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Question 1
Human resource management today is one of the areas where trends are inevitable. In recent years, there have been major trends in the management of the human resource industry whereby looking back from everything from the hiring process, people analytics to the software systems evolvement much has been experienced. Instead of just engaging the workforce of the human resource management and giving an upper hand to the satisfaction level, their trends today are seen to be inclined to make it possible to enlighten the HR culture overall. Human resource management has moved far forward other than just recruitment merely, management benefits, professional development and even attendance and time. The first major trend in HRM today is the employee experience. More than employees' engagement in the workplace, there has been a shift in focus to the employees' experience. More than mere engagement, concentration has now shifted to company culture enhancement and even management of performance. Today, HRM roles are seen to cover the enhancement of the journey map among employees, making it possible to give greater exposure to tools of feedback, productivity tools, employee wellness apps and even advanced tools of communication. “HRM is seen to analyze employees' data in an attempt to address staff need and enhance office atmosphere productivity.” (Bernardin, 2003)
The other trend in HRM today is advancement in analytics. HRM has moved far ahead from just the data of back office to the best of people analytics utilizing. Today, reporting through the dashboards in most companies has been outdated and focus is seen on predictive models. Today, HRM has been focusing more on the predictive models making it possible to enhance performance. The third major trend in HRM is an increased in management systems learning. Despite employees’ position or experience, HRM is enhancing new skills learning to stay updated. Today, constant learning in HRM is a novel trend. HRM today is providing employees with new opportunities making it possible to progress. The last trend is digitalized recognition and rewards. To trigger performance today, HRM entails recognition and praise. However, in the environment today, recognition and rewards have gone a top-notch higher to being digitalized. With digital recognition, HRM is excelling by taking steps higher to peer recognition through social media platforms, hence improving performance.
Question 2
International human resource management (IHRM) and traditional, domestic human resource management differ from each other although there are some commonalities in areas such as recruitment, staffing, selection, rewards, appraisal and development, etc. It has emerged that the international HRM is different from the domestic HRM. One of the differences between the IHRM and domestic HRM is on activities. When it comes to international IRM, there are more and valid activities of the human resource. In IHRM, the HR activities volume tends to increase since the activities are performed in a different and wider context. With the domestic HRM, the HR activities are less due to the reduced activities overall. “For example, when it comes to the process of choosing employees in the IHRM, there is the need for additional training making it possible for an employee to adjust to the new work environment.” (Bernardin, 2003) The training is different from the one offered in domestic HRM because the skills in the IHRM take into consideration the different needs of customers from an international perspective.  
Another difference between IHRM and Domestic HRM is on the need for a broader perspective. IHRM tends to require a wider perspective concerning HR activities. With this in place, IHR managers consider several factors when it comes to the process of decisions making ion any international issues. However, when it comes to domestic HRM, many of these factors become irrelevant. In IHRM, more emphasis is laid on change in employee mix in particular employees' nationality. Lastly, there is a high risk of exposure in IHRM compared to domestic HRM. Risks may come from politics, regulations while in domestic HRM risks are limited due to a smaller exposure. 
Question 3
[bookmark: _GoBack]The terms of separate treatment and disparate impact refer to discriminatory practices. The term disparate treatment refers to intentional discrimination, whereas the disparate impact is unintentional discrimination. In an organization, discrimination in the employment context shows itself in disparate treatment or disparate impact. The two legal terms are not only used in describing employment discrimination form but also as a signal of the analysis used and the respective proof burdens that might be available. When it comes to the term disparate treatment in the US, the US Supreme Court defined it as when an employer tends to treat employees less favorably than others due to factors such as national origin, sex, race or color. The employer is found liable depending on whether or not the particular trait was the motivation for making the decisions in question. In a more precise way, the intent of the employer to discriminate is at issue. On the other hand, the disparate impact tends to focus on the employer's actions discriminatory consequences. Unlike the disparate treatment, the analysis of the disparate impact involves practices employing that are neutral facially in their effects on employees with varying traits. However, they have a more adverse impact on a group of employees in particular. If the employer shows that there is the justification of challenged actions because of necessity in business, the liability can be escaped. (In De, 2018)  
Question 4
A recent employment law litigation concerns whether an employer incentive compensation being wage. The litigation is titled Levesque v. Schroder Inv. Mgmt. N. Am., Inc., 368 F.Supp.3d 302 (D. Mass. 2019)
The litigation holds on to the notion that when an employer fails to pay all earned wages by an employee, there is a high possibility of being held liable for three times the amount with an inclusion of the attorneys’ fees and the interest which is under the Wage Act (the Massachusetts Wage Act) It should also be known that earned wage is not all the compensation that has been promised to an employee. For example, commissions which have been determined and are due and payable are said to be wages earned. However, purely discretionary bonuses are not wages earned. It should be known that wages earned are a fact-specific. In Levesque v. Schroder Inv. Mqmt.N. Am, Inc, employees were provided with and a quantitative bonus based on their sales number shortly after fiscal year close. A case was filed under the Wage act when east coast director was not paid quantitative bonus
The HR department in an organization can help an employer reduce the likelihood of facing litigations with the use of In Levesque v. Schroder Inv. Mgmt. N. Am., Inc. The HR department can communicate with the employer on the best ways to compensate employees which will be effective in reducing the possibility of misunderstandings as a result of wages. Employees will hence receive their wages on time without failure making it possible to minimize the possibilities of a lawsuit. With this in place, an organization will follow the right procedures when it comes to terminating employees’ contract which will make it possible to minimize misunderstandings which might emerge when conducting these activities. “Overall, an organization will run as usual and losses which might follow are minimized leading to market domination as a result of the HR department assistance.” (In De, 2018) 
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