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Current Legal Requirements for An Organization
In addition to the many roles that human resource play in an organization, it is compliance. These people have the task of making sure that the mandates, policies, regulations, and procedures of the federal laws are adhered to without fail. The strict compliance with all these regulations is due to the ethical and legal risks associated with non-compliance. It is, therefore, the responsibility of the human resource managers in partnership with the organization's legal department to ensure that they have the basic knowledge of the existing federal laws relating to human resource practice.
One of the most popular legal components relating to human resource practice is Title VII. This law is under the civil rights category, and it majorly deals with issues relating to discrimination in employment or workplace (U.S. Equal Employment Opportunity Commission, 2018). Discrimination in the context of human resource practice means giving preference to a particular group of people just because of their race, color, gender, age, or religion, among other grounds. There are numerous types of discriminations enlisted in Title VII of the civil rights Act (U.S. Equal Employment Opportunity Commission, 2018). These grounds of discrimination enlisted in this Act are age, pregnancy, religion, national origin, or even genetic information. 
As many as are the grounds of discrimination, it becomes increasingly easy to experience or witness discrimination. An employer might be discriminating against employees in various ways.  For example, a case of discrimination by the employer might arise on the grounds of religious beliefs. In an organization where there is an opportunity for promotion, and then diverse people apply, including all the genders, races, color, and religions, the shortlist should be diverse as the applicants. However, in case a particular specific group, say muslim are in the shortlist alone, then the chances are high that there is discrimination against a religion (U.S. Equal Employment Opportunity Commission, 2018). Definitely, this is a form of discrimination based on faith and is illegal.
In such a situation, the employer has to ensure that he lays down relevant policies regarding employment. One of them is by sensitizing the HR managers on the importance of compliance and the consequences of non-compliance. The shortlist should not be composed of one group of people when there was a large number of people who applied. The shortlist should be as diverse as the applicants' list for the high degrees of fairness and compliance.
The Equal Employment Opportunity Commission (EEOC) is the commission set up by the constitution of the United States to enforce and ensure full compliance of Title VII. The EEOC ensures that every person who reports about discrimination of whatever nature by his employer is first protected from retaliation and then enlisted as the EEO complainant.  In case the EEOC finds you guilty of discrimination as an employer, there are always hefty consequences for the organization. Due to this, HR managers should continuously ensure that no retaliation at all.
There have been cases of retaliation before. An excellent example to refer to is the December 2017 Laquila Group Inc. case. In this case, the company was accused of systemic discrimination of black construction laborers upon being paid for their case. The systemic discrimination, as described by EEOC, involved the company's employees calling the gorillas and such like names (U.S. Equal Employment Opportunity Commission, 2018). The results of the case were that the company was required to adopt the most recent anti-discrimination policies. The EEOC also provided the employees with a hotline they could report discrimination or retaliation through. 
The HR managers should have applied some strategies to ensure that no chances of retaliation should have occurred. One method was ensuring that there is an anti-retaliation policy in the company that prohibits retaliation (Muller, 2017). Therefore, any department or employees practicing it were guilty of breaking the company policies. In this policy, it should be clearly stated that the victims of retaliation report immediately to the HR so that proper action can be taken against those found guilty. This individual HR policy can significantly reduce the chances of retaliation in the future.
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