Module 1.2: 
The Past, The Present, & Future of I-O Psychology
The Past: A Brief History of I-O Psychology
More in-depth is in Koppes’ (2007) book
Parallel developments in other countries & the USA 
Morris Viteles (one of the first modern United States I-O psychologists) described the field of I-O Psychology between 1922-1932
· Arthur Kornhauser did the same for England & Germany 
Other I-O psychologists have published books on the history of I-O Psychology across the globe 
To see how the field of I-O Psychology is in present times and where it is going, one must learn how the field got here
· Santayana: “Those who cannot remember the past are condemned to repeat it.”
· Looking to past leads to a guess of future events 
· Can see a difference in Table 1.3 & Table 1.4: lists of articles has developed since 1917
· The increase in articles stems from a change in the world of work since 1917 & accumulation of knowledge about work-related behavior 
Table 1.5: broad timeline of the evolution of I-O Psychology
1876-1930
History of I-O Psychology starts with the beginning of psychology
· 1876: Wilhelm Wundt founded one of the first psychological labs 
· Planned to put scientific psychology on an even footing with other fields of science
· Trained two psychologists that would have a major influence in I-O Psychology: Munsterberg & Cattell
· M: rejected applying psychology to the workplace but saw the potential and addressed practical problems in the 20th century
· First to measure abilities in workers & tie those abilities to performance (hindsight now but innovative at the time)
· Applied rudimentary stats to analyze the results of his studies
· Tried to convince the US govt. about how I-O Psychology was a key contributor to the economy: goal of increasing productivity 
· Also known as “economic” psychology
· C: first to realize the importance of differences among individuals as way of predicting their behavior
· Wundt was interested in the general laws of behaviors than the differences among participants in responding to his experimental stimuli
· Differences=errors but Cattell observed it as a reliable properties & could be used to understand behavior more fully
Walter Dillt Scott & Walter Van Dyke Bingham were developing methods for selecting & training sales personnel
· WWI: volunteered to help with the testing & placement of over million army recruits
· Together w/other psychologists, they adapted the Stanford-Binet Test: a well-known intelligence test designed for testing one individual at a time. Originally developed by Alfred Binet & Theodore Simon in 1905, the Binet-Simon test was updated starting in 1916 by Lewis Terman & colleagues at Stanford University, which led to the tests current name. 
· Adapted to the Army Alpha: Army Beta was similar to Army Alpha but was nonverbal & administered to recruits were illiterate 
· Translated the Army Alpha from the private to the common workplace 
Lillian Gilbreth was the first to receive a PhD in industrial psychology from Brown University in 1915.
· Only person with a PhD in psychology to appear on US stamp
· Work: applied the Scientific Management principles of Frederick W. Taylor 
· Scientific Management was based on the principles of time and motion study 
· Became famous with her husband & were well-known human engineering practitioners & management consultants 
WWII: human engineering increased 
Scientific Management: a movement based on principles developed by Frederick W. Taylor, who suggested that there was one best and most efficient way to perform various jobs. 
Time and motion studies: studies that broke every action down into its constituent parts, timed those movements with a stopwatch, and developed new and more efficient movements that would reduce fatigue and increase productivity
Bruce Moore was the second one to receive a PhD in industrial & elected as the first President of SIOP IN 1945.
Leaders of govt. and industry accepted the new science in its infancy
· 1911: Harry Hollingworth (early applied psychologists) was asked by Coca-Cola to help the company persuade the govt. that caffeine, an important of the recipe, was not harmful
· Series of labs studies & concluded that in normal amounts, caffeine enhanced performance rather than impairing motor performance & mental efficiency
From Hollingworth’s work other types of advice was requested from other psychologists in the field
· How to interview farmers 
· Effect of perfume on emotions
· Hours of the day when advertising was most effective
· Correct height for work benches
· Best color for a railroad to paints its boxcars
· Legibility of traffic signs
· Differences in buying habits btw men & women
· Value of auditory vs. visual channels for advertising
· Selection of clerks
· Legibility of typeface
1930-1964
1924: Elton Mayo, an Australian psychologist, arrived to the US leading to a change in I-O psychology in the US
· Studied the emotions of employees instead of efficiency of workers
· Interested in how work caused employees to act in pathological ways
· Proposed the mental state of revery obsession: Australian psychologist Elton Mayo proposed that this mental state resulted from the mind-numbing, repetitive, and difficult work that characterized US factories in the early 20th century, causing factory workers to be unhappy, prone to resist management attempts to increase productivity, and sympathetic to labor unions. 
· Only required to use their physical effort instead of their intellect: employees mind would wander & various paranoid thoughts would rise and lead to revery obsession 
Hawthrone studies were being conducted at same time as Mayo was proposing his ideas
· Hawthrone studies: research done at the Hawthrone, Illinois, plant of the Western Electric company that began as attempts to increase productivity by manipulating lighting, rest breaks, and work hours. This research showed the important tole that workers’ attitudes played in productivity. 
· Results were puzzling: conditions were made worse (e.g., lighting was reduced), production improved vs. conditions were made better (e.g., lighting was enhanced), production reduced. 
· Worker’s attitude played a role in productivity 
· Someone paid attention to the worker seemed to have affected behavior
· Hawthorne effect: the change in behavior that’s results from researchers paying attention to the workers. 
· Before the studies, most people assumed the only motivator was money & that the environment was of primary importance instead of the person
 Human Relations Movement: the results of the Hawthrone studies ushered in this movement, which focused on work attitudes and the newly discovered emotional world of the worker.
· Researchers were interested in more complicated theories of motivation & newly discovered emotional world of employees
· Common studies: job satisfaction 
· Mayo convinced employers to have an extensive interviews with employees that lasted for almost a decade 
· Thought that these interviews would decrease worker stress and unhappiness
· Called counseling at the Hawthorne: intended to reduce the number of formal employees grievances 
· Social observers became suspicious of the objectivity of I-O psychologists when it came to the needs & values of workers instead of mangers
· Exception to the rule was Arthur Kornhauser
WWII brought new problems, especially in the Air Force 
· Different types of planes had variations to it, which meant that pilots would have adapt every time they entered a new cockpit & increased the fatality of pilots due to mistakes 
· Applied psychologists suggested that cockpits should standard displays & controls (e.g., landing gear was to be wheel) 
· This led to less deaths due to pilots mistakes & assured human engineering it place as a a subarea of I-O Psychology
· Renewed interest in ability testing (accurately placing recruits in these new technologically advanced military jobs) & introduced to assessment center
Office of Strategic Services (OSS) was a govt. Department that gathered & analyzed military intelligence 
· Run a spy network to anticipate enemy strategies 
· Candidates underwent an extensive testing at a center: paper & pencil, determine if they could withstand the stress & rigors of working behind enemy lines 
· Henry Murray, personality theorist, was in charge of the assessment center 
Allied countries workers on reducing fatigue & increase morale amongst the soldiers
Great Depression led to a boom in the industry to fill in the jobs with applicants who needed to be tested. 
After WWII: soldiers came back and there was an increasing trend in labor unrest
· Work stoppages were staged by unions & workers & management was concerned about the effect of productivity 
· Led to a worker attitude surveys 
· No clear reason to the labor unrest 
· A potential reason: faced death, workers were less willing to passively accept the decisions of organizational leaders
1950: employers realized that interest & attitudes & personality might be contributors to desirable outcomes & increased the tests 
· The new test selection went unrivaled until the Title VII of the Civil Rights Act of 1964: federal legislation that prohibits employment discrimination on the basis of race, color, religion, sex, or national origin, which define what are known as protected groups. Prohibits not only intentional discrimination but also practices that have the unintentional effect of discriminating against individuals because of their race, color, national origin, religion, or sex.
· The test could not be shown to be related to job performance & if a protected group tended to score lower on that test, on average compared to a nonprotected group, resulting in fewer offers of employment, the test might be considered illegal. 
· Revolutionized selection testing & led to development of broad base of technical knowledge about the characteristics of employment tests.
The 1960s mark a line btw classic & modern thinking
· Changed from industrial psychology to I-O psychology 
· Earlier periods addressed work behavior from the individual perspective, examining performance & attitudes of individuals workers.
· Became clear that broader influences not only affected individuals but group behavior in the workplace
· 1973: organization was added to the name to emphasize the fact that when an individual joins an organization, they will be exposed to a common goal & a common set of operating procedures
· Workers will be organized by their individual characteristics & larger social system
· Recognition was the foundation of an approach to theory & data analysis called multilevel analysis
Generalizations that can be drawn from early history of I-O Psychology
· Mental ability test have always played an important part in the practice of industrial psychology
· Most industrial psychologists were focused on improving productivity & reducing counterproductive behaviors such as absenteeism & turnover
· Tendency to see the 3 branches of I-O psychology as unrelated & competition with one another to explain industrial behavior
· Taken for granted that the unit of analysis was the individual workers rather than organization & work culture
Application of early generalizations to the modern world
· Mental ability is only one of a number of important attributes that play a role in the practice of I-O psychology. Personality characteristics are assuming an increasingly important role in understanding & predicting work behaviors.
· Other issues of worker well-being, work-family balance, & the experience of work by workers are being explored. Some I-O Psychologists are embracing 21st century issues: aging workforce & world poverty. 
· Complementary rather independent or antagonistic. I-O psychologists take a systems view of work behavior & acknowledge that are many individual, social, work environment & organizational variables that interact to produce behavior at the workplace. 
· Worker is one level of analysis, but organization & culture represent additional & valuable levels of analysis.
Provide a foundation for understanding how the science of I-O psychology continue to evolve over our lifetimes
The Present: The Demographics of I-O Psychologists 
American Psychological Assocation (APA): the major professional organization for psychologists for all kinds in the United States
· Founded in 1892
· 54 divisions 
· 1986: 23 masters degree in I-O; 2008: 65; 2012: over 100
· 1986: PhDs program was 44; 2008: 65; 2012: over 70
2003: Most of I-O psychologists were women (30%)
I-O psychologists earn one of the highest salaries: $118,818 (PhD)
2014 (Bureau of Labor Statistics): Fastest growing occupations was I-O psychology (1st)
· 53% growth rate compared to other occupations
Pathways to a Career in I-O Psychology: A Curious Mixture
Most people don’t know from an early age their career choice & gravitation to a career varies per person
I-O psychologist described various events that led to their career or radical shifts in their interest (showed in “What I learned along the way in TIP, the newsletter for SIOP)
· Casual discussion with a dishwasher
· Working on a Ford assembly plant line 
· Counseling students on academic probation
Profession find you as you find a profession
What We Call Ourselves
Different labels are used across the world 
· UK: occupational psychologists
· German & Durch: work & organizational psychologists
· US: organizational psychologists vs. Work psychologists v. applied psychologists
Terms above are used interchangeably but all means psychologists who studies work behavior 
The Future: The Challenges of I-O Psychology in the 21st Century
I-O Psychology has to meet 4 challenges to contribute to employers, workers, & the broader society
· Needs to be relevant: study the problems of today.  
· Eary 21st century problems: addressing problems of globalization of the economy, increasing technological evolution of the workplace, team & group contributions rather than exclusively individual contributions, nontraditional employment conditions (e.g., part-time, temporary, contract & telework), balance of work with nonwork.
· Earlier research was not misguided or wrong.
· Older research gives a foundation for newer research & application. 
· Needs to be useful: applied discipline. 
· Adds in putting theories & research findings into action
· Always be thinking of ways to put research into practice
· Needs to think bigger: I-O psychologists used to focus on behavior of single individuals & shied away from larger issues like poverty, unemployment, globalization & workforce diversity. 
· Does not have all the tools to address global issues but as Stuart Carr said: I-O Psychology should represent a table to debate these issues
· Know a great deal about work behavior & its implication in one way or another in virtually every pressing global challenge 
· Needs to be grounded in the scientific method: confidence that society has placed I-O Psychology depends on this. 
· Careful & systematic observation, the development of hypotheses that can be tested, the public collection & analysis of data, & logical connection btw the data & interpretations of these data are the bases for our “reputation” in research & practice.
· Early 90s: courts have become more exact on what qualifies to be a “scientific” testimony
· Evidence of the importance of science & scientific method in the larger world
Notable step for I-O Psychology is SIOP was granted a consultative stats as nongovernmental organization (NGO) by UN in 2011. 
· Address a variety of humanitarian & societal issues
· SIOP outlined some areas: talent selection & development, corporate social responsibility research & inittiaves, entrepreneurship (enterprise development), & occupational health & safety
· I-O Psychologists can do the “good work” w/the UN in tackling important issues: poverty & hunger, maternal & child mortality, disease, inadequate shelter, gender inequality & environmental sustainability
4 categories of research (Anderson et al., 2001)
· Junk science: fascinating topic with shoddy research
· Pragmatic science: important topic with well-designed research
· Irrelevant science: unimportant topic with meticulous research
· Hopeless science: unimportant topic with shoddy research 
· Goal of I-O Psychologists should be pragmatic science, but this is an ideal that will never be realized
A Personal View of the Future: Preparing for a Career in I-O Psychology
A class might some students who are in for the elective or want to go into this field. Sections are below for those considered graduate school. 
Education and Training
Complete a masters or PhD
· Issue of licensing comes up if you want to practice instead of teaching 
· All state requires a license to practice under the heading of a professional psychologists
· Fewer I-O psychologists are licensed because what is being licensed is the use of the term “psychologists”
· Individuals doing HR consultant may not need a professional license 
All states require some type of license & may require a period of supervised practice
· SIOP has some information & contact the state’s licensing body for more information 
Licensing is meant to protect the public from untrained or poorly prepared therapists in clinical & counseling psychology
· Not as clear of I-O: not a health-care worker field, hired by organizations & most organizations should distinguish btw trained & untrained professionals 
· Public may not be able to distinguish btw trained & untrained 
SIOP has a list of advanced training programs
· Different programs offer either a PhD, master’s (terminal), or both 
Getting into a Graduate Program
Most programs admit students once a year in the fall
Program requirements 
· Review GPA in your major 
· Some do overall or the last two years of the major
· GRE exam 
· Courses you took
· Specifically, for I-O: I-O psychology, stats, testing & measurements, business, sociology, & labor studies
· Emphasis on stats because of the wide range of stats to understand I-O psychology
· No requirement to be a psychology major: more emphasis on class you took 
· Letters of recommendation: faculty & non-faculty 
· Address skills needed in I-O psychology: communication skills, research skills, statistical experience, relevant work experience
· Undergraduate research can help boost chances, especially if its in a I-O lab 
· Provide excellent experience & training in conducting lit review, study design, data collection, stat analyses, & interpretation of findings 
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Important Dates in the Evolution of 1-O P:

1890 Cattell develops first Mental Test

1892 Munsterberg arrives at Harvard; American Psychological Association (APA)
founded

1913 Munsterberg publishes first English language textbook in -0 Psychology
1917 First issue of the Journal of Applied Psychology is published

1917-1918 U.S. psychologists involved in World War I

1930 Elton Mayo publicizes the Hawthorne studies

1932 Viteles publishes Industrial Psychology, often considered first modern text in
the field

1939 Dictionary of Occupational Titles (DOT) first published

1941-1945 U.S. psychologists involved in World War II

1945 Division 14 of APA established, named Industrial and Business Psychology
1950 Explosion of commercial tests

1950 Division 14 membership exceeds 280

1953 Viteles publishes Motivation and Morale in Industry, adding focus on
Organizational side

1963 Equal Pay Act passed
1964 Title VII of Civil Rights Act passed
1970 Division 14 membership exceeds 1,100

1982 Division 14 renamed Society for Industrial and Organizational Psychology
(SIOP)
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1983 The first edition, 1-volume Handbook of I-O Psychology (edited by Marvin
Dunnette) appears

1986 SIOP holds first annual conference in Chicago
1990 Americans with Disabilities Act (AD) passed
1990 SIOP membership exceeds 2,500

1992 The second edition, 4-volume Handbook of I-O Psychology (edited by Marvin
Dunnette and Leaetta Hough) appears

1995 Occupational Information Network (O*NET) published as a replacement for the
DOT

1997 SIOP celebrates its golden anniversary at annual conference in St. Louis

2008 New SIOP journal Industrial and Organizational Psychology: Perspectives on
Science and Practice first published

2010 3-volume APA Handbook of I-O Psychology appears (edited by Sheldon
Zedeck)

2018 SIOP membership exceeds 9,000
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FIGURE 1.2 Where 1.0 Psychologists Are Employed




image1.tmp
TABLE13

Titles of Research Articles in the Journal of Applied Psychology

alue of certain personal qualities
The legibility of the telephone directory

The psychology of a prodigious child

Atest for memory of names and faces

Practical relations between psychology and the war

‘The moron as a war problem

Mental tests of unemployed men

Atrial of mental and pedagogical tests in a civil service examination for
policemen and firemen

The attitude and reaction of the businessman to psychology

Anote on the German recruiting system
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TABIE14

Titles of Research Articles in the Journal of Applied Psychology,
2018

Resource scarcity, effort, and performance in physically demanding jobs:
An evolutionary explanation

Minimizing cross-cultural maladaptation: How minority status facilitates
change in international acculturation

Motivated reasoning during recruitment

The dimensions and mechanisms of mindfulness in regulating aggressive
behaviors

When daily planning improves employee performance: The importance of
planning type, engagement, and interruptions

Leader humility and team creativity: The role of team information sharing,
psychological safety, and power distance

Linking job-relevant personality traits, transformational leadership, and
job performance via perceived meaningfulness at work: A moderated
‘mediation model

Supervisor-employee power distance incompatibility, gender similarity,
and relationship conflict: A test of interpersonal interaction theory

What goes up must ... Keep going up? Cultural differences in cognitive
styles influence evaluations of dynamic performance




