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Who is Frank Bold?

Usain Bolt.



open daring

straightforward

brave
candid
FRANK BOLD
[direct and daring]
direct

fearless
honest

thick (type/lettering)

courageous

confident

resolute

adventurous
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Our work About us News Publications Contact

=
Frank Bold changes the world
Legally. The future needs a free
society and responsible companies.

Who are we? Who is Frank Bold?

We are a purpose-driven law firm using the power of business ~ Everythingwe do is based on two

d fi h | - d . | principles — being frank about your
anda non-pro It dpproacnes fo solve social and environmenta reasons and being bold about your actions.
problems.

Does it sound like a name to you?

Meet Frank Bold.
4 See what we are working on




- Examples



What can we learn about job
analysis from my examples?




Job analysis




_]Ob dld ‘ySiS (work analysis)

7qb analysis is the systematic process of discovery of the nature of a job by dividing

it into smaller units, where the process results in one or more written products with

the goal of describn or et caabiifes avé wedod o
(Brannick, Levine and Morgeson, 2007, p. 8.)

Tasks and responsibilities, knowledge, skills, abilities,
required behavioural characteristics, ...

- Job description
- Person specification



Competency modelling

« Some criticism of “traditional” job analysis

 Focused more on the worker (than on the
job/work)? (similar to person specification)

« To accompany a job analysis or as an alternative

mgnts (Sanchez a'nd Levine, 2001; Lievens and Sanchez, 2007). A
defined as th

Many organisations now use competency analysis to identify the required

that are essential to perform a specific job role.
The main aim of competency analysis is to derive a “or the target

role. A competency model comprises a comprehensive list of all the relevant compe-
tencies associated with a given job role. For more detailed discussions see Sparrow

and Hodgkinson (2002) and Schippman et al. (2000).
Arnold, J., Randall, R., 2010




Competency modelling

« Behavioural indicators = observable behaviour
« Positive, negative

* (common language to describe the desired as well
as undesirable behaviours)

 Directly informs the design of assessment criteria
in the selection process

« Competency model = list of relevant competencies,
“profile”

« Tailor-made vs. generic competency model
(competency framework)



TABLE 2.2 Differences between job analysis and competency modeling

Job analysis Competency modeling

Focus on Focus on
a. work and tasks a. worker
b. technical skills b. personal values, personality
c. differences between jobs c. core competencies, common for several jobs
d. short-term job match d. long-term organizational fit
Advantage: Psychometrically sound Advantage: Link to business goals and strategies

Source: Schippmann et al. (2000).

Voskuijl, O. F., 2005



f Brief applicants on
=S u.».es» & — v

\

Cl'eati?i petl;son Pilot and validate
SRECIRCapon selection methods Select out unsuitable
- el K nowledge, skills, == - p— applicants (e.q.

abilities, attitudes Evaluate reliability, eligibility longlisting)
target role and characteristics Interviews, validity, financial '
simulations, utility, falrness
written assessment, v

psychometric test,

Identif Evaluate candidate
selection centre — —p
* i reactions Select in candidates

and rank (e.g.
shortlisting, selection
centres, interview)

Validate selection v
decisions
Follow up selected i ——— Ma::j;':,f:'”
candidates in the
job (supervisor v
appraisals, multi-
source feedback, Provide feedback
3, 6,12 months later) to candidates

Arnold, J., Randall, R., 2010



Methods

Interviews
Questionnaires
Observation

Work diaries/logs
Other existing data



HR applications of job analysis

(purpose, goal)

Recruitment and selection
(advertising, selection methods and decisions...)

Training and development
Performance targets, evaluating performance



Personnel selection & assessment

Based on 2 principles:

1. Individual differences between people
- people are not equally suited to jobs
- matching people and jobs

2. Future behaviour, and future job performance, is
predictable and can be estimated

Arnold, J., Randall, R., 2010



Exercise

Communication skills

Level of English



Catching up...

Job analysis (work analysis)

Job description, person specification

Work vs./and worker

Competences, competency modelling, “profile”
Link to organization’s goals, long-term fit
Behavioural indicators

Methods of collecting information, sources
HR applications
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Candidate’s experience
(journey)

‘Hiring for future’ -

future-oriented job analysis,
strategic job analysis

Same competency - different teams/contexts/jobs,
different behavioural indicators

Different weighting of different selection criteria
Job-related and culture-related competences & criteria

Ongoing process - reviewed, design and redesign

Not an intuitive guess or a gut feeling!©






Job advertising
;  at Frank Bold




https://frankbold.org/nabidka-prace

C3Promédia & Onas NSRVESEIENIERS 2 Kontakt & Studenti

a
I i ank BOId Oconém]de Naietémata Poradna Zpravndaj

Nabidka prace

Volna mista
Pravé se nachazite Nabidka prace # Sdilet |® Tisknout
Dejte novy smysl svému pravnimu €i jinému vzdé&lani. Pojdte jej pouZivat ve
prospéch lidi a spole€nosti. Pfipojte se k silné a rychle se rozvijejici organizaci,
kterd s vami bude vZdycky jednat jako s osobnosti a zapoji vas do fizeni. a my vas budeme

informovat o volnych pracovnich

ozicich.
Jak se u nas pracuje? = P

Ucetni

Chces se podilet na praci organizace, pro kterou je na prvnim misté smysl toho, co déla? Nejvétsi hodnotou jsou pro nas lidé
Klimatickd zména, protikorup&ni opatfenti, férové fizeni firem - i ty mize3 svou praci pFispét k a tym, ktery tvofi. Bez nad3enych a
tomu, aby se véci kolem nas pozitivhé ménily. PFijd svoje Ucetni znalosti a zkuSenosti vwuzit do g

.0


https://frankbold.org/nabidka-prace

Writing a job advert

Based on job analysis! (useful for us + candidate)
Company culture and values (impact), tone/style
Summary (opening paragraph), social media posts
Tasks and responsibilities (what, how, what conditions)
What we are looking for, the “right” person, “profile”
Technical, organizational information

Application form



Advertising

Our website(s)

Other websites, job posting sites (general, job-specific)
University channels

Social media

Newsletter

Personal recommendations/sharing

Headhunting agencies

Collecting and evaluating data!






Almost
there...




What is job analysis, what are its
outcomes, and why is it important?

What (other) new information are
you leaving with?



