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Job Analysis and Performances 
1. Definition of job analysis
Job analysis refers to studying a job to determine responsibilities and activities, the requirements for job performance, the relevance of the job, and the conditions under which work is done.  
2. a. The purpose of a job analysis
One of the purposes of conducting job analysis is to determine the right employee for the job. The second purpose anis evaluating and appraise the work of employees. Another purpose of job analysis is to analyze the training and development requirements of employees. Also, to help in designing, redesigning, enlargement, and enrichment of the job (Voskuijl, 2017). The last purpose of job analysis is to decide the employee salaries and the other benefits.
b. What the analysts are trying to accomplish
Job analysts try to accomplish the following: to collect, analyze, and interpret data, give reports to supervisors and head managements, helping to set business goals, finding analyzed data trends and patterns, and creating procedural manuals for other departments (Landau & Rohmert, 2017). 
3. Four uses of the results of job analysis as described in the textbook
· Basis of important job forecast.
· They enable the management to know the expectations of employees on the job.
· To identify the necessary skills and abilities when hiring employees.
· To identify the essential competencies required for job success. 
4. Four common methods of conducting job analyses
· Observation method. The job analysts observe the employees in their daily routines and collect valid and reliable data. 
· Interviews method. The job analysts interview the employees and collect information regarding their jobs.
· Questionnaires’ method. Job analysts give forms to employees and managers to complete. The method assumes that employees can provide accurate information about their job.
· Conference Method. In this method, the job analysts organize discussions with the supervisors and gather essential information. 
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