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Job Analysis and Competency Modeling
Organizations can utilize job analysis and competency modeling to identify the job requirements for specific positions. 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). While the former evaluate the job tasks, activities and responsibilities, the latter focus on the knowledge, skills, abilities, experiences, personality traits, or other individual difference characteristics of the job incumbents (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. Common methodologies used in competency modeling involve identifying the qualities that differentiate successful employees from average employees in a certain position (Schippmann, 2010).
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. 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, McCloy & Whetzel, 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). Job analysis and competency modeling can be applied in determining the requirements for both executive and supervisory positions. Nonetheless, job analysis and competency modeling are most applicable for executive positions because these positions require more competencies compared to administrative and professional positions or supervisory and entry-level management positions. More precisely, for executive positions, more skills, abilities, and knowledge can be evaluated.
Job analysis and competence modeling are most effective as strategic tools when they are used to obtain information that can be utilized in determining how individual job requirements can match the organization’s strategy (Hines et al., 2017). More specifically, job analysis and competence modeling can be used to identify individuals who are suitable for a certain job position based on the job requirements. The information obtained from job analysis and competence modeling can also assist an organization in monitoring and regulating employee performance and also determine how best to remunerate employees based on their output. Additionally, competence modeling and job analysis can be used to identify the weak points of employees in certain positions, which can form the foundation for identifying the most effective ways of developing these employees to enhance their capabilities and success in their respective positions (Hines et al., 2017).
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