Module 1.1: The Importance of I-O Psychology
The Importance of Work in People’s Lives
Work is important for most people. 
· We spend most of our waking hours working: either in part -time jobs or full-time jobs
Work is not just about an exchange of money but an experience. 
· National Research Council (1999) asked participants “If you were to get enough money to live as comfortably as would you like for the rest of your life, would you continue to work or would you stop working?”
· Average of 70% said continue working 
· Supporting the notion of how people would continue to work even if given the opportunity to stop.  
· 2010: Follow-up study showed that while the numbers have declined from 1980-2006, most people will continue to work (68%) even if they win the lottery 
Importance of work defines characteristics, who we are, and value to ourselves, family, and society. 
The Concept of “Good Work”
Psychology has ignored how workers “conceptualized their daily experiences-goals and concerns they bring to the workplace”
Good work (defined by Gardner): exhibits a high level of expertise, and it entails regular concern with the implications and applications of an individual’s work for the wider world
· Difficult to do because some people might cut corners or do comprised work: work that is not illegal or unethical, but that still undermines the core values of a trade or profession 
· Example: plumber using cheaper materials for a repair
· I-O psychologist David Morris & his team worked in Iraq to screen applicants in Baghdad to restore civil order I Iraq instead of working in major cities in the United States & earning more money
Good or bad work can be defined in various ways. It’s just ethical or unethical actions. 
Bad work (defined by Gardner): resigning to our fate and instead of quitting, an individual continues and do not perform good work
I-O psychology is potentially “good work” because enables individuals to develop & use skills and use them to benefit someone and/or themselves. 
Mid-1990s: I-O psychology has grown rapidly to research the feelings of workers bring and take from the workplace. 
· Work-life balance issues are another area of research
Authenticity: A Trend of Interest to I-O Psychologists
Authenticity (real, genuine) has become a popular concept in the USA
· Reflected in TV shows showing the real life of people’s work (Ice Road Truckers, American Idol)
· I-O psychology definition: an emotionally appropriate, significant purpose, and responsible mode of human life (McKean, 2005)
· Reflects in the good work & inspirational leadership
What is I-O Psychology?
Industrial-organizational (I-O) psychology: the application of psychological principles, theory, and research to the work setting 
· Stretches beyond work for things outside of work can influence an employee (e.g., culture, family)
Work behavior is influenced by the individual’s personality and often the work events that occur in the employment 
· Also studies how work life affects home life 
I-O psychology combines knowledge & skills that can be applied in various ways 
Society for Industrial and Organizational Psychology (SIOP): an association to which many I-O psychologists, both practitioners and researchers, belong. Designated as Division 14 of the American Psychological Association (APA).
Formal definition for I-O psychology (defined by SIOP): recognize the interdependence of individuals, organizations, and society, and they recognize the impact of factors such as increasing government influences, growing consumer awareness, skill shortages, and the changing nature of the workforce. I-O psychologists facilitate responses to issues and problems involving people at work by serving as advisors and catalysts for business, industry, labor, public, academic, community, and health organizations. 
· Scientists: derive principles of individual, group & organizational behavior through research
· Consultants & staff psychologists: develop scientific knowledge & apply to solve the problem
· Teachers: train in the research & application of I-O psychology
I-O psychology has 3 areas of study:
· Personnel psychology: field of psychology that addresses issues such as recruitment, selection, training, performance appraisal, promotion, transfer, and termination.
· See as part of human resources management or HRM: practices such as recruitment, selection, retention, training, and development of people (human resources) in order to achieve individual and organizational goals. 
· Assumes that individuals are consistently different in their attributes and work behaviors and that info about these differences can be used to predict, maintain, & increase work performance & satisfaction. 
· Organizational psychology: combines research and ideas from social psychology and organizational behavior and addresses the emotional and motivational side of work 
· Topics: attitudes, fairness, motivation, stress, leadership
· Concentrates on the reactions of people to work and the action plans that develop as a result of those reactions
· Extent to how people’s characteristics match their work for both work and people are two distinct variables 
· Not as direct as personnel psychology for implications to work 
· Human engineering (aka human factors psychology): study of capacities and limitations of humans in respect to a particular environment 
· Opposite the personnel approach: develop an environment that is compatible to the employees’ characteristics v. finding a person who fits the job
· Environment aspects: tools, workspaces, shift work
· Integrates other fields: cognitive science, ergonomics, exercise physiology, & anatomy
Scientist-practitioner model: a model that uses scientific tools and research in the practice of I-O psychology
· Research is used to address problems 
· Not every I-O psychologist is an active researcher or active practitioner 
· Some research & practice while others do one or the other 
I-O Psychology’s Contributions to Society
Current I-O psychologists place efforts in sustainability & environmentally conscious organizations. 
· Traditional business purposes (cost savings) → eco-benefits 
· Online testing & assessment, telecommunication, & compressed worksheets
· Current company: Panasonic announcer their eco-sustainability goals of drop-off locations for electronics recycling program & reduce green gas house emissions at HQ by half
I-O Psychologists Ones & Dilchert (2012): studying & measuring employees’ green behavior 
· 5 dimensions
· Conserving: finding new uses for discarded or surplus items
· Avoiding harm: disposing of waste properly
· Transforming: using innovations to reduce environmental impact
· Influencing others: persuading others to use environmentally responsible products
· Taking initiative: behaving environmentally responsible wat even when its inconvenient)
Norton & colleagues: + relationship between green behavioral intentions & next day employee green behavior only when employees feel supported 
Carr: Humanitarian issues being influenced by I-O psychologists or GOHWP 
· Promote prosocial psychology of humanitarian work psychology: the application of I-O psychology to the humanitarian arena, especially poverty reduction and the promotion of decent work, aligned w/local stakeholders’ needs, and in partnership with global aid/development groups.
· Knowledge of team building, organizational justice → type of knowledge & skills needed to bring together coalition of govts
Caligiuri: Northeastern University’s Cultural Agility Leadership Lab partnered with Peace Corps to connect corporate sponsored international volunteers w/nongovernmental organizations 
· Connects volunteers who need international experience and nongovernmental with experienced volunteers
Corporate social responsibility (CSR): organizational actions & policies that take into account stakeholders' expectations as well as economic, social, and environmental performance. 
· Services: employee volunteering, donating a portion of sales to charity/schools in need 
· Good for companies' reputation
Evidence-Based I-O Psychology 
Most I-O psychologists use empirical research to make evidence-based decisions.
· Seen in HR: decision-making process that combines critical thinking & available scientific evidence
Develop & utilize evidence-based practices due to the adoption of scientists-practitioner model 
SIOP & Society for Human Resource Management (SHRM) are making advancements in evidence-based I-O psychology for HR practitioners to use in the field
SIOP as a Resource
Society for Industrial and Organizational Psychology is the best resource for I-O psychology
· Accepts student members
· www.siop.org 
TIP (The Industrial-Organizational Psychologist) Quarterly newspaper provides I-O psychologists with the latest info about the field
3 Goals for the Re-branding introduced in May 2014 Conference
· Promoting the science of I-O psychology
· Increasing SIOP’s contributions to organizations & societies
· Educating future I-O psychologists & others who might collaborate w/I-O psychologists in research or applied projects
How This Course Can Help You
Spend 50% or more of waking weekday hours at work 
Help you understand what you are experiencing at work: broader context for you to understand policies & practices that are likely to happen at work
· Understand if HR policies are up to date, effective or ineffective, 
· Managing the work of others and/or developing work-related policies: good foundations for developing and/or implementing effective policies
· Hear loved ones talking about the joys & frustrations of work: act as a resource to understand their policies
Difference btw HR courses & I-O psychology: scientist-practitioner model 
· Applies results of scientific research to real-world problems
· Relies on best practices & science
Students will consume I-O psychology & be exposed to it through consultants → knowledgeable consumers
Welfare-to-work program: program that requires individuals to work in return for government subsidies
Telecommuting: accomplishing work tasks from a distant location using electronic communication media
Virtual team: team that has widely dispersed members working together a common goal and linked through computers and other technology
Have knowledge to add to modern changes to work
The Importance of Understanding the Younger Worker
Most of the published research: managerial, professional, and other white-collar full-time employees who are older than young adults 
Austria, Denmark, & Sweden (2001): 70% of young adults people btw 15-24 years old 
· US & Canada: 80% of high school students work for pay 
Mistaken to ignore the population of young workers (Loughlin & Barling, 2001)
· Represent a large portion of a population of part-time workers & as part-time work becomes more common, need to know all experience of part-time work 
· First job is likely to have a substantial influence on the filters through subsequent work experiences
· Teenagers are more influenced by work environments than adults & attitudes/aspirations are stable once established during teenage years 
Media characterized first time job as full-time jobs instead of education but most peoples have a full-time job & full-time students
Little research has been done on younger workers
· Young adults provide opportunity to use current skills or develop more skills
· Younger adults who do not have opportunities to use current skills or develop new skills, cynicism & lack of interest in the work can result
· Young workers represent a very valuable commodity or resources due to higher education, higher technology skills
Entry level, paid work often has menial activities that don’t help develop skills → negative experience of work but transform into a positive one
College students who work & study struggle to keep a balance → negative school life (Butler, 2007)
· More seen in student working long hours & no control over student-worker hours
· Work & school connected led to a school satisfaction & school performance increase
· Argued that school should come first & work facilitates the education experience
· Universities should be more proactive in creating or facilitating work programs that foster work & educational experiences
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Table 1.2: Common jobs titles for I-O psychologists
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