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ABSTRACT 

This study intends to describe job analysis in the context of human 

resource management (MSDI). Job analysis can be interpreted as an 

activity to analyze or describe the work that must be done, how to do 

it and why a job must be done or done. The purpose of the analysis 

itself varies, both general goals and specific goals specific to the 

company or organization itself. Job analysis also contains steps that 

must be followed or passed. This study concludes that job analysis is 

an important thing for an organization or company so that its 

employees are able to work more optimally and better in organizing, 

implementing, as well as the running of the organization or company 

itself which is oriented to the future. In Islam job analysis is also 

discussed, Islam also regulates how job analysis itself is according to 

the legal foundations explained in an Islamic perspective. 
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INTRODUCTION 

After the human resource needs, then the next is to do an analysis of the work 

done by these humans (Carnevale & Hatak, 2020; Singh dkk., 2020; Zhang dkk., 

2019). Job analysis is a systematic effort in terms of collecting, assessing and 

organizing all types of work that exist in an organization or company (Mazzetti dkk., 

2021; Sverke dkk., 2019). Job analysis is carried out as a form of decomposition of 

activities that are very important in an organization or company because with an 

analysis of an employee's work, an employee will be able to know to what extent he 

is able to work or even be able to further improve his performance at work in the 

future. 

https://journal.ypidathu.or.id/index.php/solj/oai
https://creativecommons.org/licenses/by-sa/4.0/
https://doi.org/10.55849/solj.v1i1.48
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Job analysis activities are very important in an organization or company, 

because of the various actions that exist in the analysis carried out within the 

organization or company (Fernandes dkk., 2020; Frederick & VanderWeele, 2020; H. 

Lu dkk., 2018). So in this case the discussion discussed is a discussion of job 

analysis in the perspective of human resource management (MSDI). Analyzing 

work should not be ignored in human resource management, which is an important 

part of the process of achieving the success of an organization or company (Roscoe 

dkk., 2019; Tang dkk., 2018; Zaid dkk., 2018). In this article, the presentation of 

information regarding the importance of a job analysis in the concept of human 

resource management, as well as the presentation of the steps that must be taken in 

analyzing jobs in an organization or company. 

In this case, company management must know what things are needed in a job 

and then determine certain qualified people who must be recruited to do the job. If a 

company is wrong in carrying out a job analysis, it will have an impact on all efforts 

to improve human resources to be useless in its implementation. In job analysis 

there are also steps that need to be carried out in its implementation, such as 

determining the use of analysis information results, collecting information about the 

background being analyzed, selecting positions being analyzed, collecting job 

analysis information, reviewing information from certain parties, compiling job 

descriptions and job specifications as well as calculations in the development of a 

company or organization. 

 

RESEARCH METHODOLOGY 

In this case, the method used in making this article is a library research 

method or library research (Lehtola dkk., 2018; L. Lu dkk., 2021; Poyet dkk., 2019). 

Which is done by means or techniques of collecting data from books, literature, 

records and reports that we found in the literature related to job analysis. In this 

case we study and study materials related to job analysis material, then we carry out 

an analysis which we then develop in a descriptive form or we describe it in the 

form of paragraphs. The context discussed is related to the analysis of the work 

itself qualitatively with the existing conceptual. Activities carried out start from 

reading, taking notes, identifying, compiling the data obtained which is then 

analyzed to draw conclusions on material obtained from existing sources. 

 

RESULT AND DISCUSSION 

Job analysis is analyzing and designing what work to do, how to do it, and 

why to do it (Klug dkk., 2019; Lopes & Oliveira, 2020). Job analysis will provide 

information regarding job descriptions, job specifications and job evaluation. Job 

analysis is written information about what jobs must be done in a company so that 

goals are achieved (Ahrari dkk., 2021; Sakurada dkk., 2021). Job analysis is a 

systematic process to identify the characteristics of a job. Various information can 

be obtained through job analysis. Includes duties, authorities and responsibilities 
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demanded by a job (Kim & Canagarajah, 2021; Liaqait dkk., 2021). Based on this 

information, it will be possible to determine the requirements that must be owned 

by someone to be able to do a job. So, can be concluded that job analysis is a 

systematic activity carried out by examining or sorting out a job by determining the 

tasks, authorities, obligations and responsibilities of a job needed to do work in an 

organization or company. 

The purpose of analyzing work in the organizational structure is to provide 

clarity or understanding to new employees, and also illustrate how much influence 

the analysis has on the influence of employee growth to create an organization in a 

Company (Sugie, 2018). It will work well to be able to advance the company but the 

purpose of this analysis is so that the company can also compete with other 

companies if at the moment a company is still not developing, then job analysis is 

used so that employees in the company can compete or can compete with other 

companies with doing the analysis, we also know where the company's weak points 

are and for us to improve in the future. 

If there is no structure within the company then everything is the same so no 

one is managing the company. If that happens then the company will not run 

because it could be that many employees choose a relaxed position and can also be 

scrambling to choose a high position so the importance of organizational structure 

in the company, namely to regulate every field that will be undertaken by analyzing 

the work which is very powerful (Fan dkk., 2018; Jermsittiparsert dkk., 2019; Urbinati 

dkk., 2019). The aim of the analysis is to find out the position in which the 

employee will be placed, and so that the goal is for the company to be able to 

compete with other companies. If when analyzing the job when starting recruitment 

there is a mistake in the location. Then there is a company that is not running 

smoothly because the position occupied by the employee is not right with the 

expertise requiring job analysis and really needs a company structure if the 

company will not run properly, but if you already have an organizational structure 

and job analysis (Lee dkk., 2018). The company will run well and be able to 

compete with other companies as well as large companies. But if you already have 

an organizational structure and job analysis, the company will run well and be able 

to compete with other companies as well as large companies (Raza dkk., 2020; 

Thorlakson dkk., 2018; Wagner dkk., 2018). But if you already have an 

organizational structure and job analysis, the company will run well and be able to 

compete with other companies as well as large companies. 

Meanwhile, in the practice of human resource management, job analysis 

involves a lot of workforce recruitment which will also be planned systematically. 

But job analysis also has benefits, as follows. According to (Boselli dkk., 2018; 

Mäkikangas, 2018), the benefits of job analysis, are: 1) Provide an overview of 

challenges originating from the environment that affect the work of employees. 2) 

Eliminate unnecessary job requirements because they are based on discriminatory 

thinking. 3) Finding elements of work that encourage or hinder the quality of work 
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of employees. 4) Planfuture employment. 5) Customize applications that enter job 

vacancies. 6) Assist in determining human resource management policies and 

programs. 7) Set realistic performance standards. 8) Play a role in the placement of 

employees to match the level of knowledge, expertise and experience required. 9) 

Identify the relationship between supervisors and subordinates. 10) Facilitate 

redesign, especially in the event of mergers, acquisitions and downsizing of the 

organization. 11) stimating the appropriate compensation value for each position in 

accordance with the workload, working conditions, obligations and job 

specifications required in a particular position. 

The steps taken in job analysis are as follows (Wang dkk., 2020) Determine the 

use of job analysis information results, gather background information, selecting the 

muwakal (person who will be entrusted with) the position to be analyzed, gather job 

analysis information, reviewing information with interested parties, develop job 

descriptions and job specifications and forecast / take into account the development 

of the company. Step fromanalyze the work, as follows, Provides a view of a job, in 

relation to the organization as a whole, drives determination of how job analysis 

and job design information will be used, job selectionto be analyzed, gather 

information to be used, develop job descriptions and repare job specifications 

(Chancellor dkk., 2018). 

The method used in job analysis according to as follows (Duan dkk., 2019; Quan 

dkk., 2020; Voinov dkk., 2018): 1) Interview, used to collect analytical data from 

employee work, interviews are conducted individually with each employee, or can 

be conducted with groups that have the same job. Interviews were conducted by 

supervisors (superiors) to their subordinates to find out how far the work carried out 

by employees had been carried out properly. 2) Questionnaire, this is done by filling 

in the data that has been given by the supervisor with a written test form that asks 

employees to indicate whether they have carried out their duties properly and how 

much time the employee has used. 3) Observation, used for work consisting of 

physical activity. This is done by observing the work during the work cycle and 

then recording it. 4) Notes of Participant Reports, done by asking workers to keep a 

record of what they do and when. 5) Writing Job Descriptions, it is a written 

statement about what the worker must do, how to do it and what the working 

conditions are. The information used contains the knowledge, abilities and skills 

needed to do the job satisfactorily. 

Types of job analysis, as follows (Schellenberg dkk., 2018; Zhou dkk., 2018): 1) 

Traditional job analysis (traditional job analysis), in this model, only looking for 

information about detailed responsibilities of an organizational unit to a position 

must be responsible, must be subject to the direction and implementation control 

section, the general obligations of someone who is holding a position, the minimum 

qualifications shown as eligibility. 2) Results-oriented job analysis (result-oriented job 

descriptionor RODs), this type assumes that the job description will be longeruseful 
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if the job description clarifies the organization's expectations of workers and relates 

between duties, standards, skills and minimum qualifications. 

In the perspective of human resource management, job analysis itself is an 

activity that must be carried out by every organization or company. Activities that 

become a reference in evaluating the performance of each employee in the 

organization or company. The methods used in carrying out job analysis are the 

methods that are commonly used by the company itself, which are approved by the 

company or organization itself. Job analysis has a good influence on a company or 

organization because analysis is able to make the organization or company better 

because employees are able to know how far their performance is assessed in the 

organization or company, so that they are able to do a better job in the future for the 

organization or company (Useche dkk., 2018). Analysis itself is able to make employees 

more responsible for their work, increase their skills and do jobs that according to them 

are able to improve the company or organization they run. 

An organization or company within the scope of human resource 

management, the implementation of job analysis itself has its own method 

depending on the organization or company itself. Whether it's implementation 

through traditional or oriented methods (Davidescu dkk., 2020). Even in its activities 

in human resource management, prior to job analysis there is also human resource 

planning, job classification and job evaluation carried out in line with the job 

analysis in an organization or the company itself. 

 

CONCLUSION  

Job analysis is an analysis and design of what work must be done, how to do 

it, and why the work must be done. Job analysis is a systematic activity in studying 

a job by determining the duties, obligations and responsibilities of a job, the 

knowledge, abilities and skills needed to do the job in an organization or company 

concerned. The objectives of the job analysis itself include: (1) getting workers in the 

right positions, (2) giving satisfaction to the workforce, (3) creating a conducive 

working climate and conditions. There are two types of job analysis, namely (1) 

traditional job analysis, (2) result-oriented job analysis. The methods used in 

collecting job analysis data, such as: interviews, questionnaires, observations and 

participant report notes. The steps used in job analysis depend on the organization 

or company itself, depending on the implementation of the policies set according to 

the conditions that have been set. 

 

REFERENCES 

Ahrari, S., Roslan, S., Zaremohzzabieh, Z., Mohd Rasdi, R., & Abu Samah, A. (2021). 

Relationship between teacher empowerment and job satisfaction: A Meta-

Analytic path analysis. Cogent Education, 8(1), 1898737. 

https://doi.org/10.1080/2331186X.2021.1898737 

https://doi.org/10.1080/2331186X.2021.1898737


Job Analysis in Organizational Structure on Employee Performance 

45 

Boselli, R., Cesarini, M., Mercorio, F., & Mezzanzanica, M. (2018). Classifying online 

Job Advertisements through Machine Learning. Future Generation Computer 

Systems, 86, 319–328. https://doi.org/10.1016/j.future.2018.03.035 

Carnevale, J. B., & Hatak, I. (2020). Employee adjustment and well-being in the era of 

COVID-19: Implications for human resource management. Journal of Business 

Research, 116, 183–187. https://doi.org/10.1016/j.jbusres.2020.05.037 

Chancellor, J., Margolis, S., Jacobs Bao, K., & Lyubomirsky, S. (2018). Everyday 

prosociality in the workplace: The reinforcing benefits of giving, getting, and 

glimpsing. Emotion, 18(4), 507–517. https://doi.org/10.1037/emo0000321 

Davidescu, A. A., Apostu, S.-A., Paul, A., & Casuneanu, I. (2020). Work Flexibility, 

Job Satisfaction, and Job Performance among Romanian Employees—

Implications for Sustainable Human Resource Management. Sustainability, 

12(15), 6086. https://doi.org/10.3390/su12156086 

Duan, X., Ni, X., Shi, L., Zhang, L., Ye, Y., Mu, H., Li, Z., Liu, X., Fan, L., & Wang, 

Y. (2019). The impact of workplace violence on job satisfaction, job burnout, and 

turnover intention: The mediating role of social support. Health and Quality of 

Life Outcomes, 17(1), 93. https://doi.org/10.1186/s12955-019-1164-3 

Fan, S., Ai, Q., & Piao, L. (2018). Bargaining-based cooperative energy trading for 

distribution company and demand response. Applied Energy, 226, 469–482. 

https://doi.org/10.1016/j.apenergy.2018.05.095 

Fernandes, J. D., Sarabipour, S., Smith, C. T., Niemi, N. M., Jadavji, N. M., Kozik, A. 

J., Holehouse, A. S., Pejaver, V., Symmons, O., Bisson Filho, A. W., & Haage, A. 

(2020). A survey-based analysis of the academic job market. ELife, 9, e54097. 

https://doi.org/10.7554/eLife.54097 

Frederick, D. E., & VanderWeele, T. J. (2020). Longitudinal meta-analysis of job 

crafting shows positive association with work engagement. Cogent Psychology, 

7(1), 1746733. https://doi.org/10.1080/23311908.2020.1746733 

Jermsittiparsert, K., Siam, M. R. A., Issa, M. R., Ahmed, U., & Pahi, M. H. (2019). Do 

consumers expect companies to be socially responsible? The impact of corporate 

social responsibility on buying behavior. Uncertain Supply Chain Management, 

741–752. https://doi.org/10.5267/j.uscm.2019.1.005 

Kim, M., & Canagarajah, S. (2021). Student Artifacts as Language Learning Materials: 

A New Materialist Analysis of South Korean Job Seekers’ Student‐Generated 

Materials Use. The Modern Language Journal, 105(S1), 21–38. 

https://doi.org/10.1111/modl.12686 

Klug, K., Bernhard-Oettel, C., Mäkikangas, A., Kinnunen, U., & Sverke, M. (2019). 

Development of perceived job insecurity among young workers: A latent class 

growth analysis. International Archives of Occupational and Environmental 

Health, 92(6), 901–918. https://doi.org/10.1007/s00420-019-01429-0 

Lee, C., Huang, G.-H., & Ashford, S. J. (2018). Job Insecurity and the Changing 

Workplace: Recent Developments and the Future Trends in Job Insecurity 

Research. Annual Review of Organizational Psychology and Organizational 

https://doi.org/10.1016/j.future.2018.03.035
https://doi.org/10.1016/j.jbusres.2020.05.037
https://doi.org/10.1037/emo0000321
https://doi.org/10.3390/su12156086
https://doi.org/10.1186/s12955-019-1164-3
https://doi.org/10.7554/eLife.54097
https://doi.org/10.1080/23311908.2020.1746733
https://doi.org/10.5267/j.uscm.2019.1.005
https://doi.org/10.1111/modl.12686
https://doi.org/10.1007/s00420-019-01429-0


Job Analysis in Organizational Structure on Employee Performance 

46 

Behavior, 5(1), 335–359. https://doi.org/10.1146/annurev-orgpsych-032117-

104651 

Lehtola, S., Steigemann, C., Oliveira, M. J. T., & Marques, M. A. L. (2018). Recent 

developments in libxc—A comprehensive library of functionals for density 

functional theory. SoftwareX, 7, 1–5. https://doi.org/10.1016/j.softx.2017.11.002 

Liaqait, R. A., Hamid, S., Warsi, S. S., & Khalid, A. (2021). A Critical Analysis of Job 

Shop Scheduling in Context of Industry 4.0. Sustainability, 13(14), 7684. 

https://doi.org/10.3390/su13147684 

Lopes, J., & Oliveira, C. (2020). Teacher and school determinants of teacher job 

satisfaction: A multilevel analysis. School Effectiveness and School Improvement, 

31(4), 641–659. https://doi.org/10.1080/09243453.2020.1764593 

Lu, H., Shi, J., Fei, Z., Zhou, Q., & Mao, K. (2018). Analysis of the similarities and 

differences of job-based scheduling problems. European Journal of Operational 

Research, 270(3), 809–825. https://doi.org/10.1016/j.ejor.2018.01.051 

Lu, L., Meng, X., Mao, Z., & Karniadakis, G. E. (2021). DeepXDE: A Deep Learning 

Library for Solving Differential Equations. SIAM Review, 63(1), 208–228. 

https://doi.org/10.1137/19M1274067 

Mäkikangas, A. (2018). Job crafting profiles and work engagement: A person-centered 

approach. Journal of Vocational Behavior, 106, 101–111. 

https://doi.org/10.1016/j.jvb.2018.01.001 

Mazzetti, G., Robledo, E., Vignoli, M., Topa, G., Guglielmi, D., & Schaufeli, W. B. 

(2021). Work Engagement: A meta-Analysis Using the Job Demands-Resources 

Model. Psychological Reports, 003329412110519. 

https://doi.org/10.1177/00332941211051988 

Poyet, M., Groussin, M., Gibbons, S. M., Avila-Pacheco, J., Jiang, X., Kearney, S. M., 

Perrotta, A. R., Berdy, B., Zhao, S., Lieberman, T. D., Swanson, P. K., Smith, M., 

Roesemann, S., Alexander, J. E., Rich, S. A., Livny, J., Vlamakis, H., Clish, C., 

Bullock, K., … Alm, E. J. (2019). A library of human gut bacterial isolates paired 

with longitudinal multiomics data enables mechanistic microbiome research. 

Nature Medicine, 25(9), 1442–1452. https://doi.org/10.1038/s41591-019-0559-3 

Quan, C., Cheng, X., Yu, S., & Ye, X. (2020). Analysis on the influencing factors of 

carbon emission in China’s logistics industry based on LMDI method. Science of 

The Total Environment, 734, 138473. 

https://doi.org/10.1016/j.scitotenv.2020.138473 

Raza, A., Rather, R. A., Iqbal, M. K., & Bhutta, U. S. (2020). An assessment of 

corporate social responsibility on customer company identification and loyalty in 

banking industry: A PLS-SEM analysis. Management Research Review, 43(11), 

1337–1370. https://doi.org/10.1108/MRR-08-2019-0341 

Roscoe, S., Subramanian, N., Jabbour, C. J. C., & Chong, T. (2019). Green human 

resource management and the enablers of green organisational culture: Enhancing 

a firm’s environmental performance for sustainable development. Business 

Strategy and the Environment, 28(5), 737–749. https://doi.org/10.1002/bse.2277 

https://doi.org/10.1146/annurev-orgpsych-032117-104651
https://doi.org/10.1146/annurev-orgpsych-032117-104651
https://doi.org/10.3390/su13147684
https://doi.org/10.1080/09243453.2020.1764593
https://doi.org/10.1016/j.ejor.2018.01.051
https://doi.org/10.1137/19M1274067
https://doi.org/10.1016/j.jvb.2018.01.001
https://doi.org/10.1177/00332941211051988
https://doi.org/10.1038/s41591-019-0559-3
https://doi.org/10.1016/j.scitotenv.2020.138473
https://doi.org/10.1108/MRR-08-2019-0341
https://doi.org/10.1002/bse.2277


Job Analysis in Organizational Structure on Employee Performance 

47 

Sakurada, L., Geraldes, C. A. S., Fernandes, F. P., Pontes, J., & Leitão, P. (2021). 

Analysis of New Job Profiles for the Factory of the Future. Dalam T. Borangiu, D. 

Trentesaux, P. Leitão, O. Cardin, & S. Lamouri (Ed.), Service Oriented, Holonic 

and Multi-Agent Manufacturing Systems for Industry of the Future (Vol. 952, 

hlm. 262–273). Springer International Publishing. https://doi.org/10.1007/978-3-

030-69373-2_18 

Schellenberg, F., Gnad, D. R. E., Moradi, A., & Tahoori, M. B. (2018). An inside job: 

Remote power analysis attacks on FPGAs. 2018 Design, Automation & Test in 

Europe Conference & Exhibition (DATE), 1111–1116. 

https://doi.org/10.23919/DATE.2018.8342177 

Singh, S. K., Giudice, M. D., Chierici, R., & Graziano, D. (2020). Green innovation and 

environmental performance: The role of green transformational leadership and 

green human resource management. Technological Forecasting and Social 

Change, 150, 119762. https://doi.org/10.1016/j.techfore.2019.119762 

Sugie, N. F. (2018). Work as Foraging: A Smartphone Study of Job Search and 

Employment after Prison. American Journal of Sociology, 123(5), 1453–1491. 

https://doi.org/10.1086/696209 

Sverke, M., Låstad, L., Hellgren, J., Richter, A., & Näswall, K. (2019). A Meta-

Analysis of Job Insecurity and Employee Performance: Testing Temporal 

Aspects, Rating Source, Welfare Regime, and Union Density as Moderators. 

International Journal of Environmental Research and Public Health, 16(14), 

2536. https://doi.org/10.3390/ijerph16142536 

Tang, G., Chen, Y., Jiang, Y., Paillé, P., & Jia, J. (2018). Green human resource 

management practices: Scale development and validity. Asia Pacific Journal of 

Human Resources, 56(1), 31–55. https://doi.org/10.1111/1744-7941.12147 

Thorlakson, T., de Zegher, J. F., & Lambin, E. F. (2018). Companies’ contribution to 

sustainability through global supply chains. Proceedings of the National Academy 

of Sciences, 115(9), 2072–2077. https://doi.org/10.1073/pnas.1716695115 

Urbinati, A., Bogers, M., Chiesa, V., & Frattini, F. (2019). Creating and capturing value 

from Big Data: A multiple-case study analysis of provider companies. 

Technovation, 84–85, 21–36. https://doi.org/10.1016/j.technovation.2018.07.004 

Useche, S. A., Gómez, V., Cendales, B., & Alonso, F. (2018). Working Conditions, Job 

Strain, and Traffic Safety among Three Groups of Public Transport Drivers. 

Safety and Health at Work, 9(4), 454–461. 

https://doi.org/10.1016/j.shaw.2018.01.003 

Voinov, A., Jenni, K., Gray, S., Kolagani, N., Glynn, P. D., Bommel, P., Prell, C., 

Zellner, M., Paolisso, M., Jordan, R., Sterling, E., Schmitt Olabisi, L., 

Giabbanelli, P. J., Sun, Z., Le Page, C., Elsawah, S., BenDor, T. K., Hubacek, K., 

Laursen, B. K., … Smajgl, A. (2018). Tools and methods in participatory 

modeling: Selecting the right tool for the job. Environmental Modelling & 

Software, 109, 232–255. https://doi.org/10.1016/j.envsoft.2018.08.028 

https://doi.org/10.1007/978-3-030-69373-2_18
https://doi.org/10.1007/978-3-030-69373-2_18
https://doi.org/10.23919/DATE.2018.8342177
https://doi.org/10.1016/j.techfore.2019.119762
https://doi.org/10.1086/696209
https://doi.org/10.3390/ijerph16142536
https://doi.org/10.1111/1744-7941.12147
https://doi.org/10.1073/pnas.1716695115
https://doi.org/10.1016/j.technovation.2018.07.004
https://doi.org/10.1016/j.shaw.2018.01.003
https://doi.org/10.1016/j.envsoft.2018.08.028


Job Analysis in Organizational Structure on Employee Performance 

48 

Wagner, A. F., Zeckhauser, R. J., & Ziegler, A. (2018). Company stock price reactions 

to the 2016 election shock: Trump, taxes, and trade. Journal of Financial 

Economics, 130(2), 428–451. https://doi.org/10.1016/j.jfineco.2018.06.013 

Wang, H., Jin, Y., Wang, D., Zhao, S., Sang, X., & Yuan, B. (2020). Job satisfaction, 

burnout, and turnover intention among primary care providers in rural China: 

Results from structural equation modeling. BMC Family Practice, 21(1), 12. 

https://doi.org/10.1186/s12875-020-1083-8 

Zaid, A. A., Jaaron, A. A. M., & Talib Bon, A. (2018). The impact of green human 

resource management and green supply chain management practices on 

sustainable performance: An empirical study. Journal of Cleaner Production, 204, 

965–979. https://doi.org/10.1016/j.jclepro.2018.09.062 

Zhang, X., Lan, Y., Xu, J., Quan, F., Zhao, E., Deng, C., Luo, T., Xu, L., Liao, G., Yan, 

M., Ping, Y., Li, F., Shi, A., Bai, J., Zhao, T., Li, X., & Xiao, Y. (2019). 

CellMarker: A manually curated resource of cell markers in human and mouse. 

Nucleic Acids Research, 47(D1), D721–D728. https://doi.org/10.1093/nar/gky900 

Zhou, X., Yeh, A. G., Li, W., & Yue, Y. (2018). A commuting spectrum analysis of the 

jobs–housing balance and self-containment of employment with mobile phone 

location big data. Environment and Planning B: Urban Analytics and City 

Science, 45(3), 434–451. https://doi.org/10.1177/2399808317707967 

 

Copyright Holder : 

© Rong Shi Shu et al.  (2023). 

 

First Publication Right : 

© Sharia Oikonomia Law Journal 

 

This article is under: 

 

https://doi.org/10.1016/j.jfineco.2018.06.013
https://doi.org/10.1186/s12875-020-1083-8
https://doi.org/10.1016/j.jclepro.2018.09.062
https://doi.org/10.1093/nar/gky900
https://doi.org/10.1177/2399808317707967

