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Equal Employment Opportunity Act and Equal Employment Opportunity Commission
	According to DeCenzo, Robbins, and Verhulst (2013), the Equal Employment Opportunity Act (EEOA) “granted enforcement powers to the Equal Employment Opportunity Commission (EEOC),” which is “the arm of the federal government empowered to handle discrimination in employment cases.” The Bona Fide Occupational Qualification (BFOQ) is the probable defense for the baseball gear job scenario. Fred’s age discrimination case did not proceed any further because he was no longer physically able to perform the essential job duties of conducting fitness demonstrations, specifically the treadmill or heavy lifting. The warehouse workforce comprised of all male staff and women comprising the entire RETREAT workers could present a problem depending on why the workforce is set this way. Discrimination charges are a serious issue that many corporations big and small encounter; however, there are ways to prevent such accusations from occurring.
Probable Defense for the Baseball Gear Job
	The Bona Fide Occupational Qualification (BFOQ) is the probable defense for the baseball gear job scenario. The BFOQ provides different qualifications for employers to consider while making decisions about hiring and the retention of the employees. According to "Bona Fide Occupational Qualification Law & Legal Definition" (2001-2016), “in order to establish the defense of bona fide occupational qualification, an employer must prove the requirement is necessary to the success of the business and that a definable group or class of employees would be unable to perform the job safely and efficiently. An employer should demonstrate a necessity for a certain type of workers because all others do not have certain characteristics necessary for employment success” (para. 3). The BFOQ will stand in the scenario of the woman who didn’t get the job position for advertising men’s baseball gear. To establish the defense of BFOQ, the employer must confirm that the specific requirement is mandatory for the prosperity of the organization and that a apparent group or class of employees would not be able to do the job successfully. The company seemed to believe that they would not be able to sell men’s baseball gear because it was being advertised by a woman. Being advertised by a woman would not attract the right target group for the men’s baseball gear products.
Fred’s Age Discrimination Case
Fred’s age discrimination case did not proceed any further because he was no longer physically able to perform the essential job duties of conducting fitness demonstrations, specifically the treadmill or heavy lifting. The job duties within the fitness demos validate that there are bona fide occupational qualifications, which is also one of the exceptions to the Age Discrimination in Employment Act (ADEA) ("Equal Employment Opportunity Commission", n.d.). Accordingly, under Title VII of the Civil Rights Act of 1964, the law declares that it permits a business or entity to discriminate when there is a bona fide occupational qualification (BFOQ) that is considered “reasonably necessary to the normal operation of the business” ("Equal Employment Opportunity Commission", n.d.). Furthermore, the reason Fred was transferred to stock management position was not due to his age, but because of his inability to physically perform the required fitness demonstrations, which is a BFOQ. 
The employer's actions to transfer Fred to a stock management position prove they were in compliance with the Equal Employment Opportunity Commission. Even if Fred would have claimed a discrimination charge citing the Americans with Disabilities Act (ADA), TEAM FUN! was still was in compliance with the ADA. After all, Fred could not perform all the duties of his job, which are essential. And there were no reasonable accommodations that would allow Fred to perform his necessary job duties. Instead, the organization found a different job that they believed Fred could perform with or without reasonable accommodations.	
TEAM FUN! Discrimination
	The warehouse workforce comprised of all male staff and women comprising the entire RETREAT workers could present a problem depending on why the workforce is set this way. If an equal employment opportunity commission investigation were to find that women have applied for warehouse positions but never been hired, or if men have applied for any of the positions held by all women, it could present a problem for the company as well create personal issues for the effected employee. People who are exposed to gender discrimination have a tendency to lose their motivation, and it has a negative effect on their ability to perform their jobs effectively. Title VII of the Civil Rights Act of 1964 triggered other laws and executive that attempt to eliminate discrimination by employers (DeCenzo, Robbins, & Verhulst, 2013, p. 60). The intent of Title VII is to encourage employers to make hiring and promotion decisions based on an employee’s ability to do the job rather than based on their gender, disabilities, race, or religion.  The Pregnancy Discrimination Act of 1978, Equal Pay Act of 1963 and Lilly Ledbetter Fair Pay Act of 2009 are also laws that cover sex and gender discrimination. The warehouse workforce being comprised of all male staff may just be a coincidence but can also be a problem which unless exposed will continue to occur.  Situations like this are ones that lead to external questions or internal complaints, and when those questions and complaints are investigated they sometimes expose a purposeful action within the company that has led to the workforce being male verses female. The investigation also exposes that in some instances, there were no intentional actions on the part of the company to discriminate but that no one within the company saw the situation as a problem, or felt the need to or were too afraid to report the matter.   
Protect TEAM FUN! From Discrimination
Discrimination charges are a serious issue that many corporations big and small encounter; however, there are ways to prevent such accusations from occurring. “The best prevention is an organizational culture that encourages equal employment opportunity, tolerance, acceptance, and good communication” (DeCenzo et al., 2013). Additionally, Human Resources representatives along with the management team should stay well informed of laws and regulations. A knowledgeable workforce can detect warning signs and address potential issues before the issue escalates. A zero tolerance policy should be implemented in which it states that any discrimination will not be tolerated, and proper actions will be taken if it is found that such behaviors are indeed true. Another way TEAM FUN! can protect itself from discrimination charges is by analyzing the demographics of the workforce since this analysis provides detailed data relating to the different groups within the population. This information can then be used to determine if the organization is in compliance with the 4/5ths rule. According to (DeCenzo, et al., 2013), “If the percentage of minority employees hired is 80 percent or more of the number of non-minorities hired, the company is in compliance with the rule. If the percentage is under 80 percent, it indicates the company may have discriminated against minority applicants, and further research is indicated” (book). Finally, HR should be prepared to support its policies and if confronted with any charges, be able to justify the factors exercised in the decisions taken.     
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