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----------PERFORMANCE MANAGEMENT

Living
UP TO IT
Setting your
own salary
under a
performance­
remuneration
scheme may
sound like
bliss but you
have to then
perform to
expectation.
By David
Maida

PICTURE THIS: you walk into work and tell the boss what your

salary is going to be. It may sound like a dream but at Auckland­
based Ladbrooks Solicitors it is reality - all nine employees set
their own salaries.

"If people say, 'I think I'm worth $50,000 and I'm going to do this

and this to earn that money', then the business says, 'Yes, we can
afford to pay you this because what you're going to do is going to

contribute this to the top line'," says owner John Appleby.
He's introduced a unique, flat management structure, which in­

cludes high levels of trust, self-responsibility and employees setting
their own salaries.

"I don't haggle over what they say they're worth but I do haggle over

what they say they're going to do for what they're worth."
Performance-based remuneration is not a magic bullet to instantly

make all your employees perform at their highest potential, but it can

be crucial in aligning workers with the organisation's goals. Under

Appleby everyone knows how much everyone else is paid and has

complete access to the books. "They know how much they can ask

for because they know how much is in there."
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He admits such transparency is new in the industry.
"It's difficult to be totally honest all of the time, particularly in the

legal profession."

Before you get too carried away thinking about the millions you could

earn, the Ladbrooks lawyers have set their salaries at between $50,000
and $70,000 a year. It pays to be realistic about what you can achieve

"If someone came to me and said, 'I want $140,000' I'd say, 'Well,

okay. You can work 14 hours a day, seven days a week. I'll hire a
couple of secretaries. I'll stop working on files myself and you can

do all my work. If you're serious, we can set it up so you can do that,"

Appleby says.
And how does the boss know if you're performing to the level you've

promised? Appleby does so by measuring whether the client is happy

and if they paid their bill.
There's more to a good incentive scheme than just performance­

based pay. Recognition is also key.
Peer recognition is one of the incentive tools in the performance­

based remuneration scheme at Telecom.

Almost all Telecom employees are covered by the scheme, which
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