, policies 
and/or procedures.  

 An employer is not required to accommodate an employee's 
religious beliefs and practices if doing so would impose an undue 

hardship on the employers' legitimate business interests.  

 Employers must permit employees to engage in religious 

expression, unless the religious expression would impose an 



undue hardship on the employer. Generally, an employer may 

not place more restrictions on religious expression than on other 
forms of expression that have a comparable effect on workplace 

efficiency.  

 Employers must take steps to prevent religious harassment of 

their employees. An employer can reduce the chance that 
employees will engage unlawful religious harassment by 

implementing an anti-harassment policy and having an effective 
procedure for reporting, investigating and correcting harassing 

conduct.  

It is unlawful to retaliate against an individual for opposing 

employment practices that discriminate based on religion or for filing a 
discrimination charge, testifying, or participating in any way in an 

investigation, proceeding, or litigation under Title VII.  

Disclaimer 

 

The legal information in this article is intended as a general overview 
of this issue and is subject to change; it is not meant to serve as legal 

advice in any particular situation. The law is in a constant state of 
change as Congress amends statutes; Federal Agencies issue and 

amend regulations, and the courts issue decisions interpreting the laws 

and regulations.  We recommend you consult a licensed lawyer who is 
knowledgeable about the area of law in question before you take 

action to address a legal matter.   

 

 


