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Chapter discussion 
Healthcare executives need to conduct job analysis as it is a major basis for predicting future human resource needs as well as planning for activities such as employee transfer, compensation as well as performance appraisal (Pg  171). This makes job analysis the foundation for testing all the areas in human resources and developing an effective program. 
 A job description is a written form showing explaining a specific job as well as all the duties involved in that particular job. A job specification is a part of the job description that includes all the requirements needed in an individual for them to qualify for a specified job. Both the job description and job specification are identified through job analysis. Job analysis is the process through which information regarding the tasks and activities involved in a certain job (Pg 164-165). 
Interviews would be the preferred data collection method for a registered nurse. Interviews allow one to ask questions to the interviewee and record their responses. This method is suitable for registered nurses when obtaining information regarding a patient as well as recording it (Pg 168).
The job analyses included various steps. The first step in the process includes identifying the job that one needs to analyze.  After identifying the job, the next step includes identifying the methods suitable for collecting data regarding the job. Implementation of the methods is the next step which entails collecting data regarding the identified job. The data collected is then summarized and documented (Pg 170). 
A high-quality job analysis allows the human resources to identify the skills required for an employee to fit for a certain job. A high-quality job analysis can hence allow the human resource to recruit the best employees depending and ensuring that their skills match the job requirement. This also ensures the process of selecting the employees is conducted as per legal requirements (Pg 172).
Healthcare jobs are changing over time. The changing job market environment is a major influence on changes in healthcare jobs. This can make a job analysis outdated or incorrect over time hence the need to update it to ensure its effectiveness (Pg 175). 
A future-oriented job analysis includes an evaluation of the possible future changes that can be made on jobs and tasks to ensure they meet the requirements of the organization. This method can help healthcare organizations focus more attention on their employees and the job skills required in the future in the changing environment (Pg 175). A future-oriented job analysis may however fail when the anticipated changes fail to occur.  A generic job analysis on the other side seeks to limit the change required by defining the job characteristics which might remain static despite the changing environment. This can help healthcare organization implement strategies which require the use of the static job requirements (Pg 176). This can however limit the organization to having the departments which require certain job skills hence having a limited market. 
Having multi-skilled practitioners can enable them to adopt new roles and responsibilities in the organization without having to hire new employees when the job roles change. It reduces the monotony and boredom in the employees by allowing them to work on different tasks. This also reduces job dissatisfaction leading to better performance and enhanced productivity. The employees may however be overworked by having multiple roles and responsibilities which reduces their effectiveness in one area (Pg 179).
