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-What is a job?
a group of related activities and duties
-What is a position?
*the collection of tasks and activities performed by One person
*therefore, there could be 1 software developer (SD) job, but 20 SD position in a company)
*AS well, the job could belong to a job family(e.g. Software engineering, with software analysis, developers, senior developers, architects)

Job analysis
-process for obtaining info about jobs by determining the tasks, duties and activities
-identify the human attributes(knowledge, skills and abilities-KSA)
-Used to develop job descriptions and job specifications
-figure4.3 uses of job analysis information

Methods of collecting job information
-interviews(individual, group, supervisory)
-questionnaires
-participant Diary/Log
-Observation

National Occupational Classification(NOC)
-reference tool for writing job descriptions and specifications
-compiled by the federal government
-organizes 40.000 job titles into 500 occupational groups(a collection of jobs that share some or all main duties)
-http://www5,hrsdc.gc.ca/NOC/English/NOC/2011/Welcome aspx
-also, could check the O*NET(U.S.)

Approaches to Job analysis
Four popular methods:
1.Position analysis questionnaire(PAQ)
2. Critical incident Method
3. Competency Based job analysis
4.. Products of Job analyses

Position analysis Questionnaire(PAQ)
-very structured job analysis questionnaire which contains 194 items measuring six dimensions on 5-point scale:
1.information input
2. mental processes
3.work output(physical activities and tools
4.relationships with others
5. job context physical and social environment)
6. other job characteristics(pace and structure)
figure4.6

Critical incident Method 
-Analyst asks jobholder to identify critical job tasks that lead to success on the job:
   *what is done, how it is performed, what tools/equipment are used
   *Prepares a list of separate job activities(5-10)

-Task inventory analysis
   *Develop a comprehensive list of task statement applicable to all jobs
   *listed on task inventory survey- analyst reports the importance and frequency of task

Competency Based job analysis
-describing a job in terms of the measurable, observable behavioural competencies an employee must exhibit to do a job well
*answer the question:"to perform this job competently, the employee should be able to ..."
-benefits?
-Focus on the worker, his/her competencies and how he/she does the job well
-traditional job descriptions(with their lists of specific duties) may actually backfire if a high-performance work system is your goal
*Can be too inflexible and hamper innovation and creativity-"that's in my job description"

Products of Job analyses
job description
-a list of the duties, responsibilities, reporting relationships, and working conditions of a job
-includes:
job title
job identification section
job duties section
job specification:(e.g. p.131 in text)
*Skills or competencies needed to perform the job(education and experience, specialized training, abilities, manual dexterities)
* The physical demands of the job and working conditions.
 
Problems with job descriptions
-Too vague-provide little guidance to the jobholder
Not updated- but job duties or specifications change
-They may violate the law by containing specifications not related to job success(BFOQ).
Limit the scope of the jobholder- reduce organizational flexibility


