Running head:HUMAN RESOURCES QUIZ
HUMAN RESOURCES QUIZ								5






[bookmark: _Hlk49809130]Human Resources Quiz
Name
Institution
Date










Human Resources Quiz
Question 1
Under the common law, the employer/employee relationship is defined by the common law of agency, where the employee’s actions reflect those of the employer. Therefore, based on this relationship, the employer must carry worker's compensation on behalf of the employees (Pearce, 2018). Alternatively, the employer is not responsible for the independent contractor's worker's compensation or benefits provided by the independent contractor, including pensions or taxes. 
Question 2
According to the National Labour Relations Act (NLRA), an unfair labour practice entails any employers’ activities in contempt of the individual labour rights enlisted in the act (Malin, 2019). These unfair labour practices are categorized into five distinct groups, including employer interfering, restraining, or coercing the employee, and where the employer refuses to bargain collectively, discriminating employees based on labour activities, discrimination against employees who report the employer to NLRA and employer domination or support of a labour organization (Malin, 2019). 
Question 3
The National Labour Relations Board is responsible for providing the requirements for the formation, decertification, or joining a union, following a petition by the employees. The board is responsible for conducting elections following a petition by at least 30% of workers in a union, or workers who have signed an authorization card. In other instances, the board may conduct secret ballot elections upon requests from the workers (Guerin & Barreiro, 2016).

Question 4
While working with unionized employees, employers need to know the terms that can be unilaterally changed and those that cannot, before changing the terms of employment for these employees. Despite the changes in employee handbook or rules and policies at the workplace, specific employment terms like bonuses and wages, code of ethics, associate insurances, and pension and retirement plans, require negotiations with the union before changing. These are referred to as the mandatory subjects.
Question 5
The consumer report is an essential document that employers require before making employment decisions, including employee selection and hiring, employee retention, promotion, and reassignment decisions (Smith & Colvin, 2017). However, before obtaining the consumer report, the FCRA requires the employer to disclose certain facts. The first is disclosing to the employees that the information may be used in making decisions that might alter their working environment. Secondly, the employer needs to present permission from applicants and employees in written form to the FCRA. Finally, the employer should provide evidence of compliance from the employee or organization; the information is being sought. 
Question 6
A written employment contract indicates the terms of employment set and agreed upon between an employer and employee in written form. The written employment contract plays the sole role of ensuring the parties to the contract, the employer and employee, have a clear understanding of the expectations in the period of employment, helping eliminate the disputes that may arise throughout employment (Vettori, 2016). Some of the essential elements of an employment contract include the expected payments, compensation, and other benefits, the expected tasks, responsibilities, duties, and performance requirements, and the contract's duration, which may include the mode of termination of the contract (Vettori, 2016). 
Question 7
Under the general duty clause in the OSHA Act, employers have a general responsibility of providing a safe and healthy environment for all workers, against all recognized hazards (Department of Labor, 2017). The OSHA standards provide an overview of the interventions and methods that employers need to ensure the employees are kept safe from the hazards. 
Question 8
Race-based discrimination, employees are treated differently or face bias and prejudice based on their skin colour. Alternatively, national-origin discrimination involves bias and discrimination based on the nationality of origin and related features, including cultural, linguistic, and social features (Boutwell et al., 2017). For instance, a white person may face discrimination because they were born in Africa or the Caribbean. 
Question 9
Though the U. S. law prohibits discrimination based on race, gender, nationality in the employment process, a form of discrimination is allowed under rare circumstances. Under these circumstances, the law allows employers to hire based on the population's specific protected characteristics (Boutwell et al., 2017). For instance, a clothes retail shop looking to hire a model would be justified to choose a pretty young girl. These sorts of employment considerations are what the law refers to as "bona fide occupational qualification."
Question 10
The International Labour Organization defines sexual harassment as unwelcome sexual advances or behaviour or unwanted, unwarranted conduct that is sexual in nature. According to ILO, sexual harassment constitutes inappropriate touching at the workplace, constant requests for sexual favour, making explicit sexual comments, and unsolicited messages, including gestures and expressions that are sexual (Prokopenko, 2020). 
Question 11
The Fair Credit Reporting Act (FCRA) governs how employers collect and apply consumer reports in the employment process. Therefore, even where the employer uses a third party to conduct background checks on potential employees, the FCRA should apply, regardless of the process results (Smith & Colvin, 2017). 
Question 12
Employment at-will is an employment arrangement where there is no unilateral contract between the employer and employee, meaning that the employer may terminate the employment at any time of their convenience. Similarly, the employee may choose to quit from employment without any consequences (Vettori, 2016).In at-will employment, employers reserve the right to modify work policies and at any time. Additionally, employers have the right to terminate employment at any time of their convenience. 
Question 13
Mandatory bargaining involves the consultations conducted between the employer and the union concerning the terms of employment on wages, working hours, or retirement benefits, including other changes that the employer cannot make unilaterally (Guerin & Barreiro, 2016). Alternatively, permissive bargaining involves discussion on subjects that may not appear on the contract, which cannot be pursued to an impasse. 
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