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Commercially available questionnaires:
description of, 34; recommended
alternative to, 34-35

Communication dimension: description
of, 57; interpreting the WCP, 60,
252; WCP scale on, 57

Competencies. See Job competencies

259

—p—



—p—

260 INDEX

Conformity and propriety dimension,
56

Conscientiousness, 24

Controlling harassment dimension:
description of, 58; interpreting WCP
of, 62, 254

Costa, P. T, Jr., 24
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H

Halo effect, 72

Harassment control dimension:
description of, 58; interpreting WCP
of, 62, 254

Harvey, R. ], 11,17, 23

Hiring process: benefits of conducting
effective, 3—4; job analysis application
for, 13—15. See also Candidates

Hofstede, G., 54

Hofstede, G. J., 54

Hughes, G. L., 36

Human capital life cycle: overview of, 4;
six steps of the, 410

Human capital life cycle steps: 1. job
analysis, 4-5; 2. recruitment, 5-6; 3.
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template job analysis, 99-104; for
production operations job analysis,
114-120; for professional
administrative job analysis, 176-181;
for sales and sales management job
analysis, 144—150; for senior
management/executive job analysis,
202-209; for supervisory/first-line
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WCP, 61-62, 251; WCP scale of, 58

Managing change dimension: description
of, 56; interpreting WCP, 61-62,
253; WCP scale of, 59

Managing work for effectiveness:
description of, 56; interpreting the
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anchored graphic rating scale of,
69fig; description of, 68; graphic
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Supervisory/first-line manager job
analysis template: description of, 45;
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250-258; scoring the WCP, 255

Work Setting Characteristics Inventory,
56

Y
Young, M., 14



