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Proclamation 21-14 (Vaccination Requirement)  

Q&A 

This information is intended to help navigate questions related to Governor Jay Inslee’s 

Proclamation 21-14.  This guidance applies to higher education institutions including Walla Walla 

Community College. Most of the information in this Q&A was provided by the Office of Financial 

Management/State HR. It has been modified to include relevant information for WWCC 

employees. 

The proclamation covers all college employees, including student employees, volunteers and 

some contractors.   
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1. Who does Proclamation 21-14 apply to?   
Higher education employees and volunteers, most state agency worksites and employees 

and health care employees in private sector health care and in long term care settings, 

including but not limited to nursing homes, adult family homes, assisted living, enhanced 

services facilities, residential treatment facilities, and other treatment facilities.  This includes 

most contractors, volunteers and other positions that have any on-site presence in a 

workplace setting.   

2. Does the vaccination requirement apply to new hires? 
Yes.  Agencies should ensure that new hires meet the requirement by October 18, 2021.  It is 

advised that agencies include information about the requirement in recruitment 

announcements and that candidates are informed during the hiring process of the 

requirement to be fully vaccinated with one of the authorized COVID-19 vaccines by October 

18, 2021.   

3. What does the proclamation do? 
The proclamation applies science and data to put into place the most effective means we 

currently have of combatting COVID-19 and the impact of increasing variants, which is 

COVID-19 vaccination.  To do this, it requires higher education and state agency employees 

covered under the proclamation and most health and long-term care providers to be fully 

vaccinated with an authorized COVID-19 vaccine by October 18, 2021, as a condition of 

employment.  Employers will need to verify vaccination status of all new hires and existing 

employees, as well as any other individuals identified in Question #1 above. 

4. What stakeholders were consulted in arriving at this decision? 
The state engaged with labor organizations, local governments, and private healthcare, and 

received communications from various associations representing segments of private 

healthcare settings.  These engagements revealed differing viewpoints and perspectives.  

Many organizations expressed an interest in implementation of a “vaccination or test” 

approach.  Many other settings have taken this approach.  The state considered this 

feedback in great depth and deemed that approach infeasible in state government and 

across our health systems.  The state and some private entities have used a “vaccination or 

test” system in various congregate care settings and many recognized it to have not stopped 

the threat to our communities and places of work, as outbreaks have persisted.  The cost and 

administrative process to sustain, or expand, this model long-term is significant.  Ultimately, 

the state made the tough decision to proceed with a mandate for the healthcare workforce 

and the state employee workforce.  

5. With so many state employees working remotely, does the vaccination 
requirement only apply if/when they return to the office? 
No.  The vaccination as a condition of employment requirement applies to all employees who 

are subject to the proclamation regardless of their work setting.  All workers need to be 

prepared to come to a worksite at any time necessary to meet business needs.  Even if an 
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employee has no expectation of coming into the workplace, the proclamation still requires 

that they be fully vaccinated by October 18, 2021.   

6. Staff have been successful keeping infection rates low with safety precautions 
such as social distancing, hand washing, and mask wearing.  Why is this 
needed? 
Frontline workers in state service and across the private sector have continued working since 

the initial “Stay home, Stay Healthy” order.  They, rightfully, are becoming weary of the day 

to day stress of high and dangerous caseloads.  Significant efforts have been made to address 

workplace safety in the face of COVID, a new workplace hazard. Even with all of those safety 

efforts we did not curtail all outbreaks.  The threat of COVID-19 is evolving as new, more 

easily transmitted and aggressive variants become prevalent in our state.  We now have the 

tool of vaccine, which is the single most effective resource to combat spread and prevent 

illness and death.  The state of Washington has a duty to our employees to provide a safe 

work environment free of known hazards, and to reduce risk to the public we serve.  This 

safety measure is equally important to fight the spread of COVID-19 generally and statewide 

because it will help to protect the communities in which we live and interact before, during 

and after our state work hours.  Private employers operate under the same workplace safety 

standards as the state.  

7. If an employee has previously been infected with COVID-19, and can show that 
they have the antibodies against the virus, are they exempt from the vaccine 
requirement? 
No, there is no exception for those with COVID-19 anti-bodies; however, employees in this 

situation may qualify for a medical accommodation if it is not safe yet for them to receive the 

vaccine (see Question #11 below).   

8. What vaccines must an employee receive to be compliant with the 
proclamation? 
Employees may choose any of the three FDA-approved COVID-19 vaccines, manufactured by 

Pfizer, Moderna, or Johnson and Johnson, respectively.  If you are participating in an 

approved clinical trials or have been fully vaccinated with a WHO approved vaccine, please 

let the Human Resources Office know.  

Employees should pay attention to dose timelines to ensure they are able to receive the last 

dose of the selected vaccine regimen at least two weeks prior to the October 18, 2021, 

deadline.   
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Below is a chart that will assist you in communicating with employees about key deadlines: 

Vaccine 
Series dose 

requirement 

First dose 
no later 

than Second dose 
Complete
d series 

Fully 
vaccinated = 

two weeks past 
final dose 

(must be by 18 
October) 

Pfizer 
2 doses, 21 
days apart 09/13/21 10/04/21 10/04/21 10/18/21 

Moderna 
2 doses, 28 
days apart 09/06/21 10/04/21 10/04/21 10/18/21 

Janssen/Johnso
n & Johnson Single dose 10/04/21 N/A 10/04/21 10/18/21 

 

9. What if an employee received the vaccine in another state or country? 
If an employee received one of the FDA-approved COVID-19 vaccines, Pfizer, Moderna or 

Johnson and Johnson, in another state or country, they are following the proclamation.  If 

you have participated in approved clinical trials or have been fully vaccinated with a WHO-

approved vaccine that is not FDA approved, please let the Human Resource Office know. 

10. What if an employee is in a clinical or experimental trial and has been fully 
vaccinated with a vaccine the FDA has not currently approved? 
The proclamation requires all state employees and most health and long-term care providers 

to be fully vaccinated with an authorized COVID-19 vaccine by October 18, 2021, as a 

condition of employment.  Employers will need to verify vaccination status of all employees.  

If you have participated in approved clinical trials or have been fully vaccinated with a WHO 

approved vaccine that is not FDA approved, please contact Human Resources. 

11. What if an unvaccinated employee contracts COVID-19 and is recommended to 
wait 90 days before receiving the COVID-19 vaccine?  Would they still have to 
meet the October 18, 2021, deadline? 
If an individual is advised by their medical provider that they should not get the vaccine 

within a particular timeframe, and following that recommendation would cause the 

individual to miss the October 18, 2021, deadline, the individual must seek an 

accommodation or would be separated from employment.  However, they would need to 

become fully vaccinated as soon as the waiting period ends. 

12. When will this be in effect? 
The proclamation is effective immediately and the deadline to provide proof that an 

individual is fully vaccinated will be October 18, 2021.  Being fully vaccinated means that an 

individual is at least two weeks past their final dose of an authorized COVID-19 vaccine 

regimen.  Therefore, individuals would need to receive the second shot of a two-shot vaccine 

regimen or the single shot of the one-dose regimen by no later than October 4, 2021.  
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Employees are urged not to wait to schedule an appointment to ensure they can be in 

compliance with the timeline, as availability of a particular vaccine regimen may vary by 

location and the timeframes between shots also vary (see chart in Question #8). 

13. Are adverse effects from vaccination a compensable work-related injury for 
workers compensation purposes? 
Likely yes; for those who obtain a vaccine as required for their continued employment (either 

by their employer or by the Governor’s recent proclamation), an adverse reaction claim 

would be allowed.  Coverage would include any medical costs related to the reaction and 

wage replacement benefits if they were unable to work, as certified by their doctor, for more 

than three days after the date of the vaccine.  Note: Wage replacement, or time-loss 

benefits, require a three-day waiting period unless the person is off work for fourteen (14) or 

more days. 

14. Can employers ask job applicants about their vaccination status? 
Yes.  It is not a disability related inquiry under the Americans with Disability Act (ADA) to ask 

an applicant if they have been vaccinated.  However, follow up questions about why a person 

is not vaccinated should not occur until after a job offer is made since such questions may 

reveal a disability.  Proof of vaccine should not be required until a job offer is made.  See 

EEOC Guidance. 

15. Can agencies make a conditional offer based on vaccination by October 18, 
2021?  Do agencies need to obtain proof of vaccination before hiring an 
employee before the October 18, 2021 vaccine deadline? 
Agencies should ensure that new hires meet the requirement by October 18, 2021.  There is 

no prohibition against making a conditional offer. The employee should be informed that 

failure to meet the condition will result in revocation of the offer absent a medical or 

religious accommodation.  Proof of vaccine should not be required until a job offer is made. 

16. How does this impact recruitments that are in process now?  Is that a change 
in working conditions that needs to be added to recruitments currently open?  
Current recruitments should be updated to include the vaccine as a condition of employment 

and a statement that medical and religious accommodations will be considered.  Agencies 

should also update job descriptions to include vaccination as a condition of employment.  All 

future recruitments should include these requirements.  If a current recruitment is in process 

and the changes in the recruitment announcement or job posting are challenging to make, 

agencies should ensure all applicants are aware of the requirement. 

17. Can an agency refuse to hire if they learn that the candidate has no intention 
of complying with the working condition to be fully vaccinated by October 18, 
2021? 
If a candidate has no intention of being fully vaccinated by the October 18, 2021, deadline, 

they are not qualified for the position, assuming there is no medical or religious 

accommodation. 

https://www.eeoc.gov/wysk/what-you-should-know-about-covid-19-and-ada-rehabilitation-act-and-other-eeo-laws
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18. When can agencies begin asking for proof of vaccination?  And what kinds of 
proof can agencies collect? 
Employers can begin asking for proof of vaccination immediately for current employees. At 

this time, agencies are permitted to use visual verification, rather than retaining copies of 

vaccination records. 

Under the proclamation the following types of proof are permitted: 

a. U.S. Centers for Disease Control COVID-19 Vaccination Record Card or photo 

of the card; 

b. Documentation of vaccination from a health care provider or electronic health 

record; or 

c. State immunization information system record. 

Personal attestation is not an acceptable form of verification of COVID-19 vaccination.  

WWCC is currently working on a plan and once details are known it will be shared. 

19. Where must information confirming an employee has been vaccinated, 
including a copy of the vaccination, be kept? 
Information confirming an employee has been vaccinated is confidential and must be stored 

separately from the employee’s personnel file.   

20. How will agencies safeguard vaccination information? 
Per EEOC guidance, the ADA requires an employer to maintain the confidentiality of 

employee medical information, such as documentation or other confirmation of COVID-19 

vaccination.  This ADA confidentiality requirement applies regardless of where the employee 

gets the vaccination.  Although the EEO laws themselves do not prevent employers from 

requiring employees to bring in documentation or other confirmation of vaccination, this 

information, like all medical information, must be kept confidential and stored separately 

from the employee’s personnel files under the ADA. WWCC maintains a confidential 

Employee Occupational Health Record (EOHR) file in the Human Resource Office for each 

employee. 

21. Is the Department of Health  (DOH) going to assist agencies in verifying 
vaccination status? 
At this time, it is not anticipated that DOH will be providing vaccine information directly to 

agencies. 

22. Does the proclamation allow for any exemptions, including accommodations 
for medical or religious reasons?  
Under the proclamation, all employees subject to the proclamation must show proof of 

vaccination by October 18, 2021.  Employees may work with their agency’s human resources 

office if they need a reasonable accommodation for medical or religious reasons. 
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23. What are the requirements for receiving an accommodation based on medical 
reasons? 
If an employee cannot obtain a vaccine because of a disability and they cannot be reasonably 

accommodated to safely work, the employer may exclude the unvaccinated employee from 

the workplace.  This does not necessarily mean that the employee may be terminated. The 

employer should determine if the employee is entitled to other accommodations, such as 

remote work, and if protections under other federal, state, or local laws apply.  See 

Vaccination and the ADA.   

If an employee cannot meet a safety-related qualification standard because of a disability, 
the employer may not require the employee to comply unless it can demonstrate the 
individual would pose a direct threat to the health or safety of the employee or others in the 
workplace.  A direct threat is a significant risk of substantial harm that cannot be eliminated 
or reduced by reasonable accommodation.  This determination requires an assessment of 
whether 1) there is a direct threat and, if there is, 2) whether a reasonable accommodation 
would reduce or eliminate the threat. See EEOC Guidance.  

Whether a direct threat exists requires an individualized assessment of the employee’s ability 
to safety perform the essential functions of the job utilizing four factors: (1) the duration of 
the risk; (2) the nature and severity of the potential harm; (3) the likelihood that the 
potential harm will occur; and (4) the imminence of the potential harm.  The determination 
should be based on a reasonable medical judgment that relies on the most current medical 
knowledge about COVID-19.  This could include the level of community spread at the time of 
the assessment, statements from the CDC, and information from the employee’s health care 
provider.  Other considerations include the type of work environment; ventilation, level of 
interaction with other individuals, the number of partially or fully vaccinated individuals 
already in the workplace, whether other employees are wearing masks or undergoing 
routine screening testing, and the space available for social distancing.  See EEOC Guidance. 

If the assessment demonstrates the non-vaccinated employee with a disability would pose a 
direct threat to self or others, the employer must consider whether providing a reasonable 
accommodation, absent undue hardship, would reduce or eliminate that threat.  Potential 
reasonable accommodations could include requiring the employee to wear a mask, work a 
staggered shift, making changes in the work environment (such as improving ventilation 
systems or limiting contact with other employees and non-employees), permitting telework if 
feasible, or reassigning the employee to a vacant position in a different workspace. See EEOC 
Guidance. 

If there is no reasonable accommodation that will allow the unvaccinated employee to be 
physically present to perform their current job without posing a direct threat, the employer 
must consider if telework is an option or if there are other possible accommodations.  See 
EEOC Guidance. 

  

https://askjan.org/blogs/jan/2021/04/faq-covid-19-vaccination-and-the-americans-with-disabilities-act.cfm
https://www.eeoc.gov/wysk/what-you-should-know-about-covid-19-and-ada-rehabilitation-act-and-other-eeo-laws
https://www.eeoc.gov/wysk/what-you-should-know-about-covid-19-and-ada-rehabilitation-act-and-other-eeo-laws
https://www.eeoc.gov/wysk/what-you-should-know-about-covid-19-and-ada-rehabilitation-act-and-other-eeo-laws
https://www.eeoc.gov/wysk/what-you-should-know-about-covid-19-and-ada-rehabilitation-act-and-other-eeo-laws
https://www.eeoc.gov/wysk/what-you-should-know-about-covid-19-and-ada-rehabilitation-act-and-other-eeo-laws
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24. What documentation can the employer require for employees seeking medical 
accommodation? 
The documentation required for a vaccine accommodation should be narrowly tailored to 

determine if the employee has a medical condition which prevents them from receiving the 

vaccine.  See Proclamation 21-14, which states: 

Agencies must obtain from the individual requesting the accommodation 
documentation from an appropriate health care or rehabilitation 
professional authorized to practice in the State of Washington stating that 
the individual has a disability that necessitates an accommodation and the 
probable duration of the need for the accommodation. 

WWCC will be providing forms for employees to use once they are made available 
by OFM/State HR. 

25. What are the requirements for receiving an accommodation based on religious 
reasons? 
An employee who has a sincerely held religious belief that prevents them from being 
vaccinated against COVID-19 may request an accommodation by their human resources 
office.  The employee must participate in the interactive accommodation process and 
provide all information reasonably needed to evaluate the request.  

The request for accommodation must include a statement regarding the way in which the 
requirements of the order conflict with religious observance, practice or belief of the 
individual.   

WWCC will be providing forms for employees to use once they are made available 
by OFM/State HR. 

26. What documentation can the employer require for employees seeking 
religious accommodation? 

Agencies may request that employees provide documentation to support a request for 
religious accommodation, and agencies must continue to engage in the accommodation 
process with employees and must document the responses in the form in accordance with 
Proclamation 21-14, which states: 

To the extent permitted by law, before providing a sincerely held religious 
belief accommodation to the requirements of this Order, individuals or 
entities for which Health Care Providers work as employees, contractors, 
or volunteers and State Agencies must document that the request for an 
accommodation has been made and the document must include a 
statement regarding the way in which the requirements of this order 
conflict with the religious observance, practice, or belief of the individual. 
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27. What can an employer do if they suspect an employee is being untruthful in 
their request for accommodation or if they suspect a vaccination record is 
fraudulent? 
Employees who are suspected of being untruthful or who are suspected of submitting false 

records will be advised of such and provided an opportunity to respond to such allegations. 

Disciplinary action will be taken if an employee provides fraudulent information. 

28. What if someone refuses to get vaccinated? 
All employees must be fully vaccinated by October 18, 2021, as a qualification of fitness for 

continued employment unless they have been granted an accommodation for religious or 

medical reasons.  There may be continued or additional safety requirements for employees 

who are granted accommodations.  Absent an approved medical or religious 

accommodation, employees who do not meet the vaccine condition for continued 

employment will be separated from employment. 

29. What appeal rights will employees have if they are separated because they do 
not obtain vaccine as a condition of employment? 
Faculty and classified staff may utilize applicable collective bargaining agreements and/or 

contact their union representatives. Administrative/exempt employees are “at-will” 

employees and have no right to appeal a separation from employment. 

30. If an employee refuses to obtain vaccination, is the employee entitled to 
unemployment benefits? 
When an employee’s separation is the result of failure to comply with an employer’s 

requirement to become vaccinated, Employment Security Department (ESD) will examine a 

number of factors.  These factors may include when the employer adopted the requirement, 

whether the employee is otherwise eligible for benefits, the specific terms of the vaccine 

policy including allowable exemptions, and the reason why the employee did not comply 

with the vaccine requirement.  

For example, when the employer offered religious or medical accommodations, but the 

employee does not qualify for an accommodation and does not comply with the vaccine 

requirement, a claim would likely be denied.  However, some individuals may still qualify 

based on their own unique circumstances. ESD will evaluate each case on its own merit.  

31. On what legal grounds can this be imposed?  
In response to the emerging COVID-19 threat, the Governor declared a state of emergency 

on February 29, 2020, using his broad emergency authority under RCW 43.06.  More 

specifically, under RCW 43.06.220, after a state of emergency has been declared, the 

Governor may suspend statutes and prohibit any activity that he believes should be 

prohibited to help preserve and maintain life, health, property or the public peace.  Under an 

emergency such as this, the Governor’s paramount duty is to focus on the health and safety 

of our communities.  This Proclamation answers that obligation. 
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32. Is the proclamation in conflict with L&I’s new law giving protection to those 
who are high risk? 
No.  An employee with an accommodation under the Health Emergency Labor Standards Act 

(HELSA) may also be eligible for medical accommodation for the vaccine requirement.  

Furthermore, a vaccinated employee may also seek an accommodation under HELSA. 

33. How will the state be engaging with labor on this issue? 
We understand that there will be many questions about the processes that agencies, and 

other employers, will use to implement this direction.  Employers value their relationships 

with labor organizations and will discuss the impacts of this directive as requested.  On 

August 10, 2021, OFM provided global notice to all the impacted unions.  When unions 

respond with a demand to bargain, the state will meet its bargaining obligation. 

34. Given the spread of the Delta variant, what other steps is the state taking to 
protect the workforce and the community? 
The state continues to assess what measures need to be in place in state agencies and 

community settings.  The L&I and DOH are daily engaged in disease data analytics, health 

requirements, and workplace safety requirements to determine what is working well and 

what is not.  The current variant is very rapidly spreading among unvaccinated populations 

that were previously a lesser target for the virus.  Younger unvaccinated people are getting 

sicker faster and more often.  Grounded in the Healthy WA – Roadmap to Recovery Guide for 

state agencies, monthly updates are provided to state Cabinet agencies to meet CDC, DOH, 

and L&I requirements and to determine agency implementation directions.  We take into 

consideration business, customer, and employee impacts as we develop our implementation 

strategies to keep people healthy and safe in our worksites.  This includes planning for return 

to work that emphasizes a new hybrid model of service delivery.  We continue to update 

masking and physical distancing requirements in a way that best protects our employees and 

the people we serve.  We have increased options for customers to get services online or 

remotely to decrease the need for in person contact and travel.  We have also prioritized 

closing business gaps where in person services are needed as we pay attention to equity in 

our approach to customer access.   

35. Will the state provide additional guidance regarding this directive? 
The state will establish additional resources as needed to help employees and employers 

move into compliance with this directive. 

36. Will the state provide resources to assist employees in getting vaccinated? 
Employees whose agencies do not provide vaccination on site may use a reasonable amount 

of leave to travel and receive each dose of the COVID-19 vaccine.  There are resources to 

help agencies locate where vaccination is available.  This includes a Vaccine locator created 

by DOH.  Upcoming clinics in Walla Walla. 

37. What if employees who are vaccinated have side effects? 
Like other routine vaccines, the CDC indicates that side effects may be experienced, which 

are normal signs the body is building protection.  See CDC Side Effects.  Employees who need 

https://vaccinelocator.doh.wa.gov/
https://www.covidwwc.com/clinics
https://www.cdc.gov/coronavirus/2019-ncov/vaccines/expect/after.html?s_cid=10509:covid%20vaccine%20reactions:sem.ga:p:RG:GM:gen:PTN:FY21
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to take leave due to side effects from the COVID-19 vaccine may use accrued leave in 

accordance with agency policy or applicable collective bargaining agreement, or may request 

shared leave.  The availability of workers’ compensation is addressed above in Question #13. 

38. If an employee chooses to retire, will they be able to before the October 18, 
2021, deadline? 
The timelines for beginning retirement benefits varies by plan. If you are not sure what plan 

you are in, log into CCNET and look at your benefit statement by clicking your name/picture 

in the upper right. 

If you belong to a PERS/TRS plan: 

This checklist provides a general timeline for those who are planning to retire, although all 

the timeframes could be reduced and a number of items could be skipped for those looking 

to decide quickly.  See https://www.drs.wa.gov/retirement-planning/checklist/.  Given the 

amount of time before the deadline, employees may want to proceed with the items 

indicated for three to twelve months from retirement as soon as possible. 

Please note: The first step for employees who wish to retire is getting the official retirement 

estimate done.  If an employee has already completed this step, the rest of the process can 

move quite quickly, and Department of Retirement Systems (DRS) will prioritize the benefit 

estimate for the earliest retirement dates.  Once that is complete filling out the retirement 

application is quite quick.  If a person plans to work at all in October, the retirement date 

would be November 1 and the employee will still be well within the three-month timeframe. 

DRS has confirmed that they would not deny someone the opportunity to retire based on 

their approach to prioritizing requests.   

If you belong to TIAA, please contact 1-800-842-2252 for assistance.  

If you intend to retire by October 18, 2021, please provide written notice to your supervisor 

and contact Jessica Murff as soon as possible so that she can notify DRS and they can flag 

your application for priority.   

https://www.drs.wa.gov/retirement-planning/checklist/
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