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Question 1
The Family and Medical Leave Act (FMLA) of 1993 is important to American employees and their families because it helps them stability their work and family duties by allowing them to take realistic unpaid leave on certain family, personal, or/and medical reasons. Its major components are up to twelve weeks of voluntary leave for workers to give birth and take care of the newborn, it also gives leave for workers with a newly placed or adopted child to bond with the child, takes care of a seriously sick child or in case of worker’s serious health issues. The FMLA has enabled American works to support their families with caregiving responsibilities for new and ill family members and also ensured the promotion of equality in employment opportunities for both men and women. However, the FMLA aces difficulties in that it provides the least balanced lifestyle between work and family life for Americans compared to other industrialized countries. For example, it does not provide a national paid family and medicine left. Additionally, FMLA does not cover non-government employees or an organization with more than 50 employees, (Lumpkin, et al, 2019).
Question 2
i. Norris-LaGuardia Act of 1932
The Norris-LaGuardia Act of 1932 was approved to eliminate certain legal and judicial obstacles against the actions of organized labor in the U.S. by declaring that the members of labor unions should have “full freedom of association” which is not distributed by employers. The law changed the U.S. government’s oversight over labor relations by prohibiting the elimination of unions. The law benefits both unions and management because it grants unions vital rights and authorities such as the right of collective bargaining, important unfair labor practices, and setting consequences for their violation. It also enabled the U.S. management to have better oversight over its labor relations.
ii. National Labor Relations Act of 1935
The National Labor Relations Act of 1935 was passed to guard the employees' and employers' rights, boost collective bargaining, and curtails some harmful private sector and administration practices. The act deprived agricultural workers, domestic service workers, and independent contractors of the right to take part in labor unions and collective bargaining with employers. The act has been able to spur labor to historic victories such as the sit-down strike by the auto worker in Flint, Michigan in 1937. The act benefited unions as union membership increased drastically from the 1930s.
iii. Taft-Hartley Act of 1947
The law was created to restrict the operations and authority of labor unions. It gave workers the right to refuse to join unions by outlawing closed shops. The law rather benefits the management and not labor union because it prohibits some labor union and made changes to union election rules. 
iv. Landrum-Griffith  Act of 1959
The Labor-Management Reporting and Disclosure Act (LMRDA), also known as the Landrum-Griffin Act was created to protect the rights of employees to organize, to facilitate collective bargaining, and enable employees to have their representatives. The changes it brought to the workplace were the promotion of democratic procedures within labor relations that protect the interests of union members. The Act benefits the management more since it gives employees the right to decline to join a union and allows union shops if the many workers vote for it.
Question 3	
i. Law and regulation compliance: Most HRs struggle with keeping up with changing employment laws. However, this can be solved by always ensuring a business complies with local, state, and federal labor laws regardless of whether it is a small or large business. 
ii. Changes in Management: Most companies experience reduced production and employee morale during change periods as the business grows its strategies, structure, and internal processes. This can be solved by communicating the benefits of change to everyone in the company.
iii. Employee training and development: HR management and businesses have trouble in securing resources to train and develop lower-level employees. However, this can be solved through online training courses and recruiting managers and team leaders to monitor and nurture their subordinate employees, (Stone and Deadrick, 2015).
iv. Adapting to Changing Technology and innovation: Businesses, especially small ones ace challenges in securing employees to embrace innovation and learn new technology. However, this can be solved by setting clear goals for technology adoption initiatives and providing employees with the necessary training. 
Question 4
Employee rights are human rights and legal rights which govern labor relations between employees and their employers. They are written in national and international labor and employment law. These rights may include:
1. Freedom of association- ILO Convention No. 87 (1948)
2. The right to collective bargaining- ILO Convention No. 98 (1949)
3. The elimination of forced and compulsory labor- ILO Convention No. 29 (1930) and ILO Convention No. 105 (1957)
4. The elimination of discrimination in the workplace- ILO Convention No. 100 Equal Remuneration (1949) and ILO Convention No. 111 Discrimination (1958)
5. The abolition of child labor- ILO Convention No. 138 Minimum Age Convention (1973) and ILO Convention No. 182 Worst Forms of Child Labor (1999)
Employee privileges are employee remunerations in a form of benefit paid to workers by employers besides the normal regular salary or wages. Most common employee privileges include:
1. Life insurance
2. Medical insurance
3. Disability insurance
4. Retirement benefits
5. Paid time off and leaves
Question 5
Performance appraisal is a consistent assessment of an employee's work performance and contribution to the organization. The three main reasons for conducting performance appraisals are to set new goals, resolve grievances, and give feedback which helps in tracking strengths and weaknesses. Performance appraisals are important for both employers and employees since it creates a corporate culture that promotes not only personal success but also the success of the entire organization. The three common performance appraisal methods include:
Management by Objectives (MBO): Managers and workers together identity, plan, organize, and communicate the set business objectives over a special appraisal period.
360-Degree Feedback: Evaluates a worker using feedback collected from managers, peers, and customers hence eliminating bias and providing a clear understanding of a worker's competence, (Bernardin and Wiatrowski, 2013).
Behaviorally Anchored Rating Scale (BARS): Offers both qualitative and measureable advantages in the performance appraisal practice by setting standards that apply to employees' roles and work levels.
In my opinion, 360-Degree Feedback is the best tool for informing employees of their work progress because its source of information is not biased and gives a real understanding of the strengths and weaknesses of an employee. 
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