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Introduction
Human resource professionals are tasked with nearly all the corresponding duties and responsibilities that begin when a position with the organization needs to be filled. They are equally required to provide job descriptions upon which applicants seek to fill. Job description, which is a file meant to assist job applicants with an outline of the responsibilities of the role they are applying, is an important document that needs human resources skills to draft. It is from these documents that different job classifications may be arrived at. They help create additional positions whenever need be.  With the right information, job description should help applicants to attest whether the roles they view in the documents befit their set of skills and whether it is a job they actually want to do. Essentially job descriptions lead to proper job classification, thus providing elaborate details to help the candidate assess if they are suitable for the position. This paper, therefore, explores the case and determines whether claims by Mr. Gregory Williams are merited in his claims against Comfort Assisted Living Company he works for.  Through elaborate job analysis, the paper discusses the issues and concerns and ethical consideration that describe the position at Comfort Assisted Living Company.
Job Analysis for HR Positions at Comfort Assisted Living and Its Interim Steps
Landau & Rohmert (2017) describe job analysis as the process of determining and recording all the relevant information about a specific job, including the errands involved, the knowledge and set of skills required to perform the job applicants aim to fill. The objective of this job analysis is just to update job descriptions in correlation to Mr. William’s legal suit against the company. The projected timeline for completion of the job analysis, in this case, should involve three correlative stages as discussed below. The responsibilities attached to the job and the abilities required to perform it successfully are thus made available through the company’s human resource department.
The process of job analysis distinguishes one job from another in an organization. It is for this reason that Mr. Gregory Williams, the company’s human resource specialist feels aggrieved in an advertisement made about the position of Deputy Vice President of Human Resource within his company. He feels he has already been performing the duties stated in the announcement and thus should be considered for the position announced.  Based on reported sentiments and observations by coworkers, recent actions and ethical concerns pertaining to his behavior changes calls for the analysis of the company’s human resource department. This process of job analysis is also referred to as job classification. I will use it to provide the basic foundation for HR activities within this company.
The method I will use in the analysis of human resource practices at Comfort Assisted Living Company is based on interviews. The reason for using this method for the job analysis is due to the promptness that comes with interview feedback. Interviews allow the creation of a rapport between the interviewer and the interviewee resulting in true facts as illustrated by CHCO Academy Press (2013). In this method as a job analyst, I will interview the job holders such as Mr. Gregory’s supervisor and coworkers. And I will ask them questions while observing the rules posited by this method. Key to the successful execution of human resource orientation towards scheduling timelines will make the interview take the time most employees will be on leisure time, i.e., during the recess period over lunch or coffee break. As a job analyst introducing myself as an external expert to the interviewee who is the job holder should provide an easy atmosphere for conducting such an interview. Mr. Gregory Williams will serve as the center of my interview for he is the one tasked to receive reports as they come from his subordinates like Mr. Williams himself.
The duties outlined for the post of vice president Human resources at the Supplemental Information attached stipulates that any holder of such a position needs to oversee the development, implementation, and coordination of policies and procedures that affect the human resource department in relation to the entire company. In addition, he or she needs to be able to offer counseling to the management and employees on disciplinary actions and performance problems that could affect their duties. Taking these two broad roles that come with that position and comparing them to the duties and responsibilities of a typical human resource specialist, there is a considerable gap. The roles performed by the human specialist at the position held by Mr. Williams include among other serving as a link between management and employees by handling questions, interpreting and administering contracts.  Furthermore, he is supposed to represent the organization at personnel-related hearings and investigations. With the two functions served as the mandates of a human resource specialist, the specialist in comparison seems answerable to deputy vice president human resources. Interviewing the supervisor, therefore, reiterates such a predisposition between the two roles in the two positions. However, the performance standards of Mr. Williams recently since the announcement of the position of deputy vice president have deteriorated drastically. Though he is reported to have been a high performance achiever through time price innovation, he has taken a toll different from the duties and responsibilities that come with his position.
Identification of critical competencies that enable one to serve in the position of deputy vice president of human resources at Comfort Assisted Living Company includes directing all the standard management procedures in the organization, establishing credible and updated benefits and remuneration to the staff and services of the company and ultimately being responsible for participating in the development of the company and human resources objectives, philosophy, and strategic planning in relation to programs and trends in Human Resources management. These competencies are illustrative of the roles supposed to be carried holder of that position. They not rhyme with the character displayed by Mr. Williams. Thus, comparing the responsibilities coming with the position advertised to the competencies required in the job only leaves out those performed by an HR specialist.
Conducting job analysis comes packaged with various challenges.  In order to arrive at constructive conclusions about the job position analyzed, it is necessary to brainstorm the challenges before the process. This way, their solutions become rather tenable. In this process, challenges such as anomalies created by use of single data source are dealt with using multiple sources to collect the most important information as discussed by Meng, Lu & Shen (2018). I have endeavored to interview Mr. William’s supervisor, associate coworkers on the same rank with Mr. William’s and the junior employees. The results of the information I have gotten from them are discussed in the ethics section and job description in the consecutive paragraphs. Additional problems such as lack of support from the management and the employees are dealt with through outlining the importance of conducting such analysis with promise of rewards if adequate cooperation is exemplified during the interview.
Ethical Issues that May Exist in the Case
In order to understand the ethical issues that are brought out in the analysis of the company, it is in line to analyze the work duties and schedules, tasks, and responsibilities and interpersonal correlation among the employees (Hansson 2017). We also need to note out the skills the employee filling the advertised position needs to accomplish.
Reports as derived from the interviewees, demonstrate misalignment between the codes of conduct directing every event in the company. Mr. William was initially before the advertisement of deputy vice president’s position a prompt and high performing team leader. His performance evaluation shows that he has been an outstanding staff in his ratings. This changed and he is presently acting against all the job design procedures. Feedback from the other interviewees illustrate that he has been slacking on the job. According to the feedbacks issued, he routinely comes in late, takes extra-long lunch hour breaks, and does not turn in all of his work on time. This is ethically incorrect, especially when it comes to the position he holds (Rowley & Ramasamy 2016). It is a wrong approach that contravenes job design. Job design includes all the processes of work plan aiming to reduce overwhelming job dissatisfaction and employee division arising from job evaluation mix up as illustrated by Schulte et al. (2018).
Equally, the existence of two variant analogies in an attempt to describe what has been causing Mr. Williams to report late to work and extension time habits are indicative of a lack of committed value-based employee relations. As a senior human resource specialist, he should be able to plan and conduct seasonal employee orientation to foster positive attitude toward organizational objectives. And among the objectives are spirited and harmonious team works. The employees are giving inconsistent stories such as having an extremely ill daughter without actual diagnosis and implying that Mr. Williams himself is suffering from a condition that requires chemotherapy. All these are logical reasons that could postulate intrapersonal conflict. They would, therefore, hold water if leave records were to be available as posited by Hansson (2017). Checking Mr. William’s file shows that there is nothing is on file regarding an FMLA request and no documentation regarding possible medical issues. All these remain as a pointer of devalued personal relations and insubordination among the employees. Perhaps the Proposed New Structure for the HR Department of Comfort Assisted Living could elevate such lackadaisical ethical nonstandard practices.
Job Description/ Classification for Mr. Williams
The job title in question, in this case, is whether or not Mr. Williams fits to shift into the new advertised deputy vice president of human resource position. In order to accurately answer that question, I reflect on the nature of the job and the duties meant to be performed while at it. This in comparison with tasks and responsibilities assigned to the position of senior specialist held by Mr. Williams only shows a contrast. It reflects its ranking order showing that a senior human resource specialist should answer to the deputy vice president of HR. Roles such as overseeing the development, implementation, and coordination of policies and procedures for the Human Resources department do not exaggerate the importance of the position but solely prescribes a different role from that of being a link between the management which is hierarchically below the position of deputy vice president in the human resource department. It is free of personal implications, as postulated by the insubordination exemplified by Mr. William to his supervisor.
Skills and competencies are core requirements for the position of deputy vice president. Indeed, Mr. Williams demonstrated the two prior to the announcement of the position. An example of competency is strong communication catalyzed by a professional approach to issues as opposed to the disregard of laid down ethical emblems of the company. Competency is an innate characteristic displayed by a person. Mr. Williams demonstrates frustrations and proceeds to file a lawsuit against the company (Hansson 2017). His intrapersonal characterizes the absence of professional methods of handling conflicts.   The modern trend towards competency-based job descriptions requires extra emphasis on behavioral competencies such as leadership and teamwork and Mr. Williams has failed at this at the time he ought to have stood out even more. In addition, he is characterized by an emotional approach and hierarchical insubordination.
Reporting lines captured through positive relationships at work clarify the responsibilities of the position held.  By showing which employee should report who, clarifies the in-depth emphasis placed to a given position, Mr. Williams is the leader and interpreter of certain mandates to the fellow employees. This, therefore, forms the best probable chain of command to be followed.  This is important, not only in relation to compliance issues but also to give the new applicant insights into the hierarchical structure of the organization and how their position fits into it as discussed by Rowley & Ramasamy (2016). The best and positive employee relations will prevent inconsistent explanations like the ones told by the fellow colleagues of Mr. Williams. It thus reviews the job responsibilities of current employees and attesting to whether they are in unison with the company codes of ethics.
In responding to the case filed by Mr. Williams that seeks to sue the organization for downloading the roles he has been doing as they relate to the ones announced at the post, it is in order to clarify that the findings of the job analysis. Mr. Williams’ concerns emanate from an emotional point of view as it is evident from facts contained in the roles of the positions contained in the supplemental information. In engaging the dispute to credible solutions, presenting copies of the duties and responsibilities will settle the issue.
Conclusions
Job classification is a broad topic that deals imminently with the kind of analyses put to the table about the nature of the job. Personal appraisal and exemplary performances may mean closer concepts to the job description in terms of objectives, but they are two different organizational concepts that should clearly be understood. In order to rectify the position that actually fits the case filed by Mr. Williams, job analysis has brought out that the position of the company’s deputy vice president of human resources is quite different from that of a senior human resource specialist. The ethical concerns and issues regarding the execution of duties and responsibilities have also been discussed to help pave way for a brighter objective achievement in the organization at hand.
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