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	Summary: Job analysis ratings may be subject to several sources of inaccuracy. Social sources of inaccuracy fall into 2 categories: 1) social influence processes and, 2) self-presentation processes. Types of cognitive sources also fall into 2 categories: 1) limitations in information processing systems, 2) biases in information processing systems. Research into these potential inaccuracies should be high priority in the future. 



Job analysis is often based completely on human judgment, which is subject to considerable inaccuracy. Inaccuracy in job analysis information may have important consequences for an organization (e.g., JA is often the foundation of most HR systems, exaggerated job requirements could lead to adverse impact)
Purpose of this article is to delineate potential sources of inaccuracy in job analysis, drawing heavily from social & cognitive psych literature. Social & cognitive processes differ in their underlying processes. 

· Social sources of inaccuracy are created by normative pressures from the social environment & reflect the fact that individuals act & reside in a social context
· Cognitive sources reflect problems that primarily result from the person as an information processor with distinct limitations. 

These are further subdivided into 16 psychological processes that are specific sources of inaccuracy. These sources are cumulative in that more sources of inaccuracy would further decrease data quality.

Six different effects of inaccuracy on JA data: interrater reliability, interrater agreement, discriminability between jobs, dimensionality of factor structures, mean ratings, completeness of job information. See table 1 on page 629 for crosswalk of sources of inaccuracy with their effects. 
Job analysis facets likely to be affected by sources of inaccuracy: 1) type of job descriptor used (worker vs. job oriented), 2) the analysis activity (generate vs. judge), 3) data collection method, 4) sources of data, & 5) purpose of job analysis. 
Social Sources of Inaccuracy

	Social influence processes
	Description/Research Proposition

	Conformity pressures
	When making judgments, groups can exert considerable normative influence to reach consensus. Conformity pressures may lead to inflated interrater reliability/agreement. More likely when: committee is required to reach censuses, there are strong organizational norms regarding jobs, members of the committee differ widely in status, or people engage in influence tactics.

	Extremity shifts
	also called group polarization…when member opinions shift to more extreme judgments following grp discussion. Extremity shifts may lead to inflated or deflated ratings, incomplete information, reduced dimensionality, & inflated agreement. Shifts are more likely when initial judgments are extreme, unanimity is required, individuals hold similar opinions prior to grp discussion, there are no dissenters, & when individuals don’t share all information about the job.

	Motivation loss
	Often, some committee members participate less than others… typically due to a lack of motivation. Motivation loss may lead to inaccuracy in the form of incomplete JA information, reduced discriminability, & reduced dimensionality. More likely when: individual contributions are not visible/can’t be evaluated, task is not meaningful, individual contributions seem redundant, individuals are not accountable, or when group is large.

	Self-presentation Processes
	

	Impression management
	May lead to inaccuracy in the form of inflated job requirements & ratings. More likely when: individuals are accountable for the information, there is ambiguity, individuals are encouraged to self-monitor, audience is high status, the situation is evaluative in nature, or when the outcome is personally valued.

	Social desirability
	SD may lead to inaccuracy in form of increased reporting of desirable information & decreased reporting of undesirable information, resulting in incomplete job information & inaccurate mean ratings. More likely when: job information is a reflection of the respondent’s value to the org, there are strong org norms regarding the importance of tasks, KSAOs, or jobs, & when KSAOs (vs. tasks) are being generated or judged. 

	Demand effects
	Refers to the tendency of individuals involved (e.g., raters) to play the role of a “good participant.” May lead to inflated job requirements and agreement. More likely if: supervisory or organizational expectations are directly or indirectly conveyed to incumbents, the importance of a certain job element is overemphasized, seed lists of job elements are provided, or if incumbents are led to believe that their jobs have become more complex.


Cognitive Sources of Inaccuracy

	Limitations in Information Possessing Systems
	Description/Research Proposition

	Information Overload
	may lead to reduced reliability, incomplete JA information, reduced dimensionality, lessened ability to discriminate between job. More likely when: number of judgments required increases, holistic judgments are required, or when the overall amount of information is large

	Heuristics
	May lead to inaccuracy in the form of reduced discrimination among jobs, reduced dimensionality within jobs, inaccurate mean ratings, & incomplete job information. More likely when: irrelevant aspect of different jobs become more similar, there are memorable or salient tasks, jobs differ from respondent expectations, respondents have experience with similar jobs, or are unmotivated, under time pressures, or competing cog demands.

	Categorization
	Categorization of jobs may result in less discrimination among jobs, incomplete job information, & reduced dimensionality in job analysis data. More likely to do so when: jobs become routine, information processing demands are high, a small amount of information is available about the job, information provided is consistent, or when respondents automatically process information. 

	Biases in Information Process sing Systems
	

	Carelessness
	Refers to instances when respondents intentionally respond inaccurately. May result in reduced reliability, less discrimination among jobs, reduced factor structure dimensionality. More likely if JA instruments are long & complex, if respondents don’t comprehend what is being asked, or if questionnaires include items that don’t apply to a particular job. 

	Extraneous information 
	May lead to inaccurate mean ratings. More likely to bias job analysis results when incumbents are homogeneous on the extraneous information or when analysts are used. 

	Inadequate information
	May lead to reduced reliability & completeness of JA information

	Order & contrast effects
	May lead to incomplete ratings. Primacy effects are more likely than recency effects, & contrast effects may decay over time.

	Halo
	May lead to inflated ratings & reduced dimensionality in the JA data. More likely with incomplete sampling of work info., abstract questionnaire items, low rater motivation, reliance on cognitive categorization, low job knowledge, or a job that is high/low on a dimension

	Leniency & severity
	may lead to overestimated job duties & requirements as well as reduced dimensionality & restricted variance. Will be greater when there is an unwillingness to be critical, when info. Is linked to personnel decisions, or incumbent questionnaires are used. Severity is unlikely.

	Method effects
	May artificially increase estimates of internal consistency reliability & decrease the dimensionality of the data. More likely when a common response format is used, the questionnaire is long, or the items make very fine distinctions. 


Tips for future research on sources of inaccuracy: 
· Overall, research in all areas of sources of inaccuracy should take place should take place outside of laboratory & specifically in job analysis contexts
Some recommendations for practice: 

· Collect data from multiple perspectives
· Alternatives to unanimous decision rules should be explored
· Groups should be diverse & be moderate in size to avoid motivation loss
· Raters should be held accountable for accurate ratings
· Explain need for accurate information
· Keep complexity of ratings process to a minimum; provide clear instructions & JA rating forms
· Conduct rater training (FOR best)
· Use a variety of data collection methods[image: image1.png]



