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Chapter 8: Question 7; Fairness and Performance Management
Fairness promotes employee motivation towards working in an organization. It contributes significantly to employee perception of appreciation and recognition in the workplace (Hornibrook, Fearne & Lazzarin, 2009). Employees are the most valued assets in the current business environment. Fairness practices by an organization management motivate the employees and significantly increases their output in the organization. They become accountable for their actions. 
Question 8: Cause of Intentional Distortion of Appraisal Results by Managers
The primary reasons for a manager distorting the appraisal results of an employee are the existence of competing goals or appraisals that result to highly desirable rewards (Gupta & Kumar, 2012). The manager can consider the employee appraisal as a threat to competing goals such as their jobs or high rewards on performance to the employee due to an assessment. 
The following factors can minimize the problem of distorting appraisal by managers;
· Developing an open culture in the organization
· Requesting support from top management 
· Training the managers on the efficient use of the appraisal system 
· Recommending the employee achievements that are not self-promoted (Gupta & Kumar, 2012)


Chapter 9: Question 2; Characteristics of an Efficient 360-Degree Feedback System
Data Ownership and Accountability of Participants – data should be confidential and be given to the authorized individuals in the 360-degree feedback system. The participants in the system should be held accountable for sharing of data to the participants (Lepsinger & Lucia, 2009). 
Credibility and Commitment - the process must be credible to influence the change of behavior among the participants. This necessitates the need for trust and understanding among the participants. 
Continuous Learning – learning is essential to effect change and self-development through acquisition of skills. 
Communication Expectations – communication plays a significant role in the 360-degree feedback system as it promotes interaction and collection of essential data (Lepsinger & Lucia, 2009).
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