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Introduction 
The origin of the labor laws cannot be pinned on a specific period or event in history. However, most historians trace the roots of present-day labor laws back to the Industrial Revolution in the late 18th-Century, at a time when machines were rapidly replacing human labor, especially in the manufacturing industry (Dubofsky & McCartin, 2017). The efficiency of machines prompted a discussion for the regulation of human hours in the manufacturing industry. Through such conversations, states like Massachusetts initiated legislations covering employment in industries within the state. Later on, other states like Pennsylvania followed suit, establishing more profound legislations, covering additional areas including child labor, labor rates, and discrimination in employment (Tucker, 2017). These labor laws have evolved over the years, with land marking developments including Title VII of the Civil Rights Act of 1964. This federal statute prohibits any form of discrimination in the workplace (Tucker, 2017). Therefore, labor and employment laws are an essential element of society, addressing human rights and economics, two main social perspectives. 
[bookmark: _Hlk51179922]Differences between Disparate Treatment and Disparate Impact
Under the federal labor laws, discrimination at the workplace, based on age, gender, race, nationality, political affiliation, or situations like pregnancy and marital status, is prohibited (Tucker, 2017). These federal laws also cover discrimination based on disparate treatment and disparate impact, which refer to different forms of discriminatory practices. While both disparate treatment and disparate impact are forms of discrimination, they have a fundamental difference. Disparate treatment is considered as intentional discrimination, where an employee alleges different treatment from their colleagues, which is based on their unique features, including race, gender, religion, or other protected traits (Zafar et al., 2017). 
In other words, an employee who claims to have been subjected to disparate treatment alleges different treatment from their colleagues, with whom they were in the same situation. However, for their claims to hold, they must prove the different treatments unique to them (Zafar et al., 2017). Alternatively, disparate impact is considered 'unintended' or unintentional discrimination that only occurs when systems and policies that appear to be neutral result in disproportionate impacts on specific individuals, especially those belonging to the minority group (Zafar et al., 2017). For instance, when testing on all applicants, unintentionally eliminates applicants from a specific minority group. 
[bookmark: _Hlk51182334]The Concept of “at-will” Employment
In the Colonial period, most American legislations, including labor laws, were based on English common law. One of the commonly used English common law was employment-at-will, where employment was not contractual, and employees could quit willingly and at any particular time based on their convenience, while the employer could terminate employment (Coombs & Newman, 2020). In an “at-will” employment, parties could unilaterally terminate employment at their convenience and reasons and not attract any penalties. The system was commonly applied and preferred due to its flexibility, especially at periods when people frequently relocated due to war reasons or in search of food and better employment opportunities (Coombs & Newman, 2020). 
However, the “at-will” employment has been associated with numerous disadvantages, forcing courts to establish exemptions to mitigate these challenges. In the Pine River State Bank v. Mettille's case, the Supreme Court of Minnesota decided that an employment handbook can be treated as an original employment contract if it meets a unilateral contract's requirements and provisions (Winters, 2015). Additionally, where the “at-will” employment entails a promise for employment under specified terms by the employer and an employee's acceptance, then the employment constitutes a binding unilateral contract. Finally, where the employment handbook employs specific language sufficient to make an offer, disseminating the handbook to employees constitutes an acceptance, creating a binding unilateral contract (Winters, 2015). 
Role of HR in the Termination of “At-Will” Employees
Based on the fundamental concept of "at-will" employment, in the current world, unless the employment is contractual, then it is considered to be “at will.” Most employers believe that since “at-will” employment is non-contractual, they can hire and fire at will (Skowronski & Bedi, 2020). However, contrary to this notion, legislation passed in various jurisdictions and states in America require procedural termination of “at-will” employment. In the termination procedure, HR plays essential roles, including developing termination procedures on a non-discriminatory basis. Another role of HR is presenting to the "at-will" employee the reasons for the termination (Skowronski & Bedi, 2020). In most cases, performance is usually the main reason behind performance termination. 
Conclusion
In summation, employment laws have undergone tremendous changes over the decades, from their establishments in the 18th century, to meet the current needs of the addressing human rights and economics aspects of society (Dubofsky & McCartin, 2017). The laws protect employees from discrimination at the workplace, including disparate treatment and disparate impact, referred to as intentional and unintentional discrimination, respectively. Additionally, "at-will" employment, where employment can be terminated at will by both employer and employee has also undergone significant changes (Coombs & Newman, 2020). Finally, the fact that either party cannot attract penalties following termination of employment has made employers perceive the firing of "at-will" employees as non-consequential. However, state legislations have developed procedures for terminating this form of employment that employers must follow (Skowronski & Bedi, 2020). 
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