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Key Federal Regulations and the Role of Human Resources
Discrimination and the Types of Discrimination Prohibited By Title VII
     Discrimination is any unfair and undue treatment. This treatment could be due to different reasons like age, gender and race. The https://www.eeoc.gov/laws/types/index.cfm, indicates that Title VII prohibits discrimination based on sex, color, origin, race and nationality. These forms of discrimination are not allowed in any environment including in the employment industry. Employers are barred from discriminating their employees based on the above features with regards to job privileges, terms and conditions. Employees are also allowed by the act to join and form labor unions and labor movements as well as participate in these movements without the employer meddling with their association with the unions.
An Example of a Title VII Violation in an Organization
    An organization could discriminate an individual based on their racial identity. For example when an Indian applies for job in an African organization, they might be denied the opportunity. This denial becomes discriminatory if the Indian qualifies for the job but basically because of their racial identity they are disqualified and someone of the preferred race gets hired instead. The hiring team judges the individual using either their name or physical appearance or even the individual’s bio. The job applicant is then given a regret and told they do not qualify for the job yet the criteria that was used to disqualify them is their racial identity.
What the HR Could Have Done To Prevent the Occurrence
     As Skinner (1998) suggests, the HR should have adhered to the employment regulations that prevent discrimination of anyone based on their racial identity. The HR should only have focused on the qualification of the applicant for the job and award or recommend the individual for hiring based on the value the individual would bring to the organization if he or she was hired. The HR should have read the EEOC provisions on employment. Following these provisions, the HR should have been in a position to convince the hiring team against discriminating against the job applicant. Organizations also usually have their employment policies which often borrow from the EEOC. The HR should also have invoked the organization’s employment act to prevent the discrimination from occurring.
The EEOC and How It Relates To Discrimination in an Organization
      The (EEOC) is the Equal Employment Opportunity Commission created under Title VII to administer the act and all the provisions in it. The commission is a watchdog against employers who carry out discrimination at the work place based on race, sex, religion, color or nationality. It therefore protects the workers and those who intend to be hired against the above forms of discrimination. For example, one could raise a complaint if they were denied a job because of their religious background and the commission would look into the complaint. The commission has a form in which employees who have any complaints against their employers, can fill out and have the employer be answerable for subjecting the individual to whatever form of discrimination. The commission also protects employees from retaliatory effects from their employers on filling the commissions complaint form (New York Times, 2019).
An Example of an EEOC Violation in an Organization.
   An organization could deny its employee some overtime payment on realization that the employee has filled out the EEOC form raising some complaints. The employee complains about her co-worker continuously asking her for sexual favors. She keeps rejecting but the co-worker insists. The employee being asked for the favor feels uncomfortable reporting the matter to the organization’s HR and decides to fill out the complaint in the EEOC form. On realizing this, the employer is angry as he fears for the image of the organization and decides to punish the complainant by refusing to pay her for working overtime.
What the HR Could Have Done To Prevent the Occurrence
    The HR should have been fair and free to listen to the employee’s complaints. The HR should also have continuously held meetings with all the employees and reading them the EEOC provisions and the organization’s employment act as well. Such policies against sexual discrimination are usually very clear in the employment act. With this, the employees would be careful as they are aware that engaging in such forms of discrimination warrants them some punishment and they would not engage in the discrimination.
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