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Chapter 1: What Is Industrial And Organizational Psychology?

Learning Objectives

Module 1.1

Explain the importance of work in people’s lives.

Explain how I-O psychology contributes to society.

Explain how this course can be helpful in providing knowledge about the 21st Century workplace.

Module 1.2

Describe the early history of I-O psychology in terms of major events and people.

Describe the major challenges to I-O psychology in the 21st Century.

Explain how to prepare for a career in I-O psychology.

Explain the steps needed to improve one’s chances of getting accepted into an I-O psychology graduate program.

Module 1.3

Explain the meaning and significance of multiculturalism in the workplace.

Understand the influence of culture on work behavior.  

Module 1.4

Describe the paper and electronic resources available to those interested in I-O psychology.

Chapter Outline

MODULE 1.1: THE IMPORTANCE OF I-O PSYCHOLOGY

The Importance of Work in People’s Lives  

The Concept of “Good Work” vs. “Good Job” 
How Does I-O Psychology Contribute to Society? 

What Is I-O Psychology?  
The Demographics of I-O Psychologists  
SIOP as a Resource  

How This Course Can Help You

     Knowledge about the 21st Century Workplace
The Importance of Understanding the Younger Worker

MODULE 1.2   THE PAST, PRESENT, AND FUTURE OF I-O PSYCHOLOGY

The Past: A Brief History of I-O Psychology  

1876 – 1930  
1930 – 1964  

The Present: Demographics of I-O Psychologists


Pathways to a Career in Psychology: A Curious Mixture

The Future: The Challenges to I-O Psychology in the 21st Century

A Personal View of the Future: The Possibility of a Career in I-O  

Education and Training  
Getting into a Graduate Program  
module 1.3  Multicultural/Cross-Cultural Issues in I-O Psychology  

Multiculturalism  

The Multicultural Nature of Work in the 21st Century  

Why Should Multiculturalism Be Important to You?  
Why Is Multiculturalism Important for I-O Psychology?  
Some Theories of Cultural Influence  

Hofstede’s Theory  

Schwartz’s Theory
Some Thoughts on Theories of Cultural Influence  
module 1.4  The Organization of This Book 

Themes 
Parts  

Resources  

Glossary Terms for Chapter 1 – What is Industrial and Organizational Psychology?

Module 1.1

industrial-organizational (I-O) psychology

Society for Industrial and Organizational Psychology (SIOP)

personnel psychology

Human Resources Management (HRM)


organizational psychology


human engineering or human factors psychology

scientist-practitioner model

TIP (The Industrial-Organizational Psychologist)

welfare-to-work program


telecommuting


virtual team

Module 1.2

Stanford-Binet test

Scientific Management

time and motion studies

revery obsession

Hawthorne studies

Human Relations Movement

Title VII of Civil Rights Act of 1964


American Psychological Association (APA)

Module 1.3

culture


expatriate


"West versus the Rest” mentality

collectivist culture

individualist culture


individualism/collectivism

power distance

uncertainty avoidance

masculinity/femininity

long-term versus short-term orientation


horizontal culture


vertical culture

Module 1.4

No glossary terms in this module

Class Ideas for Chapter 1

1. An article in The Industrial-Organizational Psychologist (TIP) by Gasser et al. (1998, p. 120) provides examples of experiences in which members of the general public (and our families) showed that they did not have any idea what someone in our profession does.  Their examples include interesting questions that I-O psychologists receive such as:
a) "What does an Input/Output psychologist do, anyway?"

b) "Why are you taking personnel psychology?" the instructor asked. "I just wanted to know more about myself," she replied (personal psychology—get it?).
c) “Well, just what does an I-O-U psychiatrist do, dear?” (From an I-O psychologist’s own mother)

This article provides a good way to introduce some of the challenges to the field in this introductory chapter.  

Gasser, M., Whitsett, D., Mosley, N., Sullivan, K., Rogers, T., & Tan, R. (1998, April). I-O Psychology: What’s Your Line? The Industrial-Organizational Psychologist, 35(4), 120-126.
2. Other The Industrial-Organizational Psychologist (TIP) articles of interest:

Anderson, N., Ones, D., Kepir Sinangil, H., & Viswesvaran, C. (2002, October). Global Vision: International Collaboration on the Handbook of Industrial, Work and Organizational Psychology. The Industrial-Organizational Psychologist, 40 (2), 106-115. 

This article provides an overview of several issues discussed at the SIOP Conference in Europe. Subjects covered include new technology versus old as well as cross-national cultural similarities and differences.  

Griffin, M.A., & Kanaoff, B. (2002, April). Global Vision: International Collaboration. The Industrial-Organizational Psychologist,39(4), 54-57.

This article describes the types of international collaboration in I-O psychology and its potential barriers. It suggests ways to increase international collaboration. 

3.  Exercise 1-5 in the Student Study Guide asks students to “Identify current changes and events in society or the workplace and predict challenges to industrial-organizational psychology that will result from these changes and events.  You can think in terms of changes in society and demographic shifts in society and in organizations.”  Information from Offerman and Gowing (1990) can be used to facilitate this discussion.  They discussed workforce changes projected over next decade.  Many of the predictions they made have come to fruition.  Below is a summary of some of the issues that continue to challenge I-O psychologists.

Offerman, L. R., & Gowing, M. K. (1990). Organizations of the future: Changes and challenges. American Psychologist, 45, 95-108.

The “Changing Nature of Work” includes both demographic and organizational changes 

A) Demographic Changes:

Aging workforce - 1) age discrimination issues; 2) higher payrolls; retraining issues as skills developed early in career are no longer needed.

Fewer young workers - labor force will increase at slower rate than any time since 1930s (baby boom over).

Greater representation of minorities and women

Work-family problems, more dual career couples - require "joint career management" and planning for and managing maternity issues, child care assistance, flextime and telecommuting jobs

Critical skills gaps, reduced skills in labor force, technology requires higher skills (computers) --> more on-the-job training and education will be required

B) Organizational Changes
Failures and downsizing

Mergers and acquisitions

Expanding service sector

International challenge

Part-time jobs

C) 21st Century challenges facing organizations and I-O psychologists
Age of computer technology

Aging and diversified workforce

Skills gap

Federal deficit - partly a productivity issue 


Increased pace of life

Work-family problems, dual career couples - flextime & telecommuting

4. A very helpful resource for instructors is the SIOP Instructor’s Guide.  This includes (http://www.siop.org/Instruct/inGuide.htm) a series of 15 PowerPoint teaching modules on the SIOP Web site covering I-O content areas such as:

 1. Introduction to Industrial and Organizational Psychology

 2. Leadership and Gender Stereotypes

 3. Leader-Member Exchange Theory

 4. Workplace Diversity

 5. Sexual Harassment

 6. Evaluating Work Performance

 7. Motivation and Performance

 8. Work Teams

 9. Judgment and Decision Making

10. Job Attitudes

11. Work–Family Balance

12. Training in Organizations

13. Personnel Selection

14. Organizational Justice

15. Personality and Work

An article that mentions the teaching modules and discusses teaching I-O in general is on the following website: http://www.siop.org/tip/July03/12bachiochi.htm.  

5. An interesting article in the New York Times from July 2, 2003 by Sara Rimer entitled "Bright, Eager, and Willing to Cheat" is based on Howard Gardner's notions of good work that are described in Chapter 1.

6. Movie/film suggestions for particular topics can be found in:
Casper, W. J., Watt, J. D., Schleicher, D. J., Champoux, J. E., Bachiochi, P. D., & Bordeaux, C. (2003). Feature film as a resource in teaching I-O psychology. The Industrial-Organizational Psychologist, 41, 83-95.
Additional suggestions:

Gattaca (1997) - Chapter 10 – Genetics in the workplace) 

Office Space (1999) - Job Analysis interview (the 2 “Bobs”), “Pieces of Flair” (OCBs)

Enron: The Smartest Guys in Room (2005) – Ch. 4 – Counterproductive Work Behaviors

Jerry Maguire (1996) - Work-Family Balance

March of Penguins (2005) - Group Behavior in Chapter 13

Gung Ho (1986) – Japanese car company buys an American plant – work ethic, cultural adaptation, cultural differences discussed in Chapter 13 and others.

Meet the Parents (2000) – Lie Detector test in Chapter 3

Backdraft (1991) - Firefighter Training – Chapter 7

Apollo 13 (1995) – Group/team processes from Chapter 13

Remember the Titans (2000) - Diversity in Chapter 11

Braveheart (1995) – Transformational Leadership

Courage Under Fire (1996) and Master & Commander (2003) – Leadership Examples

Mr. Baseball (1992) & Lost in Translation (2003) – Cultural Adaptation – many chapters

Additional videos can be found (e.g., String Quartet Video) from the Changing Nature of Work series by Paul Goodman and Denise Rousseau (http://www.workvideos.com/). See a description of the videos in this document (http://www.workvideos.com/cmumag.pdf).

7. Debate Topic(s): What are the pros and cons of a culturally diverse workplace?  (Note that this debate topic could be used in several chapters including 11 and 13, which discuss this issue in more detail).

Critical Thinking Exercises (CTEs)

1.1 Industrial safety is a great concern for auto assembly plants. Identify a method of improving safety from each of the three areas of I-O psychology.

Personnel Psychology:

Organizational Psychology:

Human Factors Psychology: 

1.2 Consider the distinctions between I-O psychology of 1964 and I-O psychology of today, as summarized on p. 15. Now read the following multiple choice question, identify what you consider to be the correct ​answer, and explain that answer.


The major difference between the I-O psychology of 1964 and modern I-O psychology is:

a.
‑Assessing mental ability is no longer important to I-O psychologists

b.
‑The social nature of work is more important now than it was in 1964

c.
‑Work was less central in the lives of workers in 1964; work is now a more central part of everyone’s life

d.
‑Productivity, absenteeism, and turnover are no longer important areas for research and practice in I-O psychology
1.3 A friend who received his undergraduate degree in political science last year is visiting you. He picks up your I-O textbook and becomes interested in the ​topics. He asks you what he has to do to become an I-O psychologist. What steps will you recommend?

1.4 Ben & Jerry’s Homemade, Inc., the Vermont-based manufacturer of ice cream, frozen yogurt, and sorbet, is known for having a rule that the compensation for the highest paid employee (i.e., the CEO) could not be more than seven times the pay of the lowest paid employee. Applying Hofstede’s model of cultural influence, which of the five dimensions was most closely related to this rule? Justify your answer.

1.5 Hofstede used five distinct dimensions to describe culture. For each of the following statements, agree or disagree and identify which of Hofstede’s ​dimensions supports your answer.

•
‑Greek workers will be more threatened by the possibility of downsizing than workers in Singapore.

•
‑A kibbutz is just as likely to work in India as in Israel.

•
‑American citizens are more likely than Swedish citi​zens to argue against applying an estate tax to the assets of someone who dies.
1.6 We have proposed that I-O psychology must be unified and holistic in approach. Suppose it were not. How would the value of I-O psychology be diminished if it were not unified? If it were not holistic?

Chapter 2: Studying and Interpreting Worker Behavior

Learning Objectives

Module 2.1

Describe the five steps in the scientific method.                                                                                                                                                                                                                                 Explain the Daubert Challenge and the requirements needed to present a theory in court.

Module 2.2

Describe the three basic types of research designs.

Explain the difference between qualitative and quantitative research.

Module 2.3 

Explain the purpose of correlation, multiple correlation, and regression.

Describe the purpose of meta-analysis.

Module 2.4

Define reliability and how it can be measured.

Identify three approaches that can be used to gather validity evidence.

Chapter Outline

MODULE 2.1:  SCIENCE

What is Science? 

The Role of Science in Society

Why Do I-O Psychologists Engage in Research?

MODULE 2.2: RESEARCH

Research Design

Methods of Data Collection


Qualitative and Quantitative Research

 Case Study 2.1: A Case Study in Triangulation: The Financial Consultant

Generalizability and Control in Research


Generalizability


Control

Ethics

MODULE 2.3: DATA ANALYSIS

Descriptive and Inferential Statistics


Descriptive Statistics

Inferential Statistics

Statistical Significance

 
The Concept of Statistical Power

Correlation and Regression


The Concept of Correlation


The Correlation Coefficient


Multiple Correlation

Correlation and Causation

Meta-Analysis
MODULE 2.4: INTERPRETATION

Reliability


Test-Retest reliability


Equivalent Forms Reliability


Internal Consistency


Inter-rater Reliability

Validity

Criterion-Related Validity



Predictive validity



Concurrent validity

 
Content-Related Validity

Construct-Related Validity

Validity and the Law: A Mixed Blessing

Glossary Terms for Chapter 2 – Studying and Interpreting Worker Behavior

Module 2.1

science

hypothesis

disinterestedness

expert witness

Daubert Challenge

peer reviewed

Module 2.2

research design

experimental design

quasi-experimental design

non-experimental design

observational design

survey design

quantitative methods

qualitative methods

introspection

triangulation

job analysis 

generalize

experimental control

statistical control

Module 2.3

descriptive statistics

measure of central tendency

variability

skew

mean

mode

median

inferential statistics

statistical significance 

statistical power

measurement

correlation coefficient

scatterplot

regression line

linear

non-linear

multiple correlation coefficient

meta-analysis

statistical artifacts

Module 2.4

reliability 

validity

test-retest reliability

equivalent forms reliability

internal consistency

generalizability theory

predictor

criterion

criterion-related validity

validity coefficient

predictive validity design 

concurrent validity design 

Content-related validation design

construct validity

construct 

Class Ideas for Chapter 2

Exercise 2-1. n = 20; Sum of scores = 2252; Mean = 112.60; Median = 110.5; Mode = 101; s.d. = 23.78.  Mean and median indicate that this sample has higher scores than the general population.  Given that, among the 3 central tendency measures, the mean is the highest, the median falls in the middle, and the mode is the lowest, this suggests that the distribution of data in this sample is positively skewed (some high scores pull the mean to the right).  In fact, skew is +1.37 when calculated in a statistics package.  

Exercise 2.2:  Examples of sports in which data would be readily available for assessing reliability include Gymnastics (all-around competition) and Decathlon for internal consistency, Track and Field events (100 meter dash) for test-retest, skating and gymnastics for inter-rater reliability.

Inter-rater reliability - does everyone agree who the winner is; do all judges agree who the winner is? Running (Yes) vs. gymnastics (No)

Test-retest - same scores over multiple attempts at same exact event (100 meter dash)?

Internal consistency - do different parts correlate well - Gymnastics all-around - correlate 4 scores.

Parallel Forms - same event twice; two slightly different attempts at pommel horse or two slightly different dives in the diving competition.

Why is reliability important in the Olympics?  Important decisions are being made; we would like to have confidence that those decisions have been made with consistency of measurement, or reliability.

Debate Topic: 

· Why is it important to be able to generalize research from a sample to a broad range of work populations?

Critical Thinking Exercises (CTEs)

2.1 In many criminal cases, law enforcement agencies call in “profilers” to help in the identification of a suspect. Consider the five elements of a legitimate science identified in the first section of this module. Using those elements, would you consider “profiling” to be scientific? Explain your answer.

2.2 The Daubert Principles that are used to determine what might constitute the testimony of an expert ​witness are assumed to distinguish between real science and junk science. Examine the Daubert ​principles in light of the five elements of a science. Do the Daubert challenge principles agree with these five ​elements? Explain your answer.

2.3 Suppose you wanted to study the relationship between a worker’s respect for his or her supervisor and that worker’s honesty at the workplace. Would you choose an experimental, quasi-experimental, or nonexperimental design? Why?

2.4 In Case Study 2.1, we used the job of a financial analyst to demonstrate the concept of “triangulation” in data collection. If you were to use the method of triangulation for studying the job of a high school guidance counselor, what multiple sources of information might you use?

2.5 If you were to examine the correlation between age and stamina in a group of individuals who did not exercise, you would find a strong negative correlation
—
older individuals would demonstrate less stamina. In contrast, if you were to study the same relationship in a group of individuals who engaged in strenuous cardiovascular exercise (e.g., did track workouts four times per week), the relationship would be considerably weaker. Which of the following statistical principles would be demonstrated by such a study and why?

Regression

Multiple correlation

Statistical power

Statistical control

2.6 Correlation cannot be equated with causation. We presented the example of height and weight to illustrate that point. Give three additional examples of ​correlations that would be misleading if they were explained using a cause-effect logic.
2.7 Suppose that your instructor gave an examination by computer, and the electronic file containing your responses was inadvertently erased, requiring a second test. Assume further that the instructor administered this repeat test two weeks later. After readministering the test, a backup file of the first test result was discov​ered and your instructor correlated the first set of class scores with the second set and found a correlation of .30. Would this mean that one or the other (or both) of the two tests was unreliable? Explain your answer.

2.8 Plant X of Company A creates a new job associated with a new manufacturing technology. In order to develop a strategy for hiring applicants for that job, they ask Plant Y of Company A, a plant that has been using the new technology for several months, to provide a sample of workers who hold the job title in question to complete a potential screening examination for the job. Plant X then correlates the test scores of these workers with performance ratings. What type of validity design has Plant X chosen? Name one alternative design they might have chosen and describe how it would have satisfied their need.

Chapter 3 – Individual Differences and Assessment

Learning Objectives

Module 3.1

Identify the broad categories used to study individual differences.

Explain the difference between the fields of psychometrics and differential psychology.

Explain the assumptions made by I-O psychologists when the individual difference model is applied.

Module 3.2

Identify the three broad categories that are described in the taxonomy of human abilities. 

Explain “g” and its importance in the workplace.

Describe the major types of physical abilities that relate to job performance.

Understand the Five Factor Model of Personality and its links to job performance.

Explain some of the practical issues associated with personality measures.

Identify the six interest types associated with the acronym RIASEC.

Define tacit, procedural, and declarative knowledge.

Identify how competencies are different from individual KSAOs.

Understand what is meant by the term “emotional intelligence”.

Module 3.3

Describe how norming helps in understanding the meaning of a test score. 

Understand the different types of administrative test categories.

Explain how the concepts of bias, fairness, and culture differ.

Module 3.4

Understand the different kinds of cognitive ability tests.

Distinguish between “screen in” and “screen out” personality tests.  

Differentiate between the content of testing and the process of testing.

Understand the distinction between unstructured and structured interviews.

Describe the purposes and characteristics of assessment centers.

Understand the purposes of work samples and situational judgment tests.

Module 3.5

Explain why I-O psychologists are interested in predictors with incremental validity.

Describe the purpose of graphology and the scientific evidence regarding its usefulness.

Understand the arguments for and against the use of polygraphs in the workplace.

Describe the arguments for and against the use of drug and alcohol testing at work.

Identify changes to testing that have been brought about by computer-based assessment.

CHAPTER 3: INDIVIDUAL DIFFERENCES AND ASSESSMENT

Chapter Outline

module 3.1  An Introduction to Individual Differences  

Some Background  

Differential Psychology, Psychometrics, and I-O Psychology  

Identifying Indiuvidual Differences

Varieties of Individual Differences  

module 3.2  Human Attributes

Abilities 

Cognitive Abilities  

Intelligence as “g”  

Is “g” Important at Work?  

Is “g” as Important in Other Countries as it is in the U.S.?

Can Your Level of “g” Change?  

Cognitive Abilities beyond “g”  

Physical, Sensory, and Psychomotor Abilities  

Physical Abilities  

Sensory Abilities  

Psychomotor Abilities  

Personality and Interests  

Personality  

The Five Factor Model  

A Caution

Vocational Interests

Additional attributes  

Skills  

Knowledge  

Experience  

Competencies  

Emotional Intelligence  

MODULE 3.3  FOUNDATIONS OF ASSESSMENT

The Past and Present of Testing

What is a Test?

The meaning of a test score

Test Users and Test Interpretation

What is a Test Battery

Where to Find Tests

Administrative Categories

Speed vs. Power Tests

Group vs. Individual Tests

Paper and Pencil vs. Performance Tests

Testing and Culture

MODULE 3.4  ASSESSMENT PROCEDURES

Assessment Content versus Process

ASSESSMENT PROCEDURES: CONTENT

Cognitive Ability Tests

Knowledge Tests

Tests of Physical Abilities


Psychomotor tests

Personality


Practical Issues in Personality Testing

   Integrity Testing

  Emotional Intelligence Testing

Interests and Values

ASSESSMENT PROCEDURES: PROCESS

Individual Assessment

Interviews


Interview Content


Interview Process

Assessment Centers

Work Samples and Situational Tests

MODULE 3.5  SPECIAL TOPICS IN ASSESSMENT

Incremental Validity

Biographical Data

Grades and Letters of Recommendation

Minimum Qualifiications

Useless Assessment Practices

  Graphology

  Polygraphs

Drug and Alcohol Testing

Computer and Internet Assessment

Computer Adaptive Testing

Who is a Candidate

Testing and Demographic Differences

Glossary Terms for Chapter 3
MODULE 3.1: AN INTRODUCTION TO INDIVIDUAL DIFFERENCES

individual differences

mental test

differential psychology

intelligence

mental ability

metric

psychometrics

intelligence test

psychometrician

cognitive ability

“g”

general mental ability

g-ocentric model

physical abilities

personality

interests

knowledge

emotion

tc ""
MODULE 3.2: HUMAN ATTRIBUTES

taxonomy

perceptual-motor abilities

affect

IQ

meta-analysis

Intelligence Quotient

Flynn effect

mean

standard deviation

stamina

muscular tension

muscular power

muscular endurance

sensory abilities

Americans with Disabilities Act

psychomotor abilities

sensorimotor abilities

motor abilities

Big 5

Five Factor Model (FFM)

conscientiousness

functional personality at work

agreeableness

emotionally stability

integrity

achievement

dependability

positive valence

negative valence

self-presentation

self-efficacy

social desirability

vocational interest

RIASEC

skills

people skills

O*NET

tacit knowledge

procedural knowledge

declarative knowledge

experience

measurement modes

level of specificity

competencies

job analysis

emotional intelligence (EI)

construct

MODULE 3.3: FOUNDATIONS OF ASSESSMENT

mental test

test

norming

norm group

test battery

speed test

power test

group test

individual test

paper and pencil test

performance test

Mental Measurements Yearbook

bias

fairness

culture

MODULE 3.4: ASSESSMENT PROCEDUREStc "ADDITIONAL PROPOSED INDIVIDUAL DIFFERENCES"
cognitive ability test

cognitive test battery

knowledge test

psychomotor abilities

screen out test

screen in test

emotional intelligence (EI)

emotional intelligence quotient (EQ)

individual assessment

situational interview

structured interview

unstructured interview

assessment center

work sample test

situational judgment test

MODULE 3.5: SPECIAL TOPICS IN ASSESSMENT

biodata

ecology model

incremental validity

graphology

polygraph

overt integrity test

personality based integrity test

Computer Adaptive Testing  (CAT)

routing test

Class Ideas for Chapter 3

1. Sports Illustrated article entitled “Get smart!” discusses how the Wonderlic Personnel Test is used as one of many assessments of potential NFL recruits.  The recruits are, of course, assessed on physical abilities, but the Wonderlic (measuring cognitive ability) is described as a useful addition.  A good class discussion might involve whether students think it the Wonderlic can be helpful in predicting who will do well in the NFL?  Would it be most useful for certain positions?  Would other written tests (personality) be as useful or more useful than the Wonderlic?

Hoffer, Richard (September 5, 1994). Get smart! That’s what every NFL prospect tries to do when he sits down to take the Wonderlic IQ test. Sports Illustrated, pgs. 73-74.

2. Debate Topic(s):

· What is the most important way that individuals differ?

· Do measures of personality remain constant throughout our lives?

Critical Thinking Exercises (CTEs)
3.1 How would differential psychology and psychometrics help to understand the academic achievement of students in grades K–12?

3.2 Why should I-O psychologists examine individual differences? Wouldn’t it be better to identify how people are the same rather than how they are different?

3.3 Examine the Fleishman Taxonomy of Abilities which appears in Table 3.1. Using that list of abilities, identify what you feel are the five most important abilities for the following jobs:

Manager of a supermarket

Used car salesperson

Leader of a religious congregation

Civil engineer who specializes in highway ​construction

College-level teacher

Kindergarten teacher

Prison guard

Accountant

Coach of a professional tennis star
3.4 Refer to the following general findings on personality:

1. Extraversion is related to sales success.

2. ‑Openness to experience is related to success of Americans who go to work in a different country.

3. ‑Openness to experience is related to training ​success.

4. ‑Agreeableness is related to success in customer service positions.

5. ‑Emotional stability is associated with success in safety and security jobs.

For each of these general findings, explain why the particular Big Five Factor is associated with success in that job.

3.5 Consider each of the factors of the Five Factor Model. Identify a job in which too much of the factor would lead to failure in an important part of that job. Explain why too much of the factor is a problem.

Conscientiousness

Agreeableness

Extraversion

Emotional stability

Openness to experience

3.6 Imagine that you have just picked up from the airport a friend who will accompany you on a ski trip. Your friend tells you that she talked to the person who sat next to her for three hours and came to the ​conclusion that this person had “zero personality.” Applying the Big 5 model to your friend’s “analysis,” which of the five dimensions do you think that your friend would have been able to assess in that three-hour plane ride?
3.7 As the issue of security continues to assume more importance in our everyday lives, the role of the “secu​rity screener” (e.g., at airports, courthouses) becomes more central. Considering all of the categories of ​individual differences (e.g., abilities, personality, interests, and additional attributes) that you have encountered in this chapter, which categories, and which ​attributes within these categories, would you identify as critical for the success of security screeners?

3.8 Employers (and often parents!) lament that their employees (or children) lack “common sense.” In this chapter we have covered many different human attributes, but common sense was not one of them. Nevertheless, to the nonpsychologist, common sense has some meaning. From what you have examined in this chapter, identify the attributes that you think define common sense.

3.9 The point of this chapter is that each individual is really a combination of abilities, personality, interests, and other attributes. In the following matrix, you will see that the rows represent areas on which individuals may differ
—
what we have been calling attributes. The columns represent different people with whom you are familiar, including a column for yourself, one for a family member, and one for a close friend or co-worker. We want you to mark the columns, one at a time, placing an H (for high), M (for medium), or an L (for low) in each box to indicate the extent to which the person whose name appears at the top of the column possesses that attribute. When you have finished, look at the pattern of differences. These same differences appear with any collection of people—​​co-workers, classmates, relatives, and so on.

3.10 Jennifer applied for a position as a receptionist in a local medical practice office. In addition to providing her résumé and references from former employers, she was invited to lunch with several of the physicians. Would this lunch constitute a “test” according to Guion’s definition? Why or why not? In the lunch described above, what KSAOs would it be possible to assess?

3.11 An instructor of one of your classes indicated that he or she planned to assign letter grades after ​comparing test scores to a “norm” group and asked for suggestions about the proper “norm” group to choose. Which norm group would you recommend and why?

3.12 What abilities do video games such as Snood or Pac-Man involve? Give an example of a job for which a Snoodlike test might be appropriate for applicant screening.

3.13 The norms for most vocational interest forms are based on the responses of individuals currently employed in a particular occupation. What are the disadvantages of such a norming system?

3.14 Recall a recent instance in which you were interviewed for a full-time or part-time position. Was the interview structured or unstructured? Name three ways that you could have improved this interview.

3.15 Many medical students are technically proficient but have variable “patient” skills. Describe a work sample test that could be used for assessing “bedside manner” as part of a physician licensing exam.

3.16 A consultant claims that a new interview protocol will show greater validity than a test of intelligence for hiring purposes. How would you challenge those claims?

3.17 Could an assessment of “sales skills” be developed for Internet or computer presentation? Would any additional face-to-face assessment be necessary? What information could face-to-face assessment provide that could not be provided by computer assessment?
CHAPTER 4: UNDERSTANDING PERFORMANCE

Learning Objectives

Module 4.1

Understand and describe the components of Campbell’s model of job performance. 

Distinguish between effectiveness and productivity.

Describe the concepts of criterion deficiency, contamination, and relevance.

Module 4.2

Distinguish between task performance and contextual performance. 

Understand the different types of performance measures.

Describe the different kinds of counterproductive employee behaviors.

Module 4.3

Identify the uses of job analysis information.

Understand the difference between task- and worker-oriented job analytic approaches.

Describe how job analyses are conducted.

Module 4.4

Understand how electronic performance monitoring can be used as part of job analysis.

Describe the purpose and outcomes of cognitive task analysis.

Describe how computer-based and internet-based approaches can be used in job analysis.

Explain the purpose of competency modeling in the context of job analysis.

Module 4.5

Describe the purpose of job evaluation and indicate how it differs from job analysis.

Explain the concept of comparable worth and its relationship with job evaluation.

Explain the importance of job analysis in employment discrimination cases.

Chapter Outline

Module 4.1  A Basic Model of Performance  

Campbell’s Model of Job Performance  

Criterion Deficiency and Contamination  


A Broader View

Module 4.2  Extensions of the Basic Performance Model  

Task Performance versus Organizational Citizenship Behavior  

   Causes and Correlates of OCB

Types of Performance Measures  

Adaptive Performance  

The “Great Eight” Model of Performance / A Comprehensive Framework for Considering Performance

MODULE 4.3  Job Analysis: Fundamental Properties and Practices  

The Uses of Job Analysis Information  

A Brief History of Job Analysis  

Types of Job Analysis  

How Job Analysis Is Done  

Module 4.4  Job Analysis: Newer Developments  

Electronic Performance Monitoring as Part of a Job Analysis  

Cognitive Task Analysis  

The Context of Work  

Personality-based Job Analysis

A Summary of the Job Analysis Process  

An Example of a PC-Based Job Analysis Instrument  

O*NET  

Competency Modeling  

Module 4.5  Job Evaluation, Comparable Worth, and the Law  

Job Evaluation  

An Example of a Job Evaluation  
The Concept of Comparable Worth  

Job Analysis and Employment Litigation  


The Special Case of Overtime
Glossary Terms for Chapter 4
Module 4.1

performance

effectiveness

productivity

determinants of performance

performance components

declarative knowledge

procedural knowledge

motivation

criterion deficiency

criterion contamination

ultimate criterion

actual criterion

Module 4.2

organizational citizenship behavior

altruism 

generalized compliance

task performance

contextual performance

objective performance measure

judgmental measure

personnel measure

adaptive performance

expert performance

deliberate practice

counterproductive employee behavior (counterproductive performance)

sabotage

dishonesty 

absenteeism

Lordstown Syndrome

Module 4.3

job analysis

job ladder or job family

job psychograph 

task-oriented job analysis

worker-oriented job analysis

knowledge, skills, abilities, and other characteristics (KSAOs)

subject matter expert (SME)

critical incident technique

work diary 

Module 4.4

Electronic performance monitoring

cognitive task analysis

think-aloud protocol

context of the work

realistic job preview (RJP)

Personality-Related Position Requirements Form (PPRF)

Work Profiling System (WPS)

Dictionary of Occupational Titles (D.O.T.)

Occupational Information Network (O*NET)

competency modeling

Module 4.5

job evaluation

compensable factors

comparable worth

Equal Pay Act of 1963

Class Ideas for Chapter 4

1. The Industrial-Organizational Psychologist (TIP) articles of interest:

Blakeney, R., Broenen, R., Dyck, J., Frank, B., Glenn, D., Johnson, D., & Mayo, C. (2002, April). Implications of the Results of a Job Analysis of I-O Psychologists. The Industrial-Organizational Psychologist, 39(4), 29-37.

The article examined the job of an I-O psychologist. A group of members used questionnaires and interview techniques. Participants divided their jobs into categories, duties, and critical incidents.  

Reynolds, R., & Brannick, M. T. (2001, July). Is Job Analysis doing the Job? Extending job analysis with cognitive task analysis. The Industrial-Organizational Psychologist. 39(1), 63-67.

This article questions whether the method used to do job analysis is outdated considering that technology is changing the way we work and do business. Thus, the article addresses a new topic to consider when doing a job analysis, a cognitive task analysis. 
Cilliers, F., & Koortzen, P. (2001, July). The Psychodynamic View on Organizational Behavior. The Industrial-Organizational Psychologist, 39(1), 59-67.

This article describes how I-O psychologists can study work and organizational behavior from a rational and economical view.  Many students have found it difficult to understand humans within the workplace. To better the situation, students were exposed to the psychodynamics of an organization, which helped them understand the behavior of groups, teams, and the organizations.

Debate Topics:

· Do you think performance is more affected by cognitive ability or personality?

· Is it more important for employees to be paid according to their relative merit within an organization or according to the going market rate?

Critical Thinking Exercises (CTEs)

4.1  A software company has decided to reward employees for performance by establishing a piece rate incentive. For the “help desk operator,” they have proposed paying each operator for the number of problems solved successfully. They will monitor calls to identify successful resolutions and they will also ask the callers if they were satisfied with the help desk operator. Name a “criterion deficiency” and a “criterion contamination” problem with this plan. 

4.2 Campbell’s model of performance (see Figure 5.1) distinguishes between declarative knowledge (DK) and procedural knowledge and skills (PKS). Consider the following knowledges and classify them as predominantly declarative or predominantly procedural. 

The most direct driving route from Denver to Salt Lake City.

The most effective way to get your car to a gas station when the fuel gauge is reading empty.

Rebooting your computer.

Extent of technical terms/language to use with a customer.

Persuading your supervisor to allow you to take a personal day of vacation.
4.3 Consider the following multiple choice question that deals with contextual performance. Choose the  correct alternative and explain why it is correct, and why each of the other alternatives is ​incorrect.


Contextual performance is most likely to contribute to organizational effectiveness:

1. ‑In routine jobs with well-defined boundaries performed by single contributors.

2. ‑For technical jobs but not for nontechnical jobs.

3. ‑When performance expectations are made explicit for the job incumbent.

4. ‑When the organization provides a service rather than produces goods and there are many competitors.

4.4 There are three types of performance measures: ​objective, personnel, and judgmental. Consider the job of a sales manager for an appliance store. Provide an example of an objective, a personnel, and a ​judgmental performance measure for this manager’s performance.
4.5 Assume that you work in the human resources department of an organization that needs to reduce its overhead and has decided to accomplish this by consolidating two departments and eliminating redundant job titles. Assume further that no job analysis ​information was available, but you were authorized to take whatever steps were necessary to provide a justification for which jobs would be eliminated. You decide that a job analysis of some sort would be appropriate. Draw a flow diagram that shows each step you would take in providing that justification. The flow diagram should include the types of data you will gather, from whom you will gather it, and what you will do with those data in making your ​recommendations.

4.6 There are six methods identified for collecting job analysis information: observation, performing actual job tasks, interviews, critical incident identification, work diaries, and job analysis questionnaires. Consider each and list a shortcoming of each of those methods. Assuming that you would use three methods in a single project to collect job analysis information, which of the three methods listed above would you use? In what order would you arrange these methods (i.e., which type of data would you gather first, then second, then last)? Why would you use this order?

4.7  Pick a friend or a classmate and create a think-aloud protocol for one of the following operations:

Tie a shoelace.

Decide on which channel to stop on while flipping channels with the channel changer.

Executing a left-hand turn across three lanes of ​oncoming traffic at an intersection with no traffic signals or signs.

Make sure you list each mental operation in detail, as if you would use the resulting protocol to train someone else to perform the action.

4.8  In the text we described three examples of ​electronic performance monitoring: monitoring of telephone service provided by customer service representatives, monitoring keystrokes and use of program menus by data processors, and the monitoring of truck driver performance with onboard computers. Identify three other jobs or occupations in which performance could be electronically monitored and describe how this would be carried out.

4.9  Historically, the compensable factors included in a job evaluation have been skills, responsibility, effort, and working conditions. Based on what you have encountered in this chapter, what compensable factors would you add to this list?

4.10  In supermarkets you are more likely to find women as cashiers than behind the meat counter. Further, cashiers are usually paid less than employees of the meat department. Cashiers have complained that women are being paid less than men in this store and cited the wage differential between the mostly male meat cutter job title and the mostly female cashier job title as evidence that supports their complaint. Management argues that the profit in the meat ​department largely determines the profit of the store, thus the wage differential is fair to employees.  Consider this situation from the two opposite ​perspectives, management and cashiers.  If you were hired in the capacity of an I-O psychologist by store management to use job evaluation to provide data in support of management’s position, what type of evaluation data would you gather?
CHAPTER 5: PERFORMANCE MEASUREMENT

Learning Objectives

Module 5.1

Identify the uses for performance (criterion) data.

Describe the differences between performance appraisal and performance management.

Understand the influences on perceptions of fairness in performance measurement.

Module 5.2

Identify the structural characteristics of performance ratings scales.

Describe the different rating formats that are available for performance measurement. 

Distinguish among behaviors rating scales (BARS, MSS, and BOS).

Module 5.3

Identify the different rating sources that can be included in the performance evaluation process.

Understand the common rating errors that occur in performance evaluation.

Describe rater training approaches and how they can be used to reduce rating errors.

Module 5.4

Understand how the social context of the work environment can affect performance ratings. 

Describe the issues that should be considered regarding the performance feedback process.

Explain the potential effects of culture on performance evaluation processes and ratings.

Understand how the law and legal considerations are related to performance evaluation.

Chapter Outline

module 5.1  Basic Concepts in Performance Measurement  

Uses for Performance Information  

Types of Performance Data  

Relationships among Performance Measures
Hands-On Performance Measures 

Electronic Performance Monitoring
Performance Management  
Perceptions of Fairness in Performance Management 
module 5.2  Performance Rating—Substance  

Close-Up on a Rating System  

Theories of Performance Rating  

Focus on Performance Ratings  

Overall Performance Ratings  


A “New” Perspective on Overall Performance

Trait Ratings  
Task-Based Ratings  

Critical Incidents Methods  
OCB and Adaptive Performance Ratings 
Structural Characteristics of Scales  
Rating Formats  

Graphic Rating Scales  
Checklists  
Behavioral Rating  
Employee Comparison Methods 

   A New Variation on the Paired Comparison Method: CARS

Concluding Thoughts on Performance Rating Formats 
module 5.3  Performance Rating—Process 

Rating Sources  

Supervisors  
Peers  
Self-Ratings 
Subordinate Ratings  
Customer and Supplier Ratings  
360 Degree Systems  
Rating Distortions  

Rater Training  

Administrative Training  
Psychometric Training  
Frame-of-Reference Training  
The Reliability and Validity of Ratings  

Reliability  
Validity  
module 5.4 Social & Legal Context of Performance Evaluation

The Motivation to Rate  

Rater Goals, Ratee Goals, Organizational Goals  
Goal Conflict  

Performance Feedback  

“Destructive” Criticism  
360 Degree Feedback  
Performance Evaluation and Culture  

Performance Evaluation and the Law  
Glossary Terms for Chapter 5
Module 5.1

objective performance measure

judgmental performance measure

hands-on-performance measurement

walk-through testing

electronic performance monitoring

performance management

distributive justice

procedural justice 

interpersonal justice

Module 5.2

context

task performance

contextual performance

counterproductive performance (counterproductive employee behavior)

duties

critical incidents

graphic rating scale

checklist

weighted checklist

forced choice format

behaviorally anchored rating scales (BARS)

mixed standard scale

behavioral observation scale

employee comparison methods

ranking

paired comparison

Module 5.3

360 degree feedback

rating errors

central tendency error

leniency error

severity error

halo error

psychometric rater training

Frame-of-Reference (FOR) Training

Module 5.4

destructive criticism

360 degree feedback

modesty bias

forced distribution rating system

policy capturing

Class Ideas for Chapter 5

1. The Industrial-Organizational Psychologist (TIP) articles of interest:

Waclawski, J. (2000, October). The Real World: It is Better to Receive than to Give-Practical Tips for Giving and Receiving Performance Feedback. The Industrial-Organizational Psychologist. 38(2) 91-97.

This article addresses effective performance appraisals, coaching and developing employees. It also includes informal recognition to employees, motivating, directing employees and helping manage problem employees. It lists steps on how to give feedback and how to response to when you are given feedback.

Vargas, N. (2001 July). Healing the wounded worker: In the spirit of work. The Industrial-Organizational Psychologist. 39 (1), 56-57

This article addresses issues surrounding the maintenance of a healthy workforce.  The author suggests the way that feedback is given is often related to the self-esteem of the employees.

Harris, M. M. (2001 January). Practice Network: The demise of the little red school house? New developments in organizational training. The Industrial-Organizational Psychologist, 38 (3), 53-56.

The article covers three major points: the advantages and disadvantages of online training, discussing the differences between now and five years ago, and the major trends in training.

Harris, M. M. (2000, January). Practice Network: On the wisdom of rewarding A, while hoping for A. The Industrial Organizational Psychologist, 37(3), 53-57.

The article answers the following questions about pay and performance measurement: what systems are being used, the barriers and challenges of pay systems, and what contributions can psychologists make in this area. 

Debate Topics:

· Are supervisors, peers and subordinates accurate sources of performance ratings?

· Are there any advantages to 360 degree feedback? 

Critical Thinking Exercises (CTEs)

5.1 Many individuals think that “objective” measures are the preferred way to assess performance since they would seem to be less subject to interpretation than subjective measures. Do you agree? Identify one objective measure of performance and describe the different ways it might be subject to interpretation.

5.2 Performance assessments are often seen as unfair to the person being assessed. List three reasons why a company or manager should care about whether or not performance assessments are perceived as fair by employees.

5.3 Consider the rating of the instructor described in the first part of Module 5.2 that accompanies Table 5.1. If you were the head of the department in which this instructor taught, how would you revise the performance rating form to deal with the instructor’s feeling of unfairness?

5.4 Apply the performance rating scale in Table 5.1 to the best and worst instructor you have encountered in your educational career. Rate these instructors on their overall performance. Now go back over those two ratings and apply a “think aloud” protocol (such as we described in Chapter 4) to understand why you assigned the overall score to each. List the factors that influenced your ratings.

5.5 Suppose you are a fourth grade elementary school teacher and the school district has decided to use 360 degree feedback with its teachers. Further assume that they intend to ask the following groups to comment on your effectiveness as a teacher: your students, parents of those students, fellow fourth grade teachers, teacher aides who work or have worked in your classroom, student teachers who have taught in your classroom and observed you, and your principal. Which of these sources would be most effective? Least effective? Explain why.

5.6 Imagine you are a department manager and you receive from supervisors in your department a set of performance ratings that they have completed on their direct reports. Imagine further that on a 5 point rating scale (where 5 is the highest rating) over 90 percent of the ratings were 5’s. How would you go about determining if these were really outstanding performers or whether the ratings were influenced by leniency bias?

5.7 As we have seen in considering the various motivational influences on a supervisor’s ratings, the actual ratings may need to be evaluated in some context to be of any value. Does this mean that performance rating should be abandoned? Why or why not?

5.8 We discussed a “modesty bias” that is common to some Asian cultures. In many Latin cultures, it is considered inappropriate to openly criticize a peer or subordinate. For example, Latin managers might be more reluctant than non-Latin managers to record negative instances of subordinate performance. How might you reconcile this cultural tendency with the need to collect accurate performance information in a Latin culture? How would this tendency of Latin managers affect the comparison of workers in a multinational organization in which some workers report to Latin managers, and others to non-Latin managers?

CHAPTER 6: STAFFING DECISIONS

Learning Objectives

Module 6.1

Understand the three different models of staffing.  

Describe the impact of staffing practices on firm performance.

Identify the various stakeholders in the staffing process.

Understand the challenges faced in multinational staffing.

Module 6.2

Describe the three major ways in which staffing outcomes can be evaluated.

Understand the errors and correct decisions that can be made during the staffing process.

Describe the two general approaches that can be used to establish cut scores.

Explain the considerations that go into determining the utility of staffing decisions.

Module 6.3

Understand the practical issues that affect staffing including how to combine information in making a staffing decision.

Understand the purpose of score banding and how it might be used.

Describe subgroup norming and its current legal status.

Module 6.4

Identify the types of discrimination cases in which I-O psychologists are typically involved.

Describe the theories of discrimination that the law and the courts recognize.

Understand how to calculate adverse impact using the 4/5ths rule.

Chapter Outline

Module 6.1  Conceptual Issues in Staffing  

An Overview of the Staffing Process  

The Impact of Staffing Practices on Firm Performance  

Stakeholders in the Staffing Process  


Line Managers  

Co-workers  


Applicants  
Staffing from the International Perspective  

Module 6.2  Evaluation of Staffing Outcomes  

Validity  


Selection Ratios  

Prediction Errors and Cut Scores  

Establishing Cut Scores  
Utility  

Til Death Us Do Part?: The Concept Of Dynamic Validities 

Fairness  

module 6.3  Practical Issues in Staffing  

A Staffing Model  


Comprehensiveness  

Compensatory  
Combining Information  


Statistical versus Clinical Decision Making  

The Hurdle System of Combining Scores  

Combinating Scores by Regression (The Compensatory Approach)  

Score Banding  

Subgroup Norming  
Selection versus Placement  

Deselection  
Number of Decisions to Be Made  


Large Staffing Projects  


Small Staffing Projects  
module 6.4  Legal Issues in Staffing Decisions  

Charges of Employment Discrimination  

Theories of Discrimination  


Intentional Discrimination or Adverse Treatment  


Unintentional Discrimination or Adverse Impact  
Glossary Terms for Chapter 6
Module 6.1

staffing decisions

high performance work practices

power distance

uncertainty avoidance

multinational staffing

Module 6.2

validity

criterion-related validity

selection ratio (SR)

false positive

false negative

true positive

true negative 

cut score

criterion-referenced cut score 

norm-referenced cut score

Uniform Guidelines on Employee Selection Procedures

base rate

utility analysis

Module 6.3

comprehensive staffing model

clinical decision making

statistical decision making

compensatory system

hurdle system

multiple hurdle system

multiple regression analysis

cross-validation

score banding
standard error of measurement (SEM)

fixed band system

sliding band system

subgroup norming

termination for cause

layoff

Module 6.4

expert witness

adverse (or disparate) treatment

adverse impact

80%” or “4/5ths rule”

adverse impact ratio

discovery
class certification

deposition

settlement discussions

Class Ideas for Chapter 6

1. Exercise 6.1: An article on the internet did not mention the BFOQ issue, but it noted that flight attendants for Hooters Air will be hired and trained like any other flight attendants, and then Hooters Girls will only be responsible for serving passengers food and drinks.  This separation of responsibilities may be a good compromise, particularly now that safety is of increased concern.  The class might discuss whether this seems like a reasonable compromise in light of previous cases that have indicated that gender cannot be used as a BFOQ for flight attendants.

2. The Industrial-Organizational Psychologist (TIP) articles of interest:

Kolmstetter, E. (2003). I-O’s making an impact: TSA Transportation Security Screener skill standards, selection system, and hiring process. The Industrial-Organizational Psychologist, 40(4), 39-46.
This article describes the selection of transportation security screeners and the skill standards used.  

Gutman, A. (2003, January). Adverse impact: Why is it so difficult to understand. The Industrial-Organizational Psychologist,40(3), 42-50.
This article discusses the outcomes of several court rulings and adverse impact. 

Zink, D. L. (2002, July). Improvidently granted: The supreme court hesitates. The Industrial-Organizational Psychologist,40(1), 96-98.

The article covers two legal cases pertaining to the ADEA (Age Discrimination in Employment Act). One of the main questions of the article is whether age discrimination should fall under disparate impact claims. 

Harris, M. M. (2000, October). Practice Network: Uncle Sam wants YOU! Recruitment and I-O Psychology. The Industrial-Organizational Psychologist. 38(2). 73-76.

The article notes that even though there is research on recruitment, I-O psychologists are not involved enough in recruitment practice. It is predicted that I-O psychologists will become more involved in recruiting process and the development of web-based recruitment sites.

3. Critical Thinking Exercises (CTEs)

6.1 Consider the three models that have been proposed by Snow and Snell. The U.S. Department of Defense is faced with continuing challenges from potential adversaries with respect to human rights and aggression from rogue nations. Which of the three models would be most appropriate for staffing senior leadership positions in the armed forces for the ​foreseeable future? Why?

6.2 As we have seen, there are many different stakeholders in the staffing process. From the perspective of firm profitability, which three stakeholder groups would you nominate as the most important? Why?

6.3 A consulting company approaches an organization and suggests that it can improve productivity substantially by administering a battery of tests. These tests will include three different tests of mental ability. In examining the technical manual for this battery, you discover than one of the three tests typically produces very high scores, the second typically produces very low scores, and the third has just as many high as low test scores. What would be your response to the suggestion that all three tests be used in the battery? Why?

6.4 A school district has developed a certification test for teacher candidates that assesses basic skills (i.e., reading, writing, communication, and content area). To set a cut score on that test, the school district has assembled a group of current teachers to provide judgments of how many items a candidate should answer correctly on each test in order to function effectively in the school district. The current teachers are given the correct answers to each item and told how previous groups of candidates have done on these tests. Would you consider this method of score setting ​criterion-referenced or norm-referenced? Why?

6.5 Admissions to medical school are typically made on a hybrid model involving clinical and statistical components. MCAT scores and grades are examined to determine which candidates will be interviewed, then candidates who make that cut visit the medical school for interviews with staff and faculty. An admissions committee then combines the information clinically and decides whom to admit. If you were asked to make the process “more statistical,” what recommendations would you make? Do you think the current model is an effective one? Why or why not?

6.6 Beginning in November 2001, the newly created federal Transportation Security Administration (TSA) was faced with the task of replacing private contractor airport security screeners with government employees. Well over 10,000 replacements had to be made and well over 100,000 applicants sought the new government positions. Consulting companies bid on this federal contract. Suppose company A suggested that the project could be accomplished more quickly if a job analysis were not conducted. Suppose company B suggested that ​“selection panels” be formed to interview and screen applicants. Suppose company C proposed to administer mental ability tests using local colleges to give tests at computer workstations. Which of these proposals would appear most promising and which least promising? Why?

6.7 For each of the following discrimination charges, indicate which is likely to be a charge of intentional discrimination, and which a charge of adverse impact.

1. ‑A female applicant for a position of baggage handler for an airline. A supervisor who interviews her rejects her, indicating that most of the women who succeeded in the job were physically larger than she is.

2. ‑An African American applicant for a position as a reservation clerk for a major hotel chain is told that he has been rejected because his score on a test of clerical accuracy falls below a specific cut point.

3. ‑A Somali applicant for a position as a claims adjuster for a major insurance company is rejected ​because of a concern that Somalis are sympathetic toward Arab terrorists and might engage, directly or indirectly, in terrorist activities.

6.8  Consdier the Case Study on the employment discrimination suit. Note that the I-O psychologist retained by the company felt strongly that the company should not settle but should instead proceed with the trial. If the company had proceeded instead of settling, what major obstacles would the company have to overcome in establishing the validity and fairness of its ​hiring process?
4. A Case Study in Staffing 

(Note that this Case Study was included in the First Edition of the text, but was removed for space considerations).

Metropolitan Motor Company (MMC) decided to open a new assembly plant in southwest Tennessee for their new compact passenger car line. The plant would require a workforce of approximately 1700 production workers, 370 supervisors and managers, 125 engineers and engineering technicians, and 110 administrative and office personnel. The cafeteria and security functions would be outsourced to independent contractors. Below, we describe the sequence that was used to staff the hourly production positions in this new facility. 

Before announcing the location of the facility, MMC did some investigation of the educational characteristics of the labor force in Tennessee, as well as a review of the secondary school system in a five county area surrounding the plant site. It decided to give first priority in employment for entry level and skilled positions to residents in the five county area, then to Tennessee residents, and finally to anyone, regardless of place of residence. 

The VP of corporate HR took several trips to talk to state and local officials about locating the facility in the area. State Department of Labor officials agreed that the state employment offices would accept and screen applications for entry level positions, using criteria developed by MMC. To ensure an adequate pool of applicants, MMC posted job openings on the internet and developed an advertising campaign for Tennessee to make applicants aware of the web site. The web site, which directed interested individuals to visit their nearest state employment office to apply, included a virtual tour of the new plant with 360-degree photos and a chat line for communications between company representatives and interested applicants.  

Job analysis of the positions at other MMC assembly plants had determined that specific physical abilities, specific personality characteristics, and general mental ability were required in all production positions. MMC used the following procedures to screen applicants for these qualifications.

Hourly applicants who passed the screening at the state offices for minimum requirements (education, experience, etc.) were given a phone number to call to schedule a visit to a central placement office in the new plant. There they used computer terminals to take a basic mental ability test and a personality test. MMC had hired an outside consulting company to receive the answers and score these tests via online data transfer.  The results were returned within six hours.

Applicants who scored well enough to continue were asked to call and schedule a physical fitness test to determine their stamina and agility, since the basic production job would require the employee to stand continuously, handle boxes of parts, and occasionally assume awkward positions for assembly operations.  The physical fitness screening was done at the local YMCA and two health clinics associated with hospitals in the area. Those who passed the fitness test were then asked to schedule an interview with a selection team at the new plant.

The selection team consisted of experienced employees from another MMC assembly plant: a first and second level supervisor and two production workers.  Prior to the interview, one of the production workers gave groups of applicants a short walking tour of the new plant, followed by a short video that showed the assembly operations as they were performed at another plant similar to the new facility. The applicants were given an opportunity to ask questions of the experienced production worker, and then were each interviewed by the four-member selection team according to a structured set of questions developed by the MMC HR department. 

After the structured interviews, the outside consulting firm that had scored the earlier, on-line tests evaluated each candidate according to the interview dimensions.  Those who were considered eligible for hiring were asked to complete an information form indicating preferences for tasks, days of work, and shift assignment. These preference sheets were input for making initial assignments for the successful applicants. In addition to the applicant completed preference sheets, the outside consulting firm also made recommendations regarding initial assignments based on the results of the on-line testing and the interviews. 

Applicants who received job offers were told that although some adjustments might be possible, they would be expected to keep their assigned job and work schedule for at least six months. At the end of that time, individuals could apply for shift or job changes. After the initial six-month change request, individuals could bid on new shifts and new positions on a yearly basis. If the employee had no disciplinary actions and had been on time for work on 98% of the scheduled work days, he or she would be eligible for a change in work.  Such changes would be determined among eligible employees strictly by seniority. After considering the initial offer of employment and assignment, applicants decided whether to accept or reject the offer. A medical examination was administered to those applicants who acceped an offer of employment and they received an employee handbook that outlined expectations and benefits. 

This case study is a realistic description of the steps or phases in a large scale staffing effort. From initial planning to a completely staffed production force, it might have taken eighteen months to complete, and cost in excess of $1.5 million. And that only encompassed the production workers. Other systems would be used to recruit and select professional, administrative, and managerial staff members. Many of the individuals who would fill these non-production slots would be recruited internally from other MMC facilities, thus providing opportunities for upward mobility in those other facilities as well.

5. Phases of an Employment Discrimination Lawsuit  (Note that this material was written by Frank Landy.  This material can be used to provide ideas and content for instructors to supplement the material provided in the text in Chapter 6.  


An employment discrimination case brought against a large employer by many plaintiffs may cover a period of ten years from the initial complaint to a final decision or resolution.  Let’s start from the beginning.

Insert Figure 6.1 about here


Complaint


When an individual or group believes that an employment practice is illegal, the first step in challenging that practice is the filing of a complaint. In order to file a lawsuit in federal court, the complaint needs to be evaluated to insure that there is sufficient reason to believe that a violation of law may have occurred.  The individual or group has to be given permission by some regulatory agency to file a suit. If this were not the case, everyone who was upset about an employer’s decision might file a federal lawsuit, thus hopelessly clogging the civil court system.  Note that if the defendant is a public employer such as a State Personnel Department or municipal police department, the case will be taken over by the Department of Justice.  If the defendant is a private employer such as Home Depot or the Ford Motor Company, the case will remain with the EEOC.  The Department of Justice and the EEOC do not get involved in every case for which a right-to-sue-letter has been issued.  Like the Supreme Court, these agencies pick and choose cases which are likely to have a wide impact on a particular practice. 


If the complaint identifies a particular human resource practice, such as hiring or promotion, it is likely that an I-O psychologist will become involved in the case.  Since judges and juries often use the Uniform Guidelines and SIOP Principles to determine if a practice was job-related, it makes sense that an I-O psychologist would be the appropriate person to help explain the technical issues included in the Guidelines and Principles. 


Class Certification

A plaintiff can sue an employer individually, as part of a group of other plaintiffs, or on behalf of a class of “similarly situated” individuals. For example, a rejected African-American applicant for a job with a manufacturing company might attempt to file a suit in which he or she represents not only him- or herself, but also all African-Americans who were rejected by that company in the three previous years. This larger group of applicants would be called a “class,” giving rise to the term “class action suit.” If the plaintiff wins the case, then all members of the class may be entitled to share in the award, although the actual plaintiffs who file the suit (called named plaintiffs) will usually be awarded a larger amount because of their continued involvement in the case. 


A judge decides whether or not class certification is warranted. A number of criteria must be met for class certification; the most important are: (a) that the plaintiffs are all members of a protected class (e.g., women or African-Americans),  (b) that the plaintiff does actually have a claim that is common to a large group of people (e.g., failure to hire), (c) that the number of plaintiffs is so large as to make consolidation of complaints more efficient (e.g., 500 or more potential plaintiffs), and (d) that there is a common basis for the complaints of class members (e.g., the same hiring process was used to reject all of the plaintiffs). The advantages to the lawyers representing the plaintiffs for gaining class certification are substantial. If a lawyer represents a single individual in a discrimination case, a win and an award of $400,000 may result in a fee of $100,000 to the lawyer. If, instead, a class is certified and includes 500 plaintiffs, the award may be in the multimillion dollar range and the fee for the lawyer may be in the millions of dollars. The actual range of awards to each plaintiff has a ceiling that runs between $50,000 and $300,000 each, depending on the size of the company; the larger the company, the higher the ceiling. For companies with less than 100 employees, the ceiling is set at $50,000. For companies with more than 500 employees, the ceiling is $300,000. Class certification also has advantages for the plaintiffs. The most important of these is simply the timeliness with which the case may be tried. Absent class certification, 100 separate cases might all be filed in the same court, resulting in 100 separate trials, each taking several weeks. It would be many years before any particular case might be tried.  Class certification bypasses this delay.


In the class certification stage, the I-O psychologist is often called upon to determine whether the members of the class were all subject to the same practice. For example, the challenged practice may be a hiring system using several different standardized tests over a period of three years, a different one each year.  The I-O psychologist would examine the tests in question. If the various tests were simply parallel forms of the same basic test, then the psychologist might agree that the tests represent a common practice. If, on the other hand, one of the tests assessed memory, a second assessed personality characteristics, and the third was a test of technical knowledge, then the conclusion might be that they do not represent the same “practice” and there would not be a single class of plaintiffs. Instead, each practice (test) would need to be considered individually and, at best, there would be three classes of plaintiffs instead of one.  


Discovery


In television dramas and movies depicting high profile civil and criminal trials, there is often a moment of high suspense when a witness blurts out an admission or explanation that comes as a complete surprise to the examining lawyer, resulting in a radical shift in the course of the trial. This virtually never happens in real life because of a process called discovery. Through the discovery process, lawyers are given access to potential witnesses who will be called by the other side, as well as any documents relevant to the complaints. Lawyers may send a series of “interrogatories” to the opposing party asking for specific written answers to specific questions. A plaintiff may contend, for example, that he or she was passed over for a position in favor of a less qualified applicant. The plaintiff will be asked to identify explicitly who that less qualified person was and why they believe that this person was less qualified.  In addition, the lawyers may ask for documents such as the past employment record of the plaintiff or the company policy covering promotions or discipline. Finally, the lawyers may request to take the depositions of anyone who may testify at trial. A deposition is an interview under oath taken by an opposing attorney. If the lawyers are good at what they do, by the time a trial actually occurs, there are few secrets or uncharted areas of  testimony. Lawyers use the information gathered through the discovery process to plan their trial strategy. 


The role of the I-O psychologist in the discovery process is varied. The most obvious role is as an expert. The I-O psychologist will be deposed by the opposing attorney. But the I-O psychologist can also be of help in other parts of the discovery process. He or she can advise the lawyers with respect to what technical documents and procedural documents to request. These documents might include the tests themselves and their technical manual and backup information, as well as company policy statements, procedural memos, and the like. Since the I-O psychologist is very familiar with HR procedures and test information, he or she can help the lawyers understand the meaning and relevance of these documents. The psychologist may also be involved in helping the lawyers prepare for the deposition of witnesses on the other side, both fact witnesses and other expert witnesses. 


Motions


Throughout the course of the litigation, lawyers will file various motions with the judge asking for a wide range of actions. As an example, in the course of discovery, lawyers for the plaintiffs may request information from the defendant company and the company may decline to provide that information, claiming that it is irrelevant and as well as expensive to produce. The opposing lawyers will then file a motion asking the judge to compel or require the defendant to provide the information.


Two common and important types of motions filed in such cases are Daubert motions and motions requesting a summary judgment.  As we saw in Chapter 1, Daubert motions are attempts to exclude the testimony of an expert based on an argument that they are not sufficiently scientific and would mislead the judge or the jury.  A motion for summary judgment asks the judge either to rule on behalf of the plaintiff (if filed by the lawyers for the plaintiffs) or to dismiss the complaint (if filed by lawyers for the defendants) before going to trial.  Plaintiffs might argue that the evidence uncovered to that point shows a clear violation of the law by the defendant company.  Defendants might argue that the discovery process has demonstrated that there was no foundation for the charges in the first place.  If a judge grants a summary judgment motion, then the litigation is over and there is no trial.


The I-O psychologist may be the subject of a Daubert motion.  The other side will argue that the report or testimony of the I-O psychologist should not be admitted in the case.  The I-O psychologist may be expected to defend his or her opinions as scientifically sound, either in a report or possibly in a hearing before the judge.  In defending these opinions as based on science, the psychologist would be expected to present relevant literature showing that the theory on which his or her opinion is based is accepted in the I-O literature, can be tested, and so forth.   If the motion is a summary judgment motion, the I-O psychologist may be asked to submit an affidavit (sworn written statement) or a report commenting on I-O principles or practices mentioned in the motion.  


Settlement


Because trials are costly and risky for both sides, the parties will often conduct settlement discussions in an attempt to reach a mutually satisfying resolution of the complaint before proceeding with all of the other steps that lead to a trial. Most cases do settle before trial, and settlement discussions can start at any time from the filing of an initial complaint to when the jury has started deliberating following the presentation of evidence. Judges may also require settlement discussions at various points along the way; they may have case loads in excess of 1000 cases, and it is to their advantage to have cases settle rather than go to trial. 


Settlement agreements may involve money (e.g., back pay) as well as changes in procedures (e.g., an agreement by a company to stop using a particular hiring procedure). Serious settlement discussions usually occur after discovery has been completed and each side is aware of the relative strengths and weaknesses of their respective cases. In addition, if the plaintiffs prevail, their lawyers may be awarded substantial fees, considerably more than what would be awarded to the defendants. This is an additional driving force in settlement discussions. 


I-O psychologists are not directly involved in settlement discussions. The actual discussions include lawyers, plaintiffs, and possibly the judge. Nevertheless, to the extent that the discussions revolve around HR practices, then the I-O psychologist may be asked to assist the lawyer in understanding the implications of any changes in that practice. As an example, the plaintiffs might demand that a particular test or testing technique be dropped from the hiring sequence. The I-O psychologist would help both sides understand the implications for validity of dropping that test, and may suggest alternative techniques or tests that would be acceptable to both parties. 


Trial


If an actual trial is held, it may last anywhere from a week to a month, depending on the complexity of the case. The trial may take place in front of a jury (if there is a claim of intentional discrimination) or in front of a judge. If it is a jury trial, it will typically take longer, since juries will typically be less familiar with the technical issues than a judge, and more time must be taken to educate the jury on issues such as statistics, HR policy, and scientific literature. The role of the judge in a jury trial is to rule on objections and motions that occur in the course of the trial. In addition, the judge may ask questions of witnesses in order to provide the jury with additional relevant information or to clear up any confusion in the testimony. Ultimately, however, in a jury trial, it is the jury who decides the outcome of the case, not the judge. 


In trial, the I-O psychologist will play a central role. Since much of what will be discussed is technical and unfamiliar to both the judge and the jury, it is the psychologist’s role to help the judge and jury understand the intricacies of things such as validity designs, test reliability, or validity generalization theory. Since the psychologist will testify as an “expert,” his or her credibility and expertise may be pivotal to the outcome of the case.  In non-jury trials, the judge will often cite the testimony of the I-O psychologist in the written opinion. 

Decision

When all of the evidence has been presented, a decision will be rendered by the judge or the jury. If it is a jury trial, the decision may come in hours or days, depending on the extent of the jury deliberations. In a non-jury trial (also called a “bench trial”), the ruling or verdict may not come for almost a year. A jury trial results in a verdict without any written explanation by the jurors. A bench trial will usually result in a lengthy written opinion by the judge describing what he or she sees to be the facts of the case, the relevant law and previous court decisions on similar topics, and the conclusion about which side prevailed. If the decision is in favor of the plaintiffs, there will usually be a monetary award of some amount. In a bench trial, in addition to a monetary award, a judge may also order changes in procedures or practices. If the defendants win, the judge may order the plaintiffs to pay some portion of the costs incurred by the defendant in defending against the charge, but these costs are usually minimal and cover only administrative expenses such as copying, fees for court reporters, and limited travel costs. The cost award may represent less than 1% of the total costs incurred by the company. If the decision requires a change in a practice (e.g., the performance appraisal process), the judge may direct the company to install a new practice with the assistance of a trained I-O psychologist. 

Appeals

It is common for the losing party in a case to be dissatisfied with the decision of the judge or the jury. This often results in an appeal. The appeal will be heard by a panel of judges in the judicial circuit in which the case was tried. These judges will not reconsider the merits of the case, but will only look at the record to make sure that correct procedures or  process were used. As an example, the trial judge may decide to exclude the testimony of a particular witness. The losing party may argue that the judge made an incorrect decision and that this testimony would have changed the verdict. 

An appeal can result in one of four actions. First, it may be dismissed as inappropriate. If it is not dismissed, the appeals court will either affirm (i.e., agree with), reverse (i.e., come to a different conclusion than the trial judge), or remand (send the case back to the trial judge with a requirement to reconsider a particular issue). Remands usually result in a new trial, although the second trial may be much narrower than the first, simply requiring the judge to consider points raised by the Appeals Court judges.  


The highest level of appeal is to the Supreme Court. The nine justices of the Supreme Court will only consider appeals related to constitutional issues. They will not review either the ultimate decision of the trial judge, or the procedural decisions of the Appeals Court judges.  They will only deal with apparent inconsistencies between constitutional issues and the issues raised in the case.  If different circuits come to different conclusions about the meaning and interpretation of various laws, the Supreme Court may accept a case and issue a ruling as a way of resolving these inconsistencies. The Supreme Court agrees to consider a very small fraction of the cases that are sent to it.  Like the Circuit Court of Appeals, the Supreme Court can simply decline to become involved, affirm a decision, reverse a decision, or remand a case to a lower court for re-hearing. Various appeals will often add years to the length of a litigation action. 


Since appeals are based on procedural arguments and not substantive issues, the I-O psychologist will not have an active role. If the appeal is successful, and the case is remanded for a re-hearing, the I-O psychologist may be involved as an expert witness once again in the re-hearing. 


Witnesses

There are three types of witnesses in employment discrimination trials. Fact witnesses provide information about the factual issues in the case. Plaintiffs may testify with respect to what happened to them when they applied for a job or a promotion and what the consequences of the company action were for them in terms of lost income or physical or psychological distress. Managers may testify about how they gathered and analyzed information about applicants, or about discussions with individual plaintiffs. 

The second type of witness (called a 30(b)6 witness as a result of the section in the Federal Rules of Procedure that define who this person is) will testify as an official spokesperson for the company about a policy or procedure.  This person is knowledgeable about the history and implementation of one or more parts of company policy.  Although other fact witnesses may have things to say about the policy and its implementation, these are personal experiences with the policy.  Since the 30(b)6 witness speaks for the company, that testimony carries substantial weight in the case. 

The third type of witness is the expert witness, and we have discussed the role of that person in Chapter 1 in the textbook.  The expert witness is qualified by training, education, or experience to offer opinions about issues in the case, such as effectiveness of an assessment device or a staffing strategy. In employment discrimination cases, the typical expert witnesses include statisticians who will consider issues related to adverse impact determination, economists who consider issues of monetary damages, and I-O psychologists who will consider HR and psychometric issues.  These issues may be as detailed as the specific method for setting a cut score or as broad as “best practices” in implementing a downsizing.  Consider the topics in Table 6.1 below.  These are just some of the topics on which Frank Landy has testified in employment discrimination cases in the last decade.  Because I-O psychologists are likely to be retained by both the plaintiffs and the defendant, it will also be necessary for the I-O psychologist to understand what an opposing expert is saying, and explain to the judge or jury why he or she disagrees with the other expert. 

Table 6.1.  Topics that expert witnesses might testify on in employment discrimination cases.

The validity of mental ability tests
The validity of personality tests
The validity of physical ability tests
The validity of application blanks
The validity of background checks
The validity of interviews
The validity of assessment centers
The validity of knowledge tests
The validity of education requirements
Racial stereotyping
Age stereotyping
Gender stereotyping
Disability stereotyping
The use of pre-employment questions to uncover past mental illness
The use of the polygraph in public safety hiring
The use of examinations for certifying employed teachers
The fairness of performance appraisal rating systems
Alternative methods for setting cut scores on entrance examinations
Discriminatory use of training access
Discriminatory compensation policies
Discriminatory disciplinary systems
Discriminatory layoff policies
Policies governing classification of positions as exempt from wage and hour regulations
Violations of labor agreements concerning promotion and job assignment
Channeling female hires/applicants into job ladders unlikely to lead to senior management positions
Channeling black hires/applicants into job ladders unlikely to lead to senior management positions
The adequacy of a job analysis
The adequacy of a content validity approach to validation
The adequacy of a construct validity approach to validation
The adequacy of a criterion related approach to validation
The scientific foundation for fingerprint evidence
The effect of a teacher wearing religious garb on K-12 students in her classroom
CHAPTER 7:  TRAINING AND DEVELOPMENT

Learning Objectives

Module 7.1

Understand the importance of training and learning.

Identify the different parts of a training needs analysis.

Describe the individual difference characteristics that influence the learning process. 

Describe how learning and motivational theories can be applied to training.

Identify the principles of learning that can be used in training.

Compare massed and distributed practice.

Define learning organizations and identify their features. 

Module 7.2

Describe the different methods of training.

Define transfer of training.

Module 7.3

Describe the four-level model used to categorize training criteria.

Discuss four ways to examine the validity of training programs.

Describe three types of training evaluation designs.

Module 7.4

Identify several kinds of specialized training programs that are commonly used in organizations.

Describe 360 degree feedback and its purposes.

Describe hostile working environment and quid pro quo sexual harassment and explain how training can reduce them.

Describe training approaches used to help people understand other cultures.

Understand the eight dimensions of intercultural sensitivity.

Chapter Outline

Module 7.1  Foundations of Training and Learning 

Training, Learning, and Performance  

Training Needs Analysis  

The Learning Process in Training  

Trainee Characteristics  
Learning and Motivational Theories Applied to Training  
Principles of Learning  
Learning Organizations  

Module 7.2  Content and Methods of Training  

Training Methods  

On-Site Training Methods  
Off-Site Training Methods 
Distance Learning and Computer-Based Training  
Training “Critical Thinking”  

Transfer of Training  

Module 7.3  Evaluating Training Programs

Training Evaluation  

Training Criteria  

Utility Analysis  

Validity of Training Programs  

Training Evaluation Designs  

Equal Employment Opportunity Issues in Training  

Module 7.4  Specialized Training Programs

Management and Leadership Development  

Assessment Centers  
360 Degree Feedback  
Coaching  
Informal Training  
Sexual Harassment Awareness Training  

Ethics Training  

Cross-Cultural Training  
Glossary Terms for Chapter 7
Module 7.1

training

learning

cognitive outcome

skill-based outcome 

affective outcome

performance

training needs analysis

organizational analysis

task analysis 

competencies

person analysis 

trainee readiness 

performance orientation

mastery orientation

trainee motivation

expectancy framework

positive reinforcement

behavior modification

social learning theory 

behavioral modeling

self-efficacy

goal setting

feedback

active practice

automaticity

fidelity

physical fidelity

psychological fidelity

whole learning

part learning

massed practice

distributed practice 

learning organization 

Module 7.2

on-the-job training

apprenticeship

job rotation

classroom lecture

programmed instruction

linear programming

branching programming

simulator 

distance learning 

computer-based training 

adaptive guidance

critical thinking skills

transfer of training 

transfer of training climate 

vertical transfer

horizontal transfer

Module 7.3

training evaluation 

reaction criteria 

learning criteria

behavioral criteria 

results criteria

internal criteria

external criteria

utility analysis 

pre-test post-test control group design

Solomon four-group design 

Module 7.4

development 

assessment center

360 degree feedback

coaching

informal training
sexual harassment

quid pro quo sexual harassment

hostile working environment sexual harassment

expatriate

culture shock

cross-cultural training

cultural assimilator

culture-specific assimilator

culture-general assimilator

intercultural sensitivity

Class Ideas for Chapter 7

1. New York Times article from Oct 30, 2002 (page A25) on the challenge of training new fire fighters raises many of the issues described in this chapter.  This article can provide for a good example of practical issues related to training. 
2. USA Today had an article on 11/28/2006 on how hotels train employees to think fast.  This article could be used to discuss this new type of training, to discuss potential “fads” in training, and to critically evaluate whether a particular type of training is likely to be effective in an organization.

http://www.usatoday.com/money/biztravel/2006-11-28-hipper-hotels-usat_x.htm
 
3. A good source for class discussion is an article entitled “Mexico City finally training police,” which highlighted clear needs for training and improved job performance (Bierma, 1997).  Government officials in Mexico City noted that many police were corrupt as indicated by the fact that officers were protecting criminals, shaking down motorists for bribes, and committing crimes instead of stopping them.  In one precinct, officers ran up thousands of dollars in calls to telephone sex lines.  Firearms accidents were common, and several officers had accidentally shot themselves in the foot.  Many officers didn’t know police procedure or how to make arrests, and more than once, arresting officers were disarmed, bound, and gagged by criminals.  Accordingly, the Mexican army took over the police officers’ jobs while the 2600 police of Mexico City underwent training in human rights, weapons handling, ethics, public relations, and physical fitness.  Some things they learned: “don’t take bribes, don’t shoot yourself in the foot, and don’t let a flabby waistline spoil your look as a lean, mean crime-fighting machine” (Bierma, 1997).  Follow-up articles indicated that although the training resulted in some improvements in job performance over time, continued concerns and problems with corruption, human rights violations, and physical fitness suggest that additional training is necessary.   

Bierma, P. (1997, March 7). Mexico City finally training police. Baton Rouge Advocate. p. 18A.

4. The Industrial-Organizational Psychologist (TIP) articles of interest:

Perloff, R., (2003, January). A potpourri of cursory thoughts on evaluation. The Industrial-Organizational Psychologist,40(3), 52-54.
This article discusses differences between evaluation research versus program evaluation. It defines formative versus summative evaluation. 

Saks, A. (2002, January). So what is a good transfer of training estimate, A reply to Fitzpatrick. The Industrial-Organizational Psychologist, 39(3), 29-30.

This article provides an updated view on transfer of training estimates. 

Rogelberg, S. (2001 January). Informed decisions: Research-based practice notes. The Industrial-Organizational Psychologist,38(3), 84-87.

This article describes how to help organizations find and work with high potential employees. A marketing plan needs to be established to define the employees to work with, assess individual abilities, and a plan to meet the desired results.

5. Debate Topic:  Does the current public education system do an effective job at training students for the workplace?

Critical Thinking Exercises (CTEs)

7.1 Describe how learning to drive involves part learning. Next, describe whether you think that the learning sequence is likely to be different if one is learning to drive a car with an automatic transmission compared to one with a standard transmission.

7.2 When learning new information in school or on the job, do you tend to have a mastery orientation or a performance orientation? Does the orientation that you typically use help or hinder what you learn and how you later apply that information when you take a test or perform on the job?

7.3 Do you think that classroom lectures are an effective training method? What are the advantages and disadvantages of the lecture as a training method?

7.4 Do you think the revised SAT I that places a greater emphasis on an analysis of short and long reading passages does a better job of assessing critical thinking skills than the older version of the SAT that required students to recognize antonyms and complete sentences with missing words? Why? Do you think that the SAT I does a better job of assessing ​preparedness for college than the previous version of the SAT?

7.5 What would you tell training specialists who suggested that they don’t have the time or the support for conducting training evaluation? What arguments can be made to those skeptical of the need for training evaluation?

7.6 Match these four criteria with Kirkpatrick’s four levels (reaction, learning, behavior, results):

1. ‑Trainees all receive above 90 percent correct on a knowledge test given immediately after training.

2. ‑Trainees report that they learned a lot during the training program.

3. ‑Employees who have gone through training have higher sales revenues compared to those who have not gone through training.

4. ‑Supervisor ratings indicate trainees demonstrate increased knowledge on the job about sales ​products.

7.7 Some studies have found differences in the way men and women perceive work situations that may be considered inappropriate under sexual harassment laws. How would sexual harassment training be able to address the differing perceptions of men and women?

7.8 Because your boss knows you have taken an I-O psychology course, she asks you to provide a report of the advantages and disadvantages of using 360 degree feedback as part of the management development program. What advantages and disadvantages will you include in your report? Overall, are you optimistic or pessimistic about the use of 360 degree feedback as part of the management development program?
CHAPTER 8: THE MOTIVATION TO WORK
Learning Objectives

Module 8.1

Understand the early history of motivation theory in I-O psychology.

Identify motivational theories using the metaphors described in the text.

Understand the importance and meaning of motivation and its links with performance.

Module 8.2
Identify the classic approaches to motivational theories.

Explain the premise of Maslow’s need hierarchy theory.

Describe the Two Factor Theory developed by Herzberg.

Explain Vroom’s Valence Instrumentality Expectancy theory.

Module 8.3

Describe why goal setting theory is considered a Person-as-Intentional Approach.

Explain Control Theory and the concept of self-regulation.

Identify the four separate avenues that can be used to develop self-efficacy.

Identify the common themes found in modern approaches to motivation theory.

Module 8.4

Identify the four types of motivational practices managers employ across all cultures.

Understand generational differences and how they relate to work motivation.

Describe three specific types of motivational interventions used in applied settings.

Identify the five job characteristics used for job enrichment.

Chapter Outline

MODULE 8.1: AN INTRODUCTION TO MOTIVATION

The Central Position of Motivation in Psychology

A Brief History of Motivation Theory in I-O Psychology

Metaphors for Motivation


Person as Machine


Person as God-like

The Meaning and Importance of Motivation in the Workplace

Motivation and Performance


Motivation and Work-Life Balance


Motivation and Attitudes


Motivatoin and Personality

MODULE 8.2: MOTIVATIONAL THEORIES -- CLASSIC APPROACHES

"Person-as-Machine" Theories


An Internal Mechanical Theory: Maslow's Need Theory



Variations on Maslow's theory


An External Mechanical Theory: Reinforcement Theory

"Person-as-Godlike" Theories: The Scientist Model


Vroom's VIE Theory


Equity Theory

MODULE 8.3: MODERN APPROACHES TO WORK MOTIVATION

Person-as-Intentional


Goal Setting Theory



Challenges for goal setting theory



Levels of explanation as goal setting


Control Theories and the Concept of Self-Regulation

The Concept of Self-Efficacy in Modern Motivation Theory


Action Theory


Common Theories in Modern Approaches

A New Motivational Topic: The Entrepreneur

MODULE 8.4: PRACTICAL ISSUES IN MOTIVATION

Can Motivation Be Measured?

Cross-Cultural Issues in Motivation

Generational Differences and Work Motivation

Motivational Interventions


Contingent Rewards


Job Enrichment

ProMES

Glossary Terms for Chapter 8
Module 8.1

motivation

instinct

need 

drive

behaviorist approach 

Field Theory 

group dynamics

“person as machine” metaphor

“person as God-like” metaphor

“person as scientist” metaphor

limited rationality

“person as judge” metaphor

work-life balance

attitudes

Module 8.2

Maslow’s need theory

Two-factor theory

hygiene needs

motivator needs

ERG theory

reinforcement theory

contingent reward

intermittent reward

continuous reward

VIE theory

Path-Goal theory

valence

instrumentality

expectancy

equity theory

Dissonance Theory

inputs

outcomes

comparison other

input/outcome ratio

Module 8.3

person-as-intentional approach

Goal Setting Theory

feedback loop

control theory

self-regulation

self-efficacy

Action Theory (Rubicon Theory)

action process

action structure 

Module 8.4

Motivational Trait Questionnaire (MTQ)

job enrichment  

ProMES

indicators

Class Ideas for Chapter 8

1. An interesting article in the New York Times in “Economic Scene” by Alan Krueger (June 26, 2003) presents some examples of "cognitive behaviorism" and limited rationality that are related to motivational themes discussed in this chapter.  

Debate Topic:

· Which is a stronger motivator, money or power?

Critical Thinking Exercises (CTEs)

8.1  People engage in many dangerous behaviors, including smoking, substance abuse, driving without seatbelts, etc. How can these behaviors be accounted for using the “person-as-machine” metaphor?

8.2  Competitive individuals are often described as having a “fire burning inside.” Would this explanation be more compatible with instinct theory, the “person-as-machine” metaphor, or the “person-as-God-like” metaphor? Why?

8.3  During the summer of 2002, a drought in the southwest led to many forest fires. Several of these fires were set intentionally by part time fire fighters anxious to make additional money. Apply two classic theories of motivation to this behavior. 

8.4  The stars of TV shows often threaten to leave the show unless they are paid more money per episode, even though they are making a substantial per-episode salary already. The stars of “Friends” make more than $1 million per episode. Using either Equity Theory or Vroom’s VIE theory, explain the tendency among these stars to ask for more money.

8.5  Many top level executives have pay packages which are tied to the value of the company’s stock. As the stock price goes up, the executive’s bonus goes up. This has been identified as one possible reason for the recent scandals involving the overstatement of corporate earnings in order to drive stock prices higher. How could goal setting theory be used to alter this method of compensation?

8.6  Recall the last time you did more poorly than you had expected to in an examination. Using the feedback loop concept of control theory, describe how you altered your behavior to prepare for the next examination in that subject matter. 

8.7  Assume that as a manager of a fast food restaurant, you wanted to increase the cleanliness of the seating area by having your staff be more attentive to that area. Using a program of contingent rewards, how would you do that? Is there any research evidence to support your plan? 

8.8  ProMES has been used successfully as a method of motivation in well over a dozen countries. What characteristics of ProMES make it suitable for crossing cultural boundaries? In which country/culture do you think ProMES would work particularly well? Why? In which country/culture do you think ProMES would work particularly poorly? Why?

CHAPTER 9: EMOTIONS, ATTITUDES, AND WORK
Learning Objectives

Module 9.1

Understand how emotions experienced at work affect work and non-work behavior.

Understand the early history of job satisfaction research.

Describe the antecedents and the consequences of job satisfaction.

Describe the major approaches to measuring job satisfaction.

Module 9.2
Understand the forms of work satisfaction described by Bruggemann and Bussing.

Explain the distinction between moods and emotions. 

Describe how dispositions and core evaluations can be helpful in understanding job satisfaction.

Describe the concept of commitment and its different forms.

Module 9.3

Understand the psychological implications of job loss.

Describe the arguments of the proponents and opponents of telecommuting.

Identify the influences on and outcomes of work-life balance.

Describe how cultural variables can affect the study of work attitudes and emotions.

Chapter Outline

module  9.1  Job Satisfaction  

The Experience of Emotion at Work  

Job Satisfaction: Some History  

The Early Period of Job Satisfaction Research  
An Evolution  
Antecedents and Consequences of Job Satisfaction  

The Measurement of Job Satisfaction  

Overall versus Facet Satisfaction  
Satisfaction Questionnaires  
module  9.2  Moods, Emotions, Attitudes, and Behavior  

Is Everybody Happy? Does It Matter If They Are?  

The Concept of “Resigned” Work Satisfaction  

Satisfaction versus Mood versus Emotion  

Dispositions and Affectivity  

The Time Course of Emotional Experience
Genetics and Job Satisfaction  
The Concept of Core Evaluations  
The Concept of Commitment  

Forms of Commitment  
Individual Difference Variables and Commitment  

A New Focus: Organizational Identification
Withdrawal Behaviors  

module  9.3  Related Topics  

Job Loss  

Telecommuting  

Work–Family Balance  

Work-Related Attitudes and Emotions from the Cross-Cultural Perspective  

A Possible Connection between Motivation and Emotion  
Glossary Terms for Chapter 9

Module 9.1

job satisfaction

Hawthorne Effect

Value theory

opponent process theory

overall satisfaction

facet satisfaction

Job Descriptive Index (JDI)

Minnesota Satisfaction Questionnaire (MSQ)

intrinsic satisfaction

extrinsic satisfaction

Module 9.2

resigned work satisfaction

constructive work dissatisfaction

mood

emotion

affect circumplex

process emotion

prospective emotion

retrospective emotion

negative affectivity (NA)

positive affectivity (PA)

core evaluations

emotional labor

commitment

affective commitment 

continuance commitment

normative commitment

occupational commitment

job imbeddedness

Hobo syndrome

withdrawal behaviors    

work withdrawal 

job withdrawal

progression hypothesis

Module 9.3

work/family balance

Debate Topics:

· Does every member of a group need to be happy in order to accomplish a task?

· Is telecommuting an effective substitute for the traditional work arrangements?

Critical Thinking Exercises (CTEs)

9.1 Use the questions in Table 9.2 to describe the best job and the worst job you have ever had. What are the differences between them?

9.2 Sometimes job satisfaction is defined as a cog​ni​tion (attitude), sometimes as an emotion, and sometimes as both. Consider a time when you were ​satisfied with your job and a time you were dissatisfied with your job (these can be two different jobs) and list the cognitions (thoughts) you had and the emotions you had ​below:


Satisfied
Dissatisfied
Cognition
Emotion

9.3 Consider two professional athletes who have been traded from one team to another. One athlete had been with the same team for seven years before being traded, while the other athlete had been with a team for two years before the trade. Analyze the commitment levels of each athlete using the three elements suggested by Meyer and Allen.

9.4 The progression approach to withdrawal behaviors proposes that little withdrawals (tardiness) eventually escalate into larger withdrawals (absence). Assuming this proposition is true, how would it affect your behavior as a manager?

9.5 If an organization announces a downsizing, would the emotional impact be greatest on (a) a worker who joined the organization directly from school five years ago, (b) one who joined the organization directly from school a year ago, or (c) one who graduated from school three years ago, but was laid off by a previous employer and employed by the current organization for one year? Explain your answer.

9.6 American workers are more likely to confront a supervisor or manager if they are unhappy with some aspect of their work. Asian workers are less likely to engage in such confrontation. Does this mean that the Asian workers will experience more job dissatisfaction or negative emotions than their American counterparts? Explain your answer.

CHAPTER 10: STRESS AND WORKER WELL-BEING

Learning Objectives

Module 10.1

Understand early approaches to stress developed by Selye and Cannon.  

Describe common physical and psychological stressors at work.  

Identify the behavioral, psychological, and physiological consequences of stress.

Module 10.2
Explain the Demand/Control and Person-Environment Fit models of stress.

Explain how individual difference characteristics may provide resistance to stress.

Identify the subcomponents of the Type A Behavior Pattern and describe which subcomponents can be used to predict health and performance outcomes, respectively.  

Module 10.3

Describe the 3 major approaches used in organizations to reduce and manage stress.

Give an example of a stress management training program and its intended outcomes.

Explain how social support can buffer the effects of stress on subsequent strains.

Module 10.4

Describe the individual and organizational characteristics that appear to be associated with workplace violence.

Describe the frustration-aggression hypothesis of workplace violence.

Describe the justice hypothesis of workplace violence.

Understand the phenomenon of bullying and its relation to workplace violence.

Chapter Outline

Module 10.1  The Problem of Stress  

Studying Workplace Stress  

What is a Stressor?  

Common Stressors at Work  

Physical/Task Stressors  
Psychological Stressors  
Consequences of Stress  

Behavioral Consequences of Stress  
Psychological Consequences of Stress  
Physiological Consequences of Stress  

Work Schedules

   Shift Work

   Flexible and Compressed Workweek Schedules

Module 10.2  Theories of Stress  

Demand-Control Model  

Person-Environment Fit Model  

Individual Differences in Resistance to Stress  

The Type A Behavior Pattern  
Module 10.3  Reducing and Managing Stress  
Primary Prevention Strategies  

Work and Job Design  
Cognitive Restructuring  
Secondary Prevention Strategies  

Stress Management Training  
Relaxation and Biofeedback Techniques  
Social Support  
Tertiary Prevention Strategies  

Summary of Stress Intervention Strategies  

Future Work Trends and Challenges to Stress and Stress Management  

Module 10.4  VIOLENCE AT WORK  
Stress and Workplace Violence

Levels of Violence

The Experiential Sequence of Violence

The “Typical” Violent Worker

Theories of Workplace Violence

Frustration-Aggression Hypothesis
The “Justice” Hypothesis
A Special Type of Violence: Bullying

What Can We Conclude About Workplace Violence?

Glossary Terms for Chapter 10
Module 10.1

fight-or-flight reaction

eustress

distress

General Adaptation Syndrome (GAS)

alarm reaction stage

stress hormone

resistance stage

exhaustion stage

problem-focused coping 

emotion-focused coping 

stressor 

strain

autonomy

interpersonal conflict

role stressors 

role

role ambiguity

role conflict

role overload

work-family conflict

emotional labor 

surface acting 

deep acting

burnout

emotional exhaustion
depersonalization
low personal accomplishment

Module 10.2

Demand-Control Model

demand

control

person-job fit

person-organization fit 

locus of control (LOC)

hardiness 

self-esteem

Type A behavior pattern (TABP)

coronary-prone personality

hostility

achievement strivings (AS) 

impatience/irritability (II) 

time urgency 

Module 10.3

Occupational Health Psychology

primary prevention strategy

cognitive restructuring 

cardiac psychology

hurry sickness 

secondary prevention strategy

stress management training

stress inoculation

progressive muscle relaxation

biofeedback

social support 
buffer or moderator hypothesis

tertiary prevention strategy

Employee Assistance Program (EAP)

Module 10.4

frustration-aggression hypothesis

justice hypothesis of workplace violence

bullying

Class Ideas for Chapter 10

1. The Industrial-Organizational Psychologist (TIP) articles of interest:

Fox, H. R., & Spector, P. E. (2002, April). Occupational Health Psychology: I-O psychologists meet with interdisciplinary colleagues to discuss this emerging field. The Industrial-Organizational Psychologist, 39(4), 139-142.  

The article describes the training required for an Occupational Health Psychologist and describes this emerging field.  

Debate Topic:

· Do you believe there’s an ideal level of stress that produces optimal performance?

Critical Thinking Exercises (CTEs)
10.1 Why are emotional labor and its effects of much greater concern today than 30 years ago? Identify three jobs that require emotional labor and explain why they do so.

10.2 Identify a time when you experienced psychological burnout in your job or at school. Which of the three burnout dimensions (emotional exhaustion, depersonalization, and low personal accomplishment) did you experience? Do you think that people ​generally experience one type of burnout at a time or all three types simultaneously?

10.3 Hardiness is an individual difference characteristic that provides resistance to stress. Some studies have found that executives and lawyers benefit from having “hardy personalities” that protect them from these stressful jobs. What are two other inherently stressful occupations in which it is beneficial for incumbents to have hardy personalities? Why?

10.4 Besides the jobs listed in Figure 10.3 for the Demand-Control model, identify one job that should be in each of the four quadrants and explain why that job is characterized by high/low demands and high/low control.

10.5 For most students, the end of the semester or quarter is a stressful time. As you approach the end of the current term, if you had to choose one stress reduction approach from each of the three types of intervention strategies (primary, secondary, tertiary), which approaches would you choose? Why?

10.6 Identify the sources of social support in your life. Then provide two examples of occasions when these sources provided social support when you were under stress. What specific kinds of social support (e.g., emotional, informational, instrumental, appraisal) did these sources provide?

10.7  It appears that the violation of some aspect of justice is often involved in acts of workplace violence. Knowing that, what might a supervisor do to reduce the probability of violent behavior in his or her workgroup?

10.8  It is reasonable to assume that bullying is commonplace in the American workplace. In which occupational groups might you expect bullying to be more common? Why? With respect to demographic characteristics (age, race, gender, experience) would you expect that some individuals would be more likely to be victims than others? Why? 

CHAPTER 11: FAIRNESS AND DIVERSITY IN THE WORKPLACE

Learning Objectives

Module 11.1

Distinguish between the concepts of justice, fairness, and trust.

Describe the concepts of distributive, procedural, and interactional justice.  

Understand the impact of perceptions of injustice on attitudes, emotions, and behaviors.

Module 11.2
Understand the conditions under which employees will feel justly treated in the performance evaluation process.

Explain the concept of voice and how it is related to perceptions of fairness.

Understand the common applicant reactions to selection procedures. 

Describe the different forms that Affirmative Action Programs can take.

Describe how Affirmative Action Programs are related to justice perceptions.  

Module 11.3

Explain the concept of diversity and discuss the different forms it can take. 

Explain the advantages and disadvantages of diversity in work groups.

Describe the characteristics of organizations that are most likely to manage diversity successfully.

Chapter Outline

module 11.1  Fairness

The Concept of Justice   

Justice, Fairness, and Trust  
Approaches to Organizational Justice  

Distributive Justice  
Procedural Justice  
Interactional Justice  

Deontic Justice
Justice versus Injustice  
module 11.2  Practical Implications of Justice Perceptions

Performance  Evaluation  

Applicant Perceptions of Selection Fairness  

A Special Case of Applicant Reactions: Stereotype Threat

A Model of Applicant Decision Making  
The Rejected Applicant  

The Special Case of Affirmative Action  

Culture and Affirmative Action Programs   
module 11.3  Diversity

What Does Diversity Mean? 

The Dynamics of Diversity  

Diversity from the Work Group Perspective  
Managing Diversity from the Organizational Perspective  
Leadership and Diversity  
Glossary Terms for Chapter 11
Module 11.1

trust

distributive justice 

merit or equity norm

need norm

equality norm

procedural justice 

voice

interactional justice

Module 11.2

rational economic model

rational psychological model 

organizational fit model 

affirmative action

Module 11.3

diversity

relational demography

assimilation model

protection model

value model

Class Ideas for Chapter 11

1. New York Times Op-ed articles on Jan 24, 2003 by Nicholas Kristof and William Buckely on Affirmative Action (AA) in college admissions, which could be used for classroom debate/discussion.  Two camps will likely remain in the AA debate -- those who think that AA is good and those who think it is bad -- both camps can be defined by justice mechanisms that are discussed in this chapter.  

2. Jan 30, 2003 New York Times article (Page C2) about using marketing models to address Affirmative Action issues.  The idea suggests that decision-makers have "ideal stereotypes" in selection scenarios.  Students may see this as "out of the box" thinking and instructors can tie it to stereotypes.

3. The Industrial-Organizational Psychologist (TIP) articles of interest:

Mason, D. C., & Ferdman, B. M. (2001 July). Multicultural competencies for I-O Psychologists: Why and how? The Industrial-Organizational Psychologist. 39(1), 69-74.

The amount of attention on diversity in organizations has become important for I-O psychologists to discuss, including considering differences as resources, rather than liabilities.  Globalization has created the need to examine traditional theories and see whether they can be applied to diverse settings and peoples.

Davidson, M. N., & Ferdman, B. (2002, April). Inclusion: What can I and my organization do about it? The Industrial-Organizational Psychologist, 39(4), 80-84.
The article discusses the importance of inclusion in organizations as there is evidence that inclusion matters to organizational effectiveness. It also discusses how different individuals can use their personal resources to do what they do best.

Gutman, A. (2002, January). Implications of 9/11 for the workplace. The Industrial-Organizational Psychologist, 39(3), 35-40. 
The article covers several legal topics after the attacks of 9/11. The three topics are discrimination, religious beliefs, and speak-only English rules.

Davidson, M. N., & Ferdman, B. M. (2002, July). Inclusion and power: Reflections on dominance and subordination in organizations. The Industrial-Organizational Psychologist, 40(1), 62-66.
The article discusses what full inclusion would be like at SIOP and how this information can be handed down to other organizations.  The articles also discusses how important it is for people to feel valued and included in the organization.

Debate Topics:

· What are the advantages and disadvantages of every individual having a “voice” in the organization?

· Do you support the use of Affirmative Action Programs in organizations?  Why or why not?

· Based on empirical research on groups and teams, would you argue that diverse work groups are more or less effective than non-diverse wok groups?

Critical Thinking Exercises (CTEs)

11.1  Jennifer goes into a state employment office to apply for a job advertised in the local newspaper. A sign directs her to take a number and wait for an employment counselor to interview her. Other people are already waiting. Several people come in after her. During a two-hour wait she notices that other applicants are taken into interview rooms, including some who came to the office after her. She believes this is unfair. Which principle(s) of fairness would best ​describe Jennifer’s reaction?

11.2  Mergers and acquisitions often result in the elimination of jobs in order to avoid unnecessary duplication of duties. Identify two justice principles that might become important in determining the feeling of fairness or unfairness on the part of those individuals who may lose their jobs.

11.3  Since performance evaluations seem to be related to feelings of injustice and unfairness, would it be ​better for organizations simply to forgo performance evaluations? Explain your answer.

11.4  For many government jobs, affirmative action programs have long been available to veterans in a form called “veterans preference,” meaning that veterans get special consideration for job openings. There has been little tension surrounding the veterans preference form of affirmative action. Why do you suppose veterans preference is less controversial than affirmative action programs directed toward women or minorities?

11.5  Psychologists think of diversity in terms of KSAOs, but nonpsychologists define diversity in terms of demographics. If one were to assemble a diverse group based on demographics, would there be psychological diversity as well? Explain your answer.

11.6  The assimilation model identified by Herriot and Pemberton (1995) attempts to create a homogeneous workforce through training and motivation. What are the advantages and disadvantages of such an approach?
CHAPTER 12: LEADERSHIP

Learning Objectives

Module 12.1

Distinguish between the concepts of leader emergence and leader effectiveness.

Understand the connections between managerial and leadership roles.  

Module 12.2
Understand traditional theories of leadership including the trait and power approaches.

Describe the results of the Ohio State and Michigan Studies of leadership behavior.

Explain the contingency and situational approaches to leadership.

Module 12.3

Explain Leader-Member Exchange theory and the distinctions between in-group and out-group members.

Distinguish between transactional, transformational, and charismatic leadership.

Module 12.4

Explain the challenges of leadership in the changing workplace.

Describe the results of research examining gender differences in leadership.

Describe recent developments in the role that personality plays in leadership.

Explain the role that culture plays in the effectiveness of various leadership strategies.  

Chapter Outline

module  12.1  The Concept of Leadership  

Some Conceptual Distinctions  

Leader Emergence versus Leader Effectiveness  
Leader Emergence  
The Problem of Defining Leadership Outcomes  

Leader versus Manager or Supervisor  

The Blending of Managerial and Leadership Roles  
Leader Development versus Leadership Development  

The Motivation to Lead  

module  12.2  Traditional Theories of Leadership  

The Great Man and Great Woman Theories  

The Trait Approach  

The “Power” Approach to Leadership  

The Behavioral Approach  

The Ohio State University Studies  
The University of Michigan Studies  
The Contingency Approach  

Hersey and Blanchard’s Situational Theory  
House’s Path Goal Theory  
The Case of Social Undermining: What about the “Fickle” Leader?  
The Consequences of Participation: The Vroom-Yetton Model  

module  12.3  New Approaches to Leadership  

Leader-Member Exchange (LMX)  

Transformational Leadership  

The Charismatic Leader  

module 12.4 Emerging Topics & Challenges in Leadership Research  

Leadership in a Changing Workplace  

Male and Female Leaders: Are They Different?  


TheDemographics of Leadership


The Leadership Styles of Men and Women

Personality and Leadership  

Cross-cultural Studies of Leadership  

Leadership in a Diverse Environment  

Guidelines for Effective Leadership

Glossary Terms for Chapter 12
Module 12.1

leader emergence 

leadership effectiveness

leader

attempted leadership 

successful leadership

effective leadership 

leader development

leadership development

interpersonal competence

power motive

activity inhibition 

affiliation need

Module 12.2

Great Man/Great Woman Theory

trait approach

power approach

behavioral approach

consideration

initiating structure

task-oriented behavior

relations-oriented behavior

participative behavior

contingency approach

job maturity

psychological maturity

path-goal theory

social undermining

social support

Module 12.3

Leader-Member Exchange (LMX) theory

in-group members

out-group members

"life-cycle" of a leader-follower relationship

transformational leadership

transactional leadership

laissez-faire leadership

full-range theory of leadership

Multifactor Leadership Questionnaire (MLQ)

charisma

charismatic leader

charismatic leadership theory

Module 12.4

virtual team

telecommuting

Global Leadership and Organizational Behavior Effectiveness (GLOBE)

culture-specific characteristics

Class Ideas for Chapter 12

1. The recent Coke revelations (cooking the results of a "frozen coke" consumer study) might make a good example of how an organization or leader can erode trust.  This issues was described in the New York Times business section on June 18, 2003.

2. New York Times article on June 7, 2003 deals with the New York Times scandal about the plagiarism of Jason Blair.  One interesting part of this article is the tone that the in-house meeting took. Many staffers charged that Howell Raines, the Editor in Chief, never wanted to hear bad news and intimidated the staffers. This, then, might be seen as the root of the problem in the Blair case - the climate/culture of the newsroom.  Raines and Boyd resigned as editors at the Times.  The "official" position is that since the Jayson Blair and Rick Bragg scandals happened on their watch, they had to fall on their swords to restore confidence.  Another position is that Raines was such a lousy leader, and morale was so low, that there was a revolution in the organization by those who reported to him.  Some argue that Raines was an autocratic leader, and he provided the opposite of transformational leadership.  

3. The Industrial-Organizational Psychologist (TIP) articles of interest:

Caironi, P. (2002, July). Coaches coach, players play, and companies win. The Industrial-Organizational Psychologist, 40(1), 37-44.
This article discusses how coaches evaluate the client, what qualities are best for the client to possess, and how companies feel about coaching.

Waclawski, J. (2001 January). The Real World: Abraham, Martin and John: Where have all the great leaders gone? The Industrial-Organizational Psychologist, 38(3), 70-73.

After reviewing several books on leadership, the article lists twelve steps to create a strong leader.  

Debate Topics:

· Which Big 5 characteristic do you think most strongly correlates with leadership effectiveness?

· How influential is “charisma” on perceptions of leadership effectiveness?

Critical Thinking Exercises (CTEs)

12.1 Every four years, the United States chooses a president. The campaign for the presidency often lasts for two years or more. Would you characterize the enventual election of a president as an example of leader effectiveness or leader emergence? Why?

12.2 We have seen that there may be many different, and sometimes competing, motives to lead. Using the Chan and Drasgow (2001) trichotomy of motives to lead, would a university be better served with a president who is driven predominantly by an affective-identity motive, an instrumental motive, or a social-normative motive? Why?

12.3 In the new world of the global economy and the multinational organization, which of the following methods of exercising formal power or authority might be the most effective for a CEO of a multinational software company? Why?

1. Forming coalitions

2. Controlling important decisions

3. Co-opting the opposition

4. Controlling information flow

12.4 Facing bankruptcy, an international airline is considering radically altering the nature of its service in order to increase revenues. The airline proposes transforming itself from one catering to elite travelers to one with no frills. The CEO is considering asking all employees, including flight attendants, mechanics, pilots, and administrative staff, to join in the ultimate decision. Using flight attendants as your example, which decision model would you recommend to the CEO for including this group of employees in the decision? Why? Consider the Vroom-Yetton model and the decision tree that appears in Table 12.5 and Figure 12.5 in choosing a solution.
The “Great Man/Great Woman” theory of leadership is attractive but has not been supported by scientific research.

12.5 In some organizations, closeness to a supervisor or leader is ridiculed by fellow workers. This presents a dilemma for the leader intent on developing high-quality LMX relationships. If you were that leader, how would you go about creating a high-quality LMX work environment?

12.6 The plant manager of an electronics manufacturing company is fiercely loyal to his employees. The workers know that if there is ever any problem with payroll or benefits, they can come to him and he will fight for them against the human resources department. When the training department presented on-site workshops on the use of spreadsheets and quality assurance software, the manager arranged to get waivers for his managers so they would not have to waste their time in classes. Would you classify this plant manager as a transformational leader, a charismatic leader, or neither? Explain your answer.

12.7 In the new virtual work environment characterized by dispersed work teams and telecommuting, which of the following leadership approaches would be most difficult to implement? Why? Which would be easiest? Why?

1. LMX

2. Transactional

3. Transformational

4. Path-goal

12.8 A woman friend of yours who has never filled a formal management role before tells you that she had just been chosen to replace a departing manager. She asks you if, as a female leader, she should adopt a style different from her departing male counterpart. What would you advise her?
CHAPTER 13:  TEAMS IN ORGANIZATIONS

Learning Objectives

Module 13.1

Identify several reasons for the increasing use of teams in organizations.

Describe the types of teams that are commonly used in the workplace.

Module 13.2
Describe the input-process-output model of team effectiveness.

Identify the attributes of team members that can contribute to team performance.

Describe the team processes that are associated with team performance.
Module 13.3

Describe the challenges and opportunities presented by the use of team appraisal and feedback.

Explain team-role theory and how it can be used to assess and develop teams.

Describe recent advances in team development and training.

Explain the role that culture plays in team processes and team effectiveness.

Chapter Outline

Module 13.1  Types of Teams  

Groups and Teams: Definitions  

Types of Teams  

Quality Circles  
Project Teams  
Production Teams  
Virtual Teams  
A Specialized Team: Airline Cockpit Crew  

Module 13.2  A Model of Team Effectiveness  
Input-Process-Output Model of Team Effectiveness  

Team Inputs  
Team Processes  
Team Outputs  
Module 13.3  Special Issues in Teams  

Team Appraisal and Feedback  

ProMES  
Team Roles  

Team Development  

Team Training  

Cultural Issues in Teams  

Glossary Terms for Chapter 13
Module 13.1

team

quality circle

project team

production team

autonomous work group

virtual team

virtual-collaboration behaviors 

virtual-socialization skills 

virtual-communication skills 

Module 13.2

input-process-output model of team effectiveness

team composition

shared mental model

demographic diversity, psychological diversity

norms

coordination loss, social loafing 

cohesion

groupthink

risky-shift phenomenon

group polarization

Module 13.3

ProMES
team-role theory

cross-training

team leader training

team coordination training

time horizon

Debate Topic:  Why do many college students try to avoid group work if they are given a choice?  Does the fear of social loafing play a role?  What other factors in group or team work play a role? 

Critical Thinking Exercises (CTEs)
13.1  In the time you spend on the computer or the Internet, do you interact as part of a group or team in any way? For example, have you worked interactively with team members on projects through e-mail or the Internet? If so, what virtual team skills and behaviors were important in enhancing team interactions and performance?

13.2  If you could choose your favorite team (whether it is in a sports, music, or business setting), what would it be? Describe why you chose this particular team and describe the ways in which it fits (or does not fit) the definition of a team provided in this chapter.

13.3  Describe a team in which you have been a member. Discuss whether the team performed successfully. Would you attribute the team’s successful or unsuccessful performance to team inputs or team processes? Be specific about which inputs (e.g., context, team composition) or processes (e.g., communication, coordination, cohesiveness) affected whether your team’s performance was successful or unsuccessful.

13.4  When given a choice about how to work on a class project, some students decide to work alone, while others decide to work in a team. Taking into account the discussion about the relationships among team inputs, processes, and outputs, what are some of the reasons that students might decide to work on a team? Alternatively, what are some of the challenges of working on a team that might lead students to decide to work alone?

13.5  Think of a team in which you are or have been a member. Did members of the team fill each of Belbin’s nine roles (see Table 13.3)? If yes, discuss whether having each of the roles represented helped the team to perform well. If not, discuss which roles were not represented by team members and if those missing roles had a negative impact on team performance.

13.6  Major League baseball teams are increasingly composed of players who come from a variety of different countries and cultures. What challenges are culturally diverse baseball teams likely to face? Can you predict any problems that might occur in team processes or team performance in such culturally diverse teams?

CHAPTER 14: THE ORGANIZATION OF WORK BEHAVIOR

Learning Objectives

Module 14.1

Describe the concepts of bureaucracy, division of labor, and span of control and why they are important in classic theories of organizations.

Describe the Human Relations approach including McGregor’s Theory X and Theory Y.

Explain how the contingency approach has been used in the study of organizations and in predicting their proper structure.

Module 14.2
Explain the concepts of climate and culture and describe how they can be integrated.

Explain the challenges confronted when viewing culture and climate from a multicultural perspective.

Describe the process of organization socialization and how it is related to P-O fit.

Module 14.3

Distinguish between organizational change and organizational development.

Describe Lewin’s 3-stage process of organizational change.

Distinguish between episodic and continuous change.

Give several examples of large scale organizational change initiatives.

Chapter Outline

Module 14.1  The Conceptual and Theoretical Foundations of Organizations  

Organizations and People  

Organization as Integration  

Theories of Organization  

Classic Organizational Theory  
Human Relations Theory  
Contingency Theories  

Systems Theory
Two Recent Approaches  
Conclusions about Theories of Organizations  
Module 14.2  Some Social Dynamics of Organizations  
Climate and Culture  

A Brief History of Climate  
An Even Briefer History of Culture  
An Integration of Concepts  
A New Avenue for Exploration: Climate and Culture Strength  

Organizational Climate and Culture from the Multicultural Perspective  

When Cultures Clash  

An Application of Culture and Climate: Safety


The Role of Leaders in Safety


Safety Climate and Culture

Unions and Organizational Behavior

Socialization and the Concept of Person-Organization (P-O) Fit  

Organizational Socialization  
Socialization from the International Perspective  

Module 14.3  Organizational Development and Change  

Organizational Change  

Episodic Change  
Continuous Change  
Resistance to Change  
Examples of Large-Scale Organizational Change Initiatives  

Management By Objectives (MBO)  
Matrix Organizations  
Total Quality Management (TQM)  
Six Sigma Systems  
Lean Production Manufacturing  
Emerging Commonalities among Organizational Interventions  

Organizational Development  

Examples of OD Techniques 
Glossary Terms for Chapter 14
Module 14.1

organization

bureaucracy

division of labor 

delegation of authority

structure

span of control

organizational chart

classic organizational theory

Human Relations Theory

Theory X and Y

contingency theories of organization
small batch organization

large batch/mass production organization

continuous process organization

mechanistic organization

organic organization

socio-technical approach

resource theory

evolutionary/ecological approach

Module 14.2

autocratic climate 

democratic climate

climate

culture 

climate/culture strength

ethnocentrism

polycentrism

regiocentrism

geocentrism

socialization

person-job (P-J) fit 

person-organization (P-O) fit

Attraction-Selection-Attrition (ASA) model

Module 14.3

unfreezing

changing

refreezing

episodic change

continuous change

rebalance

management by objectives (MBO)

matrix organization

Total Quality Management (TQM) 

Six Sigma systems

lean production

just-in-time (JIT) production

Organizational Development (OD)

Class Ideas for Chapter 14

1. Culture and climate issues in the Columbia shuttle tragedy have been addressed widely in the media, and can be used to highlight the culture and climate issues addressed in the textbook.

2. The Industrial-Organizational Psychologist (TIP) articles of interest:

Wentworth, D. K. (2002, April). The schizophrenic organization. The Industrial-Organizational Psychologist, 39(4), 39-41.

The article defines a schizophrenic organization and how organizations address the issue with their employees to achieve work-life balance.

Debate Topic: 

· How easily can an organizational culture be adjusted to incorporate diversity?

Critical Thinking Exercises (CTEs)

14.1 Using the taxonomy of Woodward, classify the following organizations in terms of small batch, large batch, or continuous processing entities:

Your college or university.

The local quickstop gas station.

The local YMCA.

The studio of a glassblower.

A TV-screen manufacturing facility.

A utility company.

14.2 Applying the sociotechnical approach, anticipate the effects of requiring travel agents to work from their homes three days a week rather than at the office.

14.3 Recall an organization for which you worked that left you feeling good. Then recall one that left you feeling bad. Contrast these two organizations using the four factors of climate identified by James and McIntyre:

1. Role stress and lack of harmony.

2. Job challenge and autonomy.

3. Leadership facilitation and support.

4. Work group cooperation, friendliness, and warmth.

After making this analysis, what can you conclude about the effect of climate on your work experience?

14.4 Schneider’s ASA model suggests that efforts of organizational change are likely to be difficult. Organi​zational members whose values are not compatible with those of senior management may eventually leave the organization. What steps might an ​organization take, accepting the propositions of Schneider’s model, to enhance Person-Organization fit?

14.5 In the fall of 2002, there was a contract dispute between the longshoreman’s union and the dock owners in California regarding wages. In the early stages of the dispute, the dock owners used a lockout to prevent the longshoremen from working. When the longshoremen were allowed to work, they proceeded at a much slower pace than they had before. How would these actions affect companies that have adopted lean production methods?

14.6 Would your university be better suited to episodic or continuous change? Why?

