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LANGUAGE DISCRIMINATION
Language discrimination occurs when a person is treated differently because of her native language or other characteristics of her language skills (Roberts et al., 2014). For example, an employee may be experiencing language discrimination if the workplace has a “speak-English-only” policy but her primary language is one other than English. She may also be the victim of language discrimination if she is treated worse than other employees because she speaks English with an accent, or if she is told she does not qualify for a position because her English is not good enough. Language discrimination may also occur if a person is denied access to businesses or government services because he or she does not speak, understand, read or write English well.
Many courts and governmental agencies consider language discrimination to be a kind of discrimination on the basis of national origin, which is prohibited by the U.S. federal and state law. These laws make it illegal for employers to discriminate against an employee because of his or her national origin. In general terms, “National origin” refers to the country that a person, or that person’s ancestors, came from. But because the primary language a person speaks is closely related to the place she came from, or the place her ancestors came from, being discriminated against for using that language, or because of characteristics having to do with that language, has much the same effect as if that person were being discriminated against because of her national origin. One example of language discrimination at work place is the “speak-English-only” policies. The U.S. federal and state laws generally prohibit employers from having “speak-English-only” policies unless: the employer can show some business necessity for the policy, that is, that there is an overriding and clearly job-related need for the policy, and the employer notifies its employees about the policy, and when and where it applies (Perea, 1989).
Even if the employer does so, it must also show that there is no alternative practice to the policy that would achieve the business goals just as effectively. Similarly, in some other states, the U.S. Equal Employment Opportunity Commission (EEOC) presumes the mere existence of a “speak-English-only” workplace policy is itself evidence of discrimination under federal law, and thus that the employer must also show a business necessity for the policy (Dobbin et al., 1993). However, in California and other western states, it may be more difficult to prove that such a policy is unlawful if it is only applied to employees who are proficient in English as well as their own languages. Under either federal or state law, if a “speak-English-only” policy is imposed upon employees who speak no English or can do so only with great difficulty, that policy may well be unlawful, especially where those workers have proven that they can perform their jobs without English. 
In some cases, the employer may implement and enforce a “speak-English-only” policy in such an extreme and unreasonable manner that it creates a “hostile work environment” for employees of different national origins. For instance, they may be disciplined for speaking only a few words of their primary language or doing so on their personal time, or may be subjected to constant monitoring by their supervisors. In other cases, the policy may lead to speakers of particular languages being harassed by those who speak English. In such instances, the policy may well be illegal. “Speak-English-only” rules may also violate civil rights laws if they are imposed only on one group of employees but not others (Perea, 1989). For example, if a business requires only its Spanish-speaking employees to comply with the rule, but does not enforce it with Chinese-speaking employees, the employer is probably illegally discriminating. Also, if an employer adopts a “speak English-only” policy with the purpose of discriminating, the policy is likely unlawful for that reason alone. 
Discrimination because of accent may also violate an employee’s civil rights. In general, if an employer takes an adverse action against an employee because of her accent, it must be able to show that the accent materially interferes with job performance (Lippi-Green, 2012). In other words, an employee’s accent must have a significant negative effect upon the employee’s ability to do the job, and the employer cannot simply assume that the accent creates a work-related problem. Moreover, the employer must fairly and objectively assess the accent. Often there are subtle prejudices against some accents more than others. In addition, an employer may not deny a person an employment opportunity because that person is not proficient or fluent in English, unless: the job that person performs actually requires some English language skills (such as certain customer services positions), and the person does not possess the particular type and level of English language skill required. For example, if a person is told she does not qualify for a position because she is unable to speak or read English well enough, but the position is one that requires little or no communication, she may have a claim of language discrimination. 
In conclusion, language discrimination exists outside the workplace as well. For instance, if a person is denied services by a business because he or she lacks English skills, this may be a violation of different civil rights laws. Such laws may also be violated if a person is unable to communicate with a government agency because the agency does not offer materials in that person’s language or have personnel who speak that person’s language. Language discrimination in is illegal in the U.S. and many other parts of the world. In the U.S., an employee who may have been discriminated against by their employer with at least 15 employees may file a charge of national origin or language-based discrimination with the U.S. EEOC (Dobbin et al., 1993).  In California, discriminated employees have 300 days to file the charges while other states give only 180 days to do so. 
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