Running head: LABOR LAWS                                                                                                       1

LABOR LAWS                                                                                                                                3









EEOC and Labor Relations Laws
Name
Institution Affiliation






EEOC and Labor Relations Laws
In law, wrongful acquittal, discharge or termination from employment for an employee by the employer, where there is a breach of terms as stipulated by any rule as may be contained in employment law, or a provision in a stature or in a contract of employment may warrant  warrants for the rule of law to apply. In the case provided, the employee’s reason for termination is unwarranted. As provided by the law, termination is a continual process and employers should have come up with a due process of terminating the employee (Burn, 2018). Also, the termination of an employee should be independently and carefully reviewed ahead of termination by a legal counsel, supervisor or an individual within a human resource department. This is in the review of the reason as to why the employee should be terminated from employment.
In light of the above, the employee should strive to file a charge with the EEOC, upon which an investigation will be thrust forward, and if the evidence or inquiry into the matter shows strong evidence then the matter may be settle in court or by both parties amicably. If the matter is to be settle in court, and employment discrimination is identified then the employee may be subject to hiring, back pay, front pay, reasonable accommodation, or reinstatement (Burn, 2018). Additionally, in the case of intentional discrimination the EEOC may order for the employer to settle punitive and compensatory damages. The employer in the same sense is expected to take a preventive or corrective measure in preventing wrongful discharge of an employee.



In the same sense, the EEOC has provided for a set of laws upon which potential employees are not discriminated. According to the Age Discrimination in Employment Act of the year 1967, provides that the law protects discrimination against employment for any individual who is past the age of forty years old (Blankton and Peksten, 2019). Mainly, this provision applies during the process of hiring where an employer may not be hired due to their age. The above is cited from the fact that employers are not supposed to have assumptions or stereotypes of an individual ahead of making their hiring decisions.
As for the case provided, the interviewer is at fault with regards to hiring the veteran in question. Mainly, this is attributed by their unseemly gesture to the employee. In this regard, ahead of allowing things to go out of hand, there is a need by the HR department of All Souls Hospital to review the hiring process that the interviewers may have utilized. In this regard, All Souls hospital might consider an outside of court agreement. Also, the organization might also consider the need to hire the discriminated veteran for the role that they were looking for. The CEO might also consider the need to acquaint interviewers’ in the future on labor laws and the EEOC on discriminations in the hiring process of employees (Blankton and Peksten, 2019). Also, the CEO may also consider the need to be all inclusive in the workplace with a view of developing a culture that is not stereotypical of the people who can and cannot work in the organization.  
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