3

Employment-Related Laws 

Your Name Here

Walden University

Instructor’s Name

Course Title and Number

Date: 
Employment-Related Laws 
Americans with Disabilities Act of 1990/2008

This Act belongs to the category of civil rights law. It prohibits the discrimination of any nature against people who are disabled in all avenues of public life. These avenues include all private and public places, jobs, transportation, and school. The core mandate of having the ActAct is to ensure everyone enjoys the same right as other people, regardless of their disability.


The amended disability Act of 2008 included title 1 on equal employment opportunities for all employees (Barkman, 2018). This Act implicates the HR managers to ensure that whenever they are recruiting, they do not discriminate against anyone simply because they have a disability. Also, HR managers should accommodate such qualified applicants or employees so that they can perform their work with minimal disturbance (U.S. Department of Labor, n.d.). For example, if the employer employs an employee with a walking disability, he has to ensure that the allocated office has a ramp for ease of movement. 

Fair Labor Standards Act of 1938

This ActAct is a federal law that determines various factors relating to the private sector, local state, and federal governments. It connects various factors affecting both part-time and full-time. These factors are standards of child labor, minimum amounts of wages, eligibility of a worker for overtime as well as recordkeeping of time spent. Employees who are eligible for overtime must receive their compensation pay or their compensatory time hours for all the hours above 40 in one week (Barkman, 2018). A position is eligible for compensation, depending on the human resource agency. The human resource should always record the number of hours worked and ensure that if they are above 40 in a single week, then the compensation-eligible workers should get their overtime pay as per the human resource agency. 


Family and Medical Leave Act of 1993 (FMLA)

According to this ActAct, employees who are covered have the right to get up to 12 weeks of leave. In this leave, the job is protected, although the employee is not paid, and it can only be allowed based on medical and family reasons. The condition that stands for this ActAct is that the company has to have more than 50 workers within 75 miles and that the employee applying for the leave has worked for the employer for a year (HR Dive, 2018). Also, the employee should have worked for worked 1250 hours for the company for the last 12 months. The employer should honor this Act for an employee who has a genuine need that is based on family and health grounds. 


Occupational Safety and Health Act of 1970 (OSHA)

The goal of this ActAct is to ensure all workers are in safe working conditions that they can work well. It strives to ensure that workplace hazards are reduced. Also, the ActAct provides that employers should implement programs for health and safety for both themselves and their employees (U.S. Department of Labor, n.d.). This Act ensures this objective is achieved through proper information and training on the work the employee is handling. Adequate training of employees reduces chances or work-related injuries and hazards. Therefore, HR professionals are implicated in providing a safe and healthy working environment for their employees (HR Dive, 2018). 

Worker Adjustment and Retraining Notification Act of 1988 (WARN Act)

During the operation of a business, an organization, or any other entity that has employees, it sometimes reaches an unfortunate time when the company closes down either through a decision or due to hard economic times. At such a time, it is required by this Act to inform its employees in advance. Also, the same applies when the company wants to perform a massive layoff. The period of notification is 60 calendar days (Barkman, 2018). All managers, salaried workers, hourly casuals, and also supervisors are all entitled to this notice. The notice is served to their representatives, who are, in most times, the labor unions. As a result of this fact, as a human resource professional, you have the responsibility to provide this notice if your company is planning to close or doing massive layoffs. The purpose of this is to avoid legal tussles if the notice is not served at the right time. 
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