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	Industrial and Organisational Psychology Departmental link: IOP Research Focus Areas 

	Prof F Maloa
Office: NS Radipere 3-83

Phone: +27124298810

E-mail: maloaf@unisa.ac.za

ORCID: 0000-0003-4255-0249
	Academic Profile

Frans Maloa is an associate professor in Industrial & Organisational Psychology. Frans has extensive quantitative and mixed methods research experience. He has published and supervised several postgraduate research projects in Performance management, and reward and remuneration.

	Capacity

Up to 2 Master’s

Up to 1 Doctorate

	Prof KP Moalusi

Phone: +27124298064

E-mail: moalukp@unisa.ac.za


	Academic Profile
Prof KP Moalusi is a senior lecturer in Industrial & Organisational psychology. He has extensive qualitative methods experience. He has published and supervised several postgraduate research projects in Performance management.


	Capacity

Up to 1 Master’s

Up to 1 Doctorate

	Dr A van Niekerk

Office: NS Radipere 3-105

Phone : +27124298231  vnieka2@unisa.ac.za
ORCID: 0000-0002-6821-5708
	Academic Profile

Annelize is a senior lecturer in Industrial & Organisational Psychology. Annelize lectures on postgraduate level and supervises qualitative postgraduate research projects on masters and doctoral level. Annelize has experience in organisational development and change approaches, organisational development interventions, leadership, personnel psychology, integrity and organisational risk management.


	Capacity

Up to 2 Master’s

Up to 1 Doctorate

	Dr B. Maphala

Office: NS Radipere 3-107

Email: maphabpm@unisa.ac.za

ORCID:0000-00002-1343-1307


	Academic Profile

Dr Maphala is a Counselling Psychologist, lecturers and supervises in the fields of managerial and organization psychology, coaching and leadership, change management and psychological assessments. She also has consulting experience for various organisations in the public and private sectors, focussing on Leadership Development and Psychological Assessments.


	Capacity

Up to 1 Masters

Co- Supervision   

	Name

Mr Vuyani Muleya

Phone: +27124294346

E-mail: muleyv@unisa.ac.za

	Academic Profile

Mr Muleya is a Lecturer in Industrial & Organisational psychology. Vuyani is a Lecturer in Industrial & Organisational psychology. He has a master’s degree in Industrial & Organisational psychology and responsible for teaching personnel psychology which incorporates performance management.


	Capacity

Up to 1 Master’s



	Name

Dr Tshepo MA Matjie

Phone: 0124283486

E-mail: matjima@unisa.ac.za 


	Academic Profile

Tshepo is a lecturer in the department of Industrial & Organisational psychology. He has two masters degrees and currently completing his doctorate. He is supervising masters students in different focus areas of research.
	Capacity

Up to 4 masters

	Model of Supervision
	Students will be allocated to a supervisor but will be required to work independently within the requirements of higher degree studies. Additionally, students will be guided through online tutoring regarding:

1. Research methodology

2. Doing a literature review

3. How to write a research proposal

4. Ethics in research

5. APA 7th edition Referencing

As part of the qualification, students will be expected to write and present a full research proposal to a panel of academics for approval, and obtain ethics clearance from the institutional ethics committee, before continuing with the actual research project.

	Application procedure
	Apply for a space in this focus area using the formal UNISA online application procedure outlined on https://www.unisa.ac.za/sites/corporate/default. 

Remember you must first apply for a student number.

	Selection criteria: Master’s/Doctorate 
	Refer to the UNISA application website for general M&D qualification admission criteria. In addition to the admission criteria contained in the myChoice brochure, applicants are required to prepare:

Masters students: a research outline (max 5 pages) describing the following: 

1. A proposed topic and motivation for the study

2. Research problem and objectives

3. A brief review of relevant literature  

4. Research design: Motivation for a quantitative or qualitative study 

5. Ethics considerations and access to the research context 
6. List of references (use APA 7th edition referencing guidelines) 

Doctorate students: a research outline (max 20 pages) describing the following: 

1. A proposed topic and motivation for the study 

2. Problem statement and research aims

3. A brief review of relevant literature  

4. Research design: Motivation for:
a. a qualitative/ mixed-method choice of study 

b. Research participants: Population and sampling strategy

c. Measuring instruments

d. Research procedure

e. Qualitative data analysis

5. Ethics and access to research context
6. Envisaged contribution of the study 

7. List of references (use APA 7th edition referencing guidelines)
( To prepare your research outline as required above, GO TO the IO Psychology departmental website to download a research outline guide:

· Masters students: Apply: Department of IO Psychology/Masters-degrees   

· Doctorate students: Apply: Department of IO Psychology/Doctoral-degrees
( On the front page indicate the relevant Research Focus Area (RFA) that you are applying for. It must be clear HOW your proposed study aligns with the topic and methodological focus of this RFA. 



	Selection Procedure
	In addition to minimum academic requirements, the following criteria will be applied to assess your research outline:

1. Relevance to the Research focus area.
2. Academic merit of the research topic: Quality in terms of originality and impact of the topic’s reach and significance toward adults in the African/South African-located work context. Applicants must justify the research problem (in practice and in terms of existing research gaps) and the contribution of the study to advance knowledge in the field.
3. Demonstrate clarity about the core constructs and a fair knowledge base of the most recent research.
4. Evidence of critical thinking: The candidate’s skills and abilities in analysing, applying, and evaluating information.

5. Academic writing skills: The extent to which the research outline convey coherent and well-developed arguments that are supported with relevant evidence; the logically sequence of paragraphs; the use of appropriate diction and sentence structures, and the use of correct grammar, punctuation, spelling and syntax.
6. Access to the research context and research participants.


	Documents to Support Application 
	· Academic Record

· Proposed research outline (max 5 pages [masters] or max 20 pages [PhD])

· One-page abbreviated CV including:
· Academic qualification
· Work experience
· Contact details
· Personal motivation for the study
· Previous research, if any


	Research scope
	The research intends to bring about improvement in establishing standardised practice in performance management and the determination of remuneration in both the public and private sector organisations. The research will achieve the theoretical and practical contributions as follows:

a) Reveal more about the fundamental elements and dimensions of performance management systems practices in both the public sector and private sector.

b) Cast light on the process characterising the development and implementation of performance management and thus empower compensation practitioners to structure standardised practices accordingly.

c) Contribute more knowledge on remuneration to assist in creating fairness and equity in the design, development, implementation and effective implementation of remuneration in both the public and private sector organisations. 

d) Create awareness of the gap between current practices and ideal practices to enable organisations to design performance management systems and remuneration philosophies and strategies that will maximise employees’ motivations to engage in behaviours consistent with organisational strategies.

e) Provide a benchmark for performance management and remuneration in terms of the elements and dimensions defined. 

f) From a practitioner’s perspective, enable organisations to justify the level of remuneration paid to both management and employees.



	Reading: 

Subject Field


	This is a selection of open access articles in this research focus area that you can access online on Google Scholar. ‎Further reading over and above these will be to your advantage:

1. Bhorat, H. & Goga, S (2013) ‘The Gender Wage Gap in Post-Apartheid South Africa: A Re-examination’, Journal of African Economies, Vol. 22, Issue 2, pp. 1–22, March 2013. University of Cape Town.

2. Bussin, M., & Christos, D. (2017). The Uber of reward: hot button-remuneration. HR Future, 2017(Jan 2017), 32-35.

3. Bussin, M., & Christos, D. (2017). Happy employees make a happy company. HR Future, 2017(Mar 2017), 32-34.

4. Bussin, M., & Christos, D. (2017). Fishy take on share systems. HR Future, 2017(Feb 2017), 32-35.

5. Bussin, M., & Christos, D. (2016). Do remuneration consultants drive CEO pay? Hot button-remuneration. HR Future, 2016(Oct 2016), 30-31.

6. Bussin, M., & Christos, D. (2016). Remuneration revolution begins: hot button-remuneration. HR Future, 2016(Dec 2016), 30-31.

7. Bussin, M., Nicholls, M., & Nienaber, R. (2016). The relationship between occupational culture dimensions and reward preferences: a structural equation modelling approach: original research. SA Journal of Human Resource Management, 14(1), 1-12.

8. Bussin, M., & Barrett, S. (2016). The effect of race on CEO pay-performance sensitivity in South Africa. South African Journal of Labour Relations, 40(2), 8-29.

9. Bussin, M., & Christos, D. (2016). Executive pay under the microscope: hot button. HR Future, 2016(Nov 2016), 36-37.

10. De Waal, A. (2013). Strategic Performance Management: A managerial and behavioral approach. Palgrave Macmillan.

11. DeNisi, A., & Smith, C. E. (2014). Performance appraisal, performance management, and firm-level performance: a review, a proposed model, and new directions for future research. Academy of Management Annals, 8(1), 127-179.

12. Gomez-Mejia, L. R., Berrone, P., & Franco-Santos, M. (2010). Compensation and organizational performance: Theory, research, and practice. ME Sharpe.

13. Hung, C. L. (2017). Social networks, technology ties, and gatekeeper functionality: Implications for the performance management of R&D projects. Research Policy, 46(1), 305-315.

14. Ledford, G. E., Benson, G., & Lawler, E. E. (2016). Aligning research and the current practice of performance management. Industrial and Organizational Psychology, 9(02), 253-260.

15. Maloa, F (2018). Executive compensation: Influence and reciprocity effects. Employee Relations: International. Vol 40, pp.106‐123. https://doi.org/10.1108/ER‐04‐2016‐0076, Emerald Publishing Limited.
16. Maloa, F. (2017). Executive Remuneration: Industry and Job Family Effects. International Journal of Public Administration, 40(3), 284-294. Taylor & Francis
17. Maloa, F., & Bussin, M. (2016). Determinants of executive compensation in South African state-owned enterprises. South African Journal of Labour Relations, 40(1), 8-24. (Journal renamed: The African Journal of Employee Relations). Sabinet
18. Maloa, F. (2015). Job function and gender as determinants of employee remuneration in the small and medium sized organizations. Socioeconomica – The Scientific Journal for Theory and Practice of Socio-economic Development 2015, 4(7): 95-110

19. Maloa, F., & Rajah, M. (2012). Determinants of employee compensation: an exploratory study. South African Journal of Labour Relations, 36(2), 91-112. (Journal renamed: The African Journal of Employee Relations). Sabinet
20. Mone, E. M., & London, M. (2014). Employee engagement through effective performance management: A practical guide for managers. Routledge.

21. Perkins, S.J & White, G. (2011). Employee reward: Alternatives, consequences and contexts. 2nd edition. London: Chartered Institute of Personnel and Development.

22. Pregnolato, M., Bussin, M. H., & Schlechter, A. F. (2017). Total rewards that retain: A study of demographic preferences. SA Journal of Human Resource Management, 15(1), 1-10.

23. Shields, J., Brown, M., Kaine, S., Dolle-Samuel, C., North-Samardzic, A., McLean, P., & Plimmer, G. (2015). Managing Employee Performance & Reward: Concepts, Practices, Strategies. Cambridge University Press.

24. Smith, M., & Bititci, U. S. (2016). Interplay between performance measurement and management, employee engagement and performance. International Journal of Operations and Production Management, 1-24.



	Reading: 

Research Methodology
	This is a selection of articles on relevant methodology in this research focus area that you can access online on Google Scholar. ‎Further reading over and above these is essential:

1. Creswell, J. W. (2013). Research design: Qualitative, quantitative, and mixed methods approaches. Sage publications.

2. Creswell, J. W. (2012). Qualitative inquiry and research design: Choosing among five approaches. Sage publications.

3. Creswell, J.W. (2003). Research design: Qualitative, quantitative, and mixed methods approaches. (2nd ed.) Thousand Oaks: Sage.

4. Creswell, J.W. & Piano Clark, V.L. (2007). Designing and conducting mixed methods research. Thousand Oaks, CA: Sage Publications.

5. Creswell, J. W., Plano Clark, V. L., Gutmann, M. L., & Hanson, W. E. (2003). Advanced mixed methods research designs. In A. Tashakkori & C. Teddlie (Eds.), Handbook of mixed methods in social and behavioral research (pp. 209–240). Thousand Oaks, CA: Sage.

6. Denzin, N. K., & Lincoln, Y. S. (Eds.). (2011). The SAGE handbook of qualitative research. Sage.

7. Durrheim, K., & Wassenaar, D. (1999). Putting design into practice: Writing and evaluating research proposals. Research in practice: Applied methods for the social sciences, 54-71. 

8. Durrheim, K. (2004). Research design. In M. Terre Blanche, & K. Durrheim (Eds), Research in practice: Applied methods for the social sciences. Cape Town: UCT Press.

9. Leedy, P.D., & Ormrod, J.E. (2013). Practical research: Planning and Design. Boston: Pearson.

10. Trafford, V. & Leshem, S. (2008). Stepping stones to achieving your doctorate by focussing on your viva from the start. Maidenhead: McGraw-Hill.

11. Mouton, J. (2008). How to succeed in your master’s and doctoral studies. A South African guide and resource book. Pretoria: Van Schaik.

12. Punch, K. F. (2013). Introduction to social research: Quantitative and qualitative approaches. Sage.

13. Saunders, M. N., Saunders, M., Lewis, P., & Thornhill, A. (2016). Research methods for business students, 7/e. Pearson Education Limited. Harlow, England: Financial Times, Prentice Hall

	Other Open Access Resources:

	1. South African Journal of Industrial Psychology: www.sajip.co.za 

2. South African Journal of Human Resources Management: www.sajhrm.co.za 

3. African Journal of Employee Relations: https://journals.co.za/content/journal/labour 

	Potential M&D Research Focus or research projects
To be directed by sound literature review, a basic methodological understanding of qualitative research as well as availability of research context and participants.



	Unit of Analysis
	Research Focus

	Individual

Group

Organisation

Phenomena
	a)  Research on employee reactions and attitudes to compensation

b) Contribute to the advancement of performance management research by either validating or introducing an alternative, multi-dimensional framework by which public or private sector organisations can be analysed

c) Development and validation of a remuneration philosophy [and sense of direction] to all stakeholders with regard to remuneration in the public or private sector organisations 

d) Development of a related comparative methodology that is relevant and sustainable, and that takes into consideration key workforce levels and segments, while also recognising the unique nature of the organisation’s employment proposition (e.g. good job security, career opportunity, and value of benefits and pension) for both the management team and employees in the private or public sector organisations.




