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O*NET & Occupational Information Network [f]
5, &I 38 57 T4l gV TT R I T AE
IrHT ARG, W T 2 B AR i 45 (il PAQ.CMQ
) ML, BT O*NET SR T HRE 44 R 1] i
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WBEAERAL B, B 26 )2 N CAR S 1
26
5.1 O*NET
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PURLLAERE BG4, A EHRME F5 KRRV ARFE
[[IER 27 = LS RINE Ay (i IS 1 A A P
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(LA A P g . O*NET 32 FH T 43 2824 14 7 4 IR
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{6 T DR A R FRE S B A
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52
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249 ARV (R T4 43 B S A0 B 6T n) 0 56 24
P, I O*NET f— i T A% sh 1K F 0 fig 77 161
) 56 (GATB) 43 BRI, UERA KA O*NET
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*Li W D, Shi K, Taylor P J. Reconsidering Within-Job Variance
in Job Analysis Ratings: Replication and Extensions. Journal of
Business and Psychology, 2005, under review
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Advances in Job Analysis Studies

Li Wendong'?  Shi Kan'

(MInstitute of Psychology, Chinese Academy of Sciences, Beijing 100101 China)

(®Graduate University of Chinese Academy of Science, Beijing 100039 China)
Abstract: The influences of changing social and organizational context on the nature of work and law issues have
brought great challenges to traditional job analysis. This article first introduced future-oriented job analysis and
strategic job analysis, which give more concern to future demands of work and organization specific requirements.
Then studies on the relationship between job analysis and competency modeling was illustrated, suggesting that
competency modeling and job analysis need to be combined. After that, the authors reviewed the studies on
sources of variance in job analysis ratings and new psychometric theories used in these studies. Lastly, as an
example of new job analysis system, the Occupational Information Network (O*NET) developed by U.S.
Department of Labor was briefly addressed and new study directions in this field were suggested.
Key words: Job Analysis, Competency, Generalizability Theory, O*NET.



