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Abstract: This study aims to examine in depth the concepts of ethics, bias, and accountability in job analysis and their implications for human resource management practices. Job analysis is understood as an important basis for workforce planning, recruitment, selection, performance appraisal, and wage determination, so that errors or biases in the job analysis process can lead to unfair HR decisions and potential legal violations. This study uses a literature review method with a descriptive analytical approach to relevant articles and teaching materials. The results of the study show that job analysis that is not based on ethics and accountability tends to give rise to various biases, especially discrimination that is not related to job requirements. Bias can be reduced through the development of objective and competency-based job analysis, the use of structured and documented procedures, the involvement of multiple parties, and the strengthening of codes of ethics.
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Introduction
Job analysis can be understood as a structured process of examining a job by identifying key elements, such as tasks, responsibilities, skills, and knowledge that human resources (HR) must possess in order to perform a job effectively (Haryanto, 2021). Without job analysis, organizations risk applying inappropriate work criteria, unrealistic work standards, and recruitment processes that are not in line with organizational needs. Keeler et al., (2022) state that effective and efficient job analysis can help organizations determine appropriate positions so that the wage-setting process is more-fair and in line with labor standards. Furthermore, in developing and implementing job analysis to design and implement human resources, it is necessary to instill ethical values and fairness in the workplace (Sims, 2021). An inaccurate job analysis process will result in biased, unfair, and unlawful HR decisions, leading to incorrect selection decisions and penalties for an organization (Berenbon et al., 2023).
In the lecture on Ethics, Bias, and Accountability in Job Analysis, the job analysis process is prone to cognitive bias and subjectivity, such as favoritism, gender, age, or racial discrimination. This can reduce the fairness and effectiveness of HR decisions, thereby harming both individuals and organizations. Ethics and accountability are considered guidelines that steer the job analysis process to be conducted with integrity, transparency, and accountability. According to (Trisakti et al., 2023), ethics are principles of values and norms that serve as guidelines for assessing the right or wrong of human behavior, while accountability is the obligation to respond to and be responsible for an action. By adhering to ethics and accountability, the job analysis process can be conducted with integrity and accountability, resulting in fair HR decisions that are free from bias. (Birkelund et al., 2022) explain that bias in the job analysis process can have a negative impact on employment opportunities, job distribution, and access to career advancement. Storm et al., (2023) state that bias often colors various HR decisions and can affect the fairness of decisions.
Bias in job analysis not only harms individuals, but can also reduce the effectiveness of decisions and the overall performance of the organization. When an organization experiences bias in the job analysis process, the positions being analyzed tend to close opportunities for other individuals, thereby reducing trust, commitment, and job satisfaction (Khairnar, 2025). Conversely, a job analysis process that adheres to ethics and accountability tends to create a healthy, harmonious work climate and increased productivity (Okikiola & Ilesanmi, 2022). In Indonesia, gender discrimination is more common, with women facing various biases, such as being ignored or receiving unfair treatment compared to their male colleagues (Setianto, 2020). This situation highlights the need for objective job analysis that focuses on actual competencies.

Literature Review
Job analysis occupies a central position in the Human Resource Management system, serving as the basis for developing organizational structure, workforce planning, recruitment, selection, performance appraisal, and remuneration. Komalasari et al., (2022) emphasize that job analysis includes the criteria required for individuals to perform their duties, so that the job analysis process can have a positive impact on the quality of human resources. Naithani & Goyal, (2022) also explain that HR decisions must be based on the principles of fairness and social responsibility of the organization so that the job analysis process is not carried out arbitrarily and lacks transparency.
Research conducted by Setiawan et al., (2022) at PT SAS involved systematic job analysis through interviews, questionnaires, and observations involving supervisors, job holders, and HR. The results of this research were clear job descriptions and specifications that were used as the main basis for determining selection criteria, making the recruitment process more objective and transparent. Mahendra & Juliani (2022) also conducted research by compiling the formation and qualifications of a civil servant position based on job analysis and workload analysis guidelines. The results of the job analysis were then announced transparently to the public. These two examples show that job analysis has documented data, can involve many parties, and reduces the opportunity for bias or errors that can damage the organization's image.
Widayati (2020) conducted research through observation and interviews with workers at a hotel in Yogyakarta. The research found that the position of receptionist was required to be filled by a woman because they were considered to be more friendly and attractive to guests. This then became one of the requirements in the job specifications, whereby applicants had to be women, unmarried, of a certain age, and attractive in appearance. If the duties of a receptionist are described, serving guests or operating the reservation system does not require a specific gender, marital status, and so on. Thus, this case shows that the job requirements analysis process contains bias.
Bias can be reduced by ensuring that job analysis is based on objective data using structured methods. Wardhana (2023) emphasizes that job analysis must be based on objective and actual data to reduce subjectivity. The lecture material also encourages the use of competency-based analysis methodologies so that the information is truly valid and does not depend on personal assessment. Ningrum et al., (2020) show that job advertisements in Indonesia still often explicitly include criteria such as age, gender, marital status, physical appearance, and religion, thereby causing discrimination. Based on the ILO reference used, such requirements should be avoided in favor of requirements related to competence and skills. Storm et al., (2023) also emphasize the importance of involving panels from various departments during the job analysis process in order to gain a broader perspective and reduce individual bias.

Research Methods
	This study uses a literature review method with a descriptive analytical approach that aims to examine in depth the concepts of ethics, bias, and accountability in job analysis. The analysis is conducted qualitatively by analyzing to find patterns and theoretical implications. The data sources in this study come from national and international scientific journal articles and relevant teaching materials. The criteria included journal articles published within the last five years, discussing issues of ethics, bias, and accountability in job analysis, with priority given to Sinta and Scopus accreditation to strengthen the conceptual basis.
	
Result and Discussion
	The results of this literature-based analysis indicate that ethics, bias, and accountability play a crucial role in determining the accuracy and fairness of job analysis outcomes. The reviewed studies consistently show that when job analysis lacks ethical grounding and transparency, it becomes highly vulnerable to various forms of bias, including discriminatory judgments unrelated to actual job requirements. Such biases can distort essential HR decisions related to recruitment, selection, performance appraisal, and compensation, ultimately creating unfair workplace practices and potential legal risks. The findings also highlight that bias in job analysis commonly arises from subjective interpretations, inconsistent procedures, and reliance on unverified assumptions. To minimize these issues, the literature emphasizes the importance of developing job analysis systems that are objective and competency-based, supported by structured, well-documented procedures, and validated through the involvement of multiple stakeholders.
	The discussion of these findings underscores the necessity for HR practitioners to integrate strong ethical principles and accountability mechanisms into every stage of the job analysis process. Ethical job analysis not only ensures fairness but also strengthens the credibility of HR decisions by aligning them with job-related evidence rather than personal preference or organizational pressure. The incorporation of multiple evaluators, adherence to standardized procedures, and clear documentation helps reduce subjective bias and promotes transparency, making decisions more defensible in both organizational and legal contexts. Strengthening codes of ethics within HR departments also plays an important role in guiding analysts toward responsible behavior, particularly when dealing with sensitive decisions that impact employees' rights and career opportunities. Ultimately, these findings suggest that ethical and accountable job analysis is essential for maintaining organizational justice, preventing discriminatory practices, and improving the overall quality of human resource management.

Conclusion
Ethics, bias, and accountability are three inseparable aspects of job analysis. Job analysis is also a process that determines the extent to which HR decisions reflect fairness towards the dignity of workers. When ethics and accountability are ignored, job analysis tends to include criteria that are irrelevant to job requirements, thus opening up opportunities for bias, especially related to gender, age, and personality. This situation is detrimental to individuals and undermines trust, commitment, and organizational performance.
Bias in the job analysis process can be reduced by developing job descriptions and specifications based on tasks and competencies, using documentation, involving various panels, and strengthening the code of ethics. Thus, ethical and bias-free job analysis can contribute to a healthy work climate and improve the quality and performance of human resources.
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