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Employment Law
In the case of Riser v. QEP Energy, some issues arise that entail discrimination that concerns gender and equal pay. The main factors presented here were unfair termination and losing her job position to other male colleagues who were promoted. Mrs. Riser Kathy argues that the reason for the discrimination is gender. The discrimination also prompted the denial of her request to have her salary increased. She believed that the salary she was paid did not rhyme with her job position. For this reason, she believed that her low pay resulted from the fact that she was a female. Although the energy company listened and acknowledged Mrs. Riser's complaint, they highlighted that the two had been assigned some other duties (Walsh, 2019). 
The legal issues presented in this case? Did the plaintiff establish a valid prima facie case of pay discrimination? Was there a basis for equal work? On what factors did the appeals court base its decision?
	Despite that the case did not favor her at first, there are various legal issues that this case presents. The plaintiff never established any valid prima facie concerning discrimination on payments. The prima facie was found in the appeal. This was because, in the whole case, the tenure and pay grades system was presented by the QEP. The plaintiff lacked valid evidence for facing discrimination based on gender or age. According to the pay grade system, her grade was lower (two) than the higher grade of the other gentlemen, which was seven (RISER v. QEP ENERGY). There was no basis for equal work. The two gentlemen that took up Mrs. Riser's position had more tasks than her. Despite that she said that she had performed additional work beyond her responsibilities. It was not her obligation. The court's decision was solely based on the fixed payments grading system that QEP provided. They deserved to be paid highly because of their level of the pay grade system. This was the case until the appeal realized that the grading of the plaintiff was unfair. 
Why the other-than-sex factor presented by the employer is insufficient to avoid trial.
	The lack of gender neutrality explains the insufficiency of the other-than-sex factor. The pay grade system is faulty because it should have been based on grade, tenure, and merit. Mrs. Rise has worked in the company for quite some time, and she has significantly contributed to building several functions associated with the position. The pay grade system did not accommodate any additional money as per the workload. 
What the employer should have done differently
	The QEP ought to have come up with its analysis for compensation. This would have necessitated them to consider how they could adjust the grading system. I this pay grade system was gender-neutral, it would not have been a court issue. They would have realized the tenure and merit of Mrs. Riser. Also, they would have considered the required qualifications for the position. When employers consider employees as assets, they tend to increase their morale towards work. Mrs. Riser was highly committed to her work in the company. She had never brought trouble in the company. She only requested pay raises which were never addressed (Walsh, 2019). EEOC plays a significant role in any organization. There was a need for the QEP to review their policies to match them equally with the pay act and the rules and regulations as enshrined by EEOC. This would have played a significant role in saving time and expenses. They would promote her and match her salary with her position (ADA, 2020). 
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