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Week 5 Discussion: Stakeholders in Job Analysis Process
Conceptually, job analysis refers to a list of behaviors and skills required to do a job (Woods et al., 2017). It is equally a process of collecting information about the essentials of each job in a given business entity. In order to determine the correct mandates required in a job, stakeholders such as the employee who will complete the tasks of the job are mandatory to be included. For instance, if a company’s Human Resource implements training programs to enhance job skills among employees, the work output is relatively on the increase. Employees thus become the prime stakeholders because the training has a direct impact on their abilities and the entire company’s productivity. Additionally, the company owners and shareholders for both private and public traded companies respectively are part and parcel of the job analysis. Any improvement on workforce productivity affects the company’s owners or shareholders. Because of their positions, they end up affecting either negatively or positively the functionalities of the organization.
The employees greatly contribute to the job analysis in nearly all dimensions. Due to the technologies developed, metrics such as human analytics have come up with ways of selecting the most fitting population of employees to commit to their course in their companies. In this regard, they serve as the wheel behind achieving any organizational goal and objectives. It is an order for the organization to provide exposing employee training skills for more productivity. Furthermore, the company owners/founders/shareholders are the key decision makers in the organization (Kazadi, Lievens & Mahr 2016). They certify and finance each initiative that takes place within the organization. In formulating job analysis forms, the owner/shareholder outlines corresponding responsibilities such as steering roles played by Human Resources in relation the company’s mission objectives. Activities such as developing an effective training program and selection of employees rest heavily on the shoulders of the company’s top leadership.
Information provided by the employees such late turn-in reports, insubordination and general low esteem at work negatively affects the job analysis. These characteristics among the employees form redundancy and stagnation that contravenes any relatively set organizational goals. The shareholders’ inconsistency, on the other hand, can lead to a breakdown in the direction to be taken by the other staff members. This way, the formulation of job analysis remains a standstill. However, the case, if these two stakeholders among others as well live up to the expected organizational objectives, goals and mission, then the information that will surround the analysis will be positively impactful (Kazadi, Lievens & Mahr 2016).
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