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PART A: COURSE-SPECIFIC INFORMATION 
 

1 STAFF CONTACT DETAILS 
 
Lecturer-in-charge: Donna Wilcox 
Room 546F 
Email: d.wilcox@unsw.edu.au 
Consultation Times – Wednesdays 3.00-4.00pm (or by appointment) 
 
 

2 COURSE DETAILS 

2.1 Teaching Times and Locations 
Lectures start in Week 1(to Week 12): The Time and Location are: 
Wednesdays 9.30 to 10.30 Macauley Theatre (Quad 1027) 

 
Tutorials start in Week 2 (to Week 13) in ASB 107. The times are: 
 
10.30 to 12.00 
12.00 to 1.30 
1.30 to 3.00 

2.2 Units of Credit 
The course is worth 6 units of credit. 
There is no parallel teaching in this course.  
 

2.3 Summary of Course  
 
This course examines contemporary Managing Pay and Performance from 
both applied and theoretical perspectives, emphasising theories, practices 
and forces associated with the current trend away from traditional fixed, 
job-based pay to variable, person-based and performance-based 
remuneration. 
  
Topics covered include: HRM and the New Pay, motivation theory, fair pay, 
job evaluation, pay for skill and competencies, merit pay, recognition 
awards, performance appraisal vs performance management, 
broadbanding, team-based pay, gainsharing, employee share ownership, 
and executive pay.  
 
The course also examines strategies for achieving an efficient and 
equitable mix of pay methods appropriate to particular levels of the 
workforce, from senior executives to non-managerial workers. Case study 
material is used throughout. 
 
This is a course covering similar material at an postgraduate level (MGMT 
5947– Remuneration and Performance Management). However MGMT 
3728 is not a pre-requisite for MGMT 594. 
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Acknowledgement:  This course outline builds on the work of Dr. John Shields, Dr. 
John O’Brien, Dr. Anne Junor  Dr. Ian Hampson and Dr Sam Kovacevic who bear no 
responsibility for changes subsequent to their contributions. 
 

2.4 Course Aims and Relationship to Other Courses 
 
This course is designed to enable you to: 
1. Identify the assumptions underpinning different concepts of Managing Pay and 
Performance, and critically analyse the theories on which they are based; 
2. Evaluate the strategic, psychological, ethical and social implications of these 
concepts and the approaches that spring from them; 
3. Apply informed and critical understanding to solving practical problems in designing 
a pay and performance system. 
 
This course is one of the Specialist Elective Courses towards the Master of Commerce 
(Human Resource Management), offered by the School of Management, Australian 
School of Business, University of New South Wales. 
 
This course provides a blend between the practical and the theoretical in examining 
pay and performance issues in the modern workplace. 
 
 

2.5 Student Learning Outcomes  
 
By the end of this course, you should be able to:  

1. Explain a range of theories and debates associated with the issues of the 
psychological contract, work motivation, employee satisfaction, and competency; 

2. Adopt and defend an informed position on questions of equity and organisational 
and social justice, including wage dispersion, ‘pay-at risk’; and the gender pay gap; 

3. Identify and describe the range of performance management methods available to 
contemporary human resource practitioners, and make informed choices about the 
most suitable methods, based on strategic and ethical considerations; 

4. Explain the difference between ‘best-fit’ and ‘best practice’ approaches to strategic 
management; 

5. Describe the range of financial and non-financial rewards available in work 
organisations and outline strategic and ethical approaches to the three main 
components of employee remuneration (base pay, variable pay and benefits). 

6. Follow the procedures required to undertake a bias-free job evaluation, ensuring 
the adequacy of the job data used in the process. 

7. Describe the main types of performance-related pay (individual, group and 
organisational), and the advantages and disadvantages of each. 

8. Develop an integrated and effective performance and reward management system. 
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ASB Graduate Attributes 
 
This course contributes to your development of the following Australian School of 
Business Graduate Attributes, which are the qualities, skills and understandings we 
want you to have by the completion of your degree:  
 

 the skills involved in scholarly enquiry; 

 an in-depth engagement with the relevant subject content, in a broad context; 

 the capacity for analytical and critical thinking and for creative problem solving;  

 the ability to engage in independent and reflective learning;  

 Information literacy - the skills to locate, evaluate and use relevant information;  

 the capacity for enterprise, initiative and creativity;  

 an appreciation of and respect for, diversity;  

 a respect for ethical practice and social responsibility;  

 the skills of effective communication. 
 
 

Learning 
Outcomes 

ASB Graduate Attributes ASB GA 
No. 

1,2 Critical thinking and problem solving 1 
1-8 Communication 2 
1-8 Teamwork and leadership 3 
2,3,4 Social, ethical and global perspectives 4 
1-8 In-depth engagement with relevant disciplinary 

knowledge 
5 

1-8 Professional skills 6 
 
To see how the ASB Graduate Attributes relate to the UNSW Graduate Attributes, refer 
to the ASB website (Learning and Teaching >Graduate Attributes). 
 
 

3 LEARNING AND TEACHING ACTIVITIES 

3.1 Approach to Learning and Teaching in the Course 
This course examines contemporary Managing Pay and Performance from both an 
applied and theoretical perspective. It focuses on the contemporary debates about the 
move away from “traditional” position-based pay towards performance-related 
remuneration. The course encourages you to make up your own mind, based on good 
evidence, about debates over employees’ contribution, individually and in groups, to 
organisational performance, and the effects of linking pay to organisational 
performance or individual or group contribution. It is designed to help you to challenge 
common assumptions and to clarify your own values on key questions such as 
motivation, fairness and the relative importance of money and job satisfaction. 
 
The course seeks to build on both contemporary and historical research as well as 
real–life experience of the presenter (and hopefully the students!) to explore the issues 
of pay, performance management, motivation, strategy and organisational 
effectiveness. Though there is a focus on many of the contemporary techniques used 
in modern workplaces, the course seeks to avoid a “cookbook” approach to these 
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issues. Rather, the course seeks to provide students with the critical and analytical 
tools so they can pursue effective outcomes in their future professional lives. 

The textbook provides a particularly thoughtful and approachable guide through these 
issues, and you will be asked to engage with it closely and reflectively 

There is a case study emphasis throughout. You will be required to think as a human 
resource practitioner.  The main assignment is a ‘hands-on’ projects, requiring you to 
play the role of a consultant in designing and applying elements of a performance and 
remuneration system.  

You will be encouraged, but not required, to work in a study team.  You can opt to do 
the major assignment individually or in a team, with each person identifying his or her 
contribution. If you prefer, however, you can confine team interaction to tutorial group-

work.  
 

3.2 Learning Activities and Teaching Strategies 
 
Participation at lectures and tutorials is key to gaining the most from the course.   

Lectures 
The seminar-style lectures will be interactive. Break-out groups will be set up, 
requiring your participation in discussion and in activities. Lectures will contain 
discussions of video clips, and case study material.  Lecture attendance and 
participation will be marked.   

Reading 

Every week you will be expected to undertake your own reading from the textbook.  To 
participate effectively in tutorials you will need to have done the readings in advance.  
You will need to bring in about a page of notes (not hand-written), providing a copy to 
each team member. In relation to the tutorial presentation your group is encouraged to 
collect extra case study material to illustrate issues you are covering, using the sources 
suggested in the detailed tutorial guide.  Material from overseas research would be 
welcome.  

Study Teams 
By the second week, you should have formed a small study team, normally of two 
people, but containing no more than three. Each team member will take a different 
number – 1, 2 or 3. You will be responsible each week for doing the reading linked to 
the Tutorial Question with that number, and for providing other team members with 
reading notes for this Question.   

If your Study Group member(s) work well as a team, you are encouraged to study 
together outside class.  You may in that case want to do the Consultancy Report 
together.  
 
But I quite understand that some of you are very busy, or that you may be ‘thrown’ 
together with people you don’t know. You may have had bad experiences of ‘free-
riders’ in the past. In any of these cases, you will probably prefer a ‘pooled’ or 
‘sequential’ team structure, which does not commit you to collaboration outside the 
tutorial.  The course caters for this arrangement.  You will do a shorter Consultancy 
Report on your own, covering both performance and pay (though you may decide to 
focus more on one or the other). Each week in tutorials, you will simply exchange and 
explain answers to your separately-prepared tutorial question.  In the week when your 
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team provides the tutorial ‘wrap-up’, you may simply divide the time between you, 
covering each question in turn.   
 
If you find that a team member is ‘letting you down’ with the quality or quantity of 
tutorial preparation, your first step is to negotiate with this person, and your second 
step is to seek adjudication and redress from me. Do NOT let such a situation ‘drag 
on’.  

 
Tutorials 

The first part of the tutorials will be a team discussion in which you outline to your team 
member(s) your answer to your tutorial question for that week.  Each team of 2-3 
people will thus spend the first half of the tutorial developing an answer to each 
question for the week.   

The second part of each tutorial will take the form of a whole-class ‘wrap-up’, when 
each team’s answers are contributed to a general debriefing and discussion.  In Week 
2 you will choose a week when your team will run the ‘wrap-up’ presentation (tutorial 
leadership).  On this week, your team will start the second part of the tutorial session, 
by providing a concept clarification ‘brainstorm’, drawing answers from the class.  You 
will then do one or more of the following:  

o illustrate the key issues and controversies with a case study or role play; 

o kick-start discussion by using a work-sheet or flip-chart paper that you have 
distributed at the beginning of the tutorial to get the other teams to record their 
findings; 

o use a white-board display to build a mind-map or table summarising the issues; 

o spark a controversy through a case study or debate.     
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4 ASSESSMENT 

4.1 Formal Requirements 
 
In order to pass this course, you must: 

 achieve a composite mark of at least 50; and 
 make a satisfactory attempt at all assessment tasks (see below). 

 

4.2 Assessment Details 
 
 

Assessment Task Weighting Length Due Date 

A. Lecture and Tutorial 
participation, made up of: 

1. lecture participation 
2. tutorial participation 

 

10% 
 
(5%) 
(5%) 

N/A ongoing 

B. Tutorial leadership made up of: 
 

1. One leadership of tutorial 
“wrap up” 

2. Reading notes 

20% 
 
(15%) 
 
(5%) 

 
 
45minutes -
1hour 
 
2 pages 

 
 
TBA week 2 tutorial
 
1 week after 
tutorial wrap up 

C. Mid-session take-home 
examination.   

20% N/A 12 September  

D. Consultancy report 50% 2000 words 
per student 
(plus 500 
word 
executive 
summary and 
500 word 
strategic 
analysis per 
report) 

17 October  

Total 100%   

 
A. LECTURE AND TUTORIAL PARTICIPATION – 10% 

Lectures (5%): Lecture attendance and active participation are assessable.  If you 
have to miss a lecture, you may submit a brief summary of the key points you have 
gained from the slides and notes no later than the tutorial on the week following the 
missed lecture.  Your notes will be included in the assessment of your participation 
mark.  If you are going to be missing more than one lecture in a row due a planned 
absence, please see me to make arrangements, prior to the absence. 

Tutorial contribution (5%): Attendance at 9 tutorials is the threshold for receiving a 
tutorial attendance mark. You will be marked on preparation and active contribution to 
the small group discussion and to the whole-class ‘wrap-up’.   
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Because each Study Team member will be preparing an answer to a different question, 
please bring a copy of your one-page answer to your question to give to each Study 
Team member.  Make sure you provide the Shields page references so that your notes 
lead your reader(s) into the relevant sections of the textbook.  Each team member will 
in turn explain his/her answer to the other person/people in your Study Team, taking 
them through the relevant sections of the textbook.  This information exchange will take 
the first part of each tutorial.  As each team member will be preparing a different 
question, this will help each of you cut down the preparatory reading for each week.   

In the second part of each tutorial you will be expected to participate in the activities 
organised by the Study Team members who are leading that week’s wrap-up.  

 
Assessment Criteria  - Participation 

Criterion 

Grade 

Comment H
D 

DN C
R 

P
S 

F 

Level of attendance (minimum 9)       
Regular willingness to answer questions, 
make suggestions 

      

Frequent evidence of reading and 
consideration of readings 

      

Active involvement in classroom group work       
Active involvement in class-based problem-
solving and case study work 

      

Total (out of 10)   

 

B. TUTORIAL LEADERSHIP AND READING NOTES – 20% 

Leadership of one tutorial wrap-up (15%): Once in the session, between weeks 3 
and 12, your Study Team will be asked to conduct the second part of the tutorial 
(approx. 45 minutes to one hour).   

The high weighting attached to this assessment implies that it is more than just an 
ordinary presentation that is over within a few minutes.  Instead your team is expected 
to facilitate/present a comprehensive and professional program to the class, including 
class discussion. 

Specifically you will: 

o Draw answers to tutorial questions from others in the tutorial group, AND 

o Summarising those answers you might: 

o present a slide, flip-chart page or handout summarising key points in 
your answers  

o use the whiteboard to collect extra points from other teams’ conclusions; 

o organise a short role-play, case study or debate and draw comments 
from the class on how your material helps answer your questions for the 
week. A suggested list of activities is provided for each tutorial in the 
weekly program (see below) 

In preparing for your leadership of the tutorial wrap-up, you MUST do AT LEAST 
TWO extra readings from the weekly list provided or additional journal or text 
readings.   

Note that a tutorial ‘wrap up’ IS NOT a repeat of the theory from the lecture or a 
simple presentation.  You are required to facilitate and elicit answers to the 
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tutorial questions from those in the tutorial group and then bring those answers 
to some conclusion.   

 
Assessment Criteria  - Tutorial Wrap-up Facilitation 

Criterion 

Grade 

Comment H
D 

DN C
R 

P
S 

F 

Relevant definitions and concepts were 
clarified using whiteboard, slide or handout 

      

Views on your topic were drawn from each 
team, and your own team’s conclusions 
were clearly explained 

      

The class was drawn into a discussion, 
debate, or case study analysis, using one of 
the suggested activities for your week 

      

A clear conclusion was reached        
The team’s contribution s were equal and 
integrated  

      

Total (out of 15)   
 

The rationale behind this assignment is that you learn best by teaching others – the 
‘jigsaw’ approach to learning. By providing summaries for each other, you will all be 
streamlining your work-load.   This reflects behaviours essential for an HR practitioner. 

This assignment will enable you to show that you have achieved the following 
Learning Outcomes: 

LO1: Explain a range of theories and debates associated with the issues of the 
psychological contract, work motivation, employee satisfaction, and competency; 

LO3: Identify and describe the range of performance management methods available 
to contemporary human resource practitioners; 

LO5: Describe the range of financial and non-financial rewards available in work 
organisations; 

LO7: Describe the main types of performance-related pay (individual, group and 
organisational), and the advantages and disadvantages of each. 

 
The part of the assignment will also help you develop the following 
Graduate Attributes: 

 the capacity for analytical and critical thinking and for creative problem solving;  

 the capacity for enterprise, initiative and creativity;  

 an appreciation of and respect for, diversity;  

 the skills of effective communication; 

 

Reading notes (5%) You will be required to hand in a set of reading notes for your 
‘Tutorial wrap-up summary’.  For each student, you will provide:  

o the one-page set of notes and reflections from the textbook; and 
o a page of fully-referenced notes and reflections on TWO other readings from 

the list for that week or alternative peer reviewed journal choices (make sure 
you choose a reading relevant to your topic) 
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o the material used in the wrap-up – case study, concept-map, table, role play, 
debate etc.   

 
This will be due in one week after you deliver your tutorial ‘wrap-up’ 
 
 

Assessment Criteria  - Reading Journal entry 

Criteria  
Grade 

Comment H
D 

D
N 

C
R 

P
S 

F 

Question was clearly identified and broken 
down into components. 

      

Relevant definitions and concepts were 
clarified, with page references and 
bibliography.  

      

A clear answer was provided to the set 
question.   

      

There was evidence of analysis, critique or 
synthesis (making links).  

      

There was evidence of careful analysis of two 
additional references from the set list.  

      

Additional references were used to illustrate or 
clarify the set question.  

      

An effective concept map, table, case study or 
role play was devised to clarify the topic and 
question issues. 

      

Total (out of 10)   

This assignment will enable you to show that you have achieved the following 
Learning Outcomes: 
LO1: Explain a range of theories and debates associated with the issues of the 

psychological contract, work motivation, employee satisfaction, and competency; 
LO3: Identify and describe the range of performance management methods available 

to contemporary human resource practitioners, and make informed choices about 
the most suitable methods, based on strategic and ethical considerations; 

LO5: Describe the range of financial and non-financial rewards available in work 
organisations and outline strategic and ethical approaches to the three main 
components of employee remuneration (base pay, variable pay and benefits). 

LO7: Describe the main types of performance-related pay (individual, group and 
organisational), and the advantages and disadvantages of each. 

 
The assignment will also help you develop the following Graduate 
Attributes: 
 the skills involved in scholarly enquiry; 
 an in-depth engagement with the relevant subject content, in a broad context; 
 the capacity for analytical and critical thinking and for creative problem solving;  
 the ability to engage in independent and reflective learning;  
 Information literacy - the skills to locate, evaluate and use relevant information;  
 a respect for ethical practice and social responsibility;  
 the skills of effective communication. 
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C. MID-SESSION TAKE-HOME TEST - 20% 

Job evaluation exercise 

The question will be handed out in the Week 7 lecture and put on Blackboard at 
the same time. 
 
A take-home test, requiring you to carry out a job evaluation, will be distributed in the 
Week 7 lecture and placed on Blackboard.  You will be given two position descriptions, 
amplified by the results of completed job analysis questionnaires, and asked to apply a 
factor plan to them, writing short comments explaining your decisions. There will also 
be five short-answer questions to check your conceptual understanding.  
 
Learning outcomes assessed: 

LO6:  Follow the procedures required to undertake a bias-free job evaluation, ensuring 
the adequacy of the job data used in the process. 

 
Graduate attributes assessed: 

 an in-depth engagement with the relevant subject content, in a broad context; 

 the capacity for analytical and critical thinking and for creative problem solving;  

 an appreciation of and respect for, diversity;  

 a respect for ethical practice and social responsibility;  
 the skills of effective communication 

 
D. CONSULTANCY REPORT – 50% Due  
 

YOU MUST SUBMIT A COPY OF YOUR CONSULTANCY REPORT TO TURNITIN 
VIA THE COURSE BLACKBOARD SITE. This must be uploaded by midnight on the 
evening that your assessment is due in.  Late or non submission to Turnitin will result in 
a fail for the assignment . Only one submission will be allowed per assignment. 
 
You have a choice of one of the three case study organisations from Shields (2007). 
These are:  

a) ‘Delivering fairness: performance assessment at Mercury Couriers’ (pp. 227-230) 
OR 

b) ‘Just rewards: Rethinking base pay and benefits at Court, Case & McGowan, 
commercial law partners’ (pp. 340-344) OR 

c) ‘Beyond the hard sell: Performance incentives at Southbank’ (pp. 501-505).  

Everyone in your Study Team must choose the same organisation. 

 
The final Report will consist of recommendations for three elements of a pay and 
performance system appropriate to your chosen organisation.  The three elements are: 

o Management of performance, feedback and development; 

o Management of the base pay system and structure and its relationship to the 
market; 

o Management of non-monetary rewards and of indirect and variable pay elements.  
 
You have three options as to how to undertake this assignment. 

o An individually written report–You will do the assignment on your own, producing 
a final report consisting of an Executive Summary (500 words), a Strategic Analysis 
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(500 words), and the actual Report (2000 words). The Report will cover all three 
areas: (a) performance; (b) base pay; and (c) non-monetary, indirect and variable 
rewards. 

OR  

o A specialised component of the report, individually written and marked –.  
Your team will divide up the three areas/tasks, and each member will specialise in 
elements of the system. In a three-member team, one person can cover each of 
the three elements listed above – i.e. (a) performance; (b) base pay; and (c) non-
monetary, indirect and variable rewards).  In a team of two, one person can cover 
performance and variable rewards, and the other can cover base pay, benefits and 
non-monetary rewards.  Your section of the final Report will be 2000 words plus an 
Executive Summary (500 words) of your section.  Each person will need contribute 
to a single Strategic Analysis (500 words total) and assemble the final Report, 
amalgamating the three Executive Summaries and each person’s Bibliography.  
When handing in the Report, you will attach a signed statement setting out the 
contribution of each person.  

OR 

o A team report, with each team member receiving the same mark (Teams are 
of two and no more than three people: it is probably unwise to pursue this option if 
your team hasn’t formed well by Week 5). You will work together in preparing a 
joint Strategic Analysis.  You will work together on writing and assembling the 
Report and the Executive Summary and Bibliography.  Each person will contribute 
up to 2000 words and you will collaborate on the Executive Summary (500 words 
total) and Strategic Analysis (500 words total).  You will both/all receive the same 
mark.  If you embark on this option and find you have a free-rider, take one week 
to negotiate with this person, and then revert to one of the other two options, letting 
the lecturer know as soon as possible. 

Whether you are marked individually or as a team, you will receive an individual 
feedback sheet and mark.  The lecturer reserves the right to direct a person to prepare 
an individually written report where this seems advisable. 
 
The Consultancy Report Components 
 
Strategic Analysis  

For the organisation,  

1. Design a HR matrix (Figure 0.1, Shields p. 8) that applies to the organisation.  
Describe what currently exists in the organisation. 

2. Identify the internal and external environment in order to work out the organisation’s 
key performance requirements and key success factors (Figure 4.4, Shields p. 
114).   

3. Identify key issues relating to motivation and fairness and make an initial judgment 
about possible problems of equity (including gender equity) in the management of 
both performance and remuneration. 

Write a brief summary of your findings, with reasons (500 words).  

 

The Report 

Whichever elements of a new performance and remuneration management system you 
are designing. You will need to include the following elements in the body of the report:  

1) The Strategic Analysis (described above – 500 words) 
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2) The organisation’s key success factors; 

3) Issues with the organisation’s present system in terms of ‘best practice’ (you 
will specialise on your chosen areas here if you are doing a group report); 

4) Overview of options for addressing these issues, identifying strengths and 
weaknesses;  

5) Implications of the Strategic Analysis in the selection of a ‘best fit’ option; 

6) An outline of the implementation details of your chosen option; 

7) How to address issues of motivation (e.g. line of sight; financial and non-
financial incentives) and of fairness (e.g. felt-fairness; equity, distributive and 
procedural justice; gender equity; dispersion). 

 

Report Format 

 
You should use standard report format.  The ASB Education Development Unit  
(EDU) (www.business.unsw.edu.au/edu) has very good resources on this format. 

 

References  

Start with Shields and then use the references for each weekly topic or additional 
research. Don’t wait for the relevant lecture! See also the references listed in this 
Outline. 
 
Assessment Criteria  - Consultancy Report 
Criterion HD DN CR P FL Comment 
Executive summary identifies key success 
factors and gives clear guidance on option 
that best fits the strategic analysis and 
meets motivation and fairness criteria.   

      

The Strategic Analysis clearly analyses  
the situation of the organisation and its 
members. 

      

The Report clearly and tactfully identifies 
problems with present system, including 
issues of motivation and equity.  

      

The Report/section classifies and 
summarises a range of options, explaining 
their strengths and weaknesses. 

      

A clear solution is proposed, 
demonstrating insight, originality and 
practicality, It fits the strategic analysis 
and motivation and fairness criteria.  

      

The Report is supported by at least 5 
credible and accurately-cited sources per 
consultant.  

      

Mark out of 50   

This assignment will enable you to show that you have achieved the following 
Learning Outcomes: 

LO1: Explain a range of theories and debates associated with the issues of the 
psychological contract, work motivation, employee satisfaction, and competency; 
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LO2: Adopt and defend an informed position on questions of equity and organisational 
and social justice, including wage dispersion, ‘pay-at risk’; and the gender pay 
gap; 

LO4:  Explain the difference between best-fit’ and ‘best practice’ approaches to 
strategic management; 

LO3:  Identify and describe the range of performance management methods available 
to contemporary human resource practitioners, and make informed choices about 
the most suitable methods, based on strategic and ethical considerations; and/or 

LO5: Set out the range of financial and non-financial rewards available in work 
organisations and outline strategic and ethical approaches to one or more of the 
three main components of employee remuneration (base pay, variable pay and 
benefits) and/or 

LO7: Set out the main types of performance-related pay (individual, group and 
organisational), and the advantages and disadvantages of each. 

LO8: Develop an integrated and effective performance and reward management 
system. 

 
The assignment will also help you develop the following Graduate Attributes: 
 the skills involved in scholarly enquiry; in-depth engagement with the relevant 

subject content’ 
 the capacity for analytical and critical thinking and for creative problem solving;  
 the ability to engage in independent and reflective learning;  
 Information literacy - the skills to locate, evaluate and use relevant information;  
 an appreciation of and respect for, diversity;  
 a respect for ethical practice and social responsibility;  
 the skills of effective communication. 

 
 

4.3 Assignment Submission Procedure 
 

Submission 

You MUST submit the essay with a cover sheet, which is downloadable from   
 
http://www.asb.unsw.edu.au/schools/management/Documents/Assignment
_cover_sheet.pdf   or 
 
http://www.asb.unsw.edu.au/schools/management/Documents/Group_assi
gnment_coversheet.pdf 
 

Assignments must be handed in at tutorials or in one of the submission boxes at the 
Australian School of Business (ground level and level 5).  NEVER leave it under or 
outside a door.  It is your responsibility to retain a copy of all assignments you submit. 
 
YOU MUST ALSO SUBMIT A COPY OF YOUR CRITICAL REVIEW AND YOUR 
CONSULTANCY REPORT TO TURNITIN VIA THE COURSE BLACKBOARD SITE. 
This must be uploaded by midnight on the evening that your assessment is due in.  
Late or non submission to Turnitin will result in a fail for the assignment . Only one 
submission will be allowed per assignment. 
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Return 

If you require your major consultancy reports to be returned, please include a stamped, 
self-addressed envelope (one of a size that will fit your assignment so that I can post it 
to one of your group).  A separate feedback sheet will be included for each group 
member.  It is your responsibility to retain the marked copy of your assignments as 
evidence in case of a dispute.  

4.4 Late Submission 

Requests for late submission must be in writing in advance of the submission date, 
and accompanied by evidence.  All applications for late submission must be made to 
Donna Wilcox c/- the School of Organisation and Management (5th floor, West Wing, 
Australian School of Business).  Your work will not be accepted unless you have 
authority to submit late. Late submission will not be authorised if your progress in the 
course is not satisfactory. 
 

 
 
 
 

 
 
 
 
5 COURSE RESOURCES 
 
The website for this course is on UNSW Blackboard at: 
http://lms-blackboard.telt.unsw.edu.au/webapps/portal/frameset.jsp 
   
SET TEXT 

Shields, J. (2007) Managing Employee Performance and Reward: Concepts, Practices, 
Strategies, Cambridge University Press, Melbourne. 

 
This textbook is available from the library as an ebook and at UNSW Bookshop.  You 
might also secure a second-hand copy from the second-hand bookshop on campus. 
 
READINGS  

Many of the readings in this course guide are accessible on-line or you may 
locate them from the main library on campus. 

 
 

6 COURSE EVALUATION AND DEVELOPMENT 
 
Your suggestions, comments and observations as to the content, delivery, assessment 
tasks or readings are welcome. Each session feedback is sought from students and 

Quality Assurance 
The ASB is actively monitoring student learning and quality of the student 
experience in all its programs. A random selection of completed assessment tasks 
may be used for quality assurance, such as to determine the extent to which 
program learning goals are being achieved. The information is required for 
accreditation purposes, and aggregated findings will be used to inform changes 
aimed at improving the quality of ASB programs. All material used for such 
processes will be treated as confidential and will not be related to course grades. 
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other stakeholders about the courses offered and continual improvements are made 
based on this feedback. 
 
UNSW's Course and Teaching Evaluation and Improvement (CATEI) Process is one of 
the ways in which student evaluative feedback is gathered. Significant changes to 
courses and programs within the School are communicated to subsequent cohorts of 
students. It is University policy that all courses are evaluated at the end of the 
semester. 
 

Although this course has scored 95% student approval ratings for the past few years, 
with few adverse comments, we do try to make improvements.  For example, the team 
assignment used to be carried out and marked entirely on a team basis.  Students 
have reported that it is very stressful if a team member defaults on a group project.  
Yet when teams work, people can learn a lot from each other.  Now we provide three 
options, from individual to fully team-based.  

Students reported that the two-hour lecture is too long.  WE reduced the lecture time to 
one and half hours due to this feedback.  Also. with your cooperation, we will continue 
the quest to turn lectures into interactive seminars.  
 
Your feedback is highly valued and will be used to make improvements to course 
content, teaching style and type of assessment set.   If you have any ongoing feedback 
outside of the formal course evaluation process, it will be welcomed and incorporated 
in an ongoing basis into the course.  If you have any feedback of this nature you are 
encouraged to send it to Donna Wilcox (d.wilcox@unsw.edu.au) or you can speak to 
Donna personally during consultation hours. 
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7 COURSE SCHEDULE 
 

COURSE SCHEDULE  

Week  Lecture Topic Tutorial Topic  
 

Assessment 

Week 1  
18 July 

Subject Theme: 
Performance, Pay, Strategy 
and Risk: Key Concepts and 
Themes  
1)'Performance’ – 

Organisational, group and 
individual: What is it and 
why does it need to be 
managed?  The concept of 
‘fit’. 

2) ‘Strategic pay’; ‘pay at risk’; 
‘total reward’ 

NO TUTORIALS 

 

Week 2  
25 July 

Underlying assumptions (1): 
Work attitudes and 
behaviour  

1) Psychological contract, 
organisational behaviour 
and felt-fairness 

2) Organisational, distributive 
and procedural justice 

Orientation  

Week 3  
1 August 

Underlying assumptions (2): 
Motivation, performance 
and money  
1) What theories underlie 

strategic reward systems? 
How do these theories link 
motivation, behaviour and 
performance? 

2) Is money a motivator? 
3) Non-monetary rewards: 

job satisfaction, work life 
quality and security 

Work Attitudes and 
Behaviour 
 Psychological contract - 

organisational behaviour 
and felt-fairness 

 Equity and fairness - 
distributive justice and 
procedural justice 

 

 

Week 4 
8 August 

Organisational performance  
and individual contribution  
1) What is organisational 

performance management, 
and what are its 
components? 

2)  Does organisational 
performance depend on 
managing individual 
performance? 

Motivation, performance 
and money 
 Strategic rewards - 

motivation, behaviour 
and performance 

 Motivation, money and 
non-monetary rewards 
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Week  Lecture Topic Tutorial Topic  

 

Assessment 

Week 5 
15 August 

Assessing and developing 
individual behaviour and 
performance: Debates over 
appraisal, feedback and goal-
setting 
1) Methods of assessing 

individual performance and 
their basis 

 2) Performance appraisal – 
Relevant? Fair? A good 
basis for pay? 

3) Approaches to managing 
behaviour and 
performance.   

Organisational 
performance and individual 
contribution  

 What is organisational 
performance 
management? 

 Are there elements of 
performance that are not 
based on managing 
individual performance? 

 How reasonable is it to 
place a component of 
individual pay ‘at risk’? 

 

 

Week 6 
22 August 

Assessing, developing and 
rewarding skill-and 
competency: Paying the job 
or the person 
1) The missing link in 

performance: How are skills 
and competencies defined? 

2) What are the advantages 
and disadvantages of 
rewarding skill and 
competency? 

Assessing and developing 
individual behaviour and 
performance: Appraisal, 
feedback and goal-setting 
 Methods of assessing 

individual performance 
and their basis 

 Performance appraisal – 
Relevant? Fair? A good 
basis for pay?   

 Approaches to managing 
behaviour and 
performance  

 

 

Week 7 
29 August 

Base Pay Structures and 
Position-Based Pay Systems 
1) Spines, Scales, Narrow and 

Broad Grades and Broad-
banding 

2) Market Surveys and Job 
Evaluation 

Assessing, developing and 
rewarding skill-and 
competency: Paying the 
job or the person? 
 The missing link in 

performance: How are 
skills and competencies 
defined? 

 What are the advantages 
and disadvantages of skill-
based and competency-
based pay? 

 

 

Mid-Session Break: Week 1-9 September  
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Week  Lecture Topic Tutorial Topic  
 

Assessment 

Week 8 
12 
September 

Indirect Pay – Benefits, salary 
packaging and salary sacrifice 
1) Pay for work time and non-

work time - Leave and 
superannuation – entitlements 
or benefits? 

2) Salary packaging and salary 
sacrifice – options 

Base Pay Structures 
and Position-Based Pay 
Systems  
 Spines, Scales, 

Narrow and Broad 
Grades and Broad-
banding 

 Market Surveys and 
Job Evaluation 

 Consultancy Report 
Planning Session and 
Skills Workshop 

(no tutorial facilitation this 
week) 

Mid 
Semester 
exam due 

Week 9 
19 
September 

Rewarding individual 
performance? Approaches to 
individual variable pay. 
1) Merit increments and merit 

bonuses  
2)  Commissions and piece rates  
3) Results-based bonuses and 

recognition rewards 
Executive performance and 
remuneration 
1) Income dispersion – is it 

justified? 
2) Assessing executive 

performance 
3) Designing executive 

remuneration 

Benefits, salary 
packaging and salary 
sacrifice 
 Pay for work time and 

non-work time - Leave 
and superannuation – 
entitlements or 
benefits? 

 Salary packaging and 
salary sacrifice - 
options 

 

 

Week 10 
25 
September 

Variable rewards for collective 
performance: Short-term 
incentive systems:  
1) Profit-sharing  
2) Gainsharing  
3) Goalsharing  
4) Team pay (defining team 

types) 
Variable rewards for organisational 

performance  
1) Profit sharing – approaches and 

outcomes 
2) Employee Share Ownership 

Plans – taking a careful look 

Rewarding individual 
performance? Six 
approaches to 
individual variable pay. 
Executive performance 
and remuneration. 
 Merit increments and 

merit bonuses  
 Commissions and 

piece rates  
 Results-based 

bonuses and 
recognition rewards 

 Executive 
remuneration – Is it 
linked to performance? 
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Week  Lecture Topic Tutorial Topic  

 
Assessment 

Week 11 
3 October 

Continuing sources of pay 
inequity and how to address 
them  
1)  Work value: Centralised and 

decentralised approaches  
2)  Job evaluation  
3)  Performance pay 
 
 

Variable rewards for 
collective and 
organisational 
performance: Short-and 
long term incentive 
systems  
 Profit-sharing (Current 

distribution, deferred 
payment, combination) 

 Gainsharing (Scanlon, 
Rucker, Improshare, 
Family of Measures)  

 Goalsharing  
 Team pay  
 ESOPs 

 

Week 12 
10 October 

Subject overview and 
conclusion: The total reward 
strategy   
1) Constructing and implementing 

a total reward and performance 
management system 

 

Pay equity  

Week 12 
10 October 

No lecture 
 

General summary and 
questions 

Consultancy 
Report due 
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8 Tutorial Questions and Activities 
 
Week 2  Orientation  

- Ice-breaker, introductions 

- Orientation to Blackboard and Case Study options. 

- Clarification of assessment requirements. 

- Formation of study teams – allocation of weekly question numbers within 
teams. 

- Nomination of week when your team will provide the wrap-up facilitation. 
 
Class discussion:  

1) What do you understand by ‘performance’ in an organisation? Who or what defines 
it?  

2) What is meant by the concept of ‘total reward’ and what should a total reward 
system seek to do?  

Reference 
Shields, J. (2007) ‘Performance and reward basics’, Ch 1 in Managing Employee 
Performance and Reward: Concepts, Practices, Strategies, Cambridge University 
Press, Melbourne: 19-36. 

Week 3  Work Attitudes and Behaviour 

- Psychological contract - organisational behaviour and felt-fairness 

- Equity and fairness - distributive justice and procedural justice 
 
1) What do you think are the main determinants of organisational citizenship 

behaviour?  Can psychological contracts be ‘managed’?  Explain your answers with 
examples.  

2) Define felt-fairness, procedural justice and distributive justice, and provide an 
example of each. Why do employees in low-paid jobs sometimes demonstrate 
higher levels of reward satisfaction than employees in higher-paid jobs?  

3) What do you think are the links between attitudes, behaviour and organisational 
performance? In your view, is the importance of organisational justice overstated?  

Note – If there are two people in your group, Divide the third question and touch 
on it lightly.  This applies each week. 
 
Possible activities: 
a) Prepare mental maps to define each of the key concepts and explain them to 

your team. 
b) Set out the arguments for and against your viewpoint on the issues raised in 

your question and see if you team agrees with you. 
c) Provide a case study example using your individual experiences, or lecture 

material, or the text book, or one of the references below, or a media story or 
a company example from the web. Prepare discussion points for taking your 
team through the case study.  
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Reference 

Shields, J. (2007) ‘Working with psychology’, Ch 2 in Managing Employee Performance 
and Reward: Concepts, Practices, Strategies, Cambridge University Press, 
Melbourne: 37-64. 

Further Reading 

Armstrong, M. (2000), Performance Management, second edn, Kogan Page, London, 
chs. 4 and 6: 33-39 and 52-61. 

Greenberg, J. (1990), ‘Organizational Justice: Yesterday, Today and Tomorrow’, 
Journal of Management, 16(2): 399-432.  

Konovsky, M. (2000) ‘Understanding procedural justice and its impact on business 
organisations’, Journal of, 26(3): 489-511.  

Konovsky, M.A., Folger, R. and Cropanzano, R (1987), ‘Relative Effects of Procedural 
and Distributive Justice on Employee Attitudes’, Representative Research in 
Social Psychology, 17: 15-24.  

McShane, S. (2001) ‘’Equity theory’, in ‘Foundations of motivation’, Ch 3 in Canadian 
Organisational behaviour, 4th ed., McGraw-Hill Ryerson, Toronto: 73-77.  

Williams, R. (2002), ‘’Fairness in performance management’, extract from ‘Rewarding 
performance’, Ch 8 in Managing Employee Performance: Design and 
Implementation in Organisations, Thomson Learning, London: 191-196. 

 

Week 4  Motivation, performance and money 

- Strategic rewards - motivation, behaviour and performance 

- Motivation, money and non-monetary rewards 
 
1)  Is all motivation based on need? How important is pay as a performance motivator? 

Provide an overview of the debate, looking critically at definitions, assumptions and 
consequences.  

2)  What are the main differences between expectancy theory and goal-setting theory?  
What are the implications for managers of social cognition (self-efficacy) and 
cognitive evaluation (intrinsic motivation) theories? Which of the theories do you find 
most convincing? 

(Note: if there are three people in your Study Team, split question 2.  

Possible activities: 
a) Prepare a table classifying content or process theories of motivation. Explain 

it to your team. 
b) Decide which motivation theory you prefer and list the reasons.  Explain them 

to your team and get feedback.  
c) Show how your preferred theory helps explain an example from your 

experience or from a case study drawn from experience, the lecture, the 
textbook, one of the references below, the media or the web. 

Reference 

Shields, J. (2007) ‘Managing motivation’, Ch 3 in Managing Employee Performance 
and Reward: Concepts, Practices, Strategies, Cambridge University Press, 
Melbourne: 65-87. 
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Further Reading 
Herzberg, F. (1987) ‘One more time: How do you motivate employees?’, Harvard Business 

Review 65:109-20.  

Kohn, A. (1998) ‘Challenging behaviourist dogma: myths about money and motivation’, 
Compensation and Benefits Review, March-April, 30 (2): 27, 33-37.   

Long, R. (1998) ‘A strategic framework for compensation’ (extracts), Ch 2 in 
Compensation in Canada, Nelson ITP/Thomson, Toronto: 25-59.   

Long, R. (1998), Extracts from ‘Expectancy theory’, from ‘A behavioural framework for 
compensation’, Ch 3 in Compensation in Canada, Nelson ITP/Thomson, Toronto: 
123-125; 131.  

Pinnington, A. and Edwards, T. (2000), ‘Motivating employees’, Ch 6. in Introduction to 
Human Resource Management, Oxford University Press, Oxford: 122-144.   

Vroom, V. (1995) (originally 1964) ‘ Job satisfaction and job behaviour’, Ch 6 in Work 
and Motivation, Jossey-Bass, San Francisco: 205-219.  

  
Week 5 (August 19) Organisational performance and individual contribution  

- What is organisational performance management? 

- Are there elements of performance that are not based on managing 
individual performance? 

- How reasonable is it to place a component of individual pay ‘at risk’? 
 
1) In managing organisational performance, which do you consider to be most 

important – best practice, best fit or the resource-based view of the firm?  

2) What are the strengths and limitations of managing on the basis of results, and of 
managing by goal-setting?  Is the balanced scorecard the best solution?  

3) To what extent can individual employees be held accountable for organisational 
performance? Critically examine the concept of ‘at risk pay’ and ‘paying for 
individual contribution’.     

 
Possible activities:  
a) Prepare a diagram, table or mind-map listing the key concepts and elements  
b) Choose a case study organisation from the text, one of the readings or the 

web, and decide which approach  
c) How important is measurement in managing performance? What should be 

measured and how?  Use a case study example to support your view. 
d) What elements of organisational performance cannot be assessed and 

managed by appraising individuals? Provide a case study example from work 
experience, the lecture, the textbook, the references below, the media or the 
web.  

e) ‘No impost without representation’ – this was the catchcry of the American 
Revolution.  Is Heery right about risk and representation in ‘the new pay’?  

 
Reference 
Shields, J. (2007) ‘Being strategic and getting fit’, Ch 4 in Managing Employee 

Performance and Reward: Concepts, Practices, Strategies, Cambridge 
University Press, Melbourne: 88-118 (question 1). 

Shields, J. (2007) ‘Managing for results’, Ch 5 in Managing Employee Performance and 
Reward: Concepts, Practices, Strategies, Cambridge University Press, 
Melbourne: 121-141 (question 2). 
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Shields, J. (2007) ‘Overview of performance-related rewards’, Ch 14’, in Managing 
Employee Performance and Reward: Concepts, Practices, Strategies, 
Cambridge University Press, Melbourne: 351-368 (question 3). 

 
Further Reading 
Armstrong, M. (2000), Performance Management, second edn, Kogan Page, London, 

chs 5, 10 and 11 (40-51 and 103-124) 

Ayres, R. (2001), ‘Managing quality’ (extract), Ch 12 in C. Aulich et al. eds, Australian 
Handbook of Public Sector Management, Allen and Unwin, Sydney: 145-148 

Brown, B. and Armstrong, M. (1999), Paying for Contribution. Real Performance-
Related Pay Strategies, Kogan Page, London: 159-185.  

Clark, G. (1998), ‘Performance management strategies’, extract from Ch. 4 in C. Mabey 
et al., Human Resource Management: A Strategic Introduction, Blackwell 
Publishers, Oxford: 126-128. 

Heery, E. (2000), ‘The new pay: Risk and representation at work’, Ch. 10 in D. 
Winstanley and J. Woodall, eds., Ethical Issues in Contemporary Human 
Resource Management, Macmillan, Houndmills, Basingstoke: 172-187.  

Mayo, A. (2001), ‘Measuring human capital’, Ch 3 in The Human Value of the 
Enterprise: Valuing People as Assets – Monitoring, Measuring, Managing, 
Nicholas Brealey, London: 40-48; 53-69. 

Pfeffer, J. (1998), ‘Six dangerous myths about pay’, in Harvard Business Review (ed.), 
On Managing People, Harvard Business Review, Boston: 73-100. 

Williams, R. (2002), ‘Individual performance: Outputs and results’ (extracts), Ch 4 in 
Managing Employee Performance: Design and Implementation in Organizations, 
Thomson Learning, London: 79-92. 

Kaplan, R. and Norton, D. (2007), ‘Using the he Balanced Scorecard as a strategic 
management system’, Harvard Business Review July-August: 150-161. 

 
Week 6  Assessing and developing individual behaviour and performance: 
appraisal, feedback and goal-setting 

- Methods of assessing individual performance and their basis 

- Performance appraisal – Relevant? Fair? A good basis for pay?   

- Approaches to managing behaviour and performance  
 

1) Can behavioural assessment ever be made a valid, reliable and fair basis for 
performance measurement?  Answer this by reviewing the various commonly used 
appraisal methods. 

2) What factors other than low motivation can contribute to assessed low 
performance? How can a manager reduce the likelihood of an adverse response to 
negative feedback? 

3) What steps can be taken to remedy under-performance and develop high 
performance?  

 
Possible activities: 

a) Using the concepts of reliability, validity and ‘due process’,  work out the best 
way, if any, of implementing trait-based and behaviour-based appraisal 
systems.  
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b) Wrap-up facilitators could distribute and ask teams to work through some of 
the examples from Nkomo et al that are relevant to this question, and report 
your findings.  

c) What is the difference between mentoring and coaching?  Collect an 
interesting example of a coaching program. 

 
Reference 

Shields, J. (2007) ‘Managing behaviour’, Ch 6 in Managing Employee Performance and 
Reward: Concepts, Practices, Strategies, Cambridge University Press, 
Melbourne: 142-178. 

Shields, J. (2007) ‘Performance review and development’, Ch 8 in Managing Employee 
Performance and Reward: Concepts, Practices, Strategies, Cambridge 
University Press, Melbourne: 200-226. 

 
Further Reading 

Aguinis, H. (2007), ‘Implementing a performance management system’, Ch 7 
in Performance Management, Person Prentice Hall, Upper Saddle 
River, NJ: 147-170.  

Edwards, M. & Ewen, A. (1996), ‘How to Manage Performance and Pay With 360-
Degree Feedback’, Compensation and Benefits Review, May-June: 41-46.   

Folger, R., & Cropanzano, R. (1998), ‘How PA should really be done: The due process 
metaphor and a hopeful suggestion’, Organizational Justice and Human 
Resource Management, Sage, Thousand Oaks: 118-131.   

Martocchio, J. (2006),’Performance appraisal’ in  ‘Traditional bases for pay’, (extract), 
Ch 4 in Strategic Compensation: A Human Resource Management Approach, 
Pearson Prentice Hall, Upper Saddle River, NJ., pp. 112-126.  

Nkomo, S. Fottler, M. and McAfee, R.B. (2005), ‘Performance Appraisal: 59 Exercise’, 
in Applications in Human Resource Management, 5th ed., Thomson South-
Western, Mason Ohio: 199-204.   

Rudman, R. (2003), ‘Reviewing performance’, Ch 5 in Performance Planning and 
Review: Making Employee Appraisals Work, 2nd ed., Allen & Unwin, Sydney: 
66-114.   

Stiles, P. (1999), ‘Performance management in fast-changing environments’, Ch. 3 in 
L. Gratton, V. Hope Hailey, P. Stiles and C. Truss , Strategic Human Resource 
Management: Corporate Rhetoric and Human Reality, Oxford University Press, 
Oxford: 59-78.   

Williams, R. (1998), ‘Defining performance by setting goals’, extract from ‘Individual 
performance: Outputs and results’, Ch. 4 in Performance Management: 
Perspectives on Employee Performance. International Thomson Business 
Press, London: 79-92.   
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Week 7 Assessing, developing and rewarding skill-and competency: Paying the 
job or the person? 

- The missing link in performance: How are skills and competencies defined? 

- What are the advantages and disadvantages of skill-based and competency-
based pay? 

1) Outline the different understandings of competencies in Australia and the US. 
Do you agree with Shields that ‘competencies do not equal performance’? Is 
either the Australian or the US definition of competencies a good basis for pay?  

2)  Would you advocate a base pay system that is based on the job, or on job-
holders’ skills or competencies?  

3) Shields differentiates between ‘hard’ technical skills or competencies which he 
sees as job-based and ‘soft’ skills or competencies, which he sees as person-
based. Is he suggesting that the interpersonal skills of service jobs are not ‘real’ 
skills, and not a good basis for pay?  Do you agree with this view of service 
skills?   

 

Possible activities: 
1) Look at the McClelland and Spencer and Spencer person-based 

competencies and contrast them with some of the job-based service 
skills/competencies identified in Australian competency standards 
(Service Skills Australia; Hampson et al).  

2) What types of competencies are assessed in assessment centres? Find a 
case study example and critically analyse it. You could look at ‘graduate 
attributes’ and debate whether they increase people’s value as 
employees.   

3) Set out the arguments in favour of paying the job and paying the person. 
Does paying for skill fit into both categories?   

 

Reference 

Shields, J. (2007) ‘Managing competencies’, Ch 7 in Managing Employee Performance 
and Reward: Concepts, Practices, Strategies, Cambridge University Press, 
Melbourne: 179-199. 

Shields, J. (2007) ‘Base pay purpose and option’, Ch 9 in Managing Employee 
Performance and Reward: Concepts, Practices, Strategies, Cambridge 
University Press, Melbourne: 233-248. 

Further reading 

Ashton, C. (1996), ‘How competencies boost performance’, Management Development 
Review, 9(3), 14-19. 

Brown, D. and Armstrong, M. (1999) ‘’Using competency-related pay to reward 
contribution’, (extracts), ch 4 in Paying for Contribution; Real Performance-
Related Pay Strategies, Kogan Page, London: 108-138; 151-158.   

Brown, P. and Hesketh, A. (2004) ‘The science of gut feeling’, Ch 5 in The 
Mismanagement of Talent: Employability and Jobs in the Knowledge Economy, 
Oxford University Press, Oxford: 91-114 (on assessment centres).  

Dewey, B. (1994), ‘Changing to skill-based pay: Disarming the transition landmines’, 
Compensation and Benefits Review, Jan-Feb, 38-43.  

Hampson. I., Junor, A. and Barnes, A. (2007) ‘Articulation work skills and the 
recognition of call centre competences in Australia’, Journal of Industrial 
Relations 
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Lawler, E.E. (1994), ‘From job-based to competency-based organisations’, Journal of 
Organizational Behaviour, 15: 3-15.   

Service Skills Australia (2011) Homepage available http://www.serviceskills.com.au/.  
Accessed 16/7/11. 

Strebler, M., Thompson, M. and Heron, P. (1997) Skills, Competencies and Gender: 
Issues for Pay and Training, Report 333, The Institute of Employment Studies, 
University of Sussex, Brighton.  

Thompson., J. and Lettew, C. (2000) ‘Skill-based pay as an organisational innovation’, 
Review of Public personnel Administration,20(1): 20-40.   

 

 
 
Week 8 Base Pay Structures and Position-Based Pay Systems  

- Spines, Scales, Narrow and Broad Grades and Broad-banding 

- Market Surveys and Job Evaluation 
 
Consultancy Report Planning Session and Skills Workshop 

THIS WEEK’S WORKSHOP COVERS THE MOST PIVOTAL AND MOST DIFFICULT 
CONCEPTS IN MGMT5947  

IN this tutorial we will make our way through concepts by having a planning session 
and skills workshop for your Consultancy report.  In this workshop, you will: 

o Decide what base pay structure to adopt (whether to use a pay scale, whether 
to group jobs in narrow grades or broad-graded job families, or whether to 
adopt a flat broad-banded structure 

o Learn how to conduct a market survey and pay policy line, and to how develop 
a grade structure around the pay line. 

This is crucial knowledge for all parts of the consultancy report. Bring the 
Shields textbook! 

1) Look at the pay scale on p. 251. What is the difference between a Level and a 
Step? How are career paths determined and what is the basis of movement? Do 
levels overlap? Where are scales most widely used? (253-266) 

2)  What is the key difference between scales and narrow grades? How is the mid-
point of a grade decided?  What is the basis of paying above or below the mid-
point?  Where are narrow grades used?  (pp. 253, 254, 266). 

3) What is the relationship between broad grades and job families? How is the 
interquartile range used? How common is broad-grading? (pp. 253,257, 266) 

4) How are external market comparisons used in determining base pay structures? 
Can market forces be discriminatory, as has been argued in the US? Of the 
possible methods of market comparison, which would you recommend? Work 
through Figure 11.2 (p. 273). What are the key components that might need to be 
surveyed? What is the importance of the interquartile range?  How would you go 
about plotting this data onto a graph? – e.g. how would you use industry and 
geographical information?    

5) What are the four main methods of job evaluation?  Why in the UK is the use of the 
factor point system seen as the best defence against a complaint of pay inequity? 
(pp. 275-289)  
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6) In reviewing a grade structure, how do you use job evaluation scores to compare 
job size with current pay rates? Where will your new pay policy line come from, and 
how will you derive grades from it? (pp. 289-294). 

7) What is broadbanding? How, why and where is it done? (p. 258) In what types of 
organisations might broadbanding best fit? (p. 266)  

 

Reference 

Shields, J. (2007) ‘Managing Employee Performance and Reward: Concepts, 
Practices, Strategies, Cambridge University Press, Melbourne:  

Chapter 7 ‘Managing competencies’: 179-199. 

Chapter 9 ‘Base pay purpose and options’: 233-248. 

Chapter 10 ’Base pay structures’: 249-268. 

Further reading 

Arasu, S. (1998), ‘Broadbanding adds flexibility and speed to pay structure’, Reading 20 in 
R. Stone, ed., Readings in Human Resource Management, Vol 3, John Wiley & 
Sons, Brisbane: 209-210.  

Armstrong, M. (2002), ‘Broadbanded pay structures’, Ch 15 in Employee Reward, 3rd 
ed., Chartered Institute of Personnel and Development, London: 221-242.  

Armstrong, M., Cummings, A., Hastings, S. and Wood, W. (2003)’ Scheme design’, Ch. 
7 in Job Evaluation: A Guide to Achieving Equal Pay, Kogan Page, London, pp. 
83-108.   

Budman, M. (1998), ‘Mixed results’, Across the Board, 35(6): 23-28.   

Plachy, R. and Plachy, S. (1998)m ‘Evaluating job contributions’, Ch 5 (extracts), in 
Building a Fair Pay Program: A Step-by-Step Guide, 2nd ed., Amacom, New 
York: 124-136; 149-151; 160-167; 199-202.   

Schuster, J. and Zingheim, P. (1996), ‘Principles of new base pay’, Ch. 6: 83-89, and ‘Job 
evaluation’, Ch 8: 115-30 in The New Pay. Linking Employee and Organizational 
Performance, Jossey-Bass,: San Francisco.   

 
 
Week 9  Indirect Pay – Benefits, salary packaging and salary sacrifice 

- Pay for work time and non-work time - Leave and superannuation – 
entitlements or benefits? 

- Salary packaging and salary sacrifice - options 
 

1) Why are employee benefits increasing in importance in reward practice?  Which 
benefits should be seen as entitlements? What are the advantages of and 
disadvantages of non-financial benefits, for employers and employees?  

2) Outline the main types of superannuation plan and their differences.  Why has there 
been a shift to defined contribution plans?  

3) What are the pros and cons of ‘flexible’ benefit plans?  What sort of organisation is 
likely to benefit most from offering ‘cafeteria’ benefits?   

 
Suggested activities: 
a) Make a list of financial and non-financial benefits, from most to least common.  

What explains this ranking?   



MGMT3728– Managing Pay and Performance   29

b) Subdivide benefits into items that you think should be entitlements, and items 
that you think should be discretionary rewards.  Test it with your team 
and then with the class during the wrap-up. Try to work out a principle  

c) Survey the class during the wrap-up to find the five most desirable financial 
and non-financial benefits. Do these square with the list of most 
frequently available? 

d) What is the purpose of salary sacrifice and how does tax treatment influence 
the types of items for which salary can be sacrificed?   

e) Examine the desirability of flexible benefit plans, based on your team’s views 
of the entitlement versus reward question, and also the information about 
most common and mot popular benefits.  

f) Bring in some examples from your workplace or from the web. 
 
Reference 
Shields, J. (2007) ‘Employee benefits, Ch 13 in Managing Employee Performance and 

Reward: Concepts, Practices, Strategies, Cambridge University Press, 
Melbourne: 179-199. 

 

Further reading 

Australian Government (2011) “Stronger superannuation” and “Super systems review” 
link from www.australia.gov.au/topics/economy-money-and-tax/superannuation , 
accessed 15 July 2011. 

Berry, D, and Cecchini, B. (2002), ‘Remuneration management’, Ch 12 (extracts), CCH 
Australia Ltd., Australian Master Human Resources Guide, CCH, North Ryde: 265-
277.   

Harvey, M (1999), ‘Economies of time: A framework for analysing the restructuring of 
employment relations’ (extracts), in A. Felstead and N. Jewson (eds), Global Trends 
in Flexible Labour, Macmillan Business, Houndmills, 21-33; 37-42 .   

Long, R. (1998) ‘Indirect pay’, in Compensation in Canada; Strategy, Practice and 
Issues, Nelson ITP, Toronto,  ch 7 (extracts) (275-282; 305-313; 325-327). 

Smith, I. (2000), ‘Benefits’, Ch. 7 in G. White and J. Druker (eds), Reward 
Management: A Critical Text. Routledge, London: 152-177.  

Stone, R. (2010), ‘Employee benefits’ Ch. 13 in Human Resource Management, 7th ed., 
John Wiley and Sons, Brisbane.   

 
Week 10 Rewarding individual performance? Six approaches to individual 
variable pay. Executive performance and remuneration. 

- Merit increments and merit bonuses  

- Commissions and piece rates  

- Results-based bonuses and recognition rewards 

- Executive remuneration – Is it linked to performance? 
 
1)   Compare and contrast merit pay and merit bonuses. Which is fairer to the 

individual? Which is better for the organisation? Explain how compa-ratios can be 
used to manage the performance of people above and below the mid-point of a 
base pay grade.  

2)   Individual results-based pay or recognition rewards? – Outline your preferred 
approach and explain it 

3)  How can CEO performance be measured?  On what basis should CEOs be paid? 
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Suggested activities: 

a) Explain the difference between merit pay and merit bonuses, and illustrate 
mathematically how the rewards diverge over a five-year period.  

b) Use the case studies in Nkomo et al and/or the public sector case study in 
Shields (pp, 383-5) to illustrate some of the issues that may arise in 
implementing merit pay schemes. 

c) Find examples of commission and piece rate systems and explain how they 
work. 

d) Share experiences of performance pay in the retail industry.  Were they 
commission-based?  How well did they work in terms of motivation?  

e) Explain the concept of results-based bonuses. How does it differ from merit 
pay and merit bonuses?  Collect material on the current debate over whether 
teachers should be paid by student results. 

f) Provide examples of recognition rewards and collect further examples from 
the team and from the class during the wrap-up. . Discuss their motivating 
potential and their capacity to contribute to organisational goals.  

g) Use Shields’ data to identify at least four different types of executive share 
plan. What executive remuneration issues arose over the past decade? Find a 
case study example. Are ZEPOs or corporate governance disclosure rules 
solving the problems?  
 

Reference 

Shields, J. (2007) Managing Employee Performance and Reward: Concepts, Practices, 
Strategies, Cambridge University Press, Melbourne. 

Chapter 14 ‘Overview of performance-related rewards’: 347-355 

Chapter 15  ‘Merit pay for individual performance’: 369-386 

Chapter 16 ‘Recognition rewards’: 387-398 

Chapter 17’Results-based individual incentives’: 399-412. 

 Chapter 19 ‘Executive incentives’: 467-500. 

 

Further references 

Beer, M. and Cannon, M. (2004), ‘Promise and peril in implementing pay-for-
performance’, Human Resource Management, 43(1): 3-20.   

Bohlander, G. and Snell, S. (2004), ‘Pay-for-performance: Incentive rewards’ (Extract), Ch 
10 in Managing Human Resources, International Student Edition, Thomson South-
Western, Mason Ohio: 426-444.  

Kessler, I. and Purcell, J. (1992), ‘Performance Related Pay: Objectives and 
Application’, Human Resource Management Journal, 2(3), 16-33.   

Nelson, B. (1996) ‘Dump the cash, load on the praise’ Personnel Journal, July, 65-70.   
Nkomo, S., Fottler, M. and McAfee, R.B. (2005), ‘Allocating merit raises: 68 Exercise’ in 

Applications in Human Resource Management, 5th ed., Thomson South-
Western, Mason Ohio: 231-233.   

O’Neill, G. (2002), ‘Incentive compensation’, extracts from Ch. 13 in R. Stone, Human 
Resource Management, 4th ed., John Wiley and Sons, Brisbane: 473-481.   

Stone, R. (2008), ‘’Employee remuneration’, extracts from Ch. 11 in R. Stone, Human 
Resource Management, 6th ed., John Wiley and Sons, Brisbane: 451-458.   

Zingheim, P. and Schuster, J. (2000), ‘Total rewards and the six reward principles’, 
extract from Ch 1, and ‘Rewarding the salesforce’, extract from Ch 12, Pay 
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People Right! Breakthrough Rewards to Create Great Companies, Jossey-
Bass, San Francisco: 5; 248-253; 259-265.   

 

Executive Remuneration 

AFL-CIO (2011) Executive Pay Watch Available 
http://www.aflcio.org/corporatewatch/paywatch/’ , accessed 15/7/11. 

Business Council of Australia (2004) Executive Remuneration. A position paper prepared 
by the Business Council of Australia, June.   

Productivity Commission (2010) Executive remuneration in Australia 
http://www.pc.gov.au/projects/inquiry/executive-remuneration/report  accessed 
15/7/11 

Shields, J. (‘Setting the double standard: Chief executive pay the BCA way’, Journal of 
Australian Political Economy56: 299-325.    

Shields, J., O’Donnell, M, and O’Brien, J. (2003), ‘The rise and rise of executive pay: 
Australian and international trends’, Ch 1; ‘The missing link: Executive pay and 
organisational performance’, Ch 3, and Bibliography in The Bucks Stop here: 
Private Sector Executive Remuneration in Australia: A report prepared for the Labor 
Council of New South Wales: 1-11, 19-35 and 51-56.   

 
Week 11 Variable rewards for collective and organisational performance: Short-
and long term incentive systems 

- Profit-sharing (current distribution, deferred payment, combination) 

- Gainsharing  (Scanlon, Rucker, Improshare, Family of Measures)  

- Goalsharing  

- Team pay  

- ESOPs 

1) What are firms hoping to achieve by introducing profitsharing and gainsharing? 
How likely are they to achieve this outcome? Explain how a variable pay system 
could be based on goal-sharing, and discuss the advantages and disadvantages  

2) Team-based rewards: a good idea?  How can the ‘free rider’ problem be avoided? 

3)  What makes for effective employee share ownership and share purchase plans? 

Suggested activities: 

a) Does profitsharing work better - traditional mechanistic or in high 
performance organisations, and why? 

b) Try to find a recent example of gainsharing. Because the Scanlon, Rucker, 
Improshare and Family of Measures Plans are a bit mathematical, one way of 
explaining them will be to prepare a work sheet, helping the team work 
through an example of each. The key thing is to show how they differ.   

c) Explain what goalsharing involves. Why is it seen to be a step beyond 
gainsharing? Why is goalsharing seen to be associated with high 
performance organisations? 

d) What are the different types of teams? Motmayor and Shields have different 
classifications. Decide which is more useful for your consultancy report 
organisation.  In which type of team arrangement would team-based pay 
work best?  Provide a case study.   
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e) What are the differences between share grant schemes, share purchase 
plans and share option plans?  What are the strengths and weaknesses of 
each?  

f) Why are ESOPs often seen to work best in ‘sunrise’ industries?  
g) Download the Cohen article and discuss why promising starts with ESOPs in 

the airline industry have not stood the test of time.  

Reference 

Shields, J. (2007) ‘Collective short-term incentives’, Ch 18 in Managing Employee 
Performance and Reward: Concepts, Practices, Strategies, Cambridge 
University Press, Melbourne: 413-46. 

Shields, J. (2007) ‘Collective long-term incentives’, Ch 19 in Managing Employee 
Performance and Reward: Concepts, Practices, Strategies, Cambridge 
University Press, Melbourne: 447-466. 

Further references 

Profitsharing 

Long, R. (1996) ‘Profit sharing and employee share ownership schemes’, Warner, M. 
(ed), International Encyclopedia of Business and Management. London, 
Routledge, 4151-4161 (Sections 1, 3, 4, 5, 9, 11).   

Long, R. (1997), ‘Motives for Profit Sharing: Study of Canadian Chief Executive 
Officers’, Relations Industrielles, 52(4), 712-733. 

Gainsharing 

Belcher, J. (1996), ‘Selecting the basic formula’, extracts, Ch. 4 in How to Design and 
Implement a Results-Oriented Variable Pay System, Amacom, New York: 60-
70.   

Cooper, C.L., Dyck, B. & Frohlich, N. (1992) ‘Improving the Effectiveness of 
Gainsharing: The Role of Fairness and Participation’, Administrative Science 
Quarterly, 37, 471-476; 487-488.   

Carey, P. (1995), ‘Gain sharing: A Metal industry case study’, in O’Neill, G. and 
Kramar, R. (eds.), Australian Human Resource Management, Pitman, 
Melbourne, 179-90. 

Goalsharing 

Altmansberger, H. N. & Wallace, M. J. (1995) ‘Strategic Use of goalsharing at Corning: 
Taking Incentives beyond gainsharing’, ACA Journal, Winter. 64-73.   

Belcher, J. (1996), ‘Selecting the basic formula’, extracts, Ch. 4 in How to Design and 
Implement a Results-Oriented Variable Pay System, Amacom, New York: 70-
79.   

Kates, C. and Tuttle, T. (1996), ‘A labor perspective on fair pay: High-performance 
work at Corning, Inc’, Employee Responsibilities and Rights Journal, 9(1): 73-
83.   

Team Pay 

Berry, D, and Cecchini, B. (2002), ‘Remuneration management’, Ch 12 (extracts), CCH 
Australia Ltd., Australian Master Human Resources Guide, CCH, North Ryde: 
257-265 

Montemayor, E. F. (1994) ‘A Model for Aligning Teamwork and Pay’, ACA Journal. 
Summer, 18-25.   

Sisson, K. (2002) ‘Buildsoc: Does team working mean team pay? ‘Ch 4 in H. Newell 
and H. Scarbrough (eds). HRM in Contest: A Case Study Approach, Palgrave, 
Basingstoke: 57-77.   
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ESOPS 
Chandler, S. (1996) ‘United We Own: Employee ownership is working at the airline.  Can it 

travel?’ Business Week. March, 40-44.  

Cohen, S. (2001), ‘United Airlines’ ESOP woes’, Risk Management, 48(6), 9-10. (For 
copyright reasons you will need to use Sirius to access this article, but it is available on 
ProQuest and JSTOR.  

Long, R. (1996) ‘Profit sharing and employee share ownership schemes’, Warner, M. 
(ed), International Encyclopedia of Business and Management. London, 
Routledge, 4151-4161 (Sections 1, 2, 6, 7, 8, 10, 11).   

 
Week 12 Pay inequity  
 
1) Why does gender pay inequity persist? Consider the contribution to closing this gap 
that has been made by legislation, arbitration and collective bargaining based on work 
value  
2) Consider job evaluation as a vehicle for equitable base pay – getting it right to start 
with, and using legal complaints if it isn‟t fixed.  
3) Is the growing use of performance-based pay likely to reduce or increase the gender 
pay gap?  
 
Suggested activity: A joint presentation and class discussion:  

1. What is the extent of the gender pay gap in various countries?  
2. What are its components?  
3. Where does the problem lie- - in base pay, variable pay or benefits?  
4. What recent attempts have been made to fix it? Consider the strengths 

and weaknesses of different approaches in the USA, NSW and other 
Australian states; Canada, the UK, NZ :  

o The NSW Equal Remuneration Principle – work value (not 
discrimination)   

o Job evaluation and comparable worth – legal cases and 
settlements (US) ;complaints-based mechanisms with legislative 
backing (UK, Canada); govt employment initiatives (NZ)  

5. Performance pay - the individual or group variable pay approach – threat 
or promise?  

 
References  
Hall, P. (2004), Pay equity issues and prospects, (extract) Paper presented at the 
Conference of the National Advisory Council on the Employment of Women, 28-29 
June, Wellington, http://www.nacew.govt.nz/conference 2004/docs/paper-equity-
issues.pdf, accessed 5/6/05.  
Cornish, M. and Faraday, F. (2004), „Achieving pay and employment equity for women 
– human rights and business/development imperatives‟, Paper for the Pay and 
Employment Equity for Women Conference, Wellington, New Zealand, June 28-29.  
Figart, D. and Hartmann, H. (2000). „Broadening the concept of pay equity: lessons for 
a changing economy‟, Ch 32 in H. Boushey , R. Baiman and D. Saunders (eds.) 
Political Economy and Contemporary Capitalism: Radical Perspectives ion Economic 
Theory and Policy, M.E. Sharpe, Armonk, NY, pp. 285-  
Rubery, J (1995), „Performance-related pay and the prospects for gender pay equity‟, 
Journal of Management Studies, 32(5), 637-53  
England, P. (1992) Comparable Worth Theories and Evidence, Aldine deGruyter, New 
York  
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Feldberg, R. (1992). „Comparable worth and nurses in the USA‟, in .P. Kahn and E. 
Meehan eds, Equal Value/Comparable Worth in the UK and the USA. Macmillan, 
Basingstoke, pp. 181-214 (For Lemons  
 
Additional References  
Question 1  
Heiler, K. et al. (1999), „Good and bad bargaining for women: Do unions make a 
difference?‟ Labour $ Industry’ 10(2), 101-128.  
Kates, C. (1994), „Pay Equity and Wage Justice‟, Review of Radical Political 
Economics, 26(2), 1-23.  
Preston, A. and Crockett, V. (1999), „Equal pay: Is the pendulum swinging back?‟, 
Journal of Industrial relations, 41(4), 561-574. 
Thomas, C. (ILO) (2000) „Equal pay for equal value – An international perspective‟, in 
Equal Pay for Work of Equal Value, Proceedings of a Conference Organised by the 
Equal Opportunities Commission, 18 Mar, EOC, Hong Kong, 11-23,27-8  
Whitehouse, G, and Zetlin, D. (1997), „Pay equity in a decentralised industrial relations 
environment‟, in T. Bramble et al (eds.), Current Research in Industrial Relations, 
Proceedings of the 11th AIRAANZ Conference, Brisbane, 30 Jan – 1 Feb, 393-401.  
 
Question 2  
Agenda for Change Project Team (2004) NHS Job Evaluation Handbook, 2nd ed., 
October, Leeds: Department of Health  
Burton, C., Hag, R. and Thompson, G. (1987), Women’s Worth: Pay and Job 
Evaluation in Australia, Australian Government Publishing Service, Sydney.  
Canada. Pay Equity Task Force (2004) Pay Equity: A New Approach to a Fundamental 
Right. Final Report. Ottawa: Department of Justice.  
England, P. and Kilbourne. B. (1991), „Using Job Evaluation to Achieve Pay Equity‟, 
International Journal of Public Administration, 14(5), 823-43.  
Equal Opportunities Commission (2005) Different but Equal. Equal Value: A Guide to 
Comparing Jobs. Factors to Consider. www.closethegap.org.uk Lander, D. and 
O‟Neill, G. (1991), „Pay Equity: Apples, Oranges and a Can of Worms‟, Asia Pacific 
Human Resource Management, Autumn, 16-25.  
New Zealand Ministry of Women‟s Affairs (2002) Next Steps Towards Pay Equity: A 
Background Paper on Equal Pay for Work of Equal Value, Wellington: Ministry of 
Women's Affairs  
Short, C. (1992) Making Job and Skills Evaluation More Equitable, Equal Pay 
Research Series No. 2, Department of Industrial Relations, Canberra, p. 18.  
Weiner, N.J. (1991), „Job Evaluation Systems: A Critique‟, Human Resource 
Management Review, 1(2), 119-132.  
Bergmann, B. (1989). „What the common economic arguments against comparable 
worth are worth.‟ Journal of Social Issues 45(4): 67-79.  
Blum, L. (1991). Between Feminism and Labor: The Significance of the Comparable 
Worth Movement. Berkeley, University of California Press.  
Haldimand-Norfolk (No 6) 2 P.E.R. (1991) before: Janis Sarra, Vice Chair Sharon Laing 
and Geri Sheedy, 0001-89 Ontario Nurses' Association v. Regional Municipality of 
Haldimand-Norfolk.  
Hallock, M. (1999) „Pay equity: The promise and the practice in North America,‟ 
Labour and Industry Vol. 10, No. 2, pp. 53-73  
Kahn, P. (1992) „Introduction: Equal pay for work of equal value in Britain and the 
USA‟, in .P. Kahn and E. Meehan, (eds.). Equal Value/Comparable Work in the UK 
and the USA, Basingstoke: Macmillan pp. 1-29  
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Steinberg, R. (1990) „Social construction of skill‟, Work and Occupations, Vol. 17, No. 
4, pp. 449-482.  
Question 3 
Chauvin, K. and Ash, R. (1994), „Gender earnings differentials in total pay, base pay, 
and contingent pay‟, Industrial and Labor Relations Review, 47, 4 : 634-649  
Dickens, L. (1998), ‘What HRM means for gender equity’, Human Resource 
Management Journal, 8 (1), 23-40  
Long, R. (1998), Compensation in Canada. Strategy, Practice, and Issues, 
International Thomson Publishing Nelson, Toronto, 462-473. 
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PART B: KEY POLICIES, STUDENT RESPONSIBILITIES AND 
SUPPORT 
 

1 ACADEMIC HONESTY AND PLAGIARISM 
 
The University regards plagiarism as a form of academic misconduct, and has very 
strict rules regarding plagiarism. For UNSW policies, penalties, and information to help 
you avoid plagiarism see: http://www.lc.unsw.edu.au/plagiarism/index.html as well as 
the guidelines in the online ELISE and ELISE Plus tutorials for all new UNSW students: 
http://info.library.unsw.edu.au/skills/tutorials/InfoSkills/index.htm. 
 
To see if you understand plagiarism, do this short quiz: 
http://www.lc.unsw.edu.au/plagiarism/plagquiz.html 
For information on how to acknowledge your sources and reference correctly, see: 
http://www.lc.unsw.edu.au/onlib/ref.html 
 

For the ASB Harvard Referencing Guide, see ASB Referencing and Plagiarism 
webpage (ASB >Learning and Teaching>Student services>Referencing and 
plagiarism)   
 
 

2 STUDENT RESPONSIBILITIES AND CONDUCT 
Students are expected to be familiar with and adhere to university policies in relation to 
class attendance and general conduct and behaviour, including maintaining a safe, 
respectful environment; and to understand their obligations in relation to workload, 
assessment and keeping informed.  
 
Information and policies on these topics can be found in the ‘A-Z Student Guide’: 
https://my.unsw.edu.au/student/atoz/A.html. See, especially, information on 
‘Attendance and Absence’, ‘Academic Misconduct’, ‘Assessment Information’, 
‘Examinations’, ‘Student Responsibilities’, ‘Workload’ and policies such as 
‘Occupational Health and Safety’. 
 

2.1 Workload 
 
It is expected that you will spend at least ten hours per week studying this course. This 
time should be made up of reading, research, working on exercises and problems, and 
attending classes. In periods where you need to complete assignments or prepare for 
examinations, the workload may be greater. 
 
Over-commitment has been a cause of failure for many students. You should take the 
required workload into account when planning how to balance study with employment 
and other activities.  
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2.2 Attendance 
 
Your regular and punctual attendance at lectures and seminars is expected in 
this course. University regulations indicate that if students attend less than 80% 
of scheduled classes they may be refused final assessment.   Please see 
Donna if you anticipate that you will be absent for more than 2 lectures or 
tutorials. 
 
 

2.3 General Conduct and Behaviour 
 
You are expected to conduct yourself with consideration and respect for the needs of 
your fellow students and teaching staff.  Conduct which unduly disrupts or interferes 
with a class, such as ringing or talking on mobile phones, is not acceptable and 
students may be asked to leave the class. More information on student conduct is 
available at: https://my.unsw.edu.au/student/atoz/BehaviourOfStudents.html 
 

2.4 Occupational Health and Safety 
 
UNSW Policy requires each person to work safely and responsibly, in order to avoid 
personal injury and to protect the safety of others. For more information, see 
http://www.ohs.unsw.edu.au/. 
 

2.5 Keeping Informed 
 
You should take note of all announcements made in lectures, tutorials or on the course 
web site.  From time to time, the University will send important announcements to your 
university e-mail address without providing you with a paper copy.  You will be deemed 
to have received this information. It is also your responsibility to keep the University 
informed of all changes to your contact details. 
 
 

3 SPECIAL CONSIDERATION AND SUPPLEMENTARY 
EXAMINATIONS 

 

You must submit all assignments and attend all examinations scheduled for your 
course. You should seek assistance early if you suffer illness or misadventure which 
affects your course progress.  

 General Information on Special Consideration: 

1. All applications for special consideration must be lodged online through 
myUNSW within 3 working days of the assessment (Log into myUNSW and 
go to My Student Profile tab > My Student Services channel > Online Services 
> Special Consideration). Then submit the originals or certified copies of your 
completed Professional Authority form (pdf - download here) and other 
supporting documentation to Student Central. For more information, please 
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study carefully the instructions  and conditions at: 
https://my.unsw.edu.au/student/academiclife/StudentCentralKensington.html. 

2. Please note that documentation may be checked for authenticity and the 
submission of false documentation will be treated as academic misconduct. The 
School may ask to see the original or certified copy.  

3. Applications will not be accepted by teaching staff. The lecturer-in-charge will 
be automatically notified when you lodged an online application for special 
consideration. 

4. Decisions and recommendations are only made by lecturers-in-charge, not by 
tutors. 

5. Applying for special consideration does not automatically mean that you will be 
granted a supplementary exam or other concession. 

6. Special consideration requests do not allow lecturers-in-charge to award 
students additional marks. 

 
4 STUDENT RESOURCES AND SUPPORT  
 
The University and the ASB provide a wide range of support services for students, 
including: 

 ASB Education Development Unit  (EDU) (www.business.unsw.edu.au/edu) 
Academic writing, study skills and maths support specifically for ASB students. 
Services include workshops, online and printed resources, and individual 
consultations. EDU Office: Room GO7, Ground Floor, ASB Building (opposite 
Student Centre); Ph: 9385 5584; Email: edu@unsw.edu.au   

 Blackboard eLearning Support: For online help using Blackboard, follow the 
links from www.elearning.unsw.edu.au to UNSW Blackboard Support / Support 
for Students. For technical support, email: itservicecentre@unsw.edu.au; ph: 
9385 1333 

 UNSW Learning Centre (www.lc.unsw.edu.au ) 
Academic skills support services, including workshops and resources, for all 
UNSW students.  See website for details. 

 Library training and search support services:   
http://info.library.unsw.edu.au/web/services/services.html  

 IT Service Centre: Technical support for problems logging in to websites, 
downloading documents etc. https://www.it.unsw.edu.au/students/index.html 
UNSW Library Annexe (Ground floor) 

 UNSW Counselling and Psychological Services  
(http://www.counselling.unsw.edu.au) 
Free, confidential service for problems of a personal or academic nature; and 
workshops on study issues such as ‘Coping With Stress’ and ‘Procrastination’.  
Office:  Level 2, Quadrangle East Wing; Ph: 9385 5418 

 Student Equity & Disabilities Unit (http://www.studentequity.unsw.edu.au) 
Advice regarding equity and diversity issues, and support for students who have 
a disability or disadvantage that interferes with their learning.  Office: Ground 
Floor, John Goodsell Building; Ph: 9385 4734   

 

 
 


