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CHAPTER 10
1.
Identify the major strategic issues an employer faces in designing a performance management system.
The lack of alignment due to the various processes in an organization may create isolation when the manager is designing a performance management system.
Poor measurements, especially during the formulation of targets that are irrelevant, may pose a great challenge when designing a performance management system.
Lack of commitment by the management, as well as the leadership of an organization, may have a great impact when developing a performance management system.  
2.
What are the major purposes of a performance management system? To what extent can all the purposes be realized simultaneously?
Consistency in the selection of the employees for promotion, transfer, or any other action is very vital, and the performance management system is used for this purpose. This is usually realized in an organization when the right person is matched with the correct job more often.
The management might be unwilling to dismiss an organization, but thought the application of the performance management system, they are able to identify the employees that are not performing effectively hence subject to be fired. 
3.What are the advantages and disadvantages of 360-degree feedback systems? How should an organization decide whose feedback to seek?
Advantages
The performance of the managers can be improved through increased multi-source feedback.
The external source that is provided by using the 360-degree feedback system increases the self-awareness of the managers. 
The managers can use the system in measuring the competencies that specifically relate to the organization. 
Disadvantages
The managers cannot use the 360-degree feedback system in measuring the competences of the organization. 
The system can be challenging and expensive to be used in an organization. 
 
4.
Describe the strengths and weaknesses of traits, behaviors, and outcomes-based measurements. For what kinds of positions are each appropriate?
I would say the strength-based in the assessment is Openness to experience since I am always looking for better ways to do things.  As per my weakness, I would say that the extent to which I worry about things would not give me a chance to work. I am beginning college again to get my degree, looking for work, caring for my parents as well as trying to each in order to avoid being stressed in a real challenge at this point in my life.  
5.Do performance management systems usually measure the right things? How can performance management systems encourage performance that is more consistent with long-range rather than short-term issues?
The performance management system is the main component of the human resource system of the organization's performance evaluation system. This tool is used in measuring the performance of the individual.
The main purpose of having a performance management system in an organization is to improve the quality of work, productivity, and other outcomes of the business. The availability of effective performance management software encourages collaboration, teamwork, and communication. It ensures that the performance of the employees is evaluated fairly, as well as being provided with unbiased feedback for improvement.   
6.Devise an appropriate performance management system for your current position.
The coaching aspect usually improves the delivery of the employees as well as their performance.  
The goal setting with the current performance is usually essential. 
The three topics that have been picked are the annual appraisal ratings, coaching as well as setting the goals.   
7.Debate the pros and cons of forced rankings. What kinds of organizations would most benefit from forced ranking systems?
Advantages
The forced rankings are a simple and consistent methodology that all managers can understand.
The system can lead to an increase in the productivity of an organization and identifies the key players and encourages competition between the players.
It provides a sound and defensible rationale for all important actions of personnel, which includes pay raises, promotion of the employees as well as opportunities for development.
Disadvantages
The quotas can push the best employees down only because the manager wants to meet the distribution curve. 
This system can limit the creativity of the employees and their levels of taking risks. It can as well weaken ethics and have negative impacts on the corporate culture. 
The forced system can encourage unhealthy competition, both internally and externally. 
This system is mostly used in financial institutions. 
8.How does performance appraisal differ from performance feedback?
The performance appraisal focuses more on the job performance of an employee, where it is documented and evaluated. It is usually more of quantifying or categorizing the performance of an individual, and it is more of a mechanical process.
The performance feedback, on the other hand, focuses more on the growth and development of an individual. This differs from the appraisal since it’s more of an evaluation of the hits and miss with respect to some specific goals and targets. 
9.What are the most critical behaviors related to leadership? Are these behaviors equally important in all organizations, or do certain industries or types of organizations need certain types of leaders?
Great leaders, in most cases, are never born, but rather, the behaviors that mark the best and lead to success can be developed and refined over time. Some of the most important behaviors range from being grounded in ethics and integrity, being trustworthy, inspiring those around them, and encouraging innovations. These leadership behaviors are essential for all organizations.
10.What are the stages of a virtual team’s life cycle, and what performance issues arise during the life cycle stages?
Forming: This is the first stage of the cycle and takes place when the employees meet each other for the first time. 
Storming: this takes place when the employees start to work. 
Norming: This is the stage when the employees start working effectively.
Performing: This is the stage when the employees are performing at a very high level.
Adjourning: this is the stage when the project is coming to an end.  










CHAPTER 11
1.Does money motivate employees? Why or why not?
In the simplest terms, money motivates the employees. 
Even though the answer is not that simple, different people are motivated by different factors, which include satisfaction as well as happiness. At the end of the day, the point will remain that the employees will have tom motivated by money. We tend to be ignorant of this fact, but if an organization does not motivate its employees by giving them money, then the performance of the organization will below.
 
2.Why should compensation systems be equitable? How can an organization design an equitable compensation system?
When we use the term compensation, we usually refer to a plan that can provide necessary insights to the employees on how the organization came to an agreement of paying its employees a certain amount. 
We can say that for an organization to have a successful compensation plan, then the employees need to be informed of why they were issued a certain amount of compensation that was used in covering f0r their services and don’t make them feel neglected or being compensated unfairly. 
An organization should create a basic structure that will be used in paying all the employees and make sure that the employees understand the structure that is being used in their compensation. 
3.Compare and contrast the four job evaluation methods. Give an example of an organization in which each of the four methods might provide an optimal strategic fit.
· Ranking: This is where all the jobs in an organization are categorized in ranks, and the compensation is usually done depending on the ranks.
· Factor comparison: this is a scientific job evaluation technique where the financial values are assigned depending on the assignments per job roles. For example, a security firm that evaluates the officers depending on the assignment they have been issued with.
· Point method: this is where some compensation factors are identified in order to fond to find the best method that can be used. For example, this method is mostly used in banks. 
· Classification: this is where the grading technique is introduced in an organization. An example is the telemarketing organization.   

4.
Discuss the pros and cons of employee pay being fixed versus variable and dependent on performance. How might such decisions impact recruiting, motivation, and retention?
The fixed payment that is usually issued to the employees by an organization doe nog promises them to receive any bonuses at the end of the month.  
The variable paid employees usually depend on their sales or goals that are set by the organization. Those kinds of employees will have to work hard so that they can receive some good amount at the end of the month. 

5. Analyze your current job responsibilities. Determine whether the method by which you are compensated is appropriate.
My current job responsibility is that if a recruiter. Analyzing the job responsibilities includes understanding the jib requisition, discovering, and finally describing what went wrong in the job.
 My job responsibility is usually compared to the compensable factors whereby the final score is determined by assigning several points to different factors.  

6.Is performance-based pay effective? Why or why not? How can performance-based pay systems be better designed to ensure optimal results?
There is a piece of evidence that shows that payment incentives usually motivate the productivity of the employees. Many organizations have implemented this kind of strategy where the seniors receive high salaries compared to the juniors because of their superior performance. 
However, within the course of time, the level of performance between the team members will eventually drift apart. 

7.What are the advantages and disadvantages of organizational policies that mandate pay secrecy? Consider this question from the perspective of managers, employees, and owners. Is pay secrecy a good practice?
Advantages
It helps in reducing the jealousy level of the people because of the differences in the payment by the employees. 
The employees that we're able to keep the secret about their salaries can be trusted by the organization to keep its secrets. 
Disadvantages
May result in distrust of the payment system by the employees.
May result in some tendencies that may result in dissatisfaction.
From the manager’s perspective, it is necessary for hiding some information that may tend to be confidential to the organization. 
From the employees’ perspective, it is not god since they always wonder why their peers receive a different salary from what they receive and why the matter has been kept in secret. 
From the management perspective, by keeping the pays secret, they are able to manage costs by paying the employees different salaries.

8.What obstacles exist to developing pay-for-performance plans in the public sector? How can these obstacles best be overcome? Do public sector pay-for-performance plans differ from those found in the private sector?
Obstacles
Having managers who are generally unskilled for determining the evaluation in the process.
I am having no sets of rules that govern the incentives.
Overcome
The obstacles can only be overcome by uplifting the implementation techniques of the organization. 

 



