
JOB EVALUATION 
 
To implement a job evaluation system, the first step is to conduct a 
detailed job analysis of every job or task in the organization. This 
will result in job description of all jobs and also job specifications.  
 
Definitions  
 
1. JOB ANALYSIS 
- Is a process to gather all relevant information concerning the 

job. 
OR 
- Process of determining and reporting pertinent information 
relating to the nature of a specific job. 
 
2. JOB DESCRIPTION  
- Is an organised, factual statement of the duties and 

responsibilities of a specific job stating what, how, and why it 
must be done. It explains what the job is and what the duties, 
responsibilities, and general working conditions are. 

 
3. JOB SPECIFICATION 
- Is a detailed description of the physical, psychological and 

academic or intellectual abilities the worker should posses to be 
able to carry out work at standard pace. It concentrates on the 
characteristics needed to perform the job.  

 
4. JOB EVALUATION 
 
Refers to a procedure by which an organization ranks its jobs in 
order of their worth     or importance. 
 
Preceded by two important exercises 
 
- job analysis - method of finding out all about the job 
 
- job description - statement of what job entails 



    
Job evaluation is based on results of above two. 
 
4 basic methods to evaluate jobs. 
 
Qualitative systems  
1. Ranking method 
2. Grade description plan 
3. Factor comparison  
 
Quantitative system 
4. Point system  
 
 
A. Grade Description Plan 
 

1. Prepare a grade description plan for each type of job e.g. 
machine operation ; manual operations, skilled operations, 
inspection etc. 

2. Write grade description for each grade in each scale, using 
such factors as:- 

a) Type of work and complexity of duties 
b) Education necessary to perform job 
c) Responsibilities 
d) Effort demanded 

 
Prepare a job description for each job. Classify each job by 
“slotting” the job description into proper grade description 
 

B.   Point System 
 

1. Establish and define the basic factors common to most jobs, 
indicating the elements of value in all jobs 

2. Specifically define the degrees of each factor 
3. Establish the point to accredited of each job 
4. Evaluate each job by determining the degree of each factor  

contained in it 



5. Sum up the points for each factor to get the total points for 
the job 

6. Convert the job points into wage rates 
 
C.  Factor comparison Method 
 

1. Determine the factor that establish the relative worth of all 
jobs 

2. Establish an evaluation scale in terms of money e.g. R2000 
per month benchmark job might attribute to : 
R800- responsibility 
R400- educational qualifications 
R600-skill 
R200- experience 

3. Prepare job description 
4. Evaluate key jobs, for each actor, by ranking each job from 

lowest to the highest  for each factor 
5. Pay wages on each key job based on various factor 
6. Indicate quantitative measures of amount of work involved or 

frequency with which work is carried out. 
 
D. Ranking Method 
 

1. Prepare job descriptions 
2. Rank jobs in order of their relative importance 
3. Determine the class or grade for groups of jobs, using a 

bracketing process 
4. Establish the wage or wage range for each class or grade.  

 
 
 
 
 
 
 
 
 



 
COMPENSATION MANAGEMENT 
 The employer’s compensation package must be sufficient to 

attract competent employees from the labour market  and to 
motivate staff  to perform 

 Their service must be retained by keeping compensation 
packages market- related 

 It is only by retaining the service of skilled staff that an employer 
will be able to achieve its organisational goals. 

Factors that determine the levels of and differences in compensation 
There are three factors that determine the levels and differences of 
compensation package: 

1. Level of responsibility 
• The responsibility levels of jobs are measured by the process 

of job evaluation. 
• Thus the responsibility of a managing director is much 

greater than the human resources director than of a clerk in 
the recruitment department 

• The levels of responsibility determines the value of 
compensation i.e. what jobs are better than the others 

• It does not however determine the amount of compensation 
 

2. Compensation levels in market 
 

• The basic compensation structure of an organisation and its 
benefits and services must be based on market-related levels 
of compensation to enable the employer to attract and retain 
personnel in a competitive market environment 
• The market determines the amount of the various 
compensation scales and the nature and the extent of 
employee benefits and services. 

 
 
 
 
 
 
 



3. Individual expertise 
 

• A new employee must be appointed and the salaries of 
existing employee adapted. 

• A new employee’s previous salary will determine the point on 
the compensation scale at which such employee is 
appointed 

• While the performance or period of service of existing 
employees will determine at what point of the compensation 
scale an adjustment will be made. 

 
THE PATERSON DECISION MAKING BAND MODEL 
 The Paterson system is based on the assumption that the 

most important function of an employee is his or her abilities 
to make decisions. 

 All jobs are grouped into six decision making bands , which 
are then subdivided on the basis of coordinating factor 

 For each of the bands , with an exception of unskilled 
workers , there are two grades: 

 Lower grade for the mechanical execution of decision  
 Higher grade for the supervisor who must take the decision 
 The grades are further divided into sub grades, limited to a 

maximum of two in the higher grade of  each band.  

THE PEROMNES SYSTEM OF JOB EVALUATION 
 The Peromnes system  was developed by SA Breweries 
 Peromnes is a point system that evaluates jobs according to 

eight compensable factors 
 Factor1: Problem solving 
 Factor  2:Consequences of errors of judgement 
 Factor  3: Work pressure 
 Factor 4: Knowledge 
 Factor 5: Impact of job 
 Factor 6: Understanding 
 Factor 7: Educational qualification or intelligence required 
 Factor  8: Training or experienced required. 

 



 The peromnes systems has 19 grades, of which 1 is the 
highest 
 

 Each grade has a series of point on the scale. 

 
 

 

 
 
 
 
 
      


