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Abstract: Job analysis is a strategic tool in human resource management (HRM) that helps organizations understand the tasks, responsibilities, and competencies required for each position. This literature review examines the role of job analysis in enhancing HR effectiveness, including recruitment, training, performance evaluation, employee placement, and its connection with Strategic HR Analytics (SHRA). The method employed is a literature review of recent scholarly articles and journals. The implementation of SHRA supports data-driven decision-making, reduces turnover, increases employee engagement, and strengthens organizational competitiveness. Therefore, the combination of job analysis and SHRA is key to effective HR management and achieving organizational goals in a productive, adaptive, and sustainable manner.
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Introduction
Work is one of the components in an organization. Company management needs to understand what is needed in a job and determine if they need to hire someone with certain qualifications to occupy the position [1]. Therefore, management must conduct a position analysis before establishing selection procedures or other necessary criteria [2]. As the first step in human resource management activities, job analysis is closely related to occupational safety and health issues, as well as employee procurement, training, and development activities. It was further explained that every task in the organization must be analyzed first so that it can be carried out effectively and efficiently to achieve organizational goals [3]. (Ariyanti et al., 2024).
Position analysis is a special method based on results supported by data. When the job description is done appropriately, this process can provide enough information to develop resources that management can access and use in designing performance evaluations that focus on talent development [4]. Citing the journal from Marhaeni and Wirawan, position analysis is defined as research to collect information about a job that will be used in organizational management activities (Ariyanti et al., 2024).
Based on the results of position analysis, companies can determine important qualifications that prospective employees must have before occupying a position, which are then outlined in the job specifications and job descriptions (Sudiro, 2011). Job descriptions include the various duties, functions, authorities, and responsibilities given to an employee. Meanwhile, the job specification explains who is responsible for carrying out the work and what competencies are needed to do it (Iskarim, 2017 in Mildawani, 2023).
The use of job title analysis is not limited to large companies, as job analysis is a basic need for all organizations to improve organizational performance. The level of need for position analysis depends on the needs of each organization (Suryani & Susanti, 2016). Public organizations are required to maintain a high level of work productivity in order to achieve work goals effectively. The expected result of the implementation of the position analysis is the preparation of a complete job description and in accordance with the skills, obligations, abilities, and knowledge needed for human resources to carry out certain tasks effectively (Asuti, 2018 in Mildawani, 2023). Although job analysis has an important role in human resource management, in practice, the application of job analysis in various organizations still faces a number of challenges. Many organizations, both in the public and private sectors, have not carried out a comprehensive and sustainable job analysis (Hidayati & Wulandari, 2020). This condition can be seen from the fact that there is still a discrepancy between job descriptions and employee competencies, overlapping responsibilities between positions, and recruitment processes that are not fully based on clear position specifications (Suryani & Susanti, 2016). This phenomenon can cause various problems such as improper employee placement, decreased work productivity, and difficulties in conducting objective performance evaluations (Mildawani, 2023).
Therefore, it is important to understand how position analysis plays a role in supporting the effectiveness of human resource management in organizations. Through this literature review, it is hoped that a comprehensive understanding of the contribution of position analysis to various aspects of human resource management, such as workforce planning, selection, training, and performance evaluation can be obtained (Mondy & Martocchio, 2016). Thus, the results of this study can be the basis for organizations to optimize the role of position analysis to increase the effectiveness and efficiency of their human resource management.

Literature Review
The job analysis system was not fully developed until the early twentieth century, when two influential figures in the business world, Frederick Winslow Taylor and Lillian Gilbreth, introduced the concept of job analysis to determine the content of the job as well as the psychological or mental conditions required in a job (Business NLP Blog, 2013). Awareness of the importance of this position analysis then prompted attention to the human relations aspects of decision-making, including various additional issues and other human resource practices. In the 1960s, psychologists and behaviorists began to view tasks as a critical aspect that must be analyzed in organizations. Prior to this period, job analysis focused only on the tasks that must be performed. However, in the 1970s, that focus changed, when the attention of psychologists began to be directed to their involvement in job analysis procedures (Finnestrand et al., 2023).
For executives and unions, traditional job analysis (TJA) is a carefully designed win-win situation. However, today, traditional job analysis measures are considered less relevant due to various changes in the work environment, organizational practices, and job responsibilities that continue to evolve. Therefore, in order for organizations to grow, they must be aware of changes in the demographics of the workforce, increasing global competitiveness due to technological advances, open trade, and rapid business expansion (Ariss, Rezvanian, & Mehdian, 2007).
The job analysis system helps collect data about the competencies, roles, work results, and work environment of a position. According to Sharif and Karim (2017), human resources professionals need a large amount of information to compile a job description that reflects the repetitive results of the job analysis process. Morgeson and Dierdorff (2011) also explain that managerial psychologists and human resource executives widely use job analysis findings to design training curricula, recruitment strategies, and performance management procedures within organizations (Finnestrand et al., 2023).

The Role of Position Analysis
	Position analysis plays a very important role in helping organizations put someone in the right position, while facilitating various human resource management activities, ranging from performance appraisal, recruitment and selection, to employee training and development (Danofianus et al., 2019). Through position analysis, organizations can clearly understand the picture of a job and what requirements are needed to run it. This understanding is very crucial so that organizations are able to determine employees who are truly competent in their respective fields (Kurniawati, 2018).
	In addition, position analysis also serves as a basis for organizations to find and place the right people as needed (Wahdati et al., 2022). With a good position analysis, every individual in the organization is expected to be able to understand their rights and obligations, including the duties, authorities, and competencies that must be possessed to occupy a certain position (Kurniawati, 2018). Strah et al. (2021) discuss the role of job analysis and job classification as a method to assist organizations in determining employment equality systematically according to legal standards. The recommendations given focus on efforts to reduce gender-based wage discrimination in the workplace (Keeler et al., 2022).
	Job description plays a very important role in improving employee competencies by identifying the tasks, responsibilities, and skills required for each position in the organization. Based on a literature study conducted by Fathurrohman et al. (2024), job analysis not only helps in the recruitment process, but also serves as a guide in training and performance evaluation, so that employees can be placed according to their competencies. The main purpose of job analysis is to determine the skills, abilities, and level of knowledge needed to perform a position optimally. The results of this process provide a clear picture of the job requirements, which can be used by management to put employees in the right position (Hanafiah et al., 2025). Thus, job analysis ensures that employees are able to work effectively and efficiently, while supporting the achievement of overall organizational goals (Pratiwi et al., 2014).

Effectiveness of Human Resource Management in Organizations
	Organizational effectiveness is an important aspect that needs to be considered by every leader and member in an organization. Through this effectiveness, good cooperation between individuals is created, which ultimately has a positive impact on the achievement of organizational goals. According to Gitosudarmo and Mulyono (2011), organizational effectiveness reflects the extent to which the organization is able to build a harmonious and mutually beneficial relationship with the surrounding environment. This effectiveness can also be measured by the organization's ability to survive and continue to thrive in the midst of environmental dynamics. In other words, the survival of an organization is the main benchmark of its long-term effectiveness. Optimal employee performance also plays a big role in increasing organizational effectiveness. This is because the effectiveness of the organization cannot be separated from the effectiveness of individuals and groups in it. Each member of the organization is an important element that can facilitate or hinder the achievement of common goals. One way to achieve high effectiveness is to align the personal goals of employees with organizational goals, so as to create a strong sense of belonging and commitment to organizational progress (Monica et al., 2021).
	One of the modern approaches that has now attracted a lot of attention from academics and practitioners in the field of human resource management is strategic hr analytics (shra). This approach combines the power of data, analytics technology, and HR strategies to improve management effectiveness in organizations. SHRA not only serves to support operational efficiency, but also serves as a strategic tool that helps organizations achieve competitive advantage through data-driven decision-making (Marler & Boudreau, 2017).
	The results of the study show that SHRA has a significant influence on increasing the effectiveness of human resource management. With the implementation of SHRA, organizations can make more accurate, faster, and strategic decisions in various aspects, such as workforce planning, turnover rate management, training effectiveness evaluation, and increased employee engagement. Furthermore, organizations that implement SHRA are able to link HR programs to tangible business outcomes, such as increased productivity, cost efficiency, and strengthening organizational competitiveness. One of the interesting findings of this study is the success of a multinational company in reducing the employee turnover rate from 18% to 12% in just one year through the implementation of SHRA. This decrease of 33.33% was achieved by analyzing real-time employee satisfaction data and following it up with relevant policies based on the results of the analysis. These findings confirm that SHRA has great potential to have a real impact on workforce stability while improving organizational operational efficiency (Yanuarty, 2025).
	In general, the main objectives of HR management include four dimensions: organizational objectives related to the achievement of the company's vision and mission; functional objectives to ensure that HR operations run optimally; social goals as a form of responsibility to society; as well as personal goals that concern the needs and individual development of employees. The application of HR management is very important in driving organizational effectiveness. The main goal is to provide a workforce that is not only adequate in quantity, but also quality according to the needs of the work unit. For this reason, studies on personnel management provide guidance in the process of acquisition, development, utilization, evaluation, and maintenance of the workforce as a whole so that the organization can operate optimally (Mulyana et al., 2025).
	Thus, the effectiveness of HR management in modern organizations depends on three main pillars: (1) the organization's ability to align HR practices with business strategies; (2) the use of data and analytics to support evidence-based decision-making; and (3) adaptive and competency-based work design and organizational structure. These three aspects complement each other and contribute to the creation of a productive, innovative, and sustainable organization.

Table 1. Summary of the Literature Review
	No.
	Author 
	Heading
	Method
	Findings

	1.
	(Widyaningru m et al., 2025)
	The role of job analysis in human resource development in educational institutions
	Literature Review
	Job analysis has a significant contribution to training planning, career development, and employee competency improvement. By conducting a good job analysis, educational institutions can ensure that human resource development runs in line with the vision and mission of the institution.

	2.
	(Ariyanti et al., 2024)
	The Influence of Effective Job Analysis Methods for Determining Recruitment and Selection Criteria for Employees
	Descriptive literature analysis
	Position analysis has a very important role in determining the effectiveness of the recruitment and employee selection process. Job analysis helps organizations clearly define qualifications, competencies, and work requirements so that the selection process becomes more objective, transparent, and in accordance with the needs of the organization

	3.
	(Mildawani, 2023)
	The Role of Job Analysis In Improving Employee Performance In Organizations
	Literature review
	Job analysis has a very important role in improving employee performance and managing human resources effectively. Job analysis helps to detail the tasks, responsibilities, skills, and qualifications required in a job, making it easier to select the right employees, develop competencies, assess fair performance, and improve operational efficiency.

	4.
	(Jumawan & Hidayat, 2023)
	Analys is of Recruitment, Talent Management, and Work Engagement Impact on Sustainability Organization at International Freight Forwarding Company
	Literature review
	Effective recruitment, good talent management, and employee engagement have a strong relationship with organizational sustainability. Proper recruitment allows companies to acquire competent employees early on, while talent management helps develop their skills on an ongoing basis. On the other hand, work attachment makes employees more loyal, productive, and connected to the organization's goals.

	5.
	(Sardi & Galinging, 2024)
	Human Resource Planning, Employee Placement, Job Analysis of Employee Performance (Literature Review)
	Literature review
	Human resource planners have a significant positive influence on employee performance. However, position analysis turns out to have only a positive effect but not significantly on employee performance. This is due to the presence of other factors that also influence.



Research Methods
	The method used in this study is a literature review, which is a systematic analysis process of various sources of information, such as journal articles, books, and other documents. This approach emphasizes on literature review as a research method. The main objective is to comprehensively identify and explore the role of job analysis in improving recruitment effectiveness and employee performance. By following the stages of a structured process, the literature review is expected to produce independent research findings that are relevant to the latest developments.

Result and Discussion
	The findings of this literature review show that job analysis plays a fundamental role in strengthening the overall effectiveness of human resource management (HRM). Across the reviewed studies, job analysis is consistently identified as a key foundation for essential HR functions, including recruitment, training, performance evaluation, and employee placement. Accurate job analysis ensures that organizations can identify the skills, behaviors, and competencies required for each role, enabling more precise alignment between job demands and employee capabilities. The review also highlights that integrating job analysis with Strategic HR Analytics (SHRA) enhances HR decision-making through the use of data-driven insights. The application of SHRA contributes to reducing employee turnover, improving job-person fit, and increasing employee engagement. Together, these findings indicate that when job analysis is combined with SHRA, HR procedures become more efficient, transparent, and strategically aligned with organizational goals.
	These results underscore the growing importance of combining traditional HR tools with modern data analytics to optimize human resource practices. Job analysis provides the structural clarity needed for HR processes, while SHRA offers real-time evidence that strengthens decision accuracy and long-term workforce planning. The integration of the two creates a more adaptive, competitive, and sustainable HRM system, particularly in organizations facing rapid technological and organizational change. Moreover, data-driven HR practices minimize subjective judgments and enhance fairness in employee evaluation and placement. The literature suggests that organizations that adopt this combination are better equipped to manage talent, anticipate workforce needs, and create strategic interventions that enhance productivity. Overall, the discussion indicates that the synergy between job analysis and SHRA is not only beneficial but increasingly essential for building a resilient and forward-looking HR management framework.

Conclusion
Conclusion Based on this literature review, it can be concluded that position analysis plays an important role in human resource management in organizations. Job analysis helps organizations understand the duties, responsibilities, and competencies required for each position, making it easier to place appropriate employees, plan training, develop competencies, and evaluate performance in a fair and effective manner. In addition, the implementation of Strategic HR Analytics (SHRA) supports the effectiveness of HR management by providing accurate data-driven information for decision-making, reducing turnover rates, increasing employee engagement, and strengthening organizational productivity and competitiveness. The effectiveness of modern HR management depends on three main pillars: aligning HR practices with business strategy, leveraging data and analytics for evidence-based decisions, and adaptive and competency-based work design and organizational structures. Overall, the combination of job analysis and data-driven approaches such as SHRA is able to create a productive, efficient, adaptive, and sustainable organization, thus supporting the optimal achievement of organizational goals.
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