2
Week 3 Discussion Responses
Response to the Professor
Hello Dr. Brown,
In my opinion, job analysis data contains more of what people should be doing and not what they say they are doing. When conducting a job analysis, one major objective is to identify certain criteria that an individual should meet to be successful in a specific job position (Schippmann, 2010). Traditionally, this was based on the characteristics of the individuals who were previously successful in the position. More recently, however, being successful in a particular position takes into account how an individual’s functions contribute towards the achievement of organizational objectives and business strategy (Hines et al., 2017). From these objectives, certain criteria are then formulated which a potential candidate should meet. In this sense, a job an effective job analysis depends more on what individuals should be doing to be successful in their positions.
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Response to Veronica Kinney
Hi Veronica,
I agree with the fact that although job analysis and competency modeling are complementary, they are not essentially the same thing. Job analysis involves processes that organizations use to obtain information that can be used to describe a particular job position or the suitable individuals for that position (Schippmann, 2010). Job analysis entails the use of various methodologies which can be divided into two major groups: work-oriented analysis methods and worker-oriented analysis methods (Schippmann, 2010). Competency modeling, on the other hand, is based on competencies, which are a set of measurable, organizationally relevant, and behaviorally based capabilities of individuals (Schippmann, 2010). Competency modeling utilizes these competencies to determine the requirements for individual success for a job position (Hines et al., 2017). Why do you thin person-oriented job analysis is important?

References
Hines, A., Gary, J., Daheim, C., & van Der Laan, L. (2017). Building foresight capacity: toward a foresight competency model. World Futures Review, 9(3), 123-141.
Schippmann, J. S. (2010). Chapter 8: Competencies, Job Analysis, and the Next Generation of Modeling. In Scott, J. C. & Reynolds, D. H. (Eds.). (2010). Handbook of workplace assessment.  197-220.


Response to Erica Sampson
Hi Erica,
I concur that different levels of employment require different sets of competencies. Job analysis and competency modeling can be applied in determining the skills, knowledge and abilities for individuals in administrative and professional positions, supervisory and entry-level management positions, and executive positions (Hines et al., 2017). For administrative positions, job analysis and competency modeling can be applied in defining capabilities such as clerical aptitude, verbal ability, mathematical skills, and computer software skills, among others (Reed et al., 2010). For professional jobs, the analysis should focus more on technical knowledge, skills, and abilities, cognitive ability, among others (Reed, McCloy & Whetzel, 2010). Supervisory and entry-level management positions require additional leadership competencies in addition to the basic competencies. Executive positions, however, have more accountabilities, responsibilities, and visibility (Barrett, Doverspike & Young, 2010). Do you think certain positions do not require a job analysis?
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