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Job Analysis and Internal Alignment
[bookmark: _GoBack]According to Rothwell et al. (2012), internal alignment is greatly related to job analysis. Internal alignment which is the interconnections that link pay to different skills, jobs, and competencies within a given organization helps the human resource body to analyze job positions that exist in the organization and determine the pay that should be extended for every position (Alban et al., 2019). These interconnections form a structure of pay that supports the strategies of the organization, the flow of work, support the fairness to employees, and motivates how individuals behave towards the objectives set by the organization. Internal alignment is concerned about how different departments and workers inside the organization relate (Milkovich et al., 2017). Internal alignment designs a compensation philosophy that is good enough in attracting, retaining, and motivating good employees. In doing analysis of a job, the company puts into consideration the basic pay, the incentives, and bonuses that accompany good performance and awards that are non-financial.
Job analysis includes all the procedures used to identify, gather and analyze information related to the job content, the activities involved, job attributes and requirements, and the context of job performance (Blais, 2012). Through job analysis, the organization's information is provided and the information facilitates the process of determining the best-fit employees for specific jobs. An organization blends the basic salary, the non-cash and cash bonuses, and incentives with non-financial awards to motivate the employees and achieve the objectives set by the organization. The choice of the pay structure lies basically on what the organization aims at achieving with each and the available resources (Milkovich et al., 2017). For example, if the philosophy of the company is to offer competitive salaries in their industry or a specifically structured pay that aims at attracting employees, the company should analyze the benefits that accompany each choice and their shortcomings. Job analysis thus depends on the size of the organization, its customers, the shareholders, and the organizational culture.
As Rothwell et al., 2012 highlights, the major decisions that are involved in the analysis of a job are:
The reason for performing a job analysis
 	Human resource managers should clearly understand why they are carrying out the job analysis. This will help them set out the objectives that they need to meet by the end of the analysis process. Identifying the reason will also help the managers in charge to identify the necessary steps and resources that will facilitate the process. 
The type of information that is needed
This decision will help the individuals in charge to focus on the relevant information only. It will help them to sieve the required information only from the pool of available information. This decision will help the analysis team to ensure that the information collected is correct and from sources that are reliable. 
The ways of collecting the needed information
The human resource team needs to decide on the methods it will use to gather data. It needs to specify whether it will use qualitative or quantitative data collection methods. The choice of the collection and analysis method will depend on the type of information needed. The team should settle on carrying out interviews, using questionnaires and observations only if they need qualitative data. They can get information on the pay extended to employees from the managers, employees, and organizational chart.
Who should be involved in job analysis? 
The decision about the participants in the job analysis process should also be made. The human resource team should choose participants that will make the job analysis process efficient and effective. Choosing the right panel members will save time spent on data analysis and the extra costs that could be incurred for extra personnel who may not be that influential for the process. 
The usefulness of the information
The areas where information will be used should be identified and the extent to which this information will be of help. The job analysis information should help the relevant individuals to identify the job specifications that match a given salary. It will also help the management team decide on the candidate with the required knowledge and skills for the job vacancy (Milkovich et al., 2017). 
Utilizing these decisions in an effective way will aid job analysis to be effective as it will avail underlying information about the job content identification, description of work and task valuation, the definition of reliability, validity, currency, acceptability and usefulness, and information categorization in relation to the employee or job encompassment and the needed data for performing job analysis (Alban et al., 2019). 
The management can use behavioral data and task data in decision making in five major ways (Rothwell et al., 2012). The data can be used to make decisions on finance, sales, and marketing, growth, and customer service. The managers can use the data to prioritize after looking at the objectives of the organization, present only relevant data, draw conclusions that will help in planning the strategy of the organization, and measure the success of the organization. Quantitative data analysis approaches are advantageous over the traditional methods as they allow for statistical analysis of outcomes and faster collection of more data (Blais, 2012). These methods are cost-effective besides being practical. These methods, however, can mislead the researchers and recipients of results if the correct channels are not employed to correct and analyze data. They also do not give information on a big picture since they only focus on numbers. 
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