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To be able to make a comparison between roles it is important to understand the role to be 
benchmarked. The most common document that describes a role is the position description and 
despite many sectors stating that the humble job description may be a relic of HR past, they are still 
an excellent benchmark to outline the expectations and responsibilities of a position. 

Benchmarking 

One the most frequent claims from employees are that they are being underpaid. This 
underpayment can be based on an internal company comparison or it may be an external 
comparison against someone in a competitor organisation. 

Salary benchmarking is the term used when comparing salaries to see if there is a discrepancy in pay 
when compared to other people who are working in similar types of roles. 

To be able to make a comparison between roles it is important to understand the role to be 
benchmarked. The most common document that describes a role is the position description. 

National Award Instruments 

There are 122 National Awards, and we are hoping to have a resource up and running soon to help 
you find which one is relevant to your business. When you include the Enterprise and Government 
Awards, there are 168! For the full list click here and you will be taken to the Fair Work 
Ombudsman’s web site, or click here and head to their find my award tool (unfortunately results 
may vary – we have had reports of the tool not always working!) 

Scary isn’t it, underpayments are a common occurrence in Australia with even large organisations 
such as the ABC, 7/11, Coles, Woolworths, Bunnings and so many more getting it wrong. Our best 
advice, is to, well contact us and get our best advice before you make any further decisions. 

If you decide to go through the Award yourself, then be sure to read through thoroughly as there are 
many little things that might go unnoticed. 

Awards may not apply to some managers or high-income employees (who have an appropriate 
written guarantee of annual earnings).  

To work out which award applies to your business and how your employees should be classified go 
to www.fairwork.gov.au/awards-and-agreements/awards/find-my-award. 

Overtime 

https://www.fairwork.gov.au/awards-and-agreements/awards/list-of-awards
https://www.fairwork.gov.au/awards-and-agreements/awards/find-my-award/
http://www.fairwork.gov.au/awards-and-agreements/awards/find-my-award
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Overtime is when an employee performs work outside or in addition to their normal 
ordinary hours of work as set out in either their relevant modern award or an individual or 
enterprise agreement. 

Overtime is in most cases only paid to employees on wages not salaries, although some 
companies may choose to compensate salaried employees who work excessive overtime 
either in paid overtime or time off in lieu. 

When considering whether to adopt an overtime policy, employers will need to consider the 
following: 

• Whether the employee is covered by an award, enterprise agreement or individual 
agreement and if so, what overtime rates are stipulated in these sources; 

• Whether approval from the relevant manager is required prior to the overtime being 
worked; 

• Review the cost benefit of reducing overtime and perhaps consider hiring additional 
staff; and 

• How productive is the overtime being worked? Can output be measured? 

Penalty Rates 

Penalty rates are a higher rate of pay given to an employee for working hours generally 
outside the “normal” span of working hours (often 9 am to 5 pm, Monday to Friday, but not 
necessarily in all cases).  

Generally speaking, an employee is entitled to penalty rates when they work late at night, 
early in the morning, on weekends or public holidays. 

Employers must ensure they are aware of the relevant penalty rates for their employees and 
can find information on the rates in the relevant award or agreement. 

For more information on penalty rates, please visit the Fair Work Ombudsman’s website at 
https://www.fairwork.gov.au/pay/penalty-rates-and-allowances 

Allowances  

Allowances are generally used as compensation for the circumstance in which an employee 
is required or needed to work. Such things as harsh working conditions, extra supervisory 
responsibilities, licenses required or additional risk etc. Allowances are commonly paid as a 
fixed amount and should be outlined in relevant awards, agreements or individual contracts. 

In most instances, allowances form part of the employee’s taxable income. Employer’s must 
be aware however, that in some instances, Fringe Benefits Tax may be payable. Please seek 
expert financial advice to ensure that any tax issues for allowances have been considered 
prior to adopting them. 

National employment Standards (NES) 

The National Employment Standards (NES) are 10 minimum employment entitlements that have to 
be provided to all employees. 

https://www.fairwork.gov.au/pay/penalty-rates-and-allowances
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The national minimum wage and the NES make up the minimum entitlements for employees in 
Australia. An award, employment contract, enterprise agreement or other registered 
agreement can't provide conditions that are less than the national minimum wage or the NES. They 
can’t exclude the NES. 

The 10 minimum entitlements of the NES are:  
1. Maximum weekly hours of work – 38 hours per week, plus reasonable extra hours  

2. Requests for flexible working arrangements – certain employees can request a change in 

their working arrangements 

3. Parental Leave – up to 12 months unpaid leave as well as the right to request an additional 

12 months leave 

4. Annual leave – four weeks paid leave per year, plus an extra week for some shiftworkers 

5. Personal/carer’s leave, compassionate leave and family and domestic violence leave – 10 

days per year paid personal/carer’s leave, two days unpaid carer’s leave, two days 

compassionate leave as required and five days unpaid family and domestic violence leave (in 

a 12-month period) 

6. Community service leave – unpaid leave for voluntary emergency management activities 

and leave for jury service (paid in some circumstances) 

7. Long service leave – paid leave for employees who have been with the same employer for a 

long time.  This may be under the NES or applicable state or territory law 

8. Public holidays – a paid day off on a public holiday, unless reasonably requested to work 

9. Notice of termination of employment and redundancy pay for some employees – up to five 

weeks’ notice of termination and up to 16 weeks of redundancy pay 

10. Fair Work Information Statement (FWIS) – a document that must be provided to all new 

employees. Download the FWIS from www.fairwork.gov.au/fwis. 

Casual employees only get NES entitlements relating to: 

• accrued unpaid carer's leave 
• unpaid compassionate leave 
• community service leave 
• the Fair Work Information Statement. 

For more information about the NES visit www.fairwork.gov.au/nes. 

Impact of Remuneration and Organisation Type 

Examples of organisation type and possible remuneration impact include: 

http://vatpsp07/employment/fair-work-information-statement/Pages/default.aspx
http://www.fairwork.gov.au/fwis
http://vatpsp07/employment/national-employment-standards/Pages/default.aspx
http://www.fairwork.gov.au/nes
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Type of Organisation Possible Impact on Remuneration Strategy 

Not for profit Lower fixed pay, emphasis on FBT free benefits 

Start Up Public Company Low fixed pay and large allocation of options 

Competitive Sales Market Low fixed pay and high incentive earnings 

Mature Market High fixed pay and low incentive payments 

 

The organisation’s structure, the market in which it operates, the culture, its position in the 
organisation’s life cycle and taxation to mention a few areas all impact on the remuneration strategy 
for the organisation. 

For example; a charity is unlikely to have a remuneration strategy with a very aggressive variable pay 
plan. The people attracted to these types of organisations are not usually motivated so much by 
money as some other market sectors and a high incentive payment could be viewed as taking money 
from those that the charity is assisting. 

Fixed Remuneration, Variable Pay and Benefits 

Using all the information from the analysis process, the organisation will be able to decide on its mix 
of remuneration elements and to align its remuneration strategy to suit the organisation. It will also 
be in position to decide where it wants to position its remuneration against its chosen market. 
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