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Question 1
The Family and Leave Act of 1993 is vital to employees and their families since it ensures that they can balance their family and job requirements; this is because it allows reasonable unpaid leave for medical and family reasons. It generally states that a US employee can take unpaid leave for understandable medical and family reasons for a specific period during which their job is secure, and their health insurance cover continues. The eligible employee might be entitled to a leave of either twenty-six or twelve workweeks depending on the medical or family emergency, even if they had already used up their leave days. In my opinion, the act is working well since it takes care of the employee’s family and medical needs, and their jobs are secure. The difficulty in the law is that if an employee is new to the company or only works during specific periods of the year, they may not be eligible for the leave. It is also unpaid (Grossman, 2004). 
Question 2
[bookmark: _GoBack]The Norris-LaGuardia Act of 1932 is an act that removes specific administrative and legal barriers against the actions of unions in the US. It awards union members full freedom of association from employers. It made it impossible for employers to deny employees the right to join unions at the workplace. It benefits unions and not management since it makes sure that federal courts cannot prevent boycotts or strikes by unions (Gregory, 1941). 
The National Labor Relations Act of 1935 protects both employers and employees by curtailing various management and labor practices of the private sector harmful to workers’ general welfare and encouraging collective bargaining. It changed the workplace by ensuring that employees were free to form unions and bargain collectively by reversing the many years of federal opposition to unions. The act benefited both the management and the unions since it allowed collective bargaining.
The Taft-Hartley Act of 1947 is a federal law that prevents various union practices and requires unions to disclose some of their political and financial activities. It restricts power abuse by associations such as the prolonged strikes present after world war II and to suppress the political influence on union activities. It reduced the number of strikes organized by labour groups at the workplace. This act was beneficial management as it reduced the number of strikes organized by labour groups (Reilly, 1960).
The Landrum-Griffith Act of 1959 grants union members’ certain rights and protects them by ensuring democracy within labor unions. It was a response to the public cruel and corruption practices by the unions in the 1950s. It set various penalties against union officials caught misusing funds or any other crime against union members. Some of its provisions strengthened the Taft-Hartley Act of 1947. It was beneficial to management since it strictly barned secondary boycotts.
Question 3
One of the challenges facing human resource management in the twenty-first century is talent retention and attraction. Most top employees tend to job hop whenever a company is no longer able to sustain their high salaries; it's their job to ensure they retain them. They try to resolve this by using incentives such as bonuses, promotions, or other rewards. Another challenge facing human resource management is leadership development. As an organization grows, maintaining high levels of leadership and management is a significant concern. They try to resolve this challenge by organizing regular leadership training programs. However, this is, at times, hard due to insufficient funds that would otherwise finance development and training programs.  Another challenge is maintaining and developing the institution’s culture. Diversity is a common characteristic of the current business community and has made securing the organization's culture tricky. Cultural differences create a variance in values, thus a lack of commonality, which is as significant as communication. These a by diversity management and cross-cultural teams. Maintaining health and safety standards is another challenge facing human resource management and organizations. Currently, employees may quickly burn out due factors such as high demands and limited time; this is a concern since extreme stress levels are unsustainable. HR professionals tend to keep an eye for levels of employee stress and escalating workloads to counter this challenge. 
Question 4
Employee rights are benefits or interest that employees are legally entitled to in a work environment. These rights have generally emerged over time and fall under employment law. One of the employee rights is the right to fair pay; the Fair Labour Standards Act determines it. Another right is the right to a secure workspace, e.g., from safety hazards or toxic substances; the Occupational Safety and health act establishes it. Employees also have the right of freedom from discrimination while at work, Title VII of the civil rights act of 1964 guarantees it. Employees also have the right to be free from retaliation by former employers if they become whistleblowers; the whistleblower protection act guarantees this right.
Employee privileges are benefits awarded to employees on top of their salaries and wages. They may be financial or not. In the US, different states have different benefit laws. However, there are several basic benefit laws that every employer must follow. These include providing their employees time off to vote or serve on a jury, offer them compensation for overtime, adhere to the family law, and leave act, and offer them sick leave. Some of the more optional benefits are life insurance, retirement insurance, and dental insurance.
Question 5
Performance appraisals are regular evaluations of the job performance of employees and their general contribution to an organization. There are three main reasons for conducting performance appraisals. The first reason is to determine whether each employee is meeting their job expectation. Second appraisals help employers manage their succession plans i.e., through assessments, they can determine the best performing employees and those suitable for promotions or bonuses. The third reason is to deal with performance issues when necessary by providing relevant feedback. Performance appraisals are essential to both employers and employees. For the employer, the most important benefit is that it documents all the employees’ performances over a specific period. For the employee is that it helps clarify their status and role in the organization. 
The three most common appraisal methods are the results method, the comparative or ranking method, and the behavioral and trait method. Through the results method, the managers evaluate the employees’ performance through the results they have attained over a specific period. The comparative or ranking method is where an employee’s performance is assessed by comparing their performance with those of their colleagues and ranking them accordingly. The behavioral and trait method involves analyzing the behavior and traits of the employee, for example, their actions and even how friendly they are to the customers. The best tool to use to inform employees of their progress is the results method. These are because the result is the best determinant of the level of progress; an employee might be very friendly to customers but not meeting their result target (Murphy & Deckert, 2013).                                       
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