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INTRODUCTION 

 
The City of Pekin, Illinois (the City) engaged the Archer Company to update its 
classification and compensation study.  The Archer Company (dba MAXIMUS, Inc.) last 
updated of the City’s pay plan in 2004.   
 
The City’s objective’s for the classification and compensation study included the following:  

• Attract and retain qualified workers who will be paid equitable salaries. 

• Provide fair salaries for all employees of the City. 

• Provide the City with a salary structure that enables the City to maintain a 
competitive position with other targeted organizations.  

In order to achieve the City’s objective’s the Archer Company performed the following 
project tasks: 

(1) Conducted an updated analysis of the City’s positions in order to identify and 
redefine job classifications as necessary to reflect current operations and work 
assignments within the City;  

(2) Evaluated all classifications using a job evaluation system in order to establish a job 
worth hierarchy that ranks classifications internally;  

(3) Conducted a salary survey analysis to assess the competitiveness of the City’s 
salaries in the market and to align the new pay plan with the competitive market; 

(4) Developed a pay plan that accommodates the findings and balances internal equity 
with market considerations; and, 

 
 

EEXXPPLLAANNAATTIIOONN  OOFF  MMEETTHHOODDOOLLOOGGYY  &&  RREESSUULLTTSS  
 

Orientation: 
The Archer study team discussed the project with the City’s study team to gain an 
understanding of the existing City pay plan and the objectives of the pay plan.        
 
Job Analysis: 
The job analysis phase began by distributing Comprehensive Position Questionnaires 
(CPQ’s) to employees.  The CPQ has proven very effective as a tool to gather in-depth 
data about each job without placing too high of an administrative burden on employees.  
Supervisors and department directors reviewed the employee completed CPQ's for 
accuracy and thoroughness. All completed CPQ’s were forwarded to the Archer Company. 
 
Job Evaluation: 
Using the information in the CPQ’s and the information obtained from the employee 
interviews, the Archer study team evaluated each job by applying the Archer Matrix-Point- 
Factor Job Evaluation System. The Archer System is a copyrighted job evaluation system 
developed by Earnest R. Archer, Ph.D., P.E., the President of the Archer Company, and is 
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supported by twenty-five years of research and testing.  It is a highly reliable evaluation 
method in that it relies on well-defined criteria and verifiable job information.   
 
The Archer Matrix-Point-Factor Job Evaluation System employs universal factors that 
address work requirements, aptitude factors and responsibility factors.  Each job is 
evaluated using a matrix-point-factor method that involves the analysis of a combination of 
thirty-three work requirements and aptitude factors and the three responsibility factors 
which are listed below. 
  

Work Requirements 
 Data Utilization 
 Human Interaction 
 Equipment, Tools and Materials Utilization 

Aptitude Factors 
 Language/Verbal Comprehension  
 Mathematical  
 Functional Reasoning  
 Situational Reasoning  
 Dexterity 
 Physical Effort  
 Sensory Awareness 
 Previous Experience  
 Education  
 Environmental Adaptability 

Responsibility Factors 
 Managerial Span of Control 
 Scope of Planning  
 Financial Accountability 
 

Applying the Archer Matrix-Point-Factor Job Evaluation System involves the determination 
of the relationships between the degrees of difficulty associated with the work requirements 
and the degrees of difficulty associated with the aptitude factors.  These relationships 
determine an evaluation point total for a job. In addition to the work requirement and 
aptitude factor determination, the three responsibility factors are applied to each job.  The 
responsibility factors are summarized as a multiplier that is applied to the evaluation point 
total as determined by the work requirements and aptitude requirement factors. The 
responsibility factors are considered to apply to all aspects of a job. 
 
The job evaluation process yields a quantitative measurement stated as evaluation points 
of the duties, responsibilities, and the qualifications required for each job. The point totals 
derived from the evaluation process are then translated directly in establishing pay grades 
in the pay plan. The pay grade represents a way of defining the relative value of each job to 
the City. All jobs in the same pay grade are considered to be of the same value to the City. 
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Accordingly, jobs assigned to higher pay grades are considered to be of greater value to 
the City in terms of job complexity, responsibilities, and required knowledge, skills, and 
experience and thus will have higher pay ranges measured in dollars than jobs in lower pay 
grades.  
Salary Survey Analysis: 
In order to assess the impact of the current competitive job market on the City’s pay plan, 
the Archer Company collected pay plans and salary data from City-defined organizations.  
We received pay plans and salary data from eleven organizations and one purchased 
salary survey.  
When developing a classification and compensation plan, we do not collect survey data for 
each client job.  Instead, we work with the client to establish benchmark jobs.  Benchmark 
jobs typically represent the continuum of an organization’s jobs, focusing on jobs which are 
likely to be found in other similar organizations; jobs which represent a substantial number 
of employees; and jobs which represent an organization’s workforce in terms of department 
functions and pay levels.  Organizations were selected that the City competes with for 
employees; organizations which are within proximity to the City geographically; and 
organizations with similar demographics and scope of services.  
The organizations surveyed and the benchmark jobs used are listed below.  

  
City of East Peoria 
City of Galesburg 
City of Moline 
City of Normal 
City of Quincy 
City of Rock Island 

 
The benchmark jobs are listed next. 
 

Chief of Police Fire Chief 
Superintendent Streets & Solid Waste City Engineer 
Director Community Development Deputy Police Chief 
Human Resources Director Police Lieutenant 
Fire Captain Police Sergeant 
Fire Prevention Officer Network Administrator 
Police Officer Building Inspector - Electrical 
Mechanic Street Maintenance Worker 
Administrative Assistant Police Records Clerk 
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Police Janitor  
 

As information was compiled, the Archer study team carefully reviewed the data for 
reasonableness and accuracy. In some cases, an organization did not have an appropriate 
match for a particular benchmark job; in other cases, data for specific jobs were either so 
far above or below the mean (average) of other responses that their inclusion in the survey 
would have materially skewed the results. The Archer study team carefully examined the 
responses and discarded data determined to be poor comparisons to the City benchmark 
jobs. Summary salary survey data is included in this report.    
 
Exhibit 1 details the summary salary data of the benchmark jobs.   
 
Pay Plan Development: 
Utilizing the data derived from the market analysis and the job evaluation process, the 
mean (average) pay range midpoint for each selected benchmark job was related to the job 
evaluation points for each benchmark job using the statistical technique of linear regression 
analysis. Because the pay range midpoint represents the “market rate” for any particular 
benchmark job it is used in the linear regression analysis to develop the City’s pay line for 
all of the City’s jobs.   
Statistical Results:  
The City’s pay line (typically called “the line of best fit”) was calculated from the linear 
regression analysis, and was used to calculate the pay range midpoints of the proposed 
pay ranges for the City.  
For the City’s calculated pay line, this is stated as the equation, y (predicted pay range 
midpoint) = $73.12x + $15,812.79, where x is the job evaluation points for the midpoint of 
the pay range, 73.12 is the calculated slope of the pay line, and 15,812.79 is the calculated 
constant for the pay line.  When displayed graphically, the calculated pay line does not 
pass through, or touch, all of the data points, but rather minimizes the overall distance from 
the data points to the pay line. The goal is to obtain as close a relationship as possible 
between the evaluation points for a benchmark job and the market data for the benchmark 
job.   
 
 
 
 
 
 
This can be explained better by the regression analysis graph displayed below:  
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This relationship is typically measured by the coefficient of determination. The regression 
calculation for the City resulted in a coefficient of determination of .986. This simply means 
that 98.6 percent of the change in pay, as measured by the survey results, from one grade 
to the next is directly related to a corresponding change in the number of evaluation points 
assigned to the jobs in those pay grades. 

 
a) Proposed Pay Grades and Pay Ranges: The basic structure of a pay plan consists 

of grouping jobs into pay grades based on their total evaluation points (internal 
equity) and then calculating a corresponding pay range based on the results of the 
salary survey analysis  (external equity).  Theoretically, each job could be assigned 
to its own pay grade and pay range.  The disadvantage of this approach is that it 
could require adjusting the pay grade assignment and pay range for a job up or 
down for relatively small changes in job duties and responsibilities. 

 For the City’s pay plan design, the Archer Company developed 24 pay grades.  A 50 
job evaluation point interval was established for pay grades 1 through 11 and a 75 
job evaluation point interval was established for grades 12 through 24.  The 24 pay 
grades are determined by the number of jobs, the jobs’ applicable evaluation points 
and the pay grade groupings.  To calculate the pay range midpoints, the middle 
value of each pay grade point interval was entered into the regression equation. 
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 For example, the pay range for grade 9 was calculated by substituting the middle 
value of the 500 to 549 job evaluation point interval (525 points) into the regression 
equation to obtain the pay grade midpoint.  The same process was used to calculate 
the pay range midpoint for each pay grade. 

Y   (predicted pay range midpoint) = ($73.12 x 525 job evaluation points) +     
     $15,812.79 

 Y   (predicted pay range midpoint) = $38,388.00 + $15,812.79 
 Y   (predicted pay range midpoint) = $54,200.79 

 For the City pay plan design, the Archer Company established a 40 percent spread from 
pay grade minimum to pay grade maximum for all pay grades.  Pay range maximums 
are intended to be the maximum pay available for a job assigned to that pay range until 
the pay ranges are adjusted.  The point spreads for each pay grade and the 
corresponding pay ranges are shown in Exhibit 2. Jobs listed by proposed pay grade 
are shown in Exhibit 3. Jobs listed alphabetically are shown in Exhibit 4. 
The reports included in the exhibits of this report show the list of jobs in the City’s pay 
plan, along with the recommended pay grades and the pay range minimums, midpoints, 
and maximums for each pay range.   

 
IIMMPPLLEEMMEENNTTAATTIIOONN  OOFF  TTHHEE  RREECCOOMMMMEENNDDEEDD  PPAAYY  PPLLAANN  

 
The Archer Company recommends the City approve and implement the pay plan 
associated with this study.   
Movement through the ranges: The City should adopt policies related to pay plan 
administration that provide a means for employee salaries to move through the pay ranges 
(growth from minimum to maximum) based on performance, time-in-class, acquisition of 
new skills, etc. The general principal is to allow for more progressive growth from the 
minimum to the midpoint of the pay range, which theoretically represents the market rate of 
a performing, seasoned employee that is able to function independently and competently in 
the classification.  Growth beyond the midpoint is typically slowed down and reserved for 
employees whose job performance exceeds the expectations for their classification.  

MMAAIINNTTAAIINNIINNGG  TTHHEE  PPAAYY  PPLLAANN  
On going maintenance of the assignment of jobs to pay grades and the adjustment of pay 
ranges as the competitive job market changes will ensure the viability of this plan as a long-
term solution to the City’s compensation needs.  The City may want to consider conducting 
another salary survey in another three to five years.   
Pay Plan Maintenance: As new jobs are added or as existing jobs change, a 
comprehensive job analysis and evaluation should be performed to accurately measure the 
value of the job to the City similar to the process used to update the pay plan. The results 
of the evaluation process will determine the proper pay grade placement and pay range for 
these jobs.  
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SSUUMMMMAARRYY  
  
The recommended pay plan for the City developed in conjunction with City Management 
provides the following benefits: 

1) Formal documentation in the form of the Archer Matrix-Point-Factor Job Evaluation 
System of the assignment of jobs to pay grades which will provide a rational basis to 
determine the pay grade placement of new jobs and if changes in existing jobs justify 
a change in pay grade assignment. 

2) A salary survey of competitive health organizations.   
3) A proven statistical technique to integrate internal job relationships with market data 

to provide the basis for a pay plan applicable to all jobs in the pay plan. 
The remainder of this report includes the following exhibits: 

1) Exhibit 1 – Summary Salary Survey Data  
2) Exhibit 2 -  Pay Table  
3) Exhibit 3 -  Grade Order Listing of Jobs 
4) Exhibit 4 -  Alphabetical Listing of Jobs 
5) Exhibit 5 – Compensation Plan  
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EExxhhiibbiitt  11    SSaallaarryy  SSuurrvveeyy  SSuummmmaarryy  RReeppoorrtt  
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EExxhhiibbiitt  22  PPaayy  TTaabbllee  
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EExxhhiibbiitt  33  LLiissttiinngg  ooff  JJoobbss  bbyy  GGrraaddee  
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EExxhhiibbiitt  44  AAllpphhaabbeettiiccaall  LLiissttiinngg  ooff  JJoobbss  
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EExxhhiibbiitt  55  22001144  CCoommppeennssaattiioonn  PPllaann    
The City’s compensation plan provides a means for employee salaries to move through the 
pay ranges (growth from Minimum to Maximum) based on performance, time-in-class, 
acquisition of new skills, etc. There is more progressive growth from the Minimum to the 
Midpoint of the pay range, which represents the market rate of a performing, seasoned 
employee that is able to function independently and competently in the classification.  
Employee evaluations are now based on a new grading system with the Midpoint of each 
evaluation reflecting the same approach. Growth beyond the Midpoint is typically slowed 
down and reserved for employees whose job performance exceeds the expectations for 
their classification and has met the criteria of a fully successful employee in the job 
evaluation or the employee who has more than 10 years of service in the same Position 
Grade.  
Steps have been added to each Grade; with 1.5% increments between Minimum and 
Midpoint and 1% increments from Midpoint to Maximum.  New employees hired with no 
experience and no degree will start at the Minimum and adjustments will be made for 
employees with degrees and years of experience up to the Midpoint at hire.  Employees 
may move one step for each year of service prior to reaching the Midpoint and they may 
also move up to two steps based on merit per their employee evaluation.  No employee will 
be initially hired over the Midpoint for the Position Grade.  Once an employee has met the 
Midpoint, merit based increases only will be awarded.   
The Midpoint will be adjusted by COLA bi-annually and by wage study verification every 5 
years.  Both merit and years of service steps will be verified by Human Resources and the 
City Manager will sign off on all pay increases.   
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