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Dear Student 

1 INTRODUCTION 

We hope you are making good progress in mastering the study material. Bearing in mind that the volume 
of work is substantial, we strongly advise that you work through the study material and all the assignments 
carefully and thoroughly. 
 
You should have received the following tutorial letters for HRM3705: 

TUTORIAL LETTER CONTENT OF TUTORIAL LETTER 

HRM3705/101/3/2018 
Lecturers, prescribed book, study material, examination 
preparation and assignments.  

HRM3705/201/2/2018 Feedback on Assignment 01 and examination preparation. 

HRM3705/202/2/2018 
(this tutorial letter) 

Feedback on Assignment 02. 

 

2 GUIDELINES FOR ANSWERING ASSIGNMENT 02 

We trust that you found Assignment 02 interesting and stimulating. The questions for this assignment were 
specifically designed to help you gain a better understanding of the study material.  
 
The purpose of this assignment was to test your understanding and integration of the theory and to 
determine whether you were able to link and apply the theory to a practical situation.  
 

LEARNING OUTCOMES (Topics 1, 2, 3 and 4) 

After studying these topics, you should be able to do the following: 

 explore various contemporary advances in strategic compensation 
 make suggestions on how to incorporate various contemporary advances in strategic compensation 

into organisational systems and practices   
 analyse the various types of compensation elements that can be included in compensation systems
 apply the various types of compensation elements to practical scenarios and case studies 
 make suggestions on compensation elements for specific organisational contexts, by using a given 

set of scenarios 
 integrate and apply what was learnt in workbooks 1, 2, 3, 7 and 8 
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Students made the following common mistakes in answering the assignment questions: 

 They copied information directly from the study guide and/or prescribed book without acknowledging 
the source(s). 

 They could not or did not link and apply the theory (the information in sources such as the study guide 
and prescribed book) to the practical situation in the case study. 

 They were unable to provide examples from the case study (where requested). 
 They did not consult additional resources. 
 They used ONLY external sources without consulting the new prescribed book or the new study guide. 
 They could not integrate the information in the prescribed book and therefore focused on a small part 

of the answer only instead of on the "bigger picture". 
 
Students who consulted additional sources earned additional marks. All sources should be used in the 
prescribed manner (i.e. you must acknowledge that you used them in your work). Marks were awarded 
to students who could apply the theory to practice. 

 
Questions 1 and 2 were based on a case study on Thembeka Electrical. 

 

 

QUESTION 1 

1.1 Discuss the components of executive remuneration. Also, identify the components that are 
present in the case study above.                                                                                              (20)  

 

Prescribed book Chapter 8, section 8.3, “Executive Pay” 

Study guide 
Workbook 8, section 4, “Key issues in executive pay 
determination” 

Learning outcome Topic 4 

 
The pay structure refers to the relationship between fixed pay and the performance-based, variable 
components of pay. The structure of executive pay packages is increasingly being used as a strategic tool 
to attract, motivate and retain executive skills in a worldwide competitive labour market. Executive pay has 
both core and employee benefit elements, much like remuneration packages for other employees. 
However, one noteworthy feature distinguishes executive pay packages from non-executive remuneration 
packages. Executive pay packages emphasise long-term or deferred rewards as opposed to short-term 
rewards (Martocchio 2013).  

(2 marks for general discussion) 
 

 Guaranteed package: This is the total amount of non-variable cost of remuneration. It consists of the 
base/basic salary and employee benefits. This guaranteed portion of an executive’s package is paid 
every year, irrespective of the executive’s or the organisation’s performance and may be determined 
by means of annual increases (Massie & Collier 2014).  

(1 mark) 
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o Base/basic salary is the fixed, guaranteed, no-risk element of cash remuneration. 
o Employee benefits include recurrent company contributions to retirement or superannuation, 

special retention payments, low-interest or interest-free company loans, company cars, medical 
aid, life insurance and other fringe benefits.  

(1 mark for each bullet – maximum 2 marks) 
 
 Total remuneration: This involves the total cost of employment to the organisation, consisting of the 

guaranteed package and the components of variable pay known as short-term incentives. The short-
term incentive component refers to annual bonuses linked to any combination of organisation 
performance, team performance and individual performance. 

(1 mark) 
 

o Short-term incentives (STIs) are awarded to executives to recognise their progress towards 
achieving organisation goals over the previous financial year. STIs are paid annually and are 
normally linked to the executive’s individual performance during the year, the organisation’s 
performance during the year, or both. STIs applicable to executives are designed to reward them 
for meeting intermediate performance criteria.  

o Bonuses represent single pay-for-performance payments organisations use to reward employees 
for the achievement of specific, exceptional goals and are a key component of executive pay 
packages.  

(1 mark for each bullet point – maximum 2 marks) 
 

Two types of bonuses are common in executive pay:  
 Discretionary bonus – awarded on an objective/discretionary basis. 
 Target plan bonus/target-based bonus – ties bonuses to the executive's performance. The 

bonus amount increases commensurately with performance. Executives do not receive 
bonuses when their performance falls below minimally acceptable standards.  

(1 mark for each bullet point – maximum 2 marks) 
 

 Total earnings/total cost to the company: This refers to the total cost to company consisting of all 
fixed and variable components of remuneration, including costs resulting from long-term incentives. 

(1 mark) 
 

o Long-term incentives (LTIs) are applicable over a defined period, such as a share option scheme 
and a long-term cash incentive scheme. LTIs may be in the form of cash-based or equity-based 
incentives granted to the executives. An LTI might be awarded only if specific performance 
conditions were met during the year, or may be granted annually regardless of whether or not 
performance targets had been met. Two types of LTIs can be awarded, namely retention-based 
LTIs and performance-based LTIs.   

(1 mark) 
The different types of LTIs: 
 Stock option = a right granted to an executive to purchase stock at a fixed price over a fixed 

period. 
 Share appreciation rights = an instrument that pays the owner the difference between the 

share price on grant and the share price on vesting. It can be paid in either cash or shares 
equal to the appreciation in the company’s stock.  

 Phantom shares = obtain their value from the share price and are therefore not actual shares. 
 Deferred bonus plans = allow the CEO to defer a portion of the bonus, either on a mandatory 

or a voluntary basis, into shares. The executive is usually required to hold these shares over 
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a period, following which, the company will grant the executive awards of shares that match 
the number of shares held under the plan. 

 Performance, conditional and restricted shares = the full ownership of the share only vests 
in the holder once certain conditions have been met. These conditions can include retention 
or performance conditions. 

(1 mark for each bullet point - maximum 5 marks) 
 
• Termination and post-employment payments: These payments may include severance payments 

geared to length of service (golden parachutes) and payments for early contract termination. A 
platinum parachute can also be awarded and refers to the lucrative awards that remunerates departing 
executives with severance pay, continuation of organisation benefits and even stock options.  

(1 mark) 
 

The following executive pay components are present in the case study:  
 

 Total cost-to-company – LTIs in the form of a profit-sharing plan 
 Guaranteed package – Employee benefits in the form of health benefits also form part of the total 

package offered by Thembeka Electrical. Furthermore, it has long-term car insurance. The 
company’s medical and dental plan pays a significant portion of costs. 

(2 marks for providing examples from the case study) 
 

Total for question 1.1 [20] 
 
1.2 Explain to the Remuneration Committee of Thembeka Electrical the: 

(a)  Main considerations in executive remuneration. You also need to define the term 
“executive”.                                                                                                                        (4) 

(b)  Issues that surround executive pay.                                                                               (6) 
[10]  

 

Prescribed book Chapter 8, section 8.4, “Executive pay” 

Study guide 
Workbook 8, section 4, “Key issues in executive pay 
determination” 

Learning  outcome Topic 4 

 
An executive is an individual who is involved in the day-to-day management and/or is in the full-time 
salaried employment of the organisation and/or its subsidiaries. An executive is in effect a salaried director. 
This director is required to devote his/her energies wholly to the affairs of the organisation and to perform 
certain managerial functions that are additional to the function of a director. He/she is accountable to the 
board of directors for his/her performance while employed by the organisation. 

(1 mark for definition of an executive)  
 

(a) Main considerations in executive remuneration 
 

The main considerations in executive remuneration are the organisation's ability to 
  
• attract and retain top executives – thus lucrative remuneration for top executives is vital 
• justify the income disparity between executives and non-executive employees  
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• deal with the lay-off of non-executive employees – there are various reasons for these lay-offs, such 
as global competition, mergers and acquisitions 

(3 marks – 1 mark for each bullet) 
 

(b) Key issues surrounding executive remuneration 
   

 Do executives deserve the amounts paid? There is no dispute that executives should be 
compensated handsomely for performing an extremely stressful and demanding job. There are 
various issues that need to be considered. 
o Supply and demand. Due to the unique competences and skills required to succeed in 

organisational leadership roles, it means that available talent pools are select and limited. 
o Does the executive have a measurable impact on Thembeka Electrical’s business 

performance? Executives shape the future progress and success of their companies. 

 Is executive pay linked to performance and is this linked to appropriate performance 
measures? The second issue is whether you would agree with paying executives high 
salaries/remuneration if this were not linked to performance. If you read various articles about 
CEO payment or golden parachute payments of companies such as ESKOM and the SABC, 
you start to wonder whether pay is indeed linked to performance – and you will note that various 
criticisms have been levelled at the relationship between pay and performance. There are strong 
and growing demands worldwide to make a significant proportion of executive pay contingent 
on performance. The question, however, is which performance measures ought to relate to 
executive reward. The majority of short-term (annual) incentive pay plans are based on 
performance against traditional financial indices (e.g. operating income, earnings before 
interest, and tax and operating profit after tax). Clearly, these are important in tracking an 
organisation's success; however, they tend to emphasise singular aspects of performance and 
ignore the capital invested in the organisation. For this reason, a growing number of 
organisations are using financial measures that relate to capital investment, typically return on 
capital employed (Bussin 2011). 

 Is executive pay ethical and is it fair? Even though many CEOs are honest and ethical and 
work tirelessly for the best interest of their companies, the question arises whether it is fair that 
CEOs receive millions of rand in pay, and often millions more in severance pay, when the 
company is losing money under their leadership. Secondly, the wage gap between ordinary 
employees and CEOs needs to be considered, especially in the South African environment. 
When the structure and total amount of a CEO's pay are undisclosed or difficult to figure out, 
the organisation and the executive appear to have something to hide. 

(Maximum 6 marks; 1 mark for naming the pay issues and 1 mark for discussing each issue) 
 

Mark allocation: Since you could provide your own explanations, marks were awarded for showing an 
understanding of the DISCUSSION of the key issues. The key issues needed to be correctly identified – 
no marks were awarded if these issues were not identified correctly. 

 
1.3 Explain to Thembeka Electrical’s Remuneration Committee what they can do to 

demonstrate their willingness to act ethically in matters of executive remuneration.       (6)
 

Study guide 
Workbook 8, section 4, “Key issues in executive pay 
determination” 

Learning outcome Topic 4 
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For Thembeka Electrical to demonstrate their willingness to act ethically, they can do the following: 
 
• Identify the true remuneration being paid to an executive. Investigate and disclose retirement 

accounts and other forms of hidden pay-outs that exponentially increase an executive's pay. 
• Keep the remuneration committee independent. CEOs should not serve on the nominating 

committee, nor should they have any influence over its members. 
• Tie pay to performance. Performance should drive remuneration; if returns to shareholders are 

minimal, or if the organisation is consistently losing money, executive pay should be affected as well. 
• Recruit by character as well as by credentials. Screen potential CEOs about their sense of obligation 

to others and stewardship to the corporation.  
• Avoid basing decisions on self-interest. Recognise that many board members are also CEOs who 

may find it in their best financial interests to see executive remuneration generally increase. 
• Align remuneration with long-term strategic and economic goals. 

(1 mark for each bullet – maximum 6 marks) 
 

Total for question 1 [36] 

QUESTION 2 

From the case study, it is clear that Thembeka Electrical offers employee benefits. 

2.1 Define employee benefits and discuss the reasons for implementing employee benefits. 
Provide examples from the case study.                                                                              (14)   

 

Prescribed book 
Chapter 6, sections 6.3, “Why should employee 
benefits be offered” (table 6.1) 

Study guide 
Workbook 7, section 7.3, “Employee benefits” and 
section 7.4, “Types of employee benefits” 

Learning outcomes Topic 3 

 
Employee benefits are that part of the total compensation package, other than pay for time worked, 
provided to employees in whole or in part by employer payments (e.g. life insurance, pension, vacation).   

(1 mark for defining employee benefits) 
 
From the case study, the employee benefits provided are retirement benefits, health benefits (medical and 
dental plan), family responsibility leave, company car and long-term car insurance. 

(2 marks for identifying any TWO employee benefits from the case study) 
 

The reasons for providing employee benefits, as per table 6.1 in the prescribed book, are as follows: 
 
 Concern for the employee’s welfare. Most employees are genuinely concerned about the wellbeing 

of their employees. Although they may be managing these benefit plans in a paternalistic way, 
organisations also display a social consciousness in this regard. 

(1 mark) 
 Improved corporate efficiency. Most organisations believe that efficiency and business profits are 

enhanced in the following ways: 
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o Morale – a sound employee benefits programme illustrates management’s concern and relieves 
employees’ anxiety and fears. 

o Facilitation of workforce reduction – retirement plans can be used to encourage voluntary early 
retirements when a reduction in the workforce is necessary. These plans can also provide a solution 
to management-level personnel problems or the implementation of affirmative action strategies. 

o Employee identification with profits – benefits, such as deferred profit-sharing plans and 
employee stock plans, help employees to identify with and have an interest in the efficiency and 
profits of the firm. 

(1 mark for main bullet and 3 marks – one each for each sub-bullet) 
 

 Attracting and retaining competent employees. A sound employee benefits programme can 
provide the organisation with a competitive advantage in recruiting and retaining the employees it 
requires. When the labour market is buoyant, employees can change jobs at little or no cost if they 
receive no employee benefits. The provision of an employee benefit makes losing a person’s job that 
much more costly. Voluntary turnover can therefore be reduced and retention of employees increased.  

(2 marks) 
 

 Favourable tax incentives. This has become an important reason for organisations to provide these 
benefits for their employees rather than simply paying them higher salaries. Cash is expensive. There 
are no group discounts for cash, as there are for many benefits. Whenever a group of employees 
purchases benefits, they cost less and therefore individual employees can save money. Furthermore, 
employee benefits provide greater after-tax value to employees than a salary increase, assuming that 
they need and want the benefits. The provision of benefits is also advantageous to the organisation 
since contributions to employee benefit plans can normally be deducted for income tax purposes as 
a business expense.  

(2 marks) 
 

 Demands in labour negotiations. Since employee benefits are within the scope of collective 
bargaining, the organisation is legally obligated to negotiated with the union over such demands. Even 
though the organisation does not have the grand the union’s demands, it may be to their advantage 
to make compromises regarding benefits, rather than granting salary increases. 

(1 mark) 
 

 Social and governmental pressures. This can force organisations to take responsibility for social 
programmes. 

(1 mark) 
 

 Advantages of group insurance. Certain cost savings and other advantages arise from providing 
coverage under a group plan, compared with buying similar coverage individually. 

(1 mark) 
 

2.2 Distinguish between discretionary and legally required benefits. Make use of examples form 
the case study. (12)

 

Prescribed book Chapter 6, section 6.4, “Types of employee benefits” 

Study guide 
Workbook 7, section 7.3, “Employee benefits” and 
section 7.4, “Types of employee benefits” 
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Learning outcomes Topic 3 

 
Discretionary benefits are those benefits that are not mandated by law and that are given to the 
employee at the organisation’s discretion, i.e. employers offer them at their own choice. There is no 
obligation on an employer to provide any voluntary benefits if they do not wish to do so. 

(2 marks for definition) 
 

Discretionary benefits are categorised into the following broad categories: 
 Protection programmes include benefits that can provide employees with benefits that protect them 

against unforeseen events that may threaten their health and wellbeing. These benefits would 
typically cover medial aid, life insurance and retirement benefits. Examples from the case study are 
health benefits and medical and dental plan. 

 Paid time off is designed to remunerate employees while they are not performing their day-to-day 
activities. This benefit allows employees to receive their full remuneration for the day even though 
they are absent from work. An example from the case study is the offering of family responsibility 
leave.  Kindly note that this does not include the normal vacation leave as required by law. 

 Services include benefits such as employee assistance programmes, childcare facilities and 
company cars. An example from the case study is the offering of company cars. 

 Additional benefits such as staff lunches, cell phone allowance and petrol allowance. Examples 
from the case study are the provision of meals and long-term car insurance. 

(1 mark for naming/discussing each category and 1 mark for providing examples from the case study) 
 

No marks were awarded if you did not provide specific examples from the case study 
 

Legally required benefits are mandated by law, and the organisation is obliged to provide the employee 
with specific benefits as prescribed by the law. These benefits include for example UIF, compensation for 
occupational injuries and diseases, and skills development. 

(2 marks for definition) 
 

 Total for question 2 [26] 
 

QUESTION 3 

This question was based on the case study “Salary inequities at Acme Manufacturing”. 

3.1 
(a) Is the pay structure for the employees internally aligned? Substantiate your answer 

from the case study.                                                                                                          (2)
(b) Explain to Joe Black what internal alignment is and advise him on the steps that need 

to be followed to ensure that internal equity is present in the pay structure.           (13)
[15]

 

Prescribed book Chapter 2, section 2.7,  “Remuneration Practices” 

Study guide 

Workbook 1, section 1.5, “Remuneration as a 
function” 

Workbook 3: Internal alignment 

Learning outcomes Topic 1 and Topic 2 
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(a) Acme Manufacturing's pay structure is not internally aligned – according to the case study: a 

discussion with the human resources director led him to believe that the pay for salaried employees 
was very much a matter of individual bargaining with the previous CEO.  

(1 mark for answering no and 1 mark for example from case study) 
 
(b) Internal alignment 
Internal equity (also called internal alignment/internal consistency) deals with comparisons of rewards 
across different jobs within the same organisation. It addresses the issue of the relative worth of, for 
example, an engineer versus an accountant working for the same employer. Internal equity pertains to the 
pay rates both for employees doing equal work and for those doing dissimilar work. Internally consistent 
pay systems clearly define the relative value of each job among all jobs within a company. This ordered 
set of jobs represents the job structure or hierarchy. Companies rely on simple, yet fundamental, principles 
for building internally consistent compensation systems: jobs that require greater qualifications and have 
more responsibilities and more complex duties should be paid more than jobs that require lesser 
qualifications and have fewer responsibilities and less complex job duties. To achieve internal consistency, 
a company's employees must believe that all jobs are paid what they are "worth''. In other words, they 
must be confident that company pay rates reflect the overall importance of each person's job to the success 
of the organisation. Because some jobs afford a greater opportunity than others to contribute, those holding 
these jobs should receive greater pay. Internally consistent job structures recognise differences in job 
value and enable compensation managers to set pay.  

(4 marks for general discussion) 
 
The steps to be followed to ensure that internal equity is present in the pay structure at Acme 
Manufacturing are job analysis, job evaluation and a job hierarchy. Refer to figure 2.2 in the prescribed 
book. 
 
Job analysis is a descriptive process that focuses on identifying job content. It can be defined as a 
systematic process which investigates the tasks, duties and responsibilities of the jobs within an 
organisation. This means that the level of decision-making, skills needed, the autonomy of the job, the 
complexity and the mental effort needed to perform the job are investigated. The information obtained 
during a job analysis is documented in a job description and a job specification. The job description focuses 
on the description of the job, whereas the job specification focuses on the skills, qualities, qualifications 
and competencies a job incumbent should possess in order to be successful in the job. With regard to 
remuneration, job analysis is used primarily to determine compensable job factors. 

(1 mark for identifying technique and 2 marks for discussion) 
 
Job evaluation is the process of systematically determining the relative worth of jobs to establish a logical 
hierarchy of jobs to which a fair and equitable pay structure may be attached. This evaluation is based on 
a combination of job content, skills required, value to the organisation, the organisation’s culture and the 
external market. Job evaluation is an objective process that analyses that job and not the job holder to 
determine the worth of the job. The worth of the job is determined by comparing jobs formally and 
systematically, thus providing a basis for pay differentials. Job evaluation results in a job hierarchy that 
enables employees to understand how jobs relate to one another and why certain jobs are paid more or 
less than others. Pay inequalities are eliminated because pay is based on a rational and legally defensible 
structure. 

(1 mark for identifying technique and 2 marks for discussion) 
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A job structure is the basic overall hierarchy of jobs that an organisation uses to manage the reporting 
structure for each of the positions within the organisation. A hierarchy thus refers to the levels of 
management, from highest to lowest. Those on a higher level have more decision-making power and 
control than employees who occupy a lower level in the hierarchy. Perspectives differ on whether job 
evaluation is based on job content or job value. A job hierarchy based on job content refers to the skills 
required for the job, its duties and its responsibilities. A job hierarchy based on job value refers to the 
relative value in the external market. A job hierarchy based on content may differ from one based on value. 
There are four basic types of job structures: departmental, functional, geographical and business units. 

(1 mark for identifying technique and 2 marks for discussion) 
 
3.2 Explain to Joe Black the consequences of a remuneration system that is not internally 

aligned. In your explanation, discuss internal alignment as one of the remuneration 
building blocks.                                                                                                                           (8)

 

Prescribed book 
Chapter 2, section 2.6, “Remuneration Building 
Blocks” 
Chapter 3, section 3.2, “Internal alignment” 

Study guide 
Workbook 1, section 1.5, "Remuneration as a 
function"  

Learning objective Topics 1 and 2 

 
A remuneration system that is not internally and externally aligned does not recognise individual 
contributions. It will also not enable the organisation to meet its remuneration objectives of fairness, 
efficiency and compliance. A remuneration system that is not perceived as equitable by employees can 
result in a variety of negative consequences for organisations. It can result in a reduction in work effort 
and productivity, declined work quality, low morale, poor cooperation, increased absenteeism and high 
staff turnover. Labour actions such as strikes and “go-slows” may also occur. 

(1 mark for discussing the consequences of a remuneration system that is not internally aligned) 
 

Internal alignment addresses the relationships among different jobs within a single organisation. These 
relationships make up an internal structure. Internal alignment, often called internal equity, refers to the 
relationship between the pay structure and the design of the organisation and the work. It focuses attention 
on the importance of designing a pay structure that supports the workflow, is fair to employees and directs 
their behaviours toward organisation objectives. Deciding how much to pay employees at different levels 
thus creates a pay structure.  

(1 mark for discussion) 
 

Internal alignment has various elements: 
 Supports workflow. Workflow refers to the process by which goods and services are delivered to the 

customer. The challenge is to design a pay structure that supports the efficient flow of that work. 
 Supports fairness. An internally aligned structure is more likely to be judged fair if it is based on the 

work and the skills required to perform the work and if people have an opportunity to be involved in 
some way in determining the pay structure. 

 Directs behaviour towards organisation objectives. Internal pay structures influence employees’ 
behaviour; therefore, the challenge is to design a structure that directs people’s efforts towards the 
achievement of organisational objectives. The more employees can “see” or understand links between 
their work and the organisation’s objectives, the more likely the structure will direct their behaviour 
towards achieving those objectives. Internal alignment in pay structures helps create the line-of-sight. 
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(Maximum 6 marks – 1 mark each for naming the element and 1 mark each for discussing the element) 
  

 
3.3 Identify and elaborate on the discrimination that exists in the case study. Use evidence 

from the case study to substantiate your answer. Also, discuss the other types of pay 
discrimination that exist in the compensation environment.                                              (10)

 
 

Study guide 
Workbook 2, section 2.3, “Factors influencing 
remuneration” 

Learning objective  Topic 1 

 
The following types of discrimination are present in the case study: 

 Valuation discrimination 

This takes place when minorities or women are paid less than men for performing equal work. This 
definition hinges on the standard of equal pay for equal work. In the South African compensation context, 
the Employment Equity Act 55 of 1998 makes it clear that it is discriminatory to pay women less than men 
when they are performing equal work.  
 
The case study indicates that "the three female supervisors were paid somewhat less than any of the male 
supervisors".  

(1 mark for identifying valuation discrimination, 1 mark for definition, 1 mark for providing example from 
case study) 

 

 Disparate treatment  

This represents intentional discrimination and occurs whenever employers intentionally treat some workers 
less favourably than others because of ethnicity, race, religion, sex and/or national origin.  
 
The case study indicates that "the female supervisors may have been paid at a lower rate mainly because 
they were women, and perhaps George, the former CEO, did not think that women needed as much money 
as the male supervisors do, because they had working husbands".  
(1 mark for identifying disparate treatment, 1 mark for definition, 1 mark for providing example from case 

study) 
 
Other types of pay discrimination in the compensation environment  

 Access discrimination occurs when qualified women and minorities are denied access to particular 
jobs, promotions or training opportunities. This type of discrimination relates to staffing and allocation 
decisions. 
 

 Disparate impact represents unintentional discrimination that occurs whenever an employer applies 
employment practices to all employees. This practice leads to unequal treatment of protected 
employee groups. In terms of disparate impact, whether or not the employer intended to discriminate 
is irrelevant. This type of discrimination takes place when an organisation's HR policy, at face value, 
is neutral, but has the effect of discrimination. 

(1 mark for naming type of discrimination and 1 mark for discussion) 
 
 

Total for question 3 [33] 
QUESTION 4 
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Question 4 was for self-evaluation purposes.        (5) 

TOTAL FOR ASSIGNMENT 02 [100] 
 

3 MARKING SCHEDULE 

We provided you with both the guidelines for approaching this assignment and the assessment criteria for 
it. Many students were unsure of what the assessment criteria meant. The assessment criteria are the 
guidelines that the markers use to assess your answers to an assignment. It gives you an indication of 
why your work is rated as excellent, average or poor. Therefore, you will be able to determine the difference 
between these categories.  
 

HRM3705 
ASSIGNMENT 02 FOR SEMESTER 2 

Question 
Poor performance 

(0 – 39%) 
Average performance 

(40 – 74%) 
Excellent performance 

(75 – 100%) 
Mark 

1.1 

Unable to discuss the 
components of executive 

remuneration 

To some extent able to 
discuss the components of 

executive remuneration 

Able to discuss the 
components of executive 

remuneration 

 

Unable to identify the 
components that are 

present in the case study 

To some extent able to 
identify the components that 
are present in the case study 

Able to identify the 
components that are present 

in the case study 

 

     0       1-10 11-20      /20

1.2 (a) 

Unable to define the term 
“executive” and to explain 
the main considerations in 

executive remuneration 

To some extent able to define 
the term “executive” and to 

explain the main 
considerations in executive 

remuneration 

Able to define the term 
“executive” and to  explain 
the main considerations in 

executive remuneration 

     0       1 - 2      3-4   /4

1.2 (b) 

Unable to discuss the issues 
that surround executive pay 

To some extent able to  
discuss the issues that 
surround executive pay 

Able to discuss the issues 
that surround executive pay 

    0      1 - 3       4-6    /6

1.3 

Unable to explain to RemCo 
what they can do to 
demonstrate their 

willingness to act ethically in 
matters of executive 

remuneration 

To some extent able to explain 
to RemCo what they can do 

to demonstrate their 
willingness to act ethically in 

matters of executive 
remuneration

Able to explain to RemCo 
what they can do to 
demonstrate their 

willingness to act ethically in 
matters of executive 

remuneration 
0 1-3 4-6 /6

2.1 

Unable to define employee 
benefits 

To some extent able to define 
employee benefits 

Able to define employee 
benefits 

Unable to discuss the 
reasons for implementing 

employee benefits 

To some extent able to 
discuss the reasons for 
implementing employee 

benefits 

Able to discuss the reasons 
for implementing employee 

benefits 

Unable to provide examples 
from the case study 

To some extent able to 
provide examples from the 

case study 

Able to provide examples 
from the case study 

0 1-5 6-14 /14

2.2 

Unable to distinguish 
between discretionary and 

legally required benefits 
 

To some extent able to 
distinguish between 

discretionary and legally 
required benefits 

Able to distinguish between 
discretionary and legally 

required benefits 

Did not make use of 
examples from the case 

study 

To some extent made use of 
examples from the case study 

Made use of examples from 
the case study 

  0     1 - 5    6 - 12     /12 
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Question 
Poor performance 

(0 – 39%) 
Average performance 

(40 – 74%) 
Excellent performance 

(75 – 100%) 
Mark 

3.1 (a) 
 
 
 
 
 
 
 
 
 
 
3.1 (b) 

Unable to indicate whether 
the pay structure for the 
employees is internally 

aligned 
 

To some extent able to 
indicate whether the pay 

structure for the employees is 
internally aligned 

 

Able to indicate whether the 
pay structure for the 

employees is internally 
aligned 

 
Unable to substantiate 

answer from the case study 
To some extent able to 

substantiate answer from the 
case study

Able to substantiate answer 
from the case study 

0 1 2 /2

Unable to explain to Joe 
Black what internal equity is 
and unable to advise Joe on 

the steps that need to be 
followed to ensure that 

internal equity is present in 
the pay structure 

To some extent able to 
explain to Joe Black what 

internal equity is and to some 
extent able to advise Joe on 

the steps that need to be 
followed to ensure that 

internal equity is present in 
the pay structure 

Able to explain to Joe Black 
what internal equity is and 
able to advise Joe on the 

steps that need to be 
followed to ensure that 

internal equity is present in 
the pay structure 

  0     1 - 5 6-13     /13 

3.2 

Unable to explain to Joe 
Black the consequences of 
a remuneration system that 

is not internally aligned 
 

To some extent able to 
explain to Joe Black the 

consequences of a 
remuneration system that is 

not internally aligned  

Able to explain to Joe Black 
the consequences of a 

remuneration system that is 
not internally aligned 

 
Unable to discuss internal 
alignment as one of the 
remuneration building 

blocks 

To some extent able to 
discuss internal alignment as 

one of the remuneration 
building blocks 

Able to discuss internal 
alignment as one of the 
remuneration building 

blocks 

  0     1 - 3    4-8     /8 

3.3 

Unable to identify and 
elaborate on the 

discrimination that exists in 
the case study 

To some extent able to 
identify and elaborate on the 
discrimination that exists in 

the case study 

Able to identify and 
elaborate on the 

discrimination that exists in 
the case study 

Did not apply evidence from 
the case study to 

substantiate the answer 

To some extent applied the 
answer to the case study 

Applied the answer to the 
case study 

Unable to discuss the other 
types of pay discrimination 

that exist in the 
compensation environment 

To some extent able to 
discuss the other types of pay 
discrimination that exist in the 

compensation environment 

Able to discuss the other 
types of pay discrimination 

that exist in the 
compensation environment 

  0 1-5    6-10     /10 

4 

Did not answer the self-
evaluation questions 

 

To some extent answered the 
self-evaluation questions (did 
not answer all the questions) 

Answered all the self-
evaluation questions  

0 1-3 4-5 /5

T
ec

hn
ic

al
 

pr
es

en
ta

tio
n

 
   

   
   

  a
nd

 la
yo

u
t 

Additional sources used 2 No additional resources used 0 

Sources acknowledged 2 Sources not acknowledged 0 

Correct referencing technique used 2 No/incorrect referencing technique 
used 

0 
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Poor performance 

(0 – 39%) 
Average performance 

(40 – 74%) 
Excellent performance 

(75 – 100%) 
Mark 

TOTAL MARK FOR ASSIGNMENT 02 %

 
 
4 CONCLUSION 

We trust that you found these explanations helpful. Please contact us at any time, in writing or personally 
(by appointment), to discuss any problems you may encounter in your studies or in your preparation for 
the examination.  
 
Wishing you every success in your studies. 
 
Kind regards  
 

Dr M Bezuidenhout 
Lecturer: HRM3705 
Department of Human Resource Management 
Unisa 
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