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Introduction 3.

. . . Results
* In managerial research, perceived fairness of performance . . . . :
A . . . * This study found the perception of fairness in one's
appraisal 1s important and widely studied. This study adds to . L1
. . Do 30 - performance appraisal did impact whether they choose to
how the perceived fairness of a performance appraisal impacts = .. . . L
. L . . . participate in political behavior in the office.
or motivates employees to participate in political behavior at . . .
. * When someone saw their review as unfair, they would
their place of work. . . . . .
» . . 9 5 - participate in more proactive political behavior.
* The definition for percetved fairness of a pertormance ~d L . . ,
N . * However, when a review 1s percetved as fair an employee's
appraisal is to the extent to which the employees feel the overall . .
. . . behavior would be more reactive.
process of performance appraisal to be fair, accurate, and valid

50 - * This study found an employee who perceives their reviews as

. . . unfair starts more political behavior while someone who
* Political behaviors are not studied to the extent of general thinks it was fair acts politically in response to others
Vi y .

percetved fairness. This study utilizes literature on performance ) e This studv also found emplovees are more likelv to plar dumb
appraisal as a background to help investigate political behaviors. 1.9° . HEy b0 TotRd FINPIOYeEs ate THOTe AREly To by auit

+ For this study the goal is to find out how the perception of in the office it they believe their performance appraisal 1s fair.

4 * The tindings from this experiment also relate to the argument

fairness in p erformance. PP rz.n.sal will b act.the probability of 10- ot Ashforth and Lee(1990), who described how employees
an employee to engage in political behaviors in the workplace. ' . . .
will play 1t sate when they have clear expectations.

(T. Kim & Holzer, 2016).

* This experiment a@s (o testtwo hypothesis: . GroupA Groupt GroupC GroupD o This study explained how complex the relationship truly is
* Is an employee with a perception of an unfair performance | | | | between fairness perception and political behavior
appraisal more likely to engage in ingratiation and more likely Diftferences in Perceived Fairness across Groups '
to engage in exchanges ot tavors? Evaluation Factors NI

* Do people who perceive their review as fair play dumb or are
they more likely to engage in scapegoating?

Dedication  |[Reports to work on time
Uses time Constructiviely

Future Directions
* This 1s an ongoing study with a small sample size of two

. Performance |Good working knowledge of job . -
Research Questions sssignment hundred participants. The sample was only representative of
How d . . . ! Arnraical aff , L undergraduate college students.
ow does percetved Fairness in Performance Appraisal affect Organizes and performs work in timely e Future directions ineol Core tenresentative samble sis
employees work and how they participate 1n politics within the and professional matter P UTUIE Geeto VOLvE 4 Mote representative sample slzc
: . involving different types of employees in the public sector.
office. Cooperation |Willingly accepts work assignments

* Joohi plans to expand on this study to assess whethernthe

Willingly accepts changes in o .
5 P S results are transitive to everyone in the workforce.

assignments not directly related to job
Data and Methods Initiative Performs ggsigned duties with little or
no supervision even under pressure
Communication |Communicates clearly and intelligently
in person and during telephone
contracts

Teamwork  |Works well with fellow employees
without friction

Character Accepts constructive criticism without
unfavorable responses
Responsiveness |Handles stressful situation with tact

* To investigate this, a list experiment method 1s utilized to
apprehend an employee's true intention to behave politically
based on their assessment of their performance appraisal.

* A list method was utilized so participants could be measured
more accurately while taking into account the social desirability
bias (Bromberg et al., 2018; Streb et al., 2008).

* During the experiment, 220 FSU students were divided into four
groups. Two had a fair appraisal and two had an untair appraisal.
* Group C and D were the experimental variables, so they had an
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Z};t;:z; 1(31@1;3&(})31; i\zldz St?:; topic of political behavior on top of the Personality Demostlriates fl plejsal?t’ cal.nil Acknowle dgmen (s
e S ' . . . personality when dealing wit I would like to thank Jooht Kim for allowing me to participate on this
* In rflddltlon’ Group A and C recetved fa1.r P erfor.rnance appraisals customers and fellow employees project and for teaching me many lessons on how to perform and analyze
while Group B and D received the untair appraisals Appearance |Well groomed, clean, neat, and research. I would also like to thank the Askew School of Public Policy for
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Example of Fair Performance Appraisal



