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Staffing a Metal
Processing Facility

Comments by Tom Ramsay

Problem: Owner/Operators of a mid-atlantic metal processing
corporation believe that no facility should employ
more than 100 persons. Therefore, they decided to
build a new processing plant with three job families.
* Maintenance Technician
* Manufacturing Technician
* Staff/Support Persons

Strategy: Because of sample size and job content, content
related validation was employed. Job experts
suggested knowledge, skills, and abilities.

KSA's Including
Test Batteries: « Maintenance Technician * Hydraulics
* Pneumatics
* Print Reading
» Teamwork
* Manufacturing Technician + Reading
* Arithmetic
* Trouble Shooting &
Problem Solving
* Staff/Support * Reading
* Arithmetic
* Customer Service
* Teamwork KSA's

Result: All three groups of employees were selected without
incident. A 10% selection ratio was employed. All
selected were deemed by management to be superior.

RAM/AY CORPORATION

1050 Boyce Road « Pitisburgh, PA 15241-3907
(412) 257-0732 » FAX (412) 257-9929
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A MESSAGE FROM

YOUuUR PRESIDENT

JAMES L. FARR

One of my personal goals for SIOP is to increase our level and quality of
interaction with IO psychologists around the world. U.S, psychologists, in-
cluding those of us in the IO domain, tend to be insular in our “implicit theo-
ries” about what is important and useful in psychological science and profes-
sional practice. This is due to a number of factors, including our sheer
numbers and correlated volume of publications and presentations, our limited
language facility, and some plain old “Not Invented Here” bias. We in the [/0
area do have some upcoming opportunities to remedy some of our parochial-
ism and I want to encourage you to take advantage of them.

I recently returned from Washington, DC, where I attended a meeting of
the Scientific Program Committee for the 1998 International Congress of
Applied Psychology (ICAP). The ICAP is the official meeting of the Interna-
tional Association of Applied Psychology (IAAP) and is held every four

years. The 1998 ICAP will be the 24th one and will be held in San Francisco
from August 9-14. The 24th ICAP will be the first one ever held in the
United States, The past two have been in Kyoto (1990) and Madrid (1994),
both of which I had the pleasure to attend. APA will be the host organization
for the 1998 ICAP and its staff are coordinating the planning of the Congress.
The 1998 APA convention will also be held in San Francisco, August 14-18.
Note that Friday, August 14 will be an overlap day for the two meetings.

SIOP members are also well represented in the planning process for the
1998 ICAP. Lyman Porter is the Chair of the Scientific Program Committee.
Division 1, Organizationa) Psychology, is the largest of the 13 divisions of the
IAAP and is represented on the Program Committee by Richard Campbell,
Fred Fiedler, Susan Jackson, and Virginia Schein, | represent APA’s
Board of Scientific Affairs on the Program Committee. Edwin Fleishman
and Harry Triandis, former Presidents of the [AAP, are on the [CAP Organ-
izing Committee and are ex-officio members of the Program Committee.

in San Francisco is shaping up to be an exce.llent op-

Th? 19{?)? go;g lé‘:‘:ls{Is)P members to meet and hear /O psycholog.lsts {and
I:mrtl'mdty sychologists in other specialty areas) from many countries. The
g !:1 meeting well attended by applied psychologists from every part of
ICAP] llie At the 1994 Madrid meeting there were over 3,000 in attendance
e g; zéns of countries. A number of keynote and invited speakers have al-
for l? en confirmed and some symposia have also been arranged for San
ready_ ; The international flavor of the Congress is reinforced by the re-
iﬁ:::::r?t. that each symposium must include participants from at least three
dlﬁ?[{;nt 23;2:;3% for the Organizational Division, the one most cientral to
th int::::sts of most SIOP members, include symposia, post-er' S.BSSIOHS, de-
- anel discussions, and conversation hours. Plus the Dl\flSl_on program
- 'I:tee hopes that there will be innovative program submissions that .do
commlatl fit into the usual categories of conference sessions. The deadline
Ly neo r{am submissions is May 1, 1997. The Call for Papers may be ob-
{:irnszl fgrom the ICAP Congress Secretariat, APA Office of [ntemat:on:ll Atf-
fairs, 750 First Street, NE, Washington, DC 200q2..We hope to tl_::e a de ]z
have’ a direct mailing sent to SIOP members but:hls is not zet colr: n:ne . In
the near future (as I write this, but hopefully a “done dezlll by the .1m;3 ythe
read this), we also plan a link from the SIQP W.orld_ .Wlde Web site o n
APA’s ICAP Web site to allow for electronic availability o.f !(Z:AP ln;)ater:\a ]:

If you have any questions about the program for the Orgz.mllza'tlom:‘ Psycho

ogy division, contact Dick Campbell, Susan Jackson., or Virginia Schein. "
The summer of 1997 also presents an ?ppoﬂunlty for USs. I/o ﬁs;ycfotlc:—
gists to interact professionally with applied psychologists fr?mba h(;d th:
Americas in Mexico City. From July 27 to August g, 1997- will eA eld h
First Regional Congress of Psychology for Professnopals in the dm.erlcm:
Congress organizers have told me that they are espec!ally mterest? 1In pdi-
gram submissions from I/O psychologists, although this Congress |sba 50 ¢ -
rected broadly at applied psychology of all types and forms. .'l-'he s(;x mls:stltoe
deadline for this meeting is January 20, 1997 and the organizing l?m‘ﬂ;,l f;d
can be contacted by email at Congreso@d?tasys.com.n?x and on tl e torts
Wide Web at http:/www.alnet.com.mx/imifap/. Our internationa tt‘:on m:t
often are in Europe or in Asia so this Congress may be an excellen} chance to

become acquainted with our colleagues in Central and South Amenca.- o
Finally, a bit further afield for most of us but a -more focused'me.etm% v an
either of the above, the Second Australian Industrial and Orgamzatlc;la 19;2;
chology Conference will be held in Melbm.lrne from June 27-29, 3.
Submissions can include posters and symposia and are due on Felgrua;y .
1997. More information can be obtained about conference registration from
the Conference Coordinator, Australian /O Psychology anfel:ence, gu;n'a-
lian Psychological Society, PO Box 126, Carlton South, Victoria, 3053 Aus-
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;1:‘:::; i?:::; lg:tl-rl)l:;{RY@aposnl?o._mhs.com1:msenu'e.¢:om; fax: 61.3 9663 6177. IOTAS
gram submissions can be made to Dr. Phyliss Tharenoy
Department of Business Management, Monash University, PO Box 197' I
Caulfield East, Victoria, 3145 Australia; fax: 61 3 9903 2718; email: phylissj
tharenou@BusEco.monash.edu.au. ]
1 hope that many of you will be able to participate in these meetings and
help to widen SIOP’s collective vision of the science and practice of /0 psy-

Michael D. Coovert

] am very pleased to be able to bring to each of you this very special is-
sue of TIP. In celebration of our 50™ anniversary as a division, we have
several feature articles that celebrate specific highlights of the society. Jim

chology. Safe traveling! I

SIOP Conference

Dates & Locations
April 11-13, 1997
St. Louis, Missouri « Adam’s Mark

Farr, Paul Thayer, Fred Wickert, and Herb Meyer each provide won-
derful perspectives on the formative years of I/O psychology. Frank
Landy developed tree graphs of the division’s presidents, along with an ob-
servation that we are truly a unique and heterogeneous body.

Laura Koppes introduces the efforts to preserve the history of Division
14, and following her piece are 12 individual historical records which we
are reproducing for you. The selections include: letters from our early
leaders, committee reports, and even the first history written about /O psy-
chology. Several photographs of our forefathers have been made available
by different archives. Hopefully you'll be able to put a face with a name
you have heard from the early times. A special thanks to the various ar-
chives for making them available to us.

Milt Hakel and Richard Campbell each contribute an article describ-

April 24-26, 1998 ing the forces which led to our incorporation as a society. After reading
their articles 1 believe you will have a better understanding of those turbu-

Dallas, Texas » Loews lent times, and 1 hope you feel the urge to say a belated “Thank You” to all
April 30 - May 2, 1999 those leaders for shepherding us through all of that and into the terrific so-

S . ciety we enjoy today.
Atlanta, Georgla Marriott Phil Craiger continues to look at technology and its impact on indi-
April 14-16, 2000 viduals and organizations. In this special piece he talks of paradigm shifis
95 R within /O and how many can be traced to technological development.

New Orleans, Louisiana Hyatt Filling out the special historical section is an article by Lori Foster and
April 25-29, 2001 myself on the evolution of TIP. Since the newsletter is a reflection of the

San Diego, California « Sheraton
2002 - Toronto * 2003 — Orlando

state of the society and the issues it faces, we can learn much by examining
the trends which emerge between its covers. Some very interesting high-
lights are reported, including a special table of excuses provided by differ-
ent editors on why members received TIP late (please note that mine is
banked; I have not used it yet, but may for a future issue!).

People on the move ...

Dirk Steiner has joined the Faculté des Arts, Lettres, et Sciences Hu-
maines, Université de Nice-Sophia Antipolis. Dirk will be providing some
columns to future TIPs on his overseas I/O experiences.



Craig Russell is moving from LSU to the University of Oklahoma’s
College of Business Administration as the J.C. Penny Chair of Business
Leadership. Craig is commuting while his daughter finishes her senior year
of high school.

Russell Bareelona has left Wisconsin Electric Company and joined the
I/O firm of Hude & Lichter, Inc., in Milwaukee, WI.

Jeff Kudisch has left the HR Research and Development group at the
Tennessee Valley Authority and has taken an Assistant Professor position at
the University of Southern Mississippi’s /O doctoral program.

James W, Suzansky is joining Arthur Andersen LLP and has been ap-
pointed a director to the partnership in metro New York.

News from Assessment Systems Incorporated has Paul Squires and
Brian Ruggeberg joining the staff, and Miriam Nelson and Lorraine
Stomski being promoted to vice president.

... and in the news

Hrach Bedrosian, Professor of Management and Organizational Be-
havior, Stern School of Business, received NYU Alumni Association's 1996
“Great Teacher Award,” a lifetime achievement which recognizes his
“singular accomplishment in leading students to knowledge and under-
standing, and of dedication and intellectual integrity representative of the
highest ideals of the teaching profession.”

Finally

Growth in our society continues, as does member use of the Internet as
a tool. In order to serve you better, the electronic communication commit-
tee, chaired by Phil Craiger, has expanded the areas available for informa-
tion. In fact, we no longer have just a TIP home page, but we now have a
SIOP home page as well. Check out the URL on the bottom of this page
and inside front cover and surf on over to the site. While you are there you
might want to download the full Affirmative Action Report which David
Kravitz's committee summarizes in this TIP. The entire report is also
available from the administrative office.

Thanks to Jason Weiss for his continued help on the TIP and SIOP

home pages and to Dave Dorsey for helping prepare the files for the
printer,

Visit the new SIOP homepagel
http://cmit.unomaha.edu/Tip/Siop/Siop/htm)
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Creation, Early Structure, and Early Concerns of
Division 14

James L. Farr
Penn State University

In this article 1 will describe the first
few years of Division 14 in terms of its
creation and its early bylaws, committee
structure, and professional concerns. |
will draw heavily on a number of Divi-
sion 4 business meeting minutes and re-
ports and other documents that can be
found in the Archives of the History of
American Psychology at the University of
Akron (the official repository for Division
14 and SIOP material). Unless indicated
; otherwise, original source material can be
el found at the Akron Archives. | make
considerable use of an undated (but believed to have been written about 1956)
report of the Division 14 Committee on the Early History of the Business and
Industrial Division of the American Psychological Association (D. H. Fryer,
Chair; H. E. Burtt; and L. Ferguson); this report is entitled, “The Organization
of Business and Industrial Psychology in the United States.”

Some Background Information Related to the Creation of Division 14

Applied psychologists in the 1920s and 1930s were very unhappy with
APA’s stance with regard to the professional concerns of psychology. The
“mission statement” of APA at this time was “to advance psychology as a sci-
ence” and many academic-based APA leaders believed in a strict (i.e., Iitel:al)
interpretation of this statement. The dissatisfaction of applied psychologists
was manifested in the establishment of the Association of Consulting Psy-
chologists in 1930. This organization attempted to represent all areas of ap-
plication of psychology and to be national in its scope. It grew in membership
to about 500 applied psychologists in 22 states by 1937 when its leaders
helped to initiate the amalgamation of various local, state, and national ap-
plied and professional psychology groups through the creation of another or-
ganization, the American Association for Applied Psychology (AAAP). The
AAAP immediately became the dominant organization in the U.S. for those
with applied psychological interests. It was initially organized into four sec-
tions representing industrial and business psychology, clinical psychology,
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consulting psychology, and educational psychology. A section representing
military psychology was later added.

The Industrial and Business Section of AAAP established objectives that
included the formulation of professional standards; the development of speci-
fications for the training of industrial psychologists; the creation of greater
opportunity for the practice of industrial psychology; the exchange of research
findings and opinion; and cooperation on studies of business and industrial
problems. Harold E. Burtt was elected as the Section’s first chairman. Others
subsequently elected to this office were Walter Van Dyke Bingham, Morris S,
Viteles, Arthur W. Komnhauser, Paul S. Achiiles, and Carrol] L. Shartle. The
achievement of the Section’s objectives was severely restricted by the onset of
World War Il when the majority of psychologists became involved full-time
with the war effort. Government restrictions on travel and professional
meetings reduced the Industrial and Business Section of AAAP to little more
than caretaker status during the first half of the 1940s, as they did to most pro-
fessional organijzations,

The early 1940s did see the growing recognition among psychologists that
the split between scientific and applied psychology represented by the exis-
tence of both APA and AAAP was not in either group’s long-term best inter-
ests. An Intersociety Constitutional Convention of Psychologists was held
which recommended a merger between APA and AAAP into a “recon-
stituted” APA (and also invited the Psychometric Society and the Society for
the Psychological Study of Social Issues [SPSSI] to become affiliates of the
“new” APA). By 1943, the merger of APA and AAAP was agreed to in prin-
ciple by the leaders of both APA and AAAP, but votes by the memberships of
the two organizations and the formal implementation of the merger were de-
layed until nearer to the end of World War I

A divisional structure was created in APA through the revised APA By-
laws adopted when APA and AAAP formally merged in 1945. Division 14,
then named the Division of Industrial and Business Psychology, was one of
the original divisions of APA, as were the other sections of AAAP. Other
original divisions were established through an elaborate process of polling
members about interests and preferences. As noted above, the Psychometric
Society and SPSSI were also invited to become divisions (the Psychometric
Society declined and SPSSI accepted). This process resulted in a total of 17
original divisions, numbered from 1 to 19 with two “gaps” in the sequence
(the Psychometric Society was to have been Division 4 and the proposed Di-
vision 1 I—Abnormal Psychology and Psychotherapy—decided to merge with
Division 12—Clinical Psychology).

The divisional structure within APA was established in order to provide a
formal organizational structure that recognized and represented “special inter-
ests” of APA members, including the applied interests of the former AAAP
members. The most direct way that special interests were represented within

12

was through each division’s representatives to the
the g(gﬂ'::?lc:f cl.{egr];;:ntatives (thi dominant form of divisional representa-
{HJA o uing to the present). The mission statement of APA was also
Lo cont:]nin tﬁe new Bylaws to reflect the more varied interests of its mem-
brﬂatzedivisions. It became “to advance psychology as a science, as a pro-
?:::ion, and as a means of promoting human welfare.”

Division 14’s Early Years

The last chairman of the Industrial and Business Se.ction of the A.AA!’,
Carroll Shartle, served in 1944-45. There was no n'!eetmg of the_sectlon 151
ime period due to World War II travel restrictions. Following a mai
= f It’ht: membership regarding activities that should be undertaken_ d}lr-
.Slll'\'t:ﬁ; ‘;944-45 year, Shartle appointed a committee to study both the existing
mgtion Bylaws and the proposed Bylaws for the “new” APA and to formulate
sec‘:v Bylaws for the proposed Division 14 of APA. These new Bylaws would
:llfen be voted on by Division 14 membership once the exprected APQ-AAﬁ;’
merger occurred. The membership of the Bylaws Committee was Bruce V.
Moore (Chair), Marion A. Bills, and Arthur W. Kornhauser. " Sivicion
Shartle also oversaw the election of the fir.st officers of the new Division
14. Elected for the 1945-46 year were l:'.I'ESIdBIIt, Bruce V Moorel,] eA e
tary/Treasurer, Floyd L. Ruch; and Divis_:onal Representatives to tte.z oA
Council, Paul S. Achilles with J. G. Jenkins and M. W. Rlchardsog .1ed .
second Representative. Bruce Moore later .repm:ted that- he was a \fls;[ oor);
APA to toss a coin to break this tie. He did, with J_enkms winning; Moore
then designated Richardson as an altern-at_e -for Council l?tepresentat.lve
tained him as a voting member of the Dmsmp 14 Exe.cl..ltlve (?op}_mlnlt:tg s
The charter members (called “Fellows” in the. ctrl_gmal dw1suonz fy s
in keeping with APA Bylaws of the time) qf Division 14 wereht ehormm
members of the Industrial and Business Section of the AAAP wtho (i 9?1558-46
pay APA dues following the merger of APA and AAAP. lnI e 4546
membership year there were only 48 m.f:mbers (all charter Felht?w.;.-),t \fll:ich
ently due to some administrative snafu with tl:leAAAP-n!e-mbers ;lp is
resulted in some former AAAP members not joining .D!V'ISIOI'I 14t Iat year..th .
These charter Fellows were sent the proposed Division lt.! By aws wnf .
ballot that allowed for three possible responses. A controve::s:al se::]t‘lon o b;
proposed Bylaws concerned the requirements for memt3ersh|p and the tnur‘r;ries
of membership categories. The proposed Bylaws provided for two ca fegt o
of membership: Fellow and Associate. The ballot all.oyved a vote hto J1:3_“3(: the
proposed Bylaws; to accept them except for _the provision about‘t e s:oco
category of membership; or to accept thenf lnt?ludlng the Associate ca eﬁ-; ;ﬂt
Thirty-two ballots were received: 1 for rejection; 12 for acceptance wi
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the Associate category; and 19 for acceptance with the Associate category,
Thus, the proposed Bylaws were approved.

The first Division 14 Bylaws called for a fairly centralized form of gov-
ernance by an elected Executive Committee. The Executive Committee con-
sisted of the President, the President-Elect, the Secretary-Treasurer, three
Members-at-Large, and the two Division representatives to the APA Council.
There were some problems with early elections, In addition to the previously
noted tie in the 1945 election for APA Council Representatives, apparently no
Members-at-Large were elected until 1949, An earlier attempt to elect Mem-
bers-at-Large in 1946 was invalidated when it was discovered that none of
those so elected was a member of Division 14! It is not clear why no elec-
tions for these positions were held in 1947 or 1948.

Furthering a centralized form of governance, the chairs of the standing
committees specified in the initial Bylaws were to be drawn from the elected
members of the Executive Committee. The standing committees were the
Election Committee, the Membership Commitiee, and the Program Commit-
tee (for the APA convention). In addition, there was a special Committee on
Standards and Ethics appointed to develop professional standards and a code
of ethics. By the 1949 revision of the Division 14 Bylaws, this special
committee had become a standing committee, now named the Committee on
Professional Relations.

The 1949 Bylaws revision also dropped the requirement that committee
chairs be drawn from the Executive Committee and noted formally that the
Executive Committee had the authority to add special committees as it
deemed necessary. Several special committees were appointed in the late
1940s and early 1950s, some of which later became standing committees and
some which addressed specific, shorter term needs were dissolved after ac-
complishing their missions. Among those that became standing committees
were the Newsletter (now TIP), Training (now Education and Training), and
Workshop (now Continuing Education and Workshop) Committees.

Many of the professional concerns of Division 14 members during the di-
vision’s first decade are shown by the standing and special committees that
were established and by the “products” of those committees, usually reports to
the Executive Committee. Several of these reports were also published in
various journals, especially the American Psychologist. These concerns in-
cluded state licensure, ethical conduct, membership standards, graduate edu-
cation standards, and professional development. All of these issues suggest
that an overarching concern was the definition, recognition, and acceptance of
industrial psychology as an identifiable profession. These concerns are still
important to industrial/organizational psychologists and to SIOP today and,
indeed, much of the time and energy of SIOP’s current officers and committee
chairs is so devoted.

14

The history of the initial decade or so of Division 14 suggests that few se-
rious errors were committed. Certainly, there were a f'eu.r stumbles along the
way, but basic criterion measures of organizaticnal effectiveness reveal a suc-
cessful organization. Membership grew. There was an increase to 1!35 total
members (108 Fellows and 77 Associates) in the 1946-47 membersh!p year.
Membership continued to grow rapidly; by the 1949-50 membershlp.year,
Division 14 had a total of 314 members (182 Fellows and 132 Associates).
By 1955 there were 213 Fellows and 301 Associates for a total of 514 mem-
bers. The financial reports of the division revealed a balance of $3.96 !n
1948, $18.00 in 1951, and $778.85 in 1956. Qur founders were _successfu.l in
creating a viable organization to which its members devoted considerable time
and effort and which was responsive to the needs of its members. These char-

acteristics continue to the present.

5|Ih ANNUAL conference on
CoNSULTATION to CORPORATIONS

February 8- 11,1997
and BUSINESS Embassy Suiles - Biltmore

Phoenix, Arizona

Sponsered by the Division of Consulling Psychology of ATA, this annual conference
provides a unique forum for consulting psychologists to share ideas, learn from leading
practice and theoty leaders, make important business and consullmg_ conncctions, and
enjoy the beauty and pleasure of the warm and sunny southwest region. This year's
theme and representative topics include:

Delivering and Demonstrating Value-Added Consultation

+ Sessions from such notable presenters as Elliot Jacques and Wayne Casio

v Exploring professional ethics via interactive thealer

« Consulting as an independent practitioner

v Presentations from client corporate exccutives

 Representatives from a range of national and international corporate consulling firms
For more information and registration contact: Michael Atella, Ph.D. at his mailing

address: Argonne National Laboratory, 9700 South Cass Ave, MD/201, Argonne, L
60439-4832 (630) 252-2807

16 Continuing Education credits available.
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ASSOCIATE PROJECT DIRECTOR

Due to continued hyper-growth globally, International
Survey Research Corp. (ISR) seeks candidate for the
position of Associate Project Director. Responsibilities
will include client liaison, survey design, data interpre-
tation and reporting. ISR is a premier research firm spe-
cializing in global management and employee opinion
SUIveys.

Applicants should possess:

+ At least 2 years’ experience in employee
opinion surveying and research

e Ph.D. in behavioral sciences
* A willingness to travel (approximately 50%)
Fluency in a second language highly desirable.

The position is based in Chicago, with opportunities
for transfer to other ISR offices in the U.S. and

abroad.

International Survey Research
Corporation

Attn: Search Director - TIP
303 East Ohio Street
Chicago, [llinois 60611
FAX: 312/828-9742
Telephone: 312/828-9725
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Oh! For The Good Old Days!

Paul W. Thayer'
Professor Emeritus
North Carolina State University

This is the year we celebrate the 50th
anniversary of the founding of what is
now SIOP. As others have pointed out,
there have been many controversies,
changes and conflicts during this time,
As 1 think back over my 40-plus years in
the field, I am reminded of days when
academics and practitioners were closer
together. We communicated better, saw
each other more frequently, and shared
views and concerns. At least that’s the
way | like to remember it.

And to a certain extent, those memo-
ries are cotrect. There were many psychologists who had worked together on
applied problems during World War 1l who kept in touch with each other as
they went to varied careers in universities, industry, government and consult-
ing firms.

For one reason or another, partly ! think because of internalizing the vaiue
of publication, we shared our findings in print more. But, journals are tougher
on applied work now, are impatient with the noise that exists in the “real
world,” and we see less and less of work done in applied settings in the lead-
ing journals.

That's too bad, as many interesting new developments have come from
colleagues in applied settings: large scale studies of biodata, the first work on
RIPs, validity generalization, assessment ceniers, performance appraisal,
identification of managerial talent, and so forth. As a salute to the pioneers
who did much of this research, I’d like to make reference to several of these,
where they were done, and close with a plea for more mechanisms to make
possible the sharing of new developments in applied settings. I'li do this by
referring to work done in various places, and will give a few illustrative cita-

1 . .
Thanks to various members of the Dearborn Conference for assistance,

particularly Doug Bray, Steve Brown, Herb Meyer, Mel Sorcher and Rog
Taylor. | take full responsibility for the contents of this brief article.
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tions for the very young among us who may not realize where the original
work was done.

LIMRA-LIAMA-LISRB. (Life Insurance Marketing and Research As-
sociation, formerly the Life Insurance Agency Management Association, for-
merly the Life Insurance Sales Research Bureau). Forgive my starting here,
but | worked there for 21 years and was involved in some of the research. It
was here that the first large scale studies were done on biodata as a basis for
selecting life insurance agents (Thayer, 1977). While much of this work in-
volved raw empiricism, Al Kurtz demonstrated that age moderated the validi-
ties of some biodata items ( Kurtz, 1941). For example, a net worth of $5,000
signifies a different level of success for 20 year olds, compared to 50 year
olds. Although unpublished and largely unsuccessful, Owens and Schoen-
feldt cooperated with the LIMRA staff in trying to develop meaningful clus-
ters of items that might have both construct and predictive validity. Steve
Brown followed up on unpublished work by Paul Thayer and Don Peterson
and found that the quality of management also moderated validities (Brown,
1981).

Weitz did the first studies of realistic job previews, demonstrating a sharp
reduction in turnover of agents in sales districts providing balanced and real-
istic job preview booklets (Weitz, 1956). Mayfield and Carlson did a whole
series of studies of the decision-making process in the selection interview that
shed considerable light on what features of a structured interview contributed
to validity and or bias (Carlson, Thayer, Mayfield & Peterson, 1971). And the
first large scale study of programmed learning was done there (Welsh, An-
toinetti & Thayer, 1965).

There were many other contributions from this organization over its 80
year history, many under the leadership of S. Rains Wallace, after whom the
SIOP Dissertation Award is named. These will suffice fo give one a sense of
what can be done in the real world.

AT&T. A good deal of research has been done here, too, the most famous
of which are the longitudinal studies of managerial careers. Under the leader-
ship of Doug Bray, Don Grant, Dick Campbell, Ann Howard and many
others participated in research that led to the development of the assessment
center {(Bray, Campbell, & Grant, 1974). AT&T supported research for over
30 years on this management selection device, and contributed much to our
understanding of managers and management jobs. Later, Howard took over
and this marital pair expanded the first—and regrettably only—developmental
study of managers (Howard & Bray, 1988).

This work was the original underpinning of DDI, and assessment centers
are now in use the world over. They would not have been without the thor-
ough work done in an applied setting by Bray and his colleagues.

General Electric. While a wide variety of research problems were ad-
dressed, it was here that the first studies were done that cast doubt on the util-
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ity of conventional performance appraisal systems (Meyel", Kay: & French,
1964). When Herb Meyer published his first work on this issue, l.l :r,ent many
managers into shock. Much of the work being done by academicians today
on this issue stems from his work. -

It was also here that Mel Sorcher modified behavioral modeling so that it
could be applied to supervisory training (Goldstein & Sorcher, 1974). Many
books and articles have been written since, but the impact on the field was
first felt here.

SONJ, EXXON. It was at Standard Qil of New Jersey, and then at Exxon
that Ed Henry, Paul Sparks and their colleagues did the first ‘work on th-e
“Early Identification of Managerial Talent” (Sparks, 1990). Using a f:ombl-
nation of biodata, ability measures, interviews, and so forth., these pioneers
developed objective, scorable means for identifying potential managers.

OPM and State Farm [t was at the Office of Personnel Management that
Frank Schmidt led a team of government employees aqd acadf:rfnici.ans in Fhe
application of meta-analysis to the problem of establishlpg validity in applied
settings, especially when sample sizes were small (Schmidt & Hm-lter, 197?).
At about the same time, Rog Taylor and his colleagues were doing massive
studies of the PAQ as the basis for establishing validity generalization within
job families at State Farm Insurance Company (Taylor & Colbert, 1978). The
issue of VG is still unsettled, but these and related studies have formed the
base of massive research ¢fforts and theoretical disputes.

I’'m sure there are many other examples in other organizations. (In fact, |
hope that someone in the military will summarize the outstanding _work done
by /O psychologists in the Army, Navy and Air Force. There is much to
learn there.) But note what has happened over the years. Fewer and fewer of
these efforts find their way into print, and many organizations no longer Sup-
port such efforts. Indeed, with down-sizing and out-sourcing of HR functions
in industry and government, such work is no longer supported. With gufbacks
in military research budgets, where will the excellent research on training be
done (Thayer, in press)? . .

I wish for the good old days when such efforts were supported in business,
industry and government. [ wonder if sparsely supported acad.emician.s and
those working in applied settings can advance the field as rapidly as in the
past. We are eating our seed corn, [ fear. .

We nead to create some good new days, and work together to get organi-
zations to support such work in the future. We need to think of new structures
within which such work can continue. Consortia would be one answer, but
we need more structures,

Indeed, we need some mechanisms for maintaining the link between aca-
demicians and their former students now working in business, industry, gov-
emnment and the military. Without such structures and mechanisms, our field,



our productivity and our economy may go down the tubes. What can we and
SIOP do to help?
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REMINISCENCES OF 1946 AND ITS HISTORICAL
CONTEXT

Fred Wickert
Michigan State University

How is it that 1 happen to know any-
thing about 19467 In 1938, I'd completed a
Ph.D. in Industrial Psychology under Ar-
thur W. Kornhauser, one of the perhaps
only four industrial psychologists then in
degree-granting programs in the United
States. He knew the industrial psycholo-
gists of the World War I era and the 1920s
and 1930s and introduced me to many of
them at APA conventions and elsewhere.
Then in 1936, course work completed but
no dissertation yet, I began employment at
- the interesting Hawthome Works of the
Western Electric Co. 1 stayed there until 1940 when 1 moved to Common-
wealth Edison, the light and power company for Chicago, to begin a program
there.

Soon World War II began. I not only spent about a year with Walter V.
Bingham'’s new-look Army Alpha program along with about 20 other indus-
trial psychologists (e.g., Louis McQuity and Bill Crissy) but then went into
John Flanagan’s Aviation Psychology Program where I became acquainted
with a whole range of psychologists. By 1946, with the end of the War, 1
went back to Commonwealth Edison, and then in 1947 to Michigan State
University to join in teaching the new veterans flooding into universities un-
der the G.I. Bill.

Now to get back to 1946. Industrial psychology did not just suddenly
happen in 1946, but already had a history of about 50 years. By the late
1890s there were isolated psychologists in, for example, the Boston Elevated
Railway. In the early part of the 20th Century, Arthur Otis, among others, be-
gan work on group intelligence testing to make possible the Army testing pro-
gram of World War 1. World War 1, like World War II, led to bringing to-
pether several teams of psychologists to work on relevant projects. One
important center was that at Camegie Tech in Pittsburgh. Robert Yerkes,
Walter Dill Scott, and Walter V. Bingham are World War [ names that come
to mind. After World War I, these psychologists continued to relate to each
other and formed a nucleus that developed into industrial psychology. Harold
Burtt at Ohio State, Arthur Komhauser at Chicago, Bruce V. Moore at Penn
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State, E. K. Strong at Stanford, Donald Paterson at Minnesota, Marion Bills at
a company in Connecticut, Morris Viteles at Philadelphia Electric, and H. G.
Kenagy at the Life Insurances Sales Research Bureau, as well as others, kept
industrial psychology going. Paul Achilles held Psychological Corporation
together, after it had been founded about the end of World War I, to develop
post-war applications of psychology in industry. As the personnel movement
developed in the early 1920s a psychologist started that movement's first
journal, the Personnel Journal. The newly established personnel departments
in companies often provided an organizational home for industrial psycholo-
gists going into industry. Morris Viteles wrote the first text in industrial psy-
chology, published in 1929, to serve as a unifying force in the field. Inciden-
tally this text inserted an early international flavor to industrial psychology: A
wealthy businessman became interested in the field and for several years pro-
vided funds for an industrial psychologist to travel freely for a year. Viteles
was a recipient of one of these awards and reflected his experiences in his new
text.

By the 1930s APA was no longer especially friendly to “applied” psy-
chologists, including industrial. The applied psychologists, with many mis-
givings about leaving APA, formed their own association, AAAP (American
Association for Applied Psychology).

At least two factors came into play that led to the end of AAAP and the
reunification back under the APA umbrella. One factor was the APA organ-
izational restructuring to include both pure and applied divisions. One could
then belong to a mix of divisions. Pure and applied psychology became rec-
onciled. Another factor was the realization that because so many pure and
applied psychologists had so worked well together under war-time stresses,
we all belonged together. So, as one of the “divisions,” Division 14 was born.

Finally, we come to what industrial psychology was becoming in 1946. A
number of industrial psychologists of World War I vintage were still active in
the debates about AAAP versus APA. At the same time, many of the tempo-
rary applied psychologists with World War [ applied experience were return-
ing to academics. But other academic types liked the world of application and
chose to stay in it. One such individual was Haller Gilmer who was a “pure”
physiological psychologist before the war who went on to write asuccessful
industrial psychology text that had several editions.

By 1946 academe itself was expanding into new areas, including industrial
psychology. Industrial psychology became an accepted part of a well-
rounded university department of psychology. As colleges of business began
expanding after World War I1, industrial psychologists began being absorbed
into the human side of their teaching and research. Also, companies such as
Exxon, U.S. Rubber, General Motors, Detroit Edison, Public Service Com-
pany of Northern [llinois, Peoples Gas, Light, and Coke Co., Kimberly-Clark,
and a number of others added industrial psychologists to their staffs. Exxon
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alone, for a time, had as many as 50 industrial psychologists. General Motors
was not far behind; Orb Krissey and Chet Evans were among the GM leaders.
Some of these larger companies began expanding their activities overseas; in-
dustrial psychologists were sent out to play a significant role,

Even as early as 1946 industrial psychologists entered into various aspects
of consulting. Several groups of industrial psychologists set up independent
consulting firms. One such was Rohrer, Hibler, and Replogle “RH and R.”
This firm had a clinical slant to its operations. Public accounting firms were
becoming aware of client companies that needed non-financial as well as fi-
nancial help to get such companies out of the financial difficulties that ac-
counting had revealed; industrial psychologists found a role in “straightening
out” such companies.

In 1946 we were still “industrial” psychologists. It wasn't until the late
1950s or early 1960s that developments led us to add “organizational.” Nev-
ertheless, even by 1946, our profession had shown much adaptability to a
changing world. Still, explicit recognition of our involvement with *or-
ganizational” was yet to come. All in all, 1946 was quite a year for us!

A Review of Psychological and
Behavioral Research on
Affirmative Action
The report of the subcommittee of the Scientific Affairs

Committee, David Kravitz, Chair, is now available in print
and on the TIP homepage.

For print: contact the Administrative Office
419-353-0032, Fax; 419 352-2645 or
e-mail: Lhakel@siop.bgsu.edu

For web: http://cmit.unomaha.eduw/TIP/TIP/html
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An Early Stimulus to Psychology in Industry: A History
of the Dearborn Conference Group

(A group of managers from industry responsible for
personnel research.)

Herb Meyer, Professor Emeritus
University of South Florida

Before WWII, few companies had
personnel research units in their person-
nel departments. Quite a few psycholo-
gists were employed in industry after
WWI, but they dealt predominantly with
employee selection problems—especially
with the development and validation of
selection tests. They were often located
in the “Employment Department,” a
component of the Personnel Department.
Some companies also employed econo-
mists who conducted research to support
union relations bargaining.

After WWII, interest in personnel research as a separate and important
component of the personnel department grew quite rapidly, The Industrial
Relations Research Association (IRRA) estimated that there were about 12
companies with Personnel Research units in 1947, but that this number had
grown to about 50 in 1949. The IRRA sponsored meetings for professionals
interested in personnel research, but the IRRA also included economists, so-
ciologists, and related professional groups, and the members were primarily
from academia. The American Management Association (AMA) also in-
cluded personnel research as a sub-topic in some of their personnel confer-
ences. It was at one of these conferences in about 1950 that a few people in-
volved in personnel research in business and industry decided that it would be
advantageous to organize a small group of managers and professionals in-
volved in personnel research in industry to meet regularly to exchange infor-
mation about their activities and experiences.

A first meeting to consider further the possibility of organizing such a
group, and to discuss in a preliminary way some of their respective personnel
research programs, was held at Antioch College in May, 1951. Dr. Douglas
McGregor, then President of Antioch College, was asked to sponsor the
meeting. The attendees at this first meeting were 14 members of the person-
nel staffs of companies that had personnel research or related components in
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their personnel departments. These were mostly large companies, but not all
were among the largest in the U.S. Those companies represented were: Gen-
eral Motors, AT&T, DuPont, Ford, US Rubber, Sears, Inland Steel, Esso Std.
0il, Chesapeake & Ohio RR, Detroit Edison, Eli Lilly, Armstrong Cork, and
Socony-Vacuum Oil Co. All of the attendees from those companies either
headed or had the personnel research function reporting to them.

The attendees decided at this meeting that they would organize formally as
a continuing interest group and meet semi-annually on a regular basis. The
first regular meeting of the group was held at the Dearborn Inn in Dearborn,
Michigan (near Detroit) on October 4-5, 1951, Essentially the same group
that had attended the Antioch conference attended this meeting with two or
three exceptions. Doug McGregor was designated as an ex-officio member,
and the group agreed to split the cost of his expenses at every meeting he
would be able to attend.

Much of the time at this meeting was devoted to organizational matters,
such as deciding on a name for the group, ground rules for membership, pro-
cedures to be used for exchanging information, and the like. Several names
for the group were considered (e.g., Industrial Relations Research Group), but
a consensus was reached to call it the Dearborn Conference Group because
this first meeting was being held at the Dearborn Inn.

The group has been active since that time and still is after over 40 years—
with changes of membership of course. Many of the ground rules established
at the first meeting are still being followed by the group, such as: The group
would meet twice a year, each member’s management role in his or her or-
ganization had to involve personnel research (either directly or indirectly), the
number of members would be limited to about 17: no more than one member
per company could be in the group; no substitutes from a company could be
sent to a meeting (i.e., membership was personal, not company); informality
would characterize discussions; members would submit brief descriptions of
activities for circulation to the membership in advance of each meeting; and
all exchanges of information would be considered confidential.

Topics and projects discussed at Dearborn Conference meetings reflected
the great diversity of interests and work of personnel researchers after WWIL
As | indicated earlier, the emphasis of psychologists working in industry be-
fore WWII was predominantly on employee selection concerns, and espe-
cially on selection testing. However, member projects discussed at these
meetings covered all aspects of human resources management. Some of the
categories under which member reports were filed were: Attitudes and Mo-
rale, Career Planning and Counseling, Collective Bargaining, Communication,
Compensation, Drug and Alcohol Abuse, Employment Stabilization, Equal
Opportunity, Health and Safety, Job Enrichment, Job Structure, Management
Development, Motivation and Achievement, Organization Development, Or-
ganization Structure, Performance Appraisal, Productivity, Research Meth-
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odology, Social Responsibility, Supervisory Styles, Training, Working Envi-
ronment, and so forth. In fact, it almost seemed that selection research was
relegated to low priority status by industrial psychologists in general after
WWII until the mid-1960s, when the civil rights acts focused atiention on the
need to validate selection instruments. It sometimes seemed that many indus-
trial psychologists were a bit self-conscious about their pre-war identity as
primarily selection testing experts and wanted to change this image.

Discussions at the meetings focused not only on company projects of the
members, but also on general topics and problems relating to human resources
management, such as employee productivity, employee morale, union-
management relations, compensation policies and practices, management de-
velopment, working environments, job enrichment, and the like. Usually the
designated chairman for an upcoming meeting (the role was rotated) sched-
uled at least one such topic for general discussion, in addition to the exchange
of information about current projects in the member companies.

At the early meetings (in the 1950s), Doug McGregor played an important
role in these discussions, often summarizing and interpreting the implications
of the issues raised, as seen by an outsider with a more theoretical orientation
than that held by the company-employed members. These discussions often
seemed to result in newly initiated research and development activities in the
member companies. They sometimes also resulted in expository articles by
one or more members in attendance in management or personnel journals. A
number of the members felt that a very intensive discussion of employee pro-
ductivity and morale problems and related union-management relations issues
at an early meeting of the group contributed to Doug McGregor's formulation
of his “Theory X-Y,” delineated subsequently in his classic book, The Human
Side of Enterprise. 1, personally felt that a lengthy and somewhat heated dis-
cussion of problems encountered with performance appraisal policies and
programs at an early meeting | attended (Spring, 1956) led to Doug's widely
read Harvard Business Review article entitled, “An Uneasy Look at Perform-
ance Appraisal.”

Over the years, additional members were added to the Dearborn Confer-
ence Group to maintain the active membership at about 17, as some members
retired, changed jobs in their respective companies, resigned when they went
into consulting or academia, and so forth. While many of the members who
organized this group originally were personnel managers and not /O psy-
chologists, new members added in subsequent years were, in most cases,
Ph.D. I/O psychologists. Eventually the membership became almost exclu-
sively 1/0 psychologists turned managers.

The membership of the group was probably more stable in the early years
than in recent ones, because company organizations tended to shift less in
those times and individuals were more likely to consider their company af-
filiation as a career choice, Since the early 1970s, even the largest companies
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have become much less stable, with the prevalence of reorganizations, reori-
entations, downsizing, mergers, and buyouts. Moreover, the individual pro-
fessionals who make up the membership have become much more transient,
probably due in part to the instability of their employer-companies. The pro-
fessional who joins a company today is less fikely than in the 1950s to con-
sider that employment as a carcer-long choice. Frequent moves are becoming
commonplace—from company to company, to consulting, to academia, and
so forth.

Nevertheless, the group has remained viable and active through the years.
Needless to say, none of the members who attended the first meeting in 1951
are still active, although those still living (and traceable) are maintained on an
“alumni” list and are invited to attend Spring meetings. The membership has
probably gone through several generations of changes, more rapidly in recent
years, as explained above, but the mean age of the active members is probably
very close to that of the original group when they first organized in 1951 (in
the 40 + range).

From my personal standpoint, this group has more than fulfilled its origi-
nal promise. The many meetings | attended over the past 36 years have al-
most always been stimulating and valuable. | have not only acquired new
ideas for research and development projects, but [ have also learned from
hearing of others’ experiences to conduct my own activities in a more effec-
tive manner. Several times, in informal discussions at these meetings, [ have
heard members say that they benefited more from their Dearborn affiliation
than they have from the larger, professional society sponsored meetings such
as APA, SIOP, or the Academy of Management,

I believe that the Dearborn Conference Group was first of the several
similar research-oriented groups organized in the 1950s and 1960s—that is,
small groups based on personal membership, such as the No-Name, Summit,
and Cincom groups. 1 also believe it has probably been the most active and
viable of the groups of this kind in terms of survival. The last Dearborn Con-
ference meeting I attended was about a year ago (as an Alumni Member), and
I'm pleased to report that the present generation of active members is continu-
ing the tradition of the active exchange of information and experiences that
was envisioned by that first group of professionals who decided to organize
the group in 1950.



The Family Tree
Frank Landy

One way of considering our history is
to trace the evolution of our leaders. One
way of defining leaders is by identifying
those elected to leadership, particularly
past Division 14 and SIOP presidents.
That is what is portrayed in the accompa-
nying charts. These charts had been
originally prepared for an article that |
published on the life of Hugo Munster-
berg (Landy, 1991) and updated with as-
sistance from Rich Klimaski and George
Hollenbeck.

The original and updated charts were
developed from archival records (e.g., dissertation signature pages) and dis-
cussions with relevant individuals when possible. The charts are not meant to
suggest that that other individuals did not influence the past presidents. This
is a simple archival linking of past presidents to committee chairs and/or dis-
sertation chairs.

If there is an inference to be drawn from those charts, it is that we seem to
be remarkably heterogeneous as a society. There is no clear “royal line.” Our
presidents came from many different branches of the tree. We might expect
that the psychometrician among us would have come from Cattell, or the
clinical-social-industrial from James or Witmer or the laboratory research ad-
vocate from Titchener. But, in fact, there seems to be no historical ideological
inftuence in presidential evolution. I see this as a good sign. Given the nature

of our subdiscipline and the vagaries of societal circumstances, it is best that
we not be encumbered by old loyalties.
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Preserving the History of APA Division 14/SIOP

Laura L. Koppes
Tri-State University

Recording and preserving the history
of Division 14/SIOP have been issues
discussed frequently among Executive
Committee members for the past 40
years, For example in 1958, Dr. Douglas
H. Fryer, Vice President and Technical
Director of the Klein Institute for Apti-
tude Testing, Inc., New York, sugpested
to Dr. Orlo L. Crissey, of General Motors
Institute and Division 14 Secretary/
Treasurer, that a history of Division 14 be
prepared. The purpose of the history was
to honor those who contributed to the
early years of the American Association of Applied Psychology (AAAP) in
establishing Division 14 (Fryer, February 18, 1958). Dr. Crissey agreed to
take the suggestion to the Executive Committee (Crissey, March 18, 1958). A
Committee on the Early History of the Business and Industrial Division was
appointed by Dr. C. H. Lawshe, President, Division 14. Members of the
committee were Douglas H. Fryer (Chair), Harold E. Burit, and Leonard W.
Ferguson (Lawshe, June 24, 1958). A draft of the history was written which
included five sections written by Doug Fryer and Harold Burtt and was enti-
tled “The Organization of Business and Industrial Psychology in the United
States” (Committee on the Early History of the Business and Industrial Divi-
sion of the American Psychological Association, 1960). A sixth section on
the organization of Division 14 was supposed to be written by Ferguson but
was never completed. According to Ferguson, “How many times and in how
many ways do I have to tell the Executive Committee of Division 14, either
informally or formally, that the historical material 1 was asked to complete is
not worth completing” (Ferguson, February 13, 1962). His concerns were
based on the lack of information and facts available to complete the section.

Crissey responded,

[ must admit that I was uncertain in my own mind as to just what material

might be available and whether it was worth putting together. After reading

your letter, I agree that the best thing that can happen is to quietly bury the
whole assignment. The nature of the material available, the inaccuracies in
the content, and the other reasons you mentioned all indicate that it would not

be worth the time and effort to try to make something of this information that
is so obviously inadequate (Crissey, March 2, 1962).

37



Crissey and Ferguson agreed that Ferguson would spend his time working
on the history of industrial psychology rather than completing the original
document. Several publications on the history of industrial psychology were
completed by Ferguson (1962-1965). Recently, a historical account of SIOP
was completed by Benjamin (in press).

In 1973, Dr. Paul Thayer arranged with Dr. John Popplestone to have all
Division 14 documents stored at the Archives of the History of American
Psychology, University of Akron (Thayer, 1973). Division materials from
1945 through 1975 are deposited in this repository. Examples of documents
include business meeting minutes, committee reports, executive committes
meeting minutes, membership lists, and correspondence between officers.

In 1984, Ann Howard, SIOP Secretary-Treasurer, requested materials
from past presidents. She stated that materials are located in the APA Ar-
chives at the Manuscript Division, Library of Congress (Howard, November
6, 1984), The APA Division Handbook requests that division materials be
deposited at this repository. Some division materials exist for the years 1972
through 1981.

In 1993, Paul Sackett, SIOP President, appointed an Ad Hoc Committee
chaired by Frank Landy, to investigate the preservation of SIOP’s history.
The committee identified two separate but related needs. One need was the
collection, maintenance, and preservation of SIOP archives. The second need
was the development of the historiography of the discipline of Industrial and
Organizational Psychology. In order to fulfill these needs, the committee
suggested that a Historian or History Committee be appointed.

For the first time in 50 years, the SIOP Executive Committee appointed a
Historian during the Executive Committee meeting on April 28-29, 1996.
The appointment is for a two-year term and the Historian is an ex-officio
member of the Executive Committee. The Historian’s primary responsibili-
ties are to recover, record, and preserve materials related to the business of
Division 14/SIOP since its inception.

A process for recording and preserving the history was approved during
the Executive Committee held September 7, 1996. The Archives of the His-
tory of American Psychology (AHAP), University of Akron, was re-approved
as the repository for Division 14/SI0P archives. AHAP has been added to
SIOP’s mailing list so member materials are sent directly to storage. All liv-
ing past presidents and officers have been contacted for materials. Additional
steps are being taken to record and preserve the history. They include the
following:

1. All materials stored at the SIOP Administrative Office were deposited

at AHAP.

2. The responsibility for saving and submitting materials will be included

in the duties/responsibilities of all officers and committees.
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3. Checklists indicating those records to be transferred to the new officer
and committee chair and those records to be stored are being prepared for
each officer and committee chair person. These checklists will be in-
cluded in the Administrative Manual,

4. A brief orientation of the preservation process will be conducted an-
nually for new officers and committee chairs.

5. All current and future materials will be sent to the SIOP Administrative
office where they will be stored temporarily. The Historian will then pre-
pare the materials for storage at AHAP.

6. Additional activities are being conducted to recover past materials.

A historian and these activities are necessary to preserve the history of
Division 14/SIOP. Upon examining materials currently stored, it is apparent
that many records for the past 20 years are missing. The Executive Commit-
tee is commended for recognizing the value of preserving our organization's
history and taking action to insure that our history is not lost or forgotten.
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THE PENNSYLVANIA STATE COLLEGE
SCHOOL OF EDUCATION
STATE COLLEGE, PENNSYLVANIA

DEPARTMENT OF PSYCHOLOGY April 25, 1946

pr. Floyd L. Ruch, Secretary

pr. Paul S. Achilles, Divisional Representative

pr. John G. Jenkins - Tied for Divisional Repreaentative
pr. M. W, Richardson - Tied for Divisional Representative

To the Members of the Executive Committee of the Division of
Industrial and Business Psychology of the A.P.A.:

This is addressed toc you as members of the Executive
Committee of this Division of the A.P.A. for the purpose (1} of
informing you of activities of this office teo date, (2} of
raquesting approval of these actions, and (3) of obtaining
aspistance in work to be completed before the annual meeting at
philadelphia in September.

Elections to Executive Committee. In the election which
brought us into office, only the officers and divisional
representatives were elected and no representatives at large to
the Executive Committee were elected according to the
specifications of our by-laws. Moreover, the association has
been in the process of reorganizing, which has made some
changes necessary in our by-laws. I have tried to carry on the
work of this office in the spirit of our by-laws as well as I
could under the limitations of the conditions we had,

In the first place, there was a tie vote between Doctor
Jenkins and Doctor Richardson for Divisional Representative.
There was no election committee of our own division, since
these elections had been held by the central committee, so I
inguired how the tie was to be resolved. My instructions were
that there were no provisions for resolving such a tie and that
it might be done by flipping a coin. My response was that
since there was no election committee and that I had flipped a
coin in case there had to be a selection of the tie vote, I was
indicating J.3. Jenkins as the one to whom the lot fell. Since
that time, the Council of Representatives, in meeting at
Columbus, has provided that this procedure be followed by the
election committee. Since, however, there have been no
representatives at large elected to the Executive Committee, I
am agsuming that Doctor Richardson will continue as a member of
the Executive Committee as a member at large, who could also
serve as an alternate for Doctor Jenkins on the Council of
Representatives.

Program Committee. The by-laws require that a program
committee be appointed by the Executive Committee, with a
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secretary-treasurer, ex-officio member, and one of the
representatives at large designated by the president as
chairman. I have designated Dr. J. G. Jenkins as chairman of
the program committee for the meeting next September. In order
to expedite the work of this committee, I have also appointed
Dr. Rensis Likert, who has accepted, as a member of the
committee. Moreover, I have probably exceeded my authority in
asking that Dr. Marion Bills also serve as a member of the
committee, since she has intimate contacts with the American
Management Asscociation and other similar associations with whom
we hope to work out cooperative programs. In a previous letter
to Doctor Jenkins, I suggested that I would write to Mr. Alvin
Dodd of the American Management Association, but when Doctor
Bills offered to do this because of her friendly relations with
the members of the association, I did not write to Mr. Dodd,
but left this to the program committee with the assistance of
Doctor Bills. I hope that the Executive Committee will approve
these appeintments.

Membership Committes. No members of a membership
committee have been named, but the by-laws require that the
president designate one of the members at large of the
Executive Committee as chairman. I am nominating Dr. Paul S.
Achilles as chairman of this committee. Dr. Floyd L. Ruch, as
secretary, is ex-officic member. For the third member, I
nominate Dr. Harold E. Burtt who, I believe, was formerly a
member of the membership committee and could bring the benefit
of that experience. These suggestions are merely nominations
and none of these people have been informed of this suggested
appeointment, and I shall not have them informed until the other
members of the Executive Committee approve or make other
suggestions.

Election Committee. Since the central office is taking
care of not only the officers for the association, but also for
the divisions which requested it, I asked that the general
ballot provide for the officers of our division. It seemed to
me that this was the best way to expedite the matter with the
least expense and trouble to everyone. 1In case, however, there
are any problems in regard to election, we should have an
election committee. As chairman for this committee, I am
appointing Dr. M. W, Richardsen. For the other two members, I
should like to have your suggestions or nominations. You have
doubtless noted in the general balleot that I have asked for
nominations for all offices except that of secretary-treasurer,
which is for three years, and I have included members at large
for the Executive Committee, sc that in another year matters
can proceed more strictly according to our by-laws.

Revigion of By Lawa. Last year, the chairman of the
division, Dr. C.L. Shartle, appointed a committee to revise the
by-laws, so that they would conform with the new constitution
and by-laws of the A.P.A. This committee was composed of M.A.
Bills, A.W. XKornhauser, and B.V. Moore, chairman. These by-
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laws were mimeographed and a copy filed with the recording
secretary of the A.P.A. as required by the by-laws of that
organization. Since this division was the first to submit
revigsed by-laws, we were asked to send copies to the officers
of each of the other divisiona and these copies were used as a
basis for writing their various by-laws. At the Columbus
meeting last December, a special committee of the A.P.A. was
appointed to work out a general guide and suggestions to bring
about the conformity of all by-laws with the A.P.A. by-laws and
some uniformity among the various by-laws, This required a few
further changes in our by-laws and I have used the previous
committee on by-laws to work these out. We have these ready
now to submit to the various members of our divisien. Enclosed
is a copy of the letter which I am planning to send with these
by-laws to each member. I should be glad to have your comments
or suggestions for modification of this letter.

Committee on Standards and Code of Ethica. During the
past year I have received a report of the special committee on
standards and code of ethics. This I am also mailing with the
enclosed letter and the proposed new by-laws.

Program for Meeting at Philadelphia. I have asked the

program committee named above to proceed immediately in
preparing a program for the meeting in Philadelphia. Doubtless
there will be program of papers relating to business and
industrial psychology segregated from those received in
response to the call for papers. In addition to this program
or programs, there should be provision for a business meeting
and possibly a special round table, which I have suggested
might be on the relation of the academic work with that which
is done in the field. I am sure Doctor Jenkins and his
committee are already working upon that and will, as provided
by the national by-laws, ccordinate their work with that of the
central committee, of which Carl I. Hovland is chairman.

Election of New Members. At present I have only an old
list of members of the Industrial and Business Section of the
A.AA.P., dated June 16, 1944. I am assuming that these peocple
will continue as charter members of the new division. I know,
however, that many other persons wish to become members of the
division, and I have a tentative list from Dr. Dael Wolfle of
persons who indicated an intereat in this division. I was
informed, however, that after the annual dues were paid, and
everyone had had an opportunity to indicate the divisions of
which they wish to become a member and have indicated their
willingness to pay extra dues, I would be supplied by the
central office with a more authentic list of those who wish to
apply for membership. Alsec, it is my understanding that a new
type of application blank is being prepared, upon which these
interested persons may make application. I am hoping that
those who have indicated interest in our division will soon
receive application blanks, from the central office or from
thig office, as soon as the blanks are available, and then we
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can have some applications ready to submit to our membership
committee for careful evaluation and preparation of
recommendations which can be acted upon in our meeting in
September. Some of these applicants are eager to become active
members of the division and should he considered not later than
September.

Ssuggestions for the Future. Many of these things I have
done may appear the work of a dictator, but I have wanted to
get the work of the division started in spite of the
difficulties of the transition period and the great
geographical distance petween some of the members of our
Executive Committee. I hope to have a meeting of this
Executive Committee early in the week of the meetings at
philadelphia. I am also suggdesting that the new officers who
are now being nominated and elected later will get together in
a physical meeting at philadelphia and accomplish scme of their
work for the new year. It is so much more satisfactory in a
physical meeting. If you have any further guggestiona for my
guidance, or for the future development of the division, I hope
you will give us all the benefit of your thinking.

Very sincerely yours,

B. V. Moore, President,
Division of Industrial and
Business Psychology.

— e OO T —

Mipnutes of Angual Meeting
Industrial and Business Section. A. E. A.
nnis:mmhnlmnmmu,umigan

Dr. John G. Jenkins, President, called the meeting to order at
7:00 p.m. In the absence of F. L. Ruch, Secretary, G. K. Bennett
gerved as Secretary. Dr. Jenkins stated that since the meeting
should be attended by the maximum number of ¢qualified members,
the first item of businesa would be the report of the Membership
Committee. Inasmuch as this report would be acted upon hy those
already members of the pivision, i.e. charter members or members
of the former Industrial Division of the A. A. A. P., President
Jenkins requested that all others withdraw until action on new
members had been completed.

Dr. Harold Burtt, reporting as chairman of the Membership
Committee, said that some persons applying for Assoclate atatus
had met the requirements for Fellow, while in other cases, the
converse had occurred. The Membership Committee had consequently
taken the responsibility of recommending each applicant for the
status most appropriate to his qualifications. Furthermore, all
applications received up to 8 September had been processed.

A list of the Charter Members was read by the Acting
Secretary. Dr. Burtt then reported that the Membership Committee
unanimously recommended the election of __ persons as Fellows and
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____ as Asscciates of the Division. These persons were
unanimously elected.

The committee did not report the names of those persons
considered ineligible for either classification. In the case of
cne applicant, the committee was divided in opinion and his name
was presented tc the membership, which voted against his
admission. Those who had withdrawn were then recalled and Dr.
purtt read the lists of newly elected Fellows and Associates.
(These lists attached.) Dr. Jenkins then announced that since he
was scheduled to deliver the Presidential address of the Military
pivision, he would turn the chair over to Dr. Bennett, the new
president of the Division. (Since Dr. Bennett, who had been
serving as Secretary pro tem, was now the presiding officer, Miss
marjorie Gelink of the Psychological Corporation staff was
drafted as Secretary for the balance of the meeting.) The
following report of Dr. Ruch as Secretary-Treasurer was then read
by Dr. Bennett.

Chicago, Illinois
September &6, 1947

“subiject: Report of activities for Past Year.

“In view of the fact that the business meeting of the
Industrial and Business Division has been scheduled in
conflict with that of the Division on the Teaching of
psychology which I am scheduled to preside over at the same
time, your Secretary is submitting this report to be read by
the President.

"(1) The principle activity of this Office during the
past year has been the issuing, receiving and collating of
application blanks.

*»{2) These have been turned over to Dr. Harold Burtt,
Chairman of the Membership Committee and I believe that they
have been processed by his Committee.

“{3) There have been certain expenses in connection
with this work (other than secretarial and stenographic)
which have been paid out of pocket and for which
reimbursement is hereby requested:

$ 3.41 €.0.D. charges on application blanks sent by Dr.
Bennett
.59 Prepaid charges on materials returned to Dr.
Wolfle’'s office
2.40 C.0.D. charges on other shipment of applicaticn
blanks
11.11 Prepaid charge on telegram requested by Dr.
Wofle, re returns of Nominating Committee.
51,08 Postage stamps.

68.5%9

_2,00 ¢OD Expense charges paid by Dr.Burtt on Application
Blanks

$70.59 F. L. Ruch, Secretary-Treasurer”
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Several questions concerning membership standards were
answered by Dr. Burtt. The comment was made by one member that
future applications would be facilitated if a list of the Fellows
of the Division was included with each set of application forms.
Dr. Bennett replied that he approved this suggestion and would
undertake so to advise the Secretary. A protracted discussion
ensued concerning the present status and future course of the
Division. Various participants made the following suggestions:

(a} That other indusatrial professional groups be invited to
affiliate with the Division.

{b) That a functioning Industrial Division ethics committee
be established.

{c) That Industrial Division programs be located at a more
felicitous time than Saturday mornings. ("It is a fallacy that
industrial representatives want Saturday meetings; they much
prefer to attend on company time.”)

(d) That a committee on policy and planning be established.

{e) That more adequate information on the past year’'s
activities be available at annual meetings.

{f) That better integration with A. P. A. activities would be
advantageous.

(g} That the Division Newsletter be resumed.

After discussion of these and related mattera, it was moved
and seconded that:

The executive committee of the Division be urged to give
careful consideration to plans for the Division’s future and is
hereby authorized to set up such additional committees as shall
appear necessary for this purpose. The motion was carried

unanimoualy.
There being no further business, the meeting adjourned at B8:30
p-m. F. L. Ruch, Secretary

e VO

Chicago, Illinois
September 6, 1947

To: Dr. John Jenkins, President Industrial
And Business Divigion, A.P.A.

From: Floyd L. Ruch, Secretary-Treasurer.

Subject: Report of Activities for Past Yeax.

In view of the fact that the business meeting of the
Industrial and Business Division has been scheduled in conflict
with that of the Division on the Teaching of Psychology which I
am schedule to preside over at the same time, your Secretary is
submitting this report to be read by the President.

(1) The principle activity of this Office during the past
year has been the issuing, recelving and collating of application
blanks.

{2) These have been turned over to Dr. Harold Burtt, Chairman
of the Membership Committee and I believe that they have been
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processed by his committee.

{3) There have been certain expenses in connection with this
work (other than secretarial and stenographic} which have been
paid out of pocket and for which reimbursement is hereby

requested:
$3.41 C.0.D. charges on application blanks sent by Dr.
Bennett
.59 Prepaid charges on materials returned to Dr. Wollfle
office
2.40 €.0.D. charges on other shipment of application
blanks

11.00 Prepaid charge on telegram requested by Dr. Wolfle,
re returns of Nominating Committee.

51.08 Postage stamps
$68.59

(4) In addition to this will be an item of a few dollars to
reimburse Dr. Burtt for charges on application blanks sent him
C.0.D.

New Businesg

During the past year I have given serious thought to the
rather unique problem of our Division, namely, that wany
competent Industrial Psychologists lack the Ph.D. Degree. To ban
these from Membership would, in my opinion, weaken our
organization because much of the actual work in the field is done
by this group. Possible Shartle’s survey of this field will give
us gsome indication of the proportion.

Some way must be found to take in these pecple - the competent
ones - and yet safeguard us against admitting the incompetent
ones. In my cpinion an examination, although helpful, would not
be sufficient.

I should, therefore, like to suggest that scme plan of
sponscrship be worked out whereby competent Industrial
Psychologists who agree to consult with one or perhaps two
sponsors for a specified period of time at stated intervals be
permitted to submit paid practical experience under such
direction in lieu of academic training. The sponsors would be
Members of the Division and should, of course, serve as sponsors
without charge.

—er T OTTY T~

Memorandum Concerning Minutes of the
Division of Industrial and Business Psychology
for the Year Ending September 1946

The present Secretary (Harold Seashore} has been unable to find
in all the material turned over to him in the fall of 1948 any
record of minutes of the meeting of this Division in
rhiladelphia in the fall of 1946.

He has gone through all the correspondence, election
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information, etc., and has prepared this memorandum in lieu of
an official report.

1. Attached hereto are two communications from B. V. Moore,
prasident of the Division, one dated April 25, 1546, and
one dated June 12, 19%46. The information in these two
letters indicates the activity of the Division that year.

3. Attached to the letter of June 12, I found a copy of the
By-laws of the Division, undated, hut presumably those
which Dr. Moore was submitting to the membership. Thisa
copy of the By-laws is attached herewith.

3. In the election report of 1946, I find that Ruch reported
to Moore on July S that the By-laws had been adopted. A
carbon of this letter from Ruch to Moore is attached
herewith as part of the official minutes. The By-laws
were adopted with 19 votes in favor of their
straightforward adoption, with 12 in favor of their
adoption without provision for associates members, and 1
not favoring adoption.

4, Ahttached also is a carbon of a letter from Dael Wolfle
dated August 29, 1946, concerning elections. The
important feature of this report is that three members-at-
large were apparently elected, (F. E. Freeman, Irving
Lorge, and J. B. Stroud). Apparently these persons did
not accept or qualify for membership in the Division since
they do not appear on any of the final lists of charter
members or elected members, For that reascn the Diviasion
has never had members-at-large of the Executive Committee
as provided in its By-laws, (It might be added that
membera-at-large were not elected in 1947 or 1948 either.)

12/10/48
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Report of Committee on Training
pPivision of Business and Industrial Psychology
July 1949
Alexander G. Wesman, (chairman), R. W. Husband, H. P. Mold

Prohlems
1. A. What opportunities are open, or are likely to be open,

for industrial psychologists.

a. An judged by present industrial psychologists.

b. As judged by schools which offer courses.

c. As judged by industry or its non-psychological
associations - N.I.C.B., S.A.M., etc.

d. As judged by government agencies., as one of the
larger employers of Industrial psycholeogists.

B. What degrees (A.B., M.A., Ph.D. or their
equivalents) are needed for what kinds of jobs.
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a. Is A.B. with relevant courses for given job more
acceptable than M. A. without directly relevant
courses.

b. Is higher degree more desirable for
1. flexibility in handling different kinds of

problems.
2, more intensive training for specific area.

II. A. How should students be prepared by schools.

a. What courses are offered.

b, What courses are needesd.

c. What course requirements need modification -
e.g., eliminate languages in favor of
anthropology, economics, sociology.

B. What should be required of instructional staff.

a. Teaching skill primarily

b, Industrial experience primarily.
1. As psychologist.
2. As non-psychological worker.

c. Can we demand both (a} and (b) and have enough
qualified instructors.

III. What experience is desirable or necessary.

a. Experience under supervision of psychologist.
1. In plant.
2. Consulting organizations.

b. Experience industry as non-psychologist - machine
operater, salesman, ete.

IV. How can students be inducted into the field.

a. As “internes.”
1. Can they earn their way if well paid.
2. Can they afford apprentice johs if not well

paid.

3. What opportunities for training exist.

b. Cooperative education - work and schooling
alternately or simultaneously.

¢. By requiring that graduate theses be done in plant
situations.

d. By industry sending its employees to school for
specialized courses.

V. How much variation in education and experience is
reguired by various specialties, e.g., consumer research,
personnel selection and training, labor relations.

Methods

VI. Who should answer these gquestions?
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Schools which prepare indus. psych.

psych. employed by industry.

Industry.

Industrial associations.

. All of above.

Each of above on question it is most competent to

answer.

+

Mmoo o

VvII. What approach shall be used?

a. Questionnaire by division.
1. Detailed questions.
2. General invitation to express ideas.
3. Both. .
b. Review of previously published surveys, such as

Canter's -

VIII. How shall the study be financed?

a. By divisional appropriation.
b. By graduate students encouraged to do such

research.
By industrial association (NAM, SAM, AMA etc.) if

cone is willing.

2]

IX. How large an appropriation is needed, if divisional

appropriation?

of course, on the scope of the study to
g:i;ag:?eng:;ume committee will prepare guestionnaire,
obtain editing without charge - there will be paper and
reproduction costs, correspondence and mailing costa.
These may reguire from a %10 to a $100 or larger
appropriation, depending on how many schools or
jndustrial organizations we approach.

OO T —

Annual Meeting
Division of Industrial and Business Psychology
September, 19439

Meeting called to order by President Floyd Ruch.
Approximately forty voting members were present so a
guorum was recognized.

The Secretary-Treasurer made an informal report, the
formal copy of which is attached to these minutes.

voted: To accept the report.

an informal Treasurer's report was made indicating that
the limited funds of the Division would be expended
during the year and no money would revert to the APA.
There was no request for an auditing committee because
the APA maintains control of the funds and that was

considered adequate.
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The Membership Committee report was made by Dr. Crissy.
Each of four groups was voted on separately after
presentation of the cases and considerable discussion of
some of them. The main discussion concerned the electicn
of some persons directly from non-membership in the
Division to fellowship status. It was reported that
those who were thus recommended were on the whole older
people who normally would have been in the Division two
or three years age but for some reasen failed to take
their membership then. It was also reported that a
considerable number of younger psychologists or those
who, have been in industrial work for only a short time
were recommended for election as Associates in the
Division for at least one year even though they applied
for fellowship status. The official list of elected
members is attached. It should be noted that in the case
of Associates of the APA who are not yet Fellows of other
divisions of the APA, election by this Division is only a
recommendation to the Council of Representatives.

The Election Committee report was made by Dr. Shartle,

who announced the election of the following officers:

President - Carroll L. Shartle

President-Elect - Jack W. Dunlap

Secretary-Treasurer - Harold G. Seashore (continuing for
two more years, 1949 - 1951)

Divisional Representatives:
Jay L. Otis, 3 years - 1949 - 1952
Harold G. Seashore, 2 years - 1549 - 1951 - ex-officio
as Secretary-Treasurer of the Division

Rensis Likert, 1 year - 1949-1950

Members-at-large of the Executive Committee:

Harold C. Taylor, 3 years - 194%-1852

Bruce V. Mcore, 2 years 1949 - 1951

Reign R. Bittner, 1 year 1949 - 1850

The Program Committee made no official report. The
members expressed some appreciation of the increased
number and quality of programs of the Division,.

The Committee on the Revision of the By-laws made its
report through its chairman, Dr. Bernard Covner. With a
few minor changes which were explained, the By-laws, as
they were mailed out to the membership two months
earlier, were adopted.

The Committee on Training, Dr. Alexander Wesman,
chairman, had a report which was distributed among those
present and became a basis for discussion. It was voted
to continue this committee and to enlarge it not to
exceed ten perscns. The committee was urged to make as
much progress as it can and clarify any problems of
training of industrial psychologists even though no
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formal budget appears to be available. It was assumed
that the Executive Committee can appropriate small funds
for special activities of this committee. The official
report is attached to these minutes.

o Dr. Shartle, the new president, was called upon to make
some remarks on plans for the next year.

10. Voted: To adjourn the meeting.

Respectfully submitted,
Harold Seashore, Secretary-Treasurer

The Executive Committee met on Monday, September 5, for two
hours and on Tuesday, September &, for one hour to plan for the
Annual Meeting. Its interests were along two lines. First,
all the candidates for membership were reviewed and with the
agreement of two members of the Membership Committee who were
present, a considerable number of persons recommended for
election to fellowship were moved down to become candidates for
election as Associates. These were all younger or less
experienced persons who were not yet members of the Division
and who, it was felt, should serve at least one year in the
Division before becoming Fellows. Many of them would not
qualify before the Council of Representatives under the new
giva-year rule. Three persons who are now Fellows of the APA
in other divisions, according to their report, gought
fellowship status in this Division, but were recommended for
election as Associates. The reason is that they did not show
evidence of sufficient length of time of work in the industrial
field or they are not currently devoting their major time in
this field. These persons may refuse this election, but the
Executive Committee felt that it should hold to the standard of
current participation in the industrial field and a
conaiderable history of work in this field.

Second, the Committee considered the details of the by-laws and
made some minor changes. Attached hereto is a copy of the
mimeographed by-laws, which is marked "official copy"., that was
sent out to the members. This copy contains the changes that
were recommended by the Committee and recommended to the
membership.

Third, $20 was appropriated for the retiring chairman of the
Membership Committee, W. J. E. Crissy, to partially cover
clerical costs. Harold Seashore, 9/14/4%

pivision of Industrial and Buginess — Division 14
Three Years — October 1, 1948 to August 31, 1948

1. When assuming office after the 1948 meeting, there was a
balance of $3.96. Late 1948 bills were paid in 1948, when
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funds became available.

5. The items for gecretarial service and for mimecaraphing, etc
are partial payments for actual services and costs; the
pivision was charged all it had left in the treasury at the
end of the year.

3. The APA does not carry balances over to another year so it is
desirable to expend the funds which are available. The
$18,00 balance as of now probably will not be enough for
September to December expenses, but bills can be sent to the
APA office for January payment, when dues are allocated.

4. The Directory cost $300.00 but we had only $250.00 available
(part 1950, part 1951). This amount plus $15.60 which was
collected from sales of the Directory was paid to the
printer. The *incident” is now closed, and we give thanks to
the printer for writing off $34.40.

5. We are not aware of any outstanding divisional bills.

Ock. 1, 1948 Jan. 1, 1950 Jan. 1, 1951
to Dec. 31, to Dec. 31, to Aug. 31,
1949 1950 A951
Income
Dues $223.00 §2%0.00 $305.00
Balance from 1948 3.96
sale of Directory - _15.60
226.96 290.00 320.¢60
Expenges
special Printing
Application Forms 42.43
Membership Lists 45.00
Directory 118.00 147.60
Committees
By-Laws 6.75
Membership 20.00
Program 22.02 6.00
Training 35.00
Secretarial Service 60.36 $1.00 75.00
Mimeographing, envelopes
Postage 30.40 15,00 -45.00
226.96 290.00 302.60
Balance 0 ] 18.00

Harold Seashore, Secretary-Treasurer

Report of the Secretary-Treasurer
To Members of Division 14
The Division of Industrial and Business Psychology
1. ggmhgxahin. The first important task of your Secretary-
Treasurer was to bring together voluminous files of
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information regarding the membership of the pivision. All
records back to the AARAP-RAPA transitional days were studied
and lists prepared. The cfficial membership list as of
December 1, 1948, was published and copies were sent to all
members. A master copy is filed with the official records
and in this copy the names of charter members of the Division
are indicated. From now on a special permanent record of
membership will be kept to show new accessions, changes of
status, and resignations.

Membership Statistics:

official registry as of pecember 1, 1948 219
Resigned 1
Paid up membership 213
Delinguent dues but not yet dropped 5

official registry as of September 1, 1949 218
Fellows 144
Associates 74

The Qfficial Book. A3 we all know, the previous years were
hectic ones for the APA - with the complexities of transition
compounded by the postwar mobility of psychologists. Your
Secretary-Treasurer has felt the need for setting up records
which will have historical continuity and accuracy.
Accordingly a “Book” of official minutes, reports, and other
actions has been established. One such “Book” can become the
record of the Division for each secretary's three-year term,
Committees (See Newsletter, January 1949). The following
committees have reports to make:

a. Revision of By-laws {Covner}

b. Training (Wesman}

c. Policy and Planning (Bills)

d. Ethics (Scheidt}

e. Program (Bellows)

£. Elections (Shartle)

g. Membership {Crissy)

president Ruch appointed A. K. Kurtz to serve on an APA
committee to integrate the interests of various divieions on
an advigory committee to the special APA Committee on Ethical

standards for Baychology (Hobbs).
Other Activities of Secrefary.

The Secretary has aided all committees requesting his help.
The closest work has been with the Membership, Electiocns, and
By-Laws Committees.

A considerable amount of correspondence is carried on with
graduate students and non-psychologists who assume that the
Secretary can answer all qguestions about the field of
industrial and businesa psychology. Most of these inquiries
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can be answered or redirected. It is somewhat difficult,
however, to express in a nutshell an answer to questions like
this: Please tell me about the development of personnel work
in the U.S., or What courses shall I take and in what
universities can I study to become an industrial
psychologist?

Treasurer’'s Report. The attached interim report is
gubmitted. A final report, as audited by the APA office
will be sent to the officers at the end of the year. Wi;h
about fifty new members likely to be elected today, the
budget for 1950 will be augmented. Careful budgeting of
expenses is needed, however. Some clerical costs have been
absorbed by the Secretary’'s organization.

Matter to decide re budgat:
a., Do we want a new membership list printed, or will a
supplement do?

b. What funds shall we allow committees?

¢. Shall we have newsletters?

Respectfully submitted,
Harold Seashore, Secretary-Treasurer
Division of Industrial and Business

Psychology, APA 8/25/49

Division of Industrial and Business Psychology, APA
Report of Treasurer
Interim Report, September 1, 1943

Receipts
Balance carried over from 15948 $3.96
Dues 216,00
215.96
Expenditures
a. Paid
2 M Application Blanks 42.43
1 M Membership Lists 45.00
Meeting-Committee on
Revision of By-Laws, Meals 6.75
William McGehee,
Program Committee 30.00
124.18
b. Accounts Pavable
1. Petty cash paid by Treasurer 2.30
2. Mimeographing costs and material-due Pay.
Corp 5,00
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3. Postage-due Psych. Corp. 16.40
4. BSecretarial assistance-payable to Psy.Corp£0.00
82.70

Total Expenditures as of 9/1/49 207.88 207,088

Balance as of 9/1/49 12.08

c. Estimated additional costs to end of 1949
Newsletter and copy of minutes to
each member €.00 6.00
Estimated balance as of end of 1948 6.08

8/25/49

BEWSLETTER
December 1950

Division of Industrial and Business Psychology
American Psychological Association

The Division 14 Directoxry. 1In accord with the action at the
Penn State business meeting, an alphabetic and geographic
directory of divisicnal members has been produced. Since a
major purpose of the directory is to infomm the business
world about the availability of qualified psychologists, the
introduction is designed to give background information to
those who may not know about our standards and our
organization.

Two copies are being sent to you. If you have need for more-
for your own public relations purposes - we can provide them.
We are asking 15 cents per copy to help cover costs. Send 15
cents in stamps for each additional copy. If you want ten or
more, take a 20 per cent discount.

Copies are being sent {a) to all APA officers and divisional
secretaries, (b} to a number of business and industrial
associations which are in a position to recommend
psychologists or whose members may wish to use our services -
A.M.A., S.A.M., N.I.C.B., R.I.A., Better Business Bureau,
U.8. chamber of Commerce, etc. If you want to suggest a
vmailee” who would be a good general contact for all of us,
send us his name and address.

Membership. There are at least a hundred APA members who
have a major interest in what Division 14 is interested in
but who do not beleong to it. Will you suggest to somecone
that he secure blanks from Dr. Lecnard W. Ferguson
(Metropolitan Life Insurance Company, One Madison Avenue, New
vYork 10, New York), Chairman of the Membership Committee?
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Scan through your freshly printed directory now and come up
with suggestions. (By the way, the division cannot take
cognizance of an applicant unless he is already a member of

APA. Some of your suggested applicants must star
t
becoming APA members.) frrst by

Lad

Committees are at work. Attached is the 1i
: L.
your help. st. They may need

Respectfully,
Harold Seashore
Secretary

Program Committee
William McGehee (1949-51)
Milton L. Blum (1249-52), chairman
Clifford E. Jurgensen (1950-53)
Electign Committee
Marion A. Bills, chairman
Carroll L. Shartle
Floyd L. Ruch
Membership Committes
Thomas W. Harrell {1948-51)
Leonard W. Ferguson (1949-52), chairman
Walter J. McNamara (1950-53)
Committee on Professional Relations
Harold C. Taylor (1949-51)
Arthur W. Kornhauser (1949-52), chairman
Edwin E. Ghiselli (1950-53)
Committee on Training
William J. E. Crissy, chairman
Glen U. Cleeton
Bernard J. Covner
Jay L. Otis
H. H. Remmers
Frederic R. Wickert

—_— T OO T~

The City College
SCHOOL OF BUSINESS AND CIVIC ADMINISTRATION
17 LEXINGTON AVENUE
NEW YORK 10, N.Y

DEPARTMENT OF PSYCHOLOGY

A
Dr, Harold Seashore ugust 10, 1951

Paychological Corporation
522 Fifth Avenue
New York City

Dear Harold:

t;:ached please find my report for the Program Committee. I hope
£ you will find it in good form. I recently submitted a copy
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of it to both Bill McGehee and Clifford Jurgensen. To date, I
pave heard from Bill McGehee and he concurs. I suppose because

§ vacaticn schedules, Cliff did not have the chance to answer.
Accordingly, I have seen fit to sign the report for the Program
committee although I would have liked to have had both of their
gignatures, too. On the other hand, it might have been
cumbersome since I acknowledge the work of Bill and Cliff.
pocking forward to seeing you in Chicago.

Corgially,

Milton L. Blum

— OO T~

The City College
SCHOCL OF BUSINESS AND CIVIC ADMINISTRATION
17 LEXINGTON AVE
NEW YORK 10 N.Y.

pEPARTMENT OF PSYCHOLOGY

pr. Harold Seashore
gecretary, Division 14
american Psychological Association

as Chairman of the Program Committee, I wish to acknowledge the
yaluable contributions of William McGehee and Clifford Jurgensen.
as senior member, William McGehee was most helpful in
contributing to a continuity that is desirable from year to year.
clifford Jurgensen was responsible for the arrangement of the
gymposia. He deserves recognition because of his live selection
of topica as well as his influence in obtaining qualified
parr.icipants. Attached please find Exhibit 1 listing the titles
of the nine symposia as well as the eight one hour paper sesgions
gcheduled. In addition, arrangements were made by the Program
committee for the Annual Business Meeting as well as the Annual
pinner and Presidential Address.

cThe program Committee would like the Executive Committee to
consider the problems presented under our present system of
accepting papers. Mindful of the deairability of paper
resentations, the present system gseems to lend itself to
gifficulties that might be avoided. One way to improve the
gystem might be for the Program Committee to make an announcement
very early in the year concerning the areas or topics of the
paper sesaions and inviting papers in those areas. This would
then encourage more legical and homegeneous sessions.

another suggestion would be for the Division to require in
gddition to the abstract, the submitting of the complete paper.
it does appear as if scme researchers submit an abstract prior to
the completion of research. Under such conditions, they
anticipate the research results and sometimes the papers
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ultimately read do not closely resemble the abstract. Were the
requirement of completed research in the form of a paper to be
demanded then it would be possible to make a more valid value
judgement as to the desirability of including the paper in the
pregram. Under the present conditions, those responsible for
accepting or rejecting an abstract have considerable pangs of
conscience. Since many abstracts are neither outstandingly gocd
or bad (in which case there is very little problem} it is
exceedingly difficult to decide as to whether the average
abstract is or is not worthy of inclusion in the program.

To summarize, the Program Committee has arranged for nine
symposia and eight paper session. It has alsc arranged for a
Eusiness Meeting and a Presidential Address. It recommends two
modifications of the present plan of accepting papers. The first
is to make a call for papers on specific topics and second, in
addition to submitting an abstract, that the paper reporting the
completed research be spubmitted for judgment, as an aid in
deciding whether to accept the paper for the session.

Respectfully submitted,

Milton L. Blum
Preogram Chairman, Division 14

SCHEDULE OF SYMPOSIA - DIVISION 14

TITLE CHAIRMAN

wWhat Can Industrial Pasychology Do
for Small Business Erwin K. Taylor

Business Meeting Jack W. Dunlap

Dinner and Presidential Address Jack W. Dunlap
Research in the Believability
of Advertisements C. N. Allen
Ethical Problems in the Professicnal
Practice of Business and Industrial
Psychology Leonard W. Ferguson
Readability Formulas in Business and

Industry: Uses, Misuses and Limitations James J. Jenkins

Employment of the Older Worker Charles C. Gibbons

Training Supervisors in Human

Relations and Leadership Jay L. Otis
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Michigan Survey Research Center

Studies in Business and Labor:

Organizational Structure and

Organizational Effectiveness Rensis Likert

Michigan Survey Research Center Studies:
Communication in Formal Organizations Rensis Likert

Michigan Survey Research Center
Studies: Surveys in Economic
Psychology Rensis Likert

SCHEDULE OF PAPER SESSIONS - DIVISION 14

Title Chairman

Problems Related to Accidents Willard A. Kerr
Regearch Related to Televiaion Howard P. Longstaff
Selecting and Evaluating Employees I William J. BE. Crissey
Selecting and Evaluating Employees: II C.H. Lawshe

Research in leadership Authur Kornhauser
Job satisfaction and Related Factors Edwin R. Henry

contributionsa to Business and Industrial
Paychology: 1 Harold C. Taylor

Contributions to Business and Industrial
Peychology: II Stephen Habbe

_______,,——-1rf:><:><:51r--________

The Organization of Business and Industrial Psychology
in the United States

n report of the "Committee on the Early History of the Business
and Industrial Division of the American Psychological
Association;” Harold E. Burtt, Leonard Ferguscn, Douglas H.
Fryer, Chairman.

CONTENT

I. Introduction

1I. Background of Movement

III. Early Professional Stirrings (Before 1930)

IV. The Period of the Association of Consulting Psychologists
{1930-1937}

V. The Period of the Rmerican Association for
Applied Psychology (1937-1945)

VI. Getting Organized as a Division of the
American Psychological Association (1345)
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1. _INTRODUCTION

The beginnings of industrial services by psychologists may
be thought of as dating back to the early years of this
century. Psychologists may be gsaid to have been working upon
business and industrial problems for a good fifty years.

They have liked to get together to discuss their problems
and often in the early days did so in the easy chairs of the
lobby where a business or scientific meeting was being held.
They have locked forward, as have many social groups, tc an
organization of their own. This is now an accomplished fact.

An association of one’s kind has been a long time in
coming for business and industrial psychologists. The founding
of such an organization has been bound up with the goals and
purposes of several other organizations. Particularly, the
organizational attitude of the American Psycholegical
hAssociation has influenced the growth of professional
organization of psychologists working in business and industry.

II. EACKGROUND OF MOVEMENT

The purpose of the American Peychelogical Associatien from
its founding in 1892 until 1945 was to advance psychology as a
science. Hence, all major efforts with a goal of professional
organization have come from outside of this major psychological
association in the United States.

The hiatus in thinking that existed between the “pure* and
“applied” psychologists in the early days of professional
stirrings and particularly in the thirties is shocking to us
today. The following quotations and warnings of what was
happening in psychology illustrate this and the problems of
professional organization in which industrial psychologists
were vitally concerned. From the address of the President,
Richard H. Paynter, of the Association of Consulting
Psychologists, May 6, 1933, the following statement of purpose
is quoted.

"While the main emphasis of the American

Psychological Association is research and the

advancement of the psycholegy as a science, the

Association of Consulting Psychologists endeavors to

develop the practical applications (of psycholoegy).*

From the address of the President, Albert T, Poffenberger of
the American Psychological Association, September &, 1535, came
the following warning which was received with resentment and
went unheeded:

“"Are we taking an appropriate attitude toward the

practical applications of our science, or are we as

an Association holding too much aloof from everyday

problems from fear of contaminaticn by them?...

“Does the American Psychological Association...hide

its light under a bushel? Does it draw teo sharp a

distinction between professorial and professional?

Does it without protest permit psychology to be sold

to the public by the amateur, the mountebank, or
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still worse, the charlatan and the purveyor of

pornography through the medium of the newspaper, the

cheap magazines and the radio, while its own

proncuncements are carefully guarded within the

covers of scientific journals?...

% ..The label ‘Psychologist’ must eventually come to

stand for something in the way of uniformity and

stability of product, both for the good of the

public and for the psychologist himself...psycholeogy

is almest inevitably an applied science...at least

insofar as its contact with practical human problems

is concernmed.

»,..0ur association cannot long hold itself aloof

from such practical considerations and still

maintain its prestige while other more aggressive

groups solve our members’ problems.

»,..The American Psychological Association has had a

glorious past and can be justly proud of its

achievement in the upbuilding of academic

psychology. 8till greater honor will crown its

efforts to link psychology and life.*
From the address of the President, Douglas H. Fryer, of the
American Association for Applied Psychology, September 7, 1938,
the following is guoted showing the state of mind of that date:

"Relations between ‘pure’ and ‘applied’ psychology

are not severed by the independent existence of the

American Association for Applied Psycholegy. There

is no reason why the American Psychological

Association and the American Association for Applied

Psychology could not be organized under one roof,

each representing divergent interests which are

necessary and good. Both the applied and

professional features of psychology are here to

stay, if this has ever been doubted. Whatever

organization there may be of the psychological

effort in the future, there can be no denial of the

rights of the applied psychologist.”
Much could be said in justification of the hands-off policy of
the American Psychological Association concerning matters of
professional application. It had had its fingers burned on
several occasions in trying to control applied activities. A
procedure for certification of clinical psychologists within
APA had resulted in failure. A committee appointed to control
publications in applied psychology — te combat charlatanism -
was unsuccessful. This was in 1917 when the year-old “American
Agsociation of Cliniecal Paychology,” was disbanding to become
the Clinical Section of the APA. As Feinberger has said in his
history of the “American Psychological Association” (Psychol.
Bulletin 1932, 23, 32), “The American Psychological Association
has signally failed at every attempt to control psychology or
psychologists....” An interpretation from this history might
be that "control” in applied paycholegy was attempted too early
and the wrong approach was taken. As a result, the American
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psychological Asscciation backed away from applied problems and
retired as an crganization to the ivory tower.

So things remained until 1945 when sufficient professional
strength had been demonstrated for it to be possible te think
in terms of integrating “pure” and “applied” psychology in one
crganization. This undoubtedly was hastened through the
demands on all psychologists to contribute in a practical and
useful manner to the war effort of the Second World War. Thus,
in 1945 the American Psychological Aasociation and the American
hgsociation for Applied Paychology were united as we have them
today with the purpose as stated in the By-lawa, “to advance
psychology as a science, as a profession, and as a means of
promoting human welfare.”

1II, EARLY PROFESSIONAL STIRRINGS BEFORE 1930

A proposal was placed before the American Psychological
Association in 1919 that there be formed a section of
industrial and applied psychology. This was supported by those
psychelogists who had participated in the First World War.
Action was deferred on this matter at the suggestion of J.
McKeen Cattell until interest could be surveyed for such a
professional unit in the APA. This proposal appears as the
first evidence of dawning ideas of reorganization in industrial
psychology.

Looking backward from teday, this proposal may seem an
expression of appeasement to industrially minded psychelogists
on admission of the Clinical Section into the American
psychological Association. The *American Association of
Clinical Psychology” had been established in 19i7. On the
argument that it was desirable to include all psychologists in
one organization, that is, the American Psychological
Agsociation, this new professional organization voted itself
out of existence in 1919 and was admitted to the APA as the
Clinical Section of that organization. 1In the APAR, as history
has shown, this applied group was barely able to retain its
identity as a professional organization until it joined by vote
with other independent professicnal associations in 1937 in the
formation of the American Asscciation for Applied Psychology.

It is tempting to back-guess what might have been. This
early association, which was largely composed of psychologists
who had applied themselves to the war effort, probably could
have become an all-inclusive organization in psychological
applications if the hand of an older organization had not been
laid upon it. It could have been a tremendous force for
professional development in psycholegy. But it didn't, and 1a
years elapsed before an organization representing psychology to
the public came into being.

IV. THE PERIOD OF THE ASSOCIATION OF
CONSULTING PSYCHOLOGISTS. INC, 1930 - 1937

The Association of Consulting Psychologists was the first
rrofessional organization in psychology approaching national

63



scope in its membership and in representing all areas of
applied psycholegy. It was organized in 1930 and existed until
1937. It was not affiliated with the American Psychological
Asscciation. It initiated the movement which brought about the
founding of the American Association for Applied Psychology in
1937.

The Association of Consulting Psychologists was organized
by a skeleton group of applied psychologists in the area of New
York City who met informally on occasions as the New York State
Association of Consulting Psychologists. The story of this
latter organization is told by Dorothea McCarthy in a *History
of the New York State Psycholegical Association,® (1956
unpublished) .

The Association of Consulting Psychologists grew rapidly
in the eight years of its existence. Its membership totalled
close to 500 applied psychologists distributed throughout 22
states in 1837. It published an annual yearbock and a
newsletter which during the later years of its history was
called *The Consulting Psychologist.” On these beginnings it
founded the Jourmal of Consulting Paychology in 19%37. This
journal was inherited by the American Association for Applied
Psychology as its official organ. Its Board of Editors, as it
became the property of the American Association for Applied
Psychology, consisted of representatives from four area of
professional psychology, clinical, consulting or private
practice, educational, and business and industrial.
Representatives from business and industrial psychology were:
W. V. Bingham, H. E. Burtt, D. G. Paterson, and M. §. Viteles,
with Dr. Bingham as Chairman of the Board of Editors. This was
the first step taken in departmentalizing applied and
professiocnal paychology.

The Association of Consulting Psychology began early in
its history to expand interest in industrial psychology. The
first yearbook of this Association in 1931 referred to
industrial psychology in the following manner:

“The Association is undertaking to become an

effective force in the professicnal practice of

psychology in the fields of medicine, education,

industry, law, soclal work and guidance.”
Committees appointed illustrate this. For example, Rensis
Likert chaired a Committee on Professional Relations with
Engineering Associations from 1932 - 1934. He was followed in
this capacity by M. Viteles. 1In 1936, a Committee on
Psychology in Industry, with R. §. Uhrbrock as chairman, was
appointed., The first issue of the Journal of Consulting
Psychology (Jan. - Feb. 1937) included articles as follows:

The Future of Clinical Psychology (Woodworth)

‘the Future of Educational Psychology (Gates)

The Future of Industrial Psycholegy (Bingham)

The Future of Consulting Psychology (Link)
which were prophetic of the expansion into four professional
areas upon which the American Association for Applied
pPasychology was founded. The relative strength in leadership of
these areas in the Asscciation of Consulting Psychologists is
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perhaps best represented by the work area of its eight
presidents: Clinical, 4; Educational and School, 3; and
Industrial, 1.

So it has been said that the Association of Consulting
psychologists was the parent organization of Applied
psychology, representing as far as possible during its short
history all areas of professional effort and attracting to its
banners any who were interested in application of the science
of psychology.

V. THE PERICD OF THE AMERICAN ASSOCIATION FOR

ABELIED PSYCHOLOGY 1937 - 1945

The period of 1937-1945 as, we recognize today, a period of
very rapid expansion of professional ideas and interests in
psychology. The Second World War (1941 to 1945) was partially
responsible for this. But, also, it was the result of
psychelogy approaching professional maturity and the resulting
gocial growth.

Many in the American Psychological Association were
concerned over that organization’s policy to wean all
professional interests and the setting of purely scientific
objectives. The growth of the Association of Consulting
Psychologiats showed that a social need existed for
professional work in psychology and by 1936 the amalgamation of
all applied and professional organizations, local, regional and
national, was in process under the guidance of a National
Committee for Affiliation of Applied and Professional
psychology. This, of course, resulted in the organization of
the American Association for Applied Psycholegy in 1937. Thus
psychological organization in the United States was well on the
road toward a clear-cut split between "pure” or a relatively
academic psychology, on the one hand, according to the then
scientific purpose of the American Psychological Association,
and, on the other hand, the applied and professional interesta
which sponsored such distinect professional groups as industrial
and business psychologists,

It i3 interesting to note that industrial paychologists,
though fewer in number than other professional groups, such as
clinical and educational psychologists, were regarded as the
leaders in organization of applied peycheology. This is
attested to by the following. The Chairman of the Mational
Committee for Application of Applied and Professional
Psychology in 1936 was an industrial psychologist; the four
nominations for first president of the American Association for
Applied Psychology in 1937 were all industrial psychologists.
Four of the eight presidents during the existence of the
American Association for Applied Psychology were industrial
psychologists. Thus industrial psychology, while growing into
organizational status itself, was contributing in a major way
to the organization of all applied psychelogy.

Organization of industrial psychologists in the United
States became an actuality finally in the establishing of the
Industrial and Business Section of the American Associatiocn for
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Applied Psychology on Rugust 30, 1937. It appears as a long
road to this accomplishment from the inception of ideas of such
an organization.

The proposals for this organization were published by the
Chairman of the Industrial and Business Board, Harold E. Burtt,
of the National Committee for Application of Applied and
Profesaional Psychology in the June issue of the Journal of
Applied Psychology (1937, XXI, 320 to 341}. Certain of the
proposals are abstracted below because of their historical
significance.

“pParticipants (in the Section) will include
applied psychologists with the MA of PhD degree in
psychology attached to the following: {1} industrial
organizations - personnel departments or departments
of industrial relations; {2) federal, state or other
public services dealing with employment problems;

{3} special bureaus deoing cooperative research on
industrial and business problems; (4) organizations
engaged in studies of consumer preferences and
market research; (5} organizations engaged in
promotional work in industrial, business and
personnel fields; ({6) psychologists doing part-time
consulting work in industrial or business problems;
{7) psychologists in educational institutions
supervising advanced students who are doing research
in industrial situations.”

“Industrial and business psychologists will
profit from a section organized in the folleowing
ways: (1) formulation of professional standards...;
(2} develop specifications and programs for the
training of industrial and business
psychologists...; {3} study the market for
industrial psychologists; (4) create further
opportunity for people in our field....; (5)
exchange of opinion on current research in our
limited field...; (6) cooperate on studies of
special techniques of problems (in industry and
business)...”

Reports were made at this first organization meeting by the

following committees appointed by the Board.
Committee on Purpose and Scope of the Industrial
and Businesa Section
M. 8. Vitales, Chairman
Committee on Membership Standards
A. W. Kornhauser, Chairman

Harold E. Burtt was elected as the first president of the
Industrial and Business Section {(designated as Vice President
of the American Association for Applied Psycholegyl and Marion
E. Bills as the first secretary-treasurer.

The organization meeting of the Industrial and Business
section produced exceptional verbal pyrotechnics before
agreement was reached as to the purpose and scope of the
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sections activities. Quoting from Dr. Burtt’s published
report in the Journal of Consgulting Psvchology (1938, 2,
73-80), which may be regarded as the first charter or
general organizational agreement among industrial and
rusiness psychologists:
"The Industrial and Business Section of the American
Association for Applied Paycheology includes persons
who are concerned with promoting the efficiency and
adjustment of workers arising in the production of
commodities and with problems involved in the wider
distribution of commodities in accordance with human
needs and wanta. The purposes of the section are as
follows: {(a) to facilitate the exchange of
information and experience among its membersa; (b} to
promote high standards of practice in the
application of psychology to business, industry and
public service.

"To achieve the latter objective, it is
necessary: (a) to promote research and publication
in the field of business and industrial psychology;
(b) to formulate minimum training requirements for
psaychologists who are preparing to work in business
and industry and to promote a system of internship
as a means of preparing industrial and business
psychologists; (¢) to formulate minimum standards of
practice and to make these known as an aid in
encouraging a critical public attitude toward the
application of psychology in business, industry, and
public service, and toward the selection of
personnel for such work.”

Membership in the section was limited to persons holding a
PhD in psychology from an accredited university and who were
actively engaged in the practice of psychology in industrial
and busineas relationshipa for two years, thus establishing a
higher atandard for participation in the section's activities
than in the American Association for Applied Psychology which
provided for the substitution of additional professional
experience for the Phb.

Thus an organization of business and industrial
psychologists was launched with considerable enthusiasm. This
organization was accepted at the business meeting of the
American Association for Applied Psychology on August 31, 1937
as one of the four charter sections of that organization, along
with sections representing Clinical Psychology, Consulting
Psychology, and Educational Psycholeogy. After a long
diseursive history, psychologists working in business and
industry had gotten together upon the principles of an
organization.

They laid out in these early days specific problems for
cooperative research as follows: (1} study of the requirements
of occupations; (2) development of tests and other scientific
technigques for the placement of workers (3} formulation of
methods of applying human energy to work; (4) systematization
of training programs to insure the most efficient use of
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individual ability; (S) determine the optimal conditions of
work; (6) analysis of industrial organizations to establish
types best adapted to human objectives; (7} examination of
forces of motivation to establish those best adapted to
production and harmonious human relationships; (8) analysais of
human factors influencing demand and sale of commodities. This
was 1937, it will be recalled, and many of these objectives are
forward looking ones even today.

Full realization of the goals and purposes of this new
organization of businesa and industrial psychologists was
delayed for several years. Soon all experienced paychological
personnel were engaged in some capacity in the war effort. The
Business and Industrial Section of the AAAP became in large
measure a caretaker organization during the years of the Second
World War. It was not until after the war, when American
Psychological Association and the American Association for
Applied Psychology combined into one organization with both
scientific and professional aims, that the Business and
industrial Section, then reorganized as a division of the new
psychological association, began to function according te the
promises of these early days.

The accompanying chart shows the officers by years and place
of meetings of the Business and Industrial Section of the
American Association for Applied Psychology from 1237-1945,
insofar as information is available.
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Richardson
Richardson

Member-at-Large
Marion W,

Edward K. Strong
Kingsley R. Smith
Marion W.

Edward K. Strong
Harold A. Edgerton
Rensis Likert
Frank Stanton

Paul S. Achilles

Burtt
Viteles

Section RRLP
AAAP Representative
Board of Goverpors = Section Council

Morris S.

the first professional organization of Industrial
Harold E.

Bills
Kingsley R. Smith Morris §. Viteles

Secretary-
Millicent Pont
George K. Bennett
George K. Bennett
Rensis Likert
Beatrice Dvorak

Marion A.

pEficers of the Busines
Burtt
Achilles
Shartle

W. Kormhauser

Walter V. Bingham Marion A. Bills
Morris S. Viteles Marion A. Bills

Paul 5. Achilles

Chaixman and
Year = Place of Meeting V.P. of ARAP Treasurer
Harold E.
Paul S.
Carol L.

was organized in 1%36-37 by the Industrial and Business Board of the National Committee for
A.

Applied and Professional Psychology, Harold £. Burtt, Chairman; Marion A. Billa, Secretary.

(Govt. Request)

The Industrial and Business Section of the AAAP,
{Govt. Request)

1940-41 State College, Pa. A. W. Kornhauser

1937-38 U. of Minnasota
1938-39 Ohio State U.
1939-40 Washington, D. C.
1941-42 Northwestern U.
1942-43 No Meeting
1943-44 Mo Meeting
1944-45 Cleveland

Psychologists,
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List of FELLOWS in the Industrial and Business Division
of the American Psychological Association

Achilles, P. A.
Adame, ©. R.
Baier, D. E.
Barnes, E. J.
Ballowa, R.
Bennectc, G. K.
Biel, W. C.
Bills, M.
Bingham, H. C.
pittner, R. H.

Blankenship, A. B.

Blum, M. L.
Brinhall, D.
Brown, C. W.
Burct, W. E.
Cabot, P. S.
Chamberlin, E. M.
Clark, W. R.
Cleeton, G. U.
Crissey, G. L.
Crisay, W. J. E.
Cruikshank, R. M.
Curaton, E. E.

De Silva, N. R.
Dorcus,
Dunlap,
Durest,
Dvorak, g
Edgerton, N. A.
Erdelyi, M.
Flory, C. D.
Forbes, T. W.
Fryer, D. H.
Gaekill, H. V.
Ghiselli, E. E.
Glaser, E. M.
Greene, E. B.
Hansen, C. F.
Harrell, T. W.
Hattwick, M. S.
Haven, S. E.
Hayes, 5. P.
Hayes, §. P., Jr,
Happock, R.
Hazlehurst, J. H.
Henry, E. R.
Hibler, F. W.
Horst, P. A.
Hovde, H. T.
Hovland, C. I.
Humes, J. F.
Jenkins, J. G.
Johneon, H. M.
Kerr, W. A.
Kingshbury, F. A.
Kornhauser, A. T.

e O
R EX

September 1947
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Kurtz, A. K.
Lazarsfeld, P, F.
Likert, R.

Link, H. C.
Longstaff, H. P.
Lurie, W. A,
McFarland, R. A.
McGehea, Wwm.
MeGregor, D. M,
McQuitty, Louie L.
Melczer, H.

Moore, B. V.
Moore, Jos. E.
Ohman, 0. A.
O'Roarke, L. J.
orlansky, Jesse
Paynter, R. H.
Peatman, John G.
Poffenberger, A.T.
Pond, M.

Remners, H. H,
Richardson, M. W.
Roslow, Sydney
Ruch, F. L.
Rundquist, E. A.
Scheidr, V. P.
Schubert, H. J. P.
Scott, W. D.
Seashore, H. G.
Seidenfeld, M. A,
Selling, L. S.
Sharp, A. A.
Shartle, C. L.
shellows, S. N.
Smith, K. R.
Smith, K. U,
Solomon, R. S.
Scanton, F.
Starch, D.
Sctromberg, E, L.
Strong, E. I., Jr.
‘Taylor, E. K.
Taylor, H. C,
Thempsen, L.A., Jr
Thomaon, W. A.
Tiffin, J.

Teops, H. A,
Trabue, M.
Warren, N.
de Weerdt,
Wherry, R. J
Wickert, F.
Wilkening, H. E.
Witmer . L. H.
Wulfeck,, W, H.
Viteles, M. S,

EoD@x

, H.

Year

1945-46
1946-47
1947-48
1948-49
1949-50
1950-51
1951-52
1952-53
1953-54
1954 -55
1455-56
1956-57
1357-58
1958-59
1359-60
1960-61
1961-62
1962-63
1963-64
1964=-65
1965-66
1966-67
1967=68
1968-69
1969-170
1970-71
1371-72
1972-73
1873-74
1974-75
1%75-76
1976-17
1977-78
1578-79
1979-80
1980-81
1581-82
1982-83
1582-84
1584-85%
19685-86
1986-87

1%687-88
1%88-89
1269-90
1290-91
1891-92
1892-93
1553-94
1894-95
1435-96
1996-97

Zedeck, S.

Ilgen, D.R. Gowing, M.K.
Howard, A. Gowing, M.K.
Schmitt, N.W. Gowing, M.K.
Landy, F.J. Pulakos, E.
Klimogki, R.J. Pulakes, E.
Cascio, W.F. Pulakos, E.
Sacketc, P.R. Tippina, N.
Borman, W. Tippina, N.
Campion, M. Tippins, M.
Farr, J. Macey, B.
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Divieion 14 Dfficers: 1945-1997

President
Moore, B,V,
Jenkinse, J.G.
Bennett, G.K.
Ruch, F.L.
Sharcle, C.L.
Dunlap, J.W.
Bills, M.A.
otis, J.L.
Edgerton, H.A.
Ghiselli, E.E.
Ferguson, L.W.
Henry, E.R.
Lawshe, C.H., Jr.
Titfin, J.
Taylor, B.K.
Katzell, R.A.
Crissey, 0.L.
McGehee, W.
Wallace, 5.R.
Baxter, B.
Stagner, R.
Dunnecte, M.D.
Ash, P,
Seaghore, S.E.
Cwens, W.A.
Meyer, H.H,
Bray, D.W.
Guion, R.M.
Fleishman, E.A.
Grant, D.L.
Porter, L.W.
Thayer, P.W.
Campbell, J. P.
Sparks, C.P.
Tencpyr, M.L.
Vroom, V.
MacKinney, A.C.
Campbell, R.J.
Hakel, M.D.
Schneidar, B,
Goldstein, I.

Ruch, F.L.

Ruch, F.L.

Ruch, F.L.

Seashore, H

Seashore, H

Seashore, H

Pergugon, L.

Ferguson, L.

Ferguson, L.

Taylor, E.K.

Taylor, E.K.

Taylor, E.K.

Crigsey, Q.L.

Crissey, O,L.

Crissey, Q.L.

Baxter, B.

Baxter, B.

Baxter, B.

Ash, P.

Ash, P.

Ash, P.

Meyer,

Mayer,

Meyer,

Grant,

Grant,

Grant, D,

Thayer, P.

Thayer, P.W.

Thayer, P.W.

Tenopyr, M.L.

Tenopyr, M.L.

Tenopyr, M.L.

Albright, L.E.

Albright, L.E.

Albright, L.E.

Boehm, V.R.

Boehm, V.R.

Boehm, V.R.

Howard, A.

Howard, A.

Howard, A.
Einancial officer
Hinrichs, J.R.
Hinricha, J.R.
London, M.
London, M.
London, M.
Alexander, R,
Alexander, R.
Johngon, R.
Johnson, R.
Johnson, R
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Opposite poage, top, Bruce Moore
(left) and Walter V. Bingham.
Middle, Rensis Likert (left) and
Paul S. Achilles. Bottom, George
K. Bennett {lefi) and Arthur Kom-
hauser. This page, top, Morris
Viteles is now 9B years old,
Middle, the Division 14 Excculive
Committee in 1959-60. Bottom,
Edwin B. Ghiselli. Photos are
from the Archives of the History of
American Psychology, University
of Akron, except for Bruce Moore,
whose photo is printed through the
courtesy of Pennsylvania State
University Archives.
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Why Incorporation Looked (and Still Looks) Attractive

Milton D. Hakel
Bowling Green State University

It was a dark and stormy night, and
the people who ran APA were out to get
us. Actually, it was a dark and stormy
decade, and maybe it wasn’t so much that
they were out to get us as that they were
seriously myopic. There is a long history
of strife between people who want to
mind their own business and others who
want to mind it for them, and in these
relatively calm days it seems hard to
imagine the members and leaders of Di-
vision 14 could be so riled up as to em-

2 brace incorporation. So return with me
now to those days of yesteryear, and look at the events that made us judge in-
corporation to be prudent, not paranoid.

Only a year after the modemn corporate form of APA was created 50 years
ago, the first committee was appointed to advise on reorganization. So, ten-
sion between science and practice has animated many issues in APA, and it
propelled a series of events that culminated with the creation of the American
Psychological Society in 1988, Division 14"s incorporation as SIOP was an
important precursor.

If 1988 is the end of it, then the “dark and stormy decade” began with a
TIF article by Jack Bartlett, writing under the title *I'm Mad as Hell and I'm
Not Going to Take It Anymore!” (TIP, February, 1979, pp. 26-28). Bartlett
and the rest of us endured several years of frustration and exasperation with
regard to the Standards for Providers of Psychological Services, and then
when a proposal surfaced for a National Commission on Education and Cre-
dentialing in Psychology, Jack borrowed Peter Finch's punchline from the hit
movie Network and fired his broadside. What Jack did not describe was the
fight with APA about the Standards and the necessity of writing the Specialty
Guidelines for the Delivery of Psychological Services by Industrial and Or-
ganizational Psychologists. No one on the Division 14 Executive Committee
wanted specialty guidelines in the first place, yet the APA Council required
them. They would control the practice of 1/Q psychology, and this prospect
was wildly unpopular. It took Jack’s committee 14 drafis before a document
was created that satisfied the Executive Committee, and when it was presented
to the APA Council, we first moved to have the necessity for creating guide-
lines waived. When that motion was defeated and the specialty guidelines
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were introduced on behaif of the Board of Professional Affairs, our Council
reps voted against their adoption even though we had created them. It was a
bitter choice between “write specialty guidelines consistent with the Stan-
dards” or “we will write specialty guidelines for you that are consistent with
the Standards.” We thought that there ought to be some better choices.

Many other draft proposals were percolating through the APA governance
structure at the time, and they did not look friendly to the interests of Division
14’s members. One proposal required graduation from an APA accredited
program as a prerequisite for licensure as a psychologist. Because APA did
(and does) not accredit O programs, licensure would not be available as an
option to /0 psychologists who wanted it. Another proposal specified the
content of training curricula, and this was widely opposed by academic and
research psychologists because it dictated uniformity and infringed academic
freedom.

Most troubling was the prospect of APA reorganization. APA governance
evolved fitfully as APA’s membership grew, most notably with the dramatic
increase in health care practitioners. Once state associations gained voting
seats on the APA Council, and the number of health-care oriented divisions
mushroomed, it was clear that Division 14 would be easy to ignore. We have
never been a large proportion of APA’s membership (in the late 70°s we were
4%), but we enjoyed (and still enjoy) high member involvement, as shown in
the high rate at which Division 14 members allocated all 10 of their Council
apportionment votes to us—50% higher than the next highest division. We
also enjoyed influence larger than our mere numbers warranted, and many of
the reorganization plans were bound to bring a loss of influence. Domination
by health care psychologists threatened our very right to teach and practice
1/O psychology. In these calm times, it is difficult to imagine that such fears
could be warranted. Though it was written four years after Division 14 incor-
porated, there is a letter reprinted in TIP that epitomizes the mean-spiritedness
and arrogance of the whole decade. Addressed to the APA Board of Directors
from 8 leaders of the health care faction on the subject of the reorganization
impasse, it begins “We are writing you this memo with a great charge of frus-
tration, bitterness and outrage.” It ends “We want you to know, though, that
you must, beginning today, work with and through us as the leaders of the
state association/practitioner community—and no longer through our surro-
gates—or you will risk standing exposed as irresponsible caretakers, lost in
daydreams and denials, and not cognizant of your political and fiduciary re-
sponsibilities.” (TIP, February, 1987, pp 8-10).

Incorporation as The Society for Industrial and Organizational Psychology
was proposed to provide Division 14 with an independent and secure base, to
sharpen our public identity, to increase member identification with our or-
ganziation, to gain flexiblity and responsiveness in dealing with legal (EEQ)
issues, to gain more control over our financial affairs, and to enable us better

78

to pursue opportunities (TIP, August, 1979, pp. 4-5). After careful study and
due deliberation, 87.4% of the 619 voters marked “yes” for incorporation and
SIOP was launched in 1982,

And then came the Psychology Today fiasco. At the start of the “dark and
stormy decade” a proposal to publish Psychology, a glossy, general interest
magazine modeled after Smithsonian, was rejected by the APA Council. It
was an attractive idea, but one which was going to cost too much and entail
too much risk. Just after SIOP was incorporated, APA purchased Psychology
Today, and the ramrod decision-making process that led to its purchase vali-
dated our foresight in wanting to control our own affairs. We had been con-
cerned that reorganization might lead to a break-up of APA, and so we sought
autonomous control of our own finances, But APA nearly broke up for an-
other, unanticipated reason: Psychology Today hemorrhaged cash, and APA
had to sell and lease back its Central Office building to avert default. We
were relieved to know that we could survive on our own if we had to.

Today’s relative calm is welcome. 1 attribute it to the voters’ rejection of
the APA reorganization plan in 1988 which led directly to the creation of
APS. The viability of APS gave researchers their own clear voice, and it also
led to competition for representing the interests of research-oriented psy-
chologists. I also attribute it to changes in APA personnel, most notably Ray
Fowler as CEQ, Russ Newman as head of the Practice Directorate, and espe-
cially Bill Howell as head of the Science Directorate. They have set a con-
structive tone and looked beyond internal partisanship in ways their predeces-
sors did not.

Today’s relative calm is not likely to last forever. Times change, and
people change. Bill Howell has announced his impending retirement, and
Ray Fowler is in the middle of his second 5-year term. Who knows what will
happen next. We now stand in association with both APA and APS, on an in-
dependent and secure base. In the meantime, SIOP’s incorporation continues
to signify the willingness of its members and leaders to stand alone if neces-
sary. I hope we can use the strength and autonomy that incorporation affords
effectively and wisely.
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Incorporation: A Coming of Age
Richard J. Campbell
Prelude and Context

Two-four-six-eight, we are gonna’ in-
corporate! The battle cry of Division 14
in the late seventies? Not really, we were
much too sophisticated for that. But such
a chant, delivered with a distinctly rebel-
lious air, would have been in keeping with
the mood of many Division 14 folks at the
time. The gathering drumbeat for incor-
poration was sparked by dissatisfaction
with APA. It was a dissatisfaction tinged,
to put it mildly, with anger and frustration.
Milt Hakel, a fomenter of incorporation activity, captures the conflicts and
mood of the times very nicely in his piece in this issue. 1had almost forgotten
how much “fun” it was serving on APA Council in those years.

The incorporation of Division 14 and dissatisfaction with APA were
tightly linked. It is unlikely that SIOP would exist today had our problems
with APA been less severe. However, there were other forces at work, of a
more fundamental nature, that also were fueling the drive for incorporation.
There were signs in the Division’s Executive Committees of the seventies of a
growing eagerness to have the Division do more for the membership and the
society at large. For example, the APA Convention had become mammoth in
size. There was a yeamning to have a meeting where 1/O psychologists could
have more contact. The discontent with the time spent parrying inappropriate
initiatives from APA was particularly aggravating because it deflected energy
we wanted to devote to advancing science and practice in our field.

Someone, | don’t know who, suggested a seemingly innocuous organiza-
tional intervention in the Executive Committee in the mid-seventies. At that
time, as now, there were three members-at-large on the Executive Committee.
It was a great job. [I happened to be one myself, and loved it]. Members-at-
large had no formal responsibilities beyond casting votes. The Executive
Committee decided it was time to put them to work. In 1975 it formed the
Long Range Planning Committee, consisting of the three members-at-large
and the President-Elect, who served as chair. LRP exceeded all expectations.
It was not bogged down in the demanding work of running this rather active
Division and *“coordinating” with APA. With this freedom and a broad char-
ter it developed into a hotbed of ideas for new directions for the Division. It
also proved to be quite effective in prodding the Executive Committee to
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adopt new activities and directions. The teaming of the in-coming president,
another cushy job, with LRP gave a continuity to ideas and action, a sufficient
time span, to enable the Executive Ccmmittee to bring major projects that
spanned years to completion.

Another important set of players in the developing push for incorporation
were the Division’s Representatives to APA Council. This was the hardy
band of vocal Division 14 reps who engaged in oratorical flurries and intricate
parliamentary maneuvers to keep others in APA, particularly the Council,
from “helping” us in ways that we didn’t appreciate. We were a powerful
force in Council for our size, (Division 14 had four seats in a Council that
totaled about 100 representatives.) Fortunately, we were not alone; other sci-
entist-practitioner Divisions had similar concerns. Our reps reached out and
formed a coalition with these like-minded Divisions. Consistent with the
revolutionary fervor of the day, it began meeting under the banner of the
January 27 Coalition. The name was later changed to the more descriptive but
less flamboyant Scientist-Practitioner Coalition,

One of the main concerns of our Council Reps and LRP was the buzz de-
veloping during the mid-seventies for a reorganization of APA. Two concepts
attracting attention and controversy were federation and assemblies. These
approaches called for the establishment of organizational units broader than
divisions. Proposals for 2, 3, 4 or more such groupings of divisions provoked
heated discussions, such as the contrasting views of Humphreys (1976) and
Siegel (1976) on federation that appeared in the APA Monitor. Among the
touted goals of a reorganization was an alignment that would enable Divisions
to focus attention on issues germane to them and allow for a redistribution of
power. The possibility of greater Divisional control over its own affairs and
field was a major carrot. This advantage appeared much more illusive to
some than the potential threats embedded in the proposals. A major concern
of Division 14 was that none of the proposed groupings appeared to offer a
home, The Division appeared to fall between the cracks, with its members
scattered across assemblies. The big downside risk was the potential dissolu-
tion of Division 14 by default. This threat, as much as anything, prompted
discussion of mergers of divisions and the formation of the Scientist-
Practitioner Coalition. Perhaps, the thinking went, the Coalition could be-
come an assernbly should APA actually restructure itself.

This renewed interest in reorganization led to the establishment of a
Commission on Organization of APA, known informally as the “Blue Rib-
bon” Commission. Ken Clark was a co-chair of the Commission, and | was a
member. The first thick set of documents to arrive in the mail included a re-
view of previous attempts to reorganize APA. It was a sobering experience
for those expecting the Commission’s work to lead to changes in APA. Many
groups had examined the organization of APA, beginning in the 1950s. There
was a disturbing pattern of inaction following these studies. Significantly, the
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Blue Ribbon Commission was the Commission on Organization, not re-
organization. The Commission was established in 1978. Its major proposal
was for the formation of two usactions” within APA, one for health-care pro-
viders and the other for those identified with teaching and research. Members
could join either or both. The proposal never made it past the Board of Direc-
tors. The Commission concluded its work in 1981 with a report recommend-
ing the ill-fated “Forums Trial” in Council. For many observers, cynical and
not so cynical, this trial was a weak intervention for the purpose of showing
that APA was open to change.

Other attempts at reorganization followed the demise of the Commission.
Little was achieved. These discouraging outcomes resulted in the eventual
formation of ASAP, the Assembly for Scientific and Applied Psychology,
and, shortly thereafter, the American Psychological Society.

Creating SIOP

It was in this volatile setting that the idea of incorporating Division 14
emerged. Incorporation was first highlighted in the pages of TIP in 1979. The
item was authored by an early and persistent spokesperson for incorporation,
Milt Hakel. It begins with a disarmingly simple declarative sentence, “Now is
the time for Division 14 to become incorporated as the Society for Industrial
and Organizational Psychology” (Hakel, 1979, p. 4). Milt described the ad-
vantages to be gained and invited member reactions to the proposal. In that
same month, he made a similar proposal to the Executive Committee. He
concluded it with a suggestion for a “straw poll” to be taken at the business
meeting, and, if the results were favorable, the appointment of an ad hoc
committee on incorporation.

Once raised, the idea of incorporation wouldn’t go away. Nor, was it to be
quickly resolved. The Division and its members were working through two
transitions. True to the nature of transitions, each was laden with uncertainty,
ambiguity, and confusion. One transition was legal; the other focused
squarely on the identity of the organization and its members. Any psycholo-
gist worth a license would know, at least in hindsight, that the identity issues
would be the more difficult to resolve. And they were. We industrious psy-
chologists are known for our knack with organizational matters. The legal is-

sues would yield to our dogged pursuit in due time.

The discussion and debate on whether to incorporate spanned two years.
It was a rare issue of TIP that did not give the topic substantial space. Al-
though the straw polls strongly favored incorporation, there were a number of
members who had difficulty endorsing it. A key reason was the perception
that is was a step down a path that led to the eventual exit of I/O psychologists
from APA. Division 14 did not have authority if incorporated to dissolve it-
self or secede from APA, but the Society could (Albright, 1981). One of the
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;:(]oct;:e'r]lt(cigrglln)lentaries on the need to remain in APA was provided by Ray
atze , who reminded us of our identi i
«,..for Division 14 to quit APA (or th lY'aS e
. teaten to quit) for these reasons i
only to declare mdep?ndence from APA but to separate itself from the :rsm'::f
strte'am ohf ps‘ychology ' {p. 13). Another related and contentious issue was the
n;‘:_ ion that incorporation ?vould permit the Division to open up its member-
ship (i.e., consu?er admitting professionals who either would not qualify for
APA. memi?ersh!p or had no interest in being a member of APA). The dis-
cussion (.)f |der.mty issues slowed the move to incorporation, but, as a source
for ;c‘e}:nwgoratmg the D!vision, it yielded one of the most impona;lt gains
. e ttl;lought of 1eav1ng APA was anathema for most of the supporte.rs as
welt as the opposers of incorporation. The supporters saw incorporation
aAr;;ng (:jther thm_gs‘, as a way to reduce the risk of a de facto loss of a place in,
wame::Int as prol\udlpfgl a home should APA shatter. The Executive Committee
o remain affiliated with APA. The Division’s offic i
. : : . ers worked inten-
swelz tlo modlfy APA in ways that would make it more compatible for I/O
E%,Z zrztgy. \:I:c‘ Vt;oom, in a TIP presidential message in 1981, commented
myth is that a vote for incorporation is somehow a , :
: ) \ vote for separa-
tloqtfrom AE;]A.. Later‘, in the same message, one in which he took a ner:nral
]i:nc::s; r;::rotr_l the impending vote, Vic put his pen on the core attraction of the
ation movement, He said, “...I am enthusiastic abo i
i i e ut the potential of
El‘:;:orpora]tl;n as a means of strengthening identification with thg division”
r.oon:),. .8|, pp..l-2). As -the discussion continued it became clear that the
main objective of incorporation was to establish Division 14/SIOP as an or-
gamdzatlon that could function on its own, for reasons that extended well be-
{:;o :::ﬁ:(r:rtlis a::outha home in APA. The Division, with a better understand-
vely who we were, wanted to tak i
e ake control of its own assets, pro-
3 In the Sprmg of 1981 the LRP announced that the Executive Committee
| ;;l;ectg:)nendmg t?j tll:e membership that the Division incorporate (LRP
X recounted the intensive process leading up to th ,
determining the advantages and disadv o oporation, presentation:
antages of incorporation i
at the Open Forums in both Montreal and L i
: 0s Angeles, polls of the E i
Committee and the membershi o o o
i p, and several revisions of the by-| i
were distributed for comment to the membershi ime for the e
‘ . ership. It was time for the mem-
bershfp to decide—yea or nay? A mail ballot was conducted, and the m m
bership voted a resounding yea! ’ "
Finally, in 1982 the Division be
» I 1982 gan to take the concrete steps necessary t
I‘?!:riz hthst.zoD‘l:l\.rlsut:m tl‘t}curporatc‘.d. There were many things to bepdone thre?:’ o(;'
od out: filing of the articles of incorporation, obtaini ,
) L 5 ining tax exempt
:::l;:es&ang :!;; l:eSIgdn of an accoulndtmg system appropriate for an incorporatepd
; and money would be needed to pull it off. Man
_ ‘ . y members
worked on some aspect of incorporation, but those most involved at this stage
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were the LRP (Irv Goldstein, Jack Bartlett, Frank Schmidt, and me), Art
MacKinney, and Gini Boehm, the Secretary-Treasurer. The anticipated cost,
around $2,500, appears insignificant by today’s standards, but the total in-
come of the Division was only $35,000 in 1981-82. One of the strong chal-
lenges posed by those opposed to incorporation was that it would cost too
much and provide little return.

Our first tack was to see if APA would provide the legal support we
needed. Central Staff at APA was seemingly unconcerned about our incorpo-
rating, except for some possible tax implications. After months of indecision
on the part of APA, we opted to go it alone. APA did give us an estimate of
the fees—$4,500!

Time was evaporating. Tax status issues were taking too much of our en-
ergy. In March the leadership of the task force was clarified. Irv Goldstein,
conveniently located in DC, was named chair. Gini Boehm, Jack Bartlett, Art
MacKinney, and I rounded out the group. Irv was to take the lead on legal
services. Gini had the task of establishing a set of books that would satisfy
the accountants. The last crucial step was to get the funding approved by the
Executive Committee. At the May meeting they approved an expenditure of
$2,500. We were on our way.

The group met with Peter Lipresti, an attorney with Finley, Kumble, Wag-
ner, Heine, Underberg, & Casey in DC. This firm had particular expertise in
the incorporation of professional groups. Irv developed a very good working
relationship with Mr. Lipresti. The work went very smoothly, with Irv and
Gini carrying the brunt of the effort. 1 believe we even came in close to
budget. Art, Gini, and I had the pleasure of being named as the initial direc-
tors of the Society. On June 18, 1982 the signed Articles of Incorporation
were filed with the Recorder of Deeds in Washington, DC, SIOP was born!

The Aftermath

Some months later two events assured me that SIOP was indeed a reality.
One was the appearance of a mere symbol; the other was a simple administra-
tive transaction. The symbo! was the new logo on the first edition of TIP
published by SIOP. For me, it signified the beginning of a new period that
boded well for I/O psychology. The logo, by the way, came to us from the
artists at the University of Maryland. Jack Bartlett stimulated a contest of
sorts, and the winning design was created by Susan Jackson and Les Bodian.
Ann Howard and her associates at AT&T put it into final form. It looks even
better in anniversary gold.

The second event was a letter 1 received from Past-President MacKinney
on Division 14 letterhead transferring all assets of the Division, $56,000, to
SIOP. Not a lot of money, but we now had control of our funds.

It took another year or two to put many of the necessary systems and
services into place, such as establishing the proper books, IRS recognition of
our exempt tax status, collecting our own dues, and hiring our first employee
for the SIOP office. A third event still draws warm chuckles when members
take to reminiscing, one that helped put these systems into place and make
other new activities possible. At the business meeting in 1983, the Executive
Committee, with some trepidation, asked the members to approve a large dues
increase. Surprisingly, no one raised an objection. Then a hand shot up, and
the faces on the podium grew a bit tense. This member stood up, said the
proposed dues increase was too small to carry out SIOP’s ambitious plans,
and made a motion to raise the proposed dues another couple of dollars
higher! It was greeted with enthusiasm and passed. Never had I seen such an
ouicome for a proposed dues increase. Well, that’s Division 14, oops, SIOP,
for you.

It should be obvious, if you have read this far, that I am hardly an unbi-
ased observer of the incorporation effort. Yet 1 expect few would disagree
with the assessment that SIOP has thrived since incorporation. The astute
readers of TIP, of course, will not let me get away with attributing all of the
good things that have occurred since 1982 to incorporation. Division 14 was
always a robust, successful organization. However, it is worth noting a few of
the unusual accomplishments of SIOP, which just might not have happened
without incorporation.

1 will mention only two. Immediately afler incorporation the Scientific
Affairs Committee placed top priority on doing something major to foster re-
search and scholarship. It was to be an antidote to the tremendous effort the
Division had to give to the many practice issues besieging us. The result was
the Frontiers of Industrial and Organizational Psychology series. The second
was SIOP’s annual conference. This was high on our wish list, but it was a
very risky venture, The Executive Committee decided to go ahead when
SIOP was still operating on a shoestring. And to think we fretted over our
ability to pay for going it alone as an incorporated society. This time we were
betting the farm. Kudos to Irv Goldstein and his committee for launching the
annual conference so successfully. It is still awesome to sit among that sea of
people at the conference luncheon each year.

Finally, it is liberating to be well beyond our concerns about survival.
APA never approved the Commission on Organization proposal for a two
section model. It happened anyway, except that one section was formed out-
§ide of APA. SIOP is affiliated with both APS and APA, and its members can
jc:)in either. Not a perfect solution, but one that has let us maintain our identi-
ties and prosper.

There is plenty to celebrate this anniversary year. 1 can’t wait to see what
SIOP will do next.
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How about a little credit?

The STOP Administrative Office now accepts
American Express in addition to Visa and
MasterCard!

Membership Renewals
STOP Publications
TIP Advertisements
Workshop Registration
Annual Conference Registration

B6

For nearly half a century, PSI has helped clients develop, implement, and main-
tain some of the most innovative, respected, and effective employee selection
programs in the country. Qur scope of services includes:

Test Publication

PSlisa major publisher of employment tests —tests thar have
| proven their validity, utility, and defensibility across a variety

of applications and settings.

Bst

Consulting

PSI's experience includes consultation in emplayee selection,
human resource management, individualized assessmenc, fair
employment practices, and litigation support. By developing
job-related, non-discriminatary procedures for evaluating
candidates, we have helped thousands of employers select,
train, promote, and manage top quality employees.

Test Administration

PSI has administered employment and licensing tests in over
125 cities throughout the U.S. and Canada. We schedule test
sites, register candidates, train test proctors, administer the
tests, and report test results within 24 hours.

We pride ourselves on the quality of our products and services and on our
ability to tailor them to each client’s needs. Contact any PSI professional to
find out how our products and services can work for you.

[ ]
Psychological Services, Inc.
A Tradition of Excellence in Employee Selection and Evaluation

Corporate Headguarters
100 West Broadway, Suite 1100
Glendale, CA 91210
800-367-1565

Los Angeles Cleveland Washington, D.C.
818-244.0033 216-892-3353 703-506:1515

87



ACT

Summer
Internship Program

ACT annually sponsors an 8-week summer internship program for outstanding
graduate students interested in careers in the testing and measurement fields.
In 1997, the program will run from June 2 through July 25 at ACT’s national
office complex in Iowa City, Iowa,

The Summer Internship Program provides interns with practical experience
through direct interaction with professional and administrative staffresponsible
for research and development of ACT’s testing programs. The intern program
is designed to allow graduate students to explore career opportunities and make
career decisions. An additional program goal is to increase the number of
woemen and minerity professionals in measurement and related fields, Interns
are provided a $3,000 stipend plus reimbursement for round-trip transportation
costs, A supplemental living allowance for accompanying spouse andfor
dependents is also available. Internships are offered in the following areas:

Test Development

Test design, test review and evaluation, and test development research and
analysis through application of measurement and statistical methodologies.
For graduate students (preferably doctoral) enrolled in educational
measurement, research, evaluation, or related programs.

Item Writing

Item writer training, test item writing, item editing and refinement, and item
review and evaluation. Emphasis on development and evaluation of test items.
For graduate students in English, math, science, and liberal arts.

Industrial/Organizational Psychology

Job analysis, test development, training programs design, and other activities
closely associated with ACTs Work Keys Program. For graduate students
(preferably doctoral) enrolled inindustrial/forganizational psychology or related
programs.

Technical Analysis

Psychometric and statistical analyses of assessment data, validity and
relinbility, scaling and equating, and issues related to reporting test information
to users. For graduate students (preferably doctoral) enrolled in measurement,
statistics, math, or related programs.

All application materials must be received by February 15, 1997. For
additional information and/or application materials, write to:

Human Resources Dept. (TIP)
ACT National Office
2201 North Dodge Street
P.0. Box 168
Iowa City, IA 52243-0168
e-mail: Elliott@act.org
Telephone: 319-337-1277

ACT is an Equal Oppertunity Employer
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Technology, Organizations, and Work in the 20th Century

J. Philip Craiger
University of Nebraska at Omaha

Gee, who wants to spend $50,000
Jjust to be able to calculate?
Tropp, 1980, p. 119

An examination of industrial psy-
chology textbooks from the 1940s and
the 1990s might lead one to believe that
the issues faced by industrial psycholo-
gists have changed little in the past 50
years, For example, Tiffin’s (1946) and
Spector’s (1996) textbooks are com-
posed of many of the same topics, in-
cluding; job analysis; performance ap-
praisal; selection and testing; training; research methods; and attitudes and
morale. A closer examination, however, reveals fundamental differences
between the two. For example, out of 329 pages Tiffin devotes 16 pages to
a discussion of dexterity tests for employee selection, and 55 pages to vis-
ual problems of workers and how they affect work, indicating the lingering
influence of scientific management principles. In contrast, Spector devotes
an entire chapter to work groups and work teams.

One could argue that some of these differences may be due, in part, to
the author’s particular interests and therefore emphasis, or that Spector’s
text, unlike Tiffin's, includes an organizational component. | argue, how-
ever, that we can attribute these differences to the changes that have oc-
curred in the nature of work over the last 50 years, Much of these changes,
as [ will show, can be ascribed to the technologies that organizations have
adopted and that workers use to accomplish work.

In the following pages 1 discuss how technologies have changed forever
the structure and functioning of organizations, and therefore, the fundamen-
tal nature of work. [ will begin by describing the growth of office technol-
ogy in the first half of the 20th century. Next I describe two technology-
driven paradigm shifts that profoundly affected organizations. The first
shift, which began in the early 1950s, saw the computer evolve from a
military tool to a business machine. The second paradigm shift, beginning
in the 1980s, saw the computer evolve from an isolated PC on a worker’s
desk, to networks which connect computers throughout an organization and
throughout the world. This “connectivity” has resulted in flatter and more
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dynamic organizations, where the primary work unit is no longer the indi-
vidual, but work teams. The latter shift is driving radical developments in
the way organizations are structured and how they function. | conclude by
discussing how these changes will affect the practice of industriat and or-
ganizational psychology in the next millennium.

Early Twentieth Century Office Technology

Mechanical devices for information processing existed well before the
birth of the modern electronic computer. Just as today workers use techno-
logical devices for document preparation, information storage and retrieval,
and financial analysis and accounting, so too did the worker in the early
part of the this century. These early devices represent a varied spectrum
including typewriters for document preparation, tabulating machines for
data input, punched card accounting machines, adding machines for caleu-
lations, and the telegraph and telephone for communications. Businesses
adopted these new technologies as they began to experience dramatic re-
ductions in clerical costs. The “office appliance industry” as it was called,
began to play a large role in shaping organizations (Cortada, 1993). Major
suppliers of office appliances, many of whom exist today, included IBM,
Remington Rand, National Cash Register, and Burroughs.

The period from 1945 to 1960 saw a tremendous growth in the adoption
of office technologies by businesses. The impetus for this growth can be
traced to two key developments following the second World War, After
the war the United States economic environment was robust: Population
increases, improved health care, higher standards of living, and greater
economic output helped double the gross national product from $200 mil-
lion in 1945 to $400 million in the mid-1950s (Cortada, 1993). A result of
this dramatic growth was an increase in the labor force. The biggest in-
creases came in the white collar jobs in the service sector, key users of in-
formation processing technology.

The second development was the continued expansion of war-time
readiness by various sectors of the military, and the realization that they
would benefit from fast and reliable methods of calculating. A principal
need for the military was the calculation of firing tables (i.e., bomb trajec-
tories). Until 1946, the military had relied on teams of workers using me-
chanical calculators, and later electromechanical calculators for computing
firing tables. Calculating a firing trajectory was a complex task, requiring
solving simultanecusly a set of seven differential equations. Complicating
the task is that each firing table contained 3,000 trajectories. Typically,
each firing table required 100 workers a month to calculate a single table
(Campbell-Kelly & Aspary, 1996).

%0

In 1941, researchers at the Moore Schoo! of Elecirical Engineering at
the University of Pennsylvania were using a electrically-powered mechani-
cal calculator called the differential analyzer to compute firing tables. Al-
though the differential analyzer reduced the amount of time and manpower
to calculate firing tables, it was considered a “single purpose” device given
that its capabilities were restricted to a limited class of engineering prob-
lems. The birth of the modem electronic computer occurred when the Bal-
listic Research Laboratory contracted with two engineering professors at
the University of Pennsylvania, John Mauchly and Pres Eckert, to develop
a general purpose computer that was flexible enough to be used for a num-
ber of purposes, including calculating firing tables, interior ballistics, data
reduction, and so on {Eckert, 1980). The Electronic Numerical Integrator
and Calculator (ENIAC), the first truly general purpose computer, was re-
vealed to the public in 1946. It consisted of 18,000 vacuum tubes, covered
over 1500 square feet of space, and cost $400,000 {Eckert, 1980). ENIAC
performed at speeds of 100 to 1000 times faster than the mechanical and
electromechanical computers of its day.

The First Paradigm Shift: Computers for Military Use to Business Use

Until the early 1950s the military, and engineering and research scien-
tists had been the sole users of the electronic computers. During the 19505
computers evolved into a business machine by reconstructing it from a
purely mathematical instrument to an electronic data processing machine
(Campbell-Kelly & Aspary, 1996). A number of advancements in elec-
tronic technology hastened the evolution of the computer from military to
business use; The invention of the discrete transistor, which replaced vac-
uum tubes, and the integrated circuit, which replaced transistors. The evo-
lution from vacuum tubes to integrated circuits dramatically reduced the
cost of computer power by a factor of 100 {Campbell-Kelly & Aspary,
1993). These advancements allowed manufacturers to make computers,
faster, cheaper, smaller, and more reliable, By 1970 an organization could
purchase for one-tenth the price a minicomputer which was comparable in
power to 8 |960s mainframe.

Although computers were faster, cheaper, and smaller, access to the
technology was limited to a select few. During this era the computer sys-
tems were so complicated and unwieldy that only the most technically so-
phisticated could use them. As a consequence, the only workers of an or-
ganization with access to the computers were members of the Management
Information Systems departments, who had the special technical skills and
knowledge required to run them. The fact that the systems were isolated
from most of the organizational departments caused senior executives and
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management to view them as being relatively unimportant to the day-to-day
functioning of the business (Tapscott & Caston, 1993).

In 1981 IBM introduced the first stand-alone desktop personal computer
(PC). At the price of $2,800, most organizations found the PCs to be af-
fordable in quantity, in contrast with the million dollar mainframes of the
1960s. By 1983, the IBM personal computer became the industry standard,
and computers began to appear at an exponential rate throughout organiza-
tions. These computers allowed all employees, from clerical/secretarial to
senior management and executives, to work directly with the technology.
However, as with the mainframes and minicomputers of the 1960s and
1970s, computing was still conducted in an isolated environment, i.e., in-
dividual computers were not connected. Essentially, computers couldn’t
work the way people do, by communicating (Tapscott & Caston, 1993).

The Second Paradigm Shift: The Open-Networked Organization

A second information technology driven paradigm shift began to occur
in the early 1980s. In the second era computer technology spread horizon-
tally and vertically throughout organizations; everyone in an organization
used information technology on a daily basis. The ubiquity of computer
technology motivated organizations to reassess their business practices and
work structure. They began to ask themselves: “How can we fully utilize
the power of computer technology, and what changes will be required in
our business practices to realize these benefits?.” Organizations came to
recognize that the solution was to take the individual computers and to es-
sentially connect them. The argument for connectivity was that if comput-
ing resources could be shared, redundancy would be eliminated and every-
one would benefit.

Enter the local area network (LAN) and client-server networks. A LAN
is a collection of computers that are connected via a network. LANs were
developed so that users could share software, printers, and other peripher-
als. A conceptual extension of the LAN, client-server networking, allows
the distribution of computer resources across a network. A client-server
network consists of a host computer that functions as a file server (i.e., a
repository for information), and a number of connected client computers
(essentially, computers used by workers to access the information on the
file server). Client-server networks allowed organizations to migrate to a
more cost-effective, flexible, dynamic and powerful computing environ-
ment. As a consequence workers shared not only the technology, but more
importantly, information as well.

Organizations that adopted these technologies came to be known as
“open-networked” organizations. These organizations are based on coop-
erative, multidiscplinary teams networked across the enterprise (Tapscott &
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Caston, 1993). The typical organization, once structured as a collection of
business units, evolved into single enterprises. At the same time, the pri-
mary work unit was transformed from individuals and typical department
work groups to empowered work teams (Tapscott & Caston, 1993).

Organizations recognized that to address the paradox of single enter-
prise organization based on empowered work teams that existing business
processes must be re-engineered into an integrated and global strategy and
architecture. Three critical features of this reengineering include: A shift
from personal to work-group computing; a shift from closed to open sys-
tems; and from computing as an internal function to interenterprise comput-
ing (Tapscott & Caston, 1993)

Also known as computer-supported collaborative work or groupware,
work-group computing is software and hardware that supports the work
team as the unit of work. Technologies which support work group comput-
ing include group decision support systems, video and teleconferencing,
faxes, and e-mail. Work-group computing has come about due to the in-
creasing power of desktop stations, growing capacity of networks
{bandwidth), and multimedia, allowing the integration of text, voice, audio,
graphics, and animation (Tapscott & Caston, 1993). Table 1 shows the
evolution from the stand-alone PC to work-group computing.

In the first era of computing, information technology was used to man-
age and control costs of physical, financial, and people resources. Typi-
cally, these systems were isolated by department, but because of the imma-
turity of the technology organizations were unable to fully exploit the tech-
nology. The result was systems that were nat integrated, and ofien over-
lapped in function and content (Tapscott & Caston, 1993). Networks al-
lowed organizations to integrate separate computer systems for accounting,
payroll, marketing, management, and personnel departments into single
systems which could be accessed by all. Maturing standards have now al-
fowed for the developed of an integrated business enterprise architecture, a
prerequisite for the open-networked organizations.

In the first era computer systems were entirely internal functioning in
the organization. The new open-networked organizations can be character-
ized as being defined as both single enterprises, and interenterprises. Net-
working has not only allowed the sharing of information among workers
within the organization, but also with entities external to the organization.
The Internet and the World Wide Web have allowed organizations to com-
municate with suppliers and vendors, customers, affinity organizations, and
even their competition. Organizations no longer have to act and react in
isolation to the market environment; rather, the open-networked organiza-
tion works with a multitude of enterprises as a means of remaining flexible
and dynamic in a fluctuating and ever changing economy.
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Table 1. Shift from stand-alone to work-group computing (adapted
from Tapscott & Caston, 1993).

Stand-Alone Per- Work-Group Systems

sonal Compter

NIL Information exchange

e  Email document distributions

e Computer conferencing

o  Teleconferencing

Word processing Shared document creation

and presentation e  Co-authoring (hypermedia thinking tools)

graphics s  Shared work space

¢ Multi-user idea processing

Desktop database | Shared information handling

=  Access to information resource (data,
text, voice, image)

e  Application sharing

Spreadsheet Multi-user decision support

¢ Modeling environments

¢  Flags, threshold indicators

o Knowledge bases

Diaries Time and resource management

Scheduling

Meeting management

Procedure automation

Process management

Group project management

Tutorials Electronic Performance Support Systems

¢  Electronic job aids

e Computer-based training

Challenges and Oppoertunities for the [/O Psychology in the Next
Millennium

Computer technology underwent tremendous changes from 1946 to
1980. The giant, expensive monoliths of the 1950s and 1960s evolved into
small, fast, and relatively cheap computers. By the middle 1980s most of-
fice workers at all levels of an organization had access to computer tech-
nology: Centralized control over technology was transformed into distrib-
uted control. Two obstacles remained, however, for the optimum utiliza-
tion of the power of computer technology: Organizations were still highly

94

structured and hierarchic, and computers were used in isolated environ-
ments.

The successful organizations of the future will be open-networked,
flatter in structure, and concerned with the appropriate use of information
technology. These organizations will be sensitized to the fact that the
adoption of new technologies may require the redefining and re-
engineering business processes. The workplace of the 21st century will
provide challenges and opportunities for the industrial and organizational
psychologist for both research and practice in a number of technology-
related areas.

Perhaps the biggest challenge for 1/0 psychologists will be performance
measurement and appraisal issues. These issues will be much more com-
plicated in the open-networked organizations than in the traditional organi-
zations of the past. For example, the individual and the traditional work
group will probably no longer be the primary unit of work in most organi-
zations, but rather the work team. Members of these teams may, and many
undoubtedly will be, geographically isolated. Assessing and measuring
team performance is difficult enough even when the individuals are not
geographically separated.

Computer-based training (CBT) systems have matured to the point
where they now can provide individualized and flexible instruction in a
multimedia format. Many organizations already recognize the benefits that
CBT provides, including reducing the cost of training and time off the job,
while increasing retention and transfer of training. With CBT workers no
longer have to attend formal training sessions at their corporate headquar-
ters. Now training for many jobs can take place anywhere; a hotel room,
by the pool, or at home. All that is needed is a laptop computer and a CD-
ROM.

Although it has been suggested by many that computer technology will
result in the “de-skilling” workers, in fact the opposite is true for most.
Workers in the 21st century will have to upgrade his/her skills to keep pace
with the changes in work and technologies. They will have to embrace
learning as a continuous, life-long goal.

The changing nature of work and technological innovations also have
ramifications for selection procedures. Members of work teams have a
high level of autonomy, therefore, they must be “self-starters” and problem
solvers. The fact that technology will play a critical role in his’her work
will require the worker to be flexible in adapting 10 new technologies. Asa
result personality selection measures may take on a key role in selecting
employees (Coovert, 1995).
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.

The celeb{'ation of SIOP's Golden Anniversary gives us a reason to reflect
on the evolution of TIP, Division 14's official newsletter. Although TIP hec
undergope some remarkable changes since its inception in June of 1964 it hﬂs
never falled. to achieve it's initial goal—to keep the membershi inforrr; ld g
gar.dmg soclety activities and to provide a forum in which we tr:)an 'ointIe e
amine problems.and issues that affect us as scientists and practitionejrs e

In the ﬁre.;t Issue of TIP, S. Rains Wallace expressed the hope ‘:that th
News!etter will help us preachers of communication to talk more to each oth :
and give us something more to talk about...for, we appear, in general to ;l‘
non-joiners or, at least, non-meeters and non-organizers » Was he t’ IE' :
?ﬁzyt us? Sl;llce tl‘ljat statement in 1964, we have done § iJ64 pages-woz:'th":)gf
alking, as re ec‘te in 112 issues of TIP. Further, our cu' ipi
actlv'e 'and growing. Certainly, TIP can take some creditrrfg:'t:;:r\‘f]igili-flhllzl:s
z::i-i::jners to l_1|0m, the non-meeters to meet, and the non-organizers to gegt ore

ove . - . -
Eoieed o7 ":- I:li:h)-/ears. In short, it is obvious that TIP is achieving what it set

In order to achieve it's objectives, TIP has had to change with the ti
How has TIP evolved into the newsletter that we now know and lo ';m:s.
analysis of the entire set of TIPs, from Volume 1, Number 1 to pre::r;t haI;
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Figure 1. The evolution of TIP covers.
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provided some interesting answers to this question. In general, TIP has
evolved in terms of its appearance, its length, and its content.

The Evolution of TIP’s Appearance

The appearance of TIP has changed dramatically over the years. Figure }
displays a sample of six different TIP covers, which correspond to six differ-

e ent time periods. The first TIP cover comes from TiP Volume 1, Number 1,
m-_ 1964. This cover reflects Division 14’s former identity—The Division of In-
e dustrial Psychology. It also reflects the previous title of our newsletter—The
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1972
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Industrial Psychologist and its associated symbol—TIP. The second TIP
cover comes from Volume 9, Number 4, 1972, This cover reflects both Divi-
sion 14’s new name (The Division of Industrial and Organizational Psychol-
ogy) and TIP’s new symbol (T®P), revealing an “O" superimposed on top of
the familiar “I” in TIP. The third TIP cover comes from Volume 11, Number
2, 1974. Here, the T®P symbol has been abandoned and replaced with a large
y along the side of the cover. The next TIP cover, from Volume 20, Number
1, was printed in 1982. This issue was the first to display the new seal, repre-
senting our newly incorporated “Society For Industrial And Organizational
Psychology”. The fifth image in Figure 1 is a picture of TIP Volume 22,
Number 2, 1985. This TIP is printed on glossy paper, producing a striking
change in appearance. Figure 1’s final image is not a TIP cover at

all—it’s the TIP World Wide Web Homepage, created in 1995. This new TIP
medium represents a dramatic departure from the TIPs of old.

The Evolution of TIP Length and Ad Volume

TIP got big! As Figure 2 indicates, the length of TIP has generally in-
creased over the years. The shortest TIP, which was published in 1964, was
15 pages long. In contrast, the longest TIP consists of 154 pages and was
published in 1994. Furthermore, TIP, which began as a sometimes once,

The ; : twice, or three times-per-year publication, went quarterly in 1975. Figure 2
lpd““i"ialt‘i . it et | also reveals a change in TIP ad volume over time. Notably, the amount of
I?;'g::ozl::g;?a = PET—— paid advertising has increased substantially over the years.

Tl P B i The Evolution of TIP Content
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Table 1 lists the general topics that have been addressed in TIP since 1964.
These topics are listed in order of those receiving the most coverage to those
T receiving the least amount of coverage. Most of the topic categories are self-
explanatory, but a few warrant clarification. Society Business and Issues in-
cludes topics such as committee activities, award recipients, editor’s notes, the
SIOP calendar, Division 14 convention issues (excluding convention
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Figure 2. Total TIP Pages and Ads Across the Years
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programs), conference workshops, membership surveys, committee nomina-
tion forms, and so forth. Miscellaneous Meetings Reports and Announcements
includes calls, upcoming conferences, and meetings. Finally, APA Issues in-
cludes APA convention topics (except convention programs), discussions
about APA reorganization, APA activities, calls for APA program proposals,
and so forth.

Notably, there is some overlap among the categories listed in Table !

(such as the convergence between EEO Issues and Selection). During our
content analysis of the past TIP newsletters, each article was categorized ac-
cording to its primary focus. Thus, when an article's topic spanned more than
one category, that article was included in the category which most accurately
described its nature.
The total amount of topic coverage, across all years, is listed in the second
column of Table 1. Columns 3 through 6 provide rank-orders of the topics,
within each decade. These rank-orders range from the topics receiving the
most coverage (rank = 1) to those receiving the least amount of coverage
(rank = 42). A dash indicates that a particular topic was not covered during
the corresponding decade.

The second column of Table 1 suggests that the five topics receiving the
most overall TIP coverage include: Society Business and Issues, Ads, Miscel-
faneous Meetings Reports and Announcements, Convention Programs, and
EEO Issues. Notably, the majority of these top five topics consistently re-
ceived extensive coverage within each decade. Beyond these top five, how-
ever, there is some variance between the decades in the amount of coverage

100

devoted to different topics. Therefore, we will now take a brief look at each
decade and attempt to describe these TIP content findings by placing them in
a historical context.

As previously noted, the 1960s marked a time when TIP was first estab-
lishing its identity. Although one could find an occasional announcement al-
luding to a job opening or position available, TIP was not often used as a
source for job information. Thus, Table 1 reveals that Positions Available re-
ceived less emphasis during the 1960s than it did during later decades. Simi-
larly, Person Profiles were less common in the 1960s than they were later on.
Finally, the Ads category received less attention during the 1960s than it did
during subsequent decades. This finding is primarily due to the fact that TIP
did not offer space for paid advertisement when it first began. The first ad
appeared in TIP in 1969. Topics receiving more coverage than usual during
the 1960s include Ethics and International Issues, as well as the traditional /0
topics of Motivation, Selection, and Interviewing.

During the 1970s, TIP’s coverage of Practice and Industry issues was at an
all-time low. Topics appearing for the first time include Ad Information-
Sheets (hence the boom in advertising during the 1970s), Unions (coverage at
an all-time high), Validation Research (coverage also at an all-time high), and
Technology. Employee Attitudes Health and Well-Being was also addressed
for the first time. Notably, the introduction of this topic coincided with the
introduction of our new name; the Society for Industriat AND ORGANIZA-
TIONAL Psychology. Finally, coverage on APA Issues was at an all-time
high during the 1970s, reflecting concern about the possible reorganization of
APA and the controversial split between health-care psychologists and aca-
demicians/scientists.

Table 1. TIP Topics Acrass the Decades

Total #
Of Pages | 1960s | 1970s | 1980s 1990s
Of Cov- Rank | Rank | Rank Rank
TOPIC erage Order | Order | Order Order
Society Business 1841 I 1 1 1
& Issues
Ads 865 24 5 2 2
Miscellaneous
Meetings, Re- 747 2 2 3 3
ports, & An-
nouncements
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Total #

Of Pages | 1960s | 1970s | 1980s 1990s
Of Cov- Rank Rank Rank Rank
TOPIC erage Order | Order | Order | Order
Convention Pro- 466 7 4 4 7
grams
[~ EEO Issues 465 3 3 8 5
Positions Avail- 382 26 10 7 4
able
The Field of I/O 309 4 8 5 [§!
Practice and In- 266 17 27 6 6
dustry
Academia 261 5 6 13 8
Messages From
the President 215 6 9 10 12
APA Issues 205 11 7 9 18
Person Profiles 176 27 11 16 9
International 145 9 15 11 17
Issues
Student Issues 141 20 21 19 10
General Testing 133 16 20 12 14
Issues
Journals and 116 10 12 15 22
Publishing
Licensure 109 12 22 18 13
General Re- 98 19 16 14 24
search Issues
Ad Information 83 - 14 17 25
Sheets
Selection 64 8 24 33 19
Technology 61 - 38 23 15
Organizational
Change and De- 56 - 19 21 27
velopment
Assessment 54 21 13 26 29
Centers
The Changing
Nature of Jobs 54 28 29 30 16
and I/O Psychol-
ogy
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Total #
Of Pages | 1960s | 1970s | 1980s 1990s
Of Cov- Rank | Rank | Rank Rank
TOPIC erage Order | Ovrder | Order Order
Employee Atti-
tudes, Health and 45 - 40 20 32
Well-Being
Performance 43 23 32 29 23
Appraisal
Ethics 41 15 36 34 20
Interviewing 39 13 - 24 33
Validation Re- 34 . 18 27 35
search
Integrity Testing 33 - 33 22 37
Job Analysis 32 18 41 - 2]
APS Issues 28 - - 31 28
Unions 27 - 17 25 -
Motivation 24 14 31 28 40
Leadership 24 25 25 38 31
Teams 22 - - - 26
Job Evaluation
and/or Compen- 20 29 42 32 36
sation
Downsizing 18 - - - 30
Job Satisfaction 18 - 23 35 39
Miscellaneous 15 - 30 - 34
Legal Issues
Training 15 22 - 36 38
Job Placement 6 - 35 37 -
OB 5 - 26 41 -
Quality Circles 4 - - 39 41
Professional Li-
ability Insurance 3 - 28 - -
Ergonomics 3 - 34 - -
Forensic Psy- 2 - 37 - -
chology
Behavior Modi- 1 - 39 - -
fication
Organizational 1 - - 40 -
Climate

103




In the 1980s, talk about the possible reorganization of APA continued.
Society members pushed for reorganization in an attempt to separate us from
dealings with heath care issues while allowing us to continue association with
similar others and exercise some control over APA-related issues. Aithough
APA did not vote in favor of such reorganization, this debate stimulated more
than the usual amount of TIP coverage regarding APA Issues. Furthermore,
failure to pass the APA reorganization vote led many Society members to join
and support the newly formed APS. See Milt Hakel's article in this TIP fora
complete treatment of the issues that led to the Society’s incorporation. Both
Technology and Employee Attitudes Health and Well-Being appeared for the
second decade in a row. Coverage of these topics increased, when compared
to the previous decade. Issues related to Integrity Testing and General Testing
were also at an all-time high, probably because of our fight in the “Truth-in-
Testing” legisiation (legislation regarding test disclosure) during the 1980s.
Quality Circles appeared for the first time in TIP during the 1980s, and fi-
nally, for the first time ever, more emphasis was placed on Practice and Indus-
try than Academia. In fact, discussion revolving around Practice and Industry
reached an all-time high during the 1980s while discussion about Academia
was at an all-time low.

This brings us to the present. In the 1990s we generally spend less space
discussing APA Issues than we did in the past. Regarding Practice and Indus-
try versus Academia, coverage has reached a balance that we have never seen
before. Both topics are covered extensively, with neither outweighing the
other. Student Issues are receiving more attention than has typically been
shown in the past. Technology is gaining momentum, with discussion about
this topic at an all-time high. The Changing Nature of Jobs and I/O Psychol-
ogy is also receiving more coverage than usual, as we move toward the
twenty-first century. Finally, Teams has made its debut as a topic of interest
to TIP readers.

In summary, Table 1 reveals a consistency in the top five topics of interest
to TIP readers. Beyond these five, a number of topics have waxed and waned
over the decades, largely responding to current events and various trends in
the field. It is interesting to note that, overall, Practice and Industry and Aca-
demia have received the same amount of TIP coverage. As previously men-
tioned, coverage has not always been equal, within a given decade. However,
current trends reveal that we are now attending to the two areas equally. Such
balanced coverage suggests that TIP is truly practicing the Scientist-
Practitioner model that we /O psychologists like to preach.

TIP Editors (and the evolution of editor excuses)

Undoubtedly, the editors of TIP deserve some credit for this newsletter's
successful evolution. Table 2 lists those individuals who have served as TIP
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Table 2. TIP Editors, their Tenure, and Associated Division 14

Presidents
r EDITOR | VOLUME | YEAR | PRESIDENTS |
Perloff 1-2 1964- Wallace, Baxter
1965
Boulger 3-9 1966- Stagner, Dunnette, Ash, Sea-
1972 shore, Owens, Meyer, Bray
MacKinney 9-13 1972- Guion, Fleishman, Grant, Porter
1976
Kavanagh i4-16 1976- Thayer, Campbell, Sparks
1979
Zedeck 17-19 1979- Tenopyr, Vroom, MacKinney
1982
Howard 20-22 1982- Campbell, Hakel, Schneider
1984
Muchinsky 22-23 1985- Schneider, Goldstein
1986
Farr 24-26 1986- Zedeck, llgen, Howard
1989
Kozlowski 27-29 1989- Schmitt, Landy, Klimoski
1992
Kraiger 30-32 1992- Cascio, Sackett, Borman
1995
Coovert 33-34 1995- Campion, Farr
present

editors, the dates of their tenure, and the Division 14 presidents that they
worked with. These editors have consistently maintained high editorial stan-
dards, providing TIP issues in a timely and efficient manner...usually. And
when TIP wasn’t on time—well, there was always a good excuse. This brings
us to the final phase of our analysis—the evolution of TIP editors’ excuses
for “why you received your TIP late.” We believe that as the field of 1/0 psy-
chology has grown increasingly sophisticated, so too have the excuses. Ex-
amine Table 3 and see what YOU think.

Summary and Conclusion
The TIP newsletter has undergone some dramatic changes since it first be-

gan in June of 1964. TIP’s flexibility has allowed it to evolve with the times,
while its structure has enabled this publication to achieve its primary
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Table 3. TiPical Excuses gual‘—to keep th.e mefnbership informed regarding society activities and to
;f)rowde a forum in which we can jointly examine problems and issues that af-
ect us as scientists and practitioners. In the words of S. Rains Wallace
["EDITOR | YEAR | EXCUSE | (1964), over the years TIP has served to “help us...to talk more to each other
and (it has given) us something more to talk about.”

Boulger 1971 | “Doug Bray received a complaint from a business
school faculty member who has been at the same
school almost as long as TIP has been published,
yet he is not receiving TIP. His address is correct
on the APA mailing list we use, so perhaps we
should assume that there are mail thieves in the b-
school who snatch this valuable addition to the

Psychological Literature.” SIOP Deadlines
MacKinney [ 1972 | “Never trust anybody in a hurricane. [ couldn’t let —
this opportunity pass without mentioning the February 15, 1997: ]

summer snafu we of TIP fame experienced.
Ironically, everything for the summer issue was
mailed from my office to John Boulger at about

TIP April issue advertising deadline.

the time of Hurricane Agnes. Whether there is February 28, 1997:
any cause and effect here, of course, is not known. Workshops pre-registration form and payment.
What is known is that the entire summer issue
disappeared into‘the vast void between here and March 7, 1997:
Greensboro and in spite of repeated exchanges ) .
between this office and the ponderous, but lov- Conference pre-registration form and payment.
able, U.S. Post Office, nothing has been seen of it
since.” March 7, 1997:
Kraiger 1994 | “July’s TIP arrived embarrassingly late for most Pre-conference brewery tour and dinner.

of you. There are three critical time periods for
getting TIP out on time. Each deadline requires

25-30 hours over a 3-day period sifting through March 8, 1997: .

submissions, selecting submissions, and copy edit- Hotel Reservations for Adam’s Mark Hotel.
ing. Then, there are two rounds of reviews of

proofs. One is turned around (ideally) in 48 March 28, 1997:

hours, the second is in 24 hours. This time, there
was an unexpected third round of proofs, and it
arrived via overnight mail the day after [ moved
this summer. Three weeks later, the new resident
took the package to our real estate agent, thinking
that *perhaps it was something important.” And
thereby hung your TIP.”

Coovert any T lost the floppy; | mean my hard disk crashed;
time | No, No, the INTERNET crashed. Yea, that’s it,
now | the INTERNET CRASHED!

- Job Placement Services pre-registration.
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Unlock the Power of
Applicant Profile™

Applicant Proflle™— Finding
Employees Who Can Do and
WIll Do the Job

Aon Consulting — a world leader in the
design of validated selection programs, intro-
duces Applicant Profile™ and Applicant
Profile™ for Windows.

The industry-specific Applicant Profile™
selection tools identify front-line applicants
who can meet the challenges of today’s on-

the-job challenges — candidates with both
CAN DO aptitude and WILL DO atticude.

The Applicant Profile™ Series is an integrated
selection system available in paper-and-pencil
or automared version, and includes computer-
generated, individualized interview guides,
user guidebooks and processing technology.

The power of Applicant Profile™ will help
link your people strategies with your business
strategies.

Aon Consulting

Human Resources
Consulting Group

(formerly HRStrategies)
400 Renaissance Center, Suite 1500
Dertroit, M1 48243
800.477.7545
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In Times of Transition
the Right Strategy
Demands...

Vision...Practice...Results

Vision comes from creative people;
practical solutions from experience.
Our business. .. enhancing HR’
contribution to the bottom line.

Job Design & Competency Modeling
Workforce Recruitment & Selection
Workforce Assessment & Development
HR Compliance & Risk Management
Organizational Assessment
Change Management
Compensation & Reward Systems
Benefits Design & Management

Linking peaple strategies with

. . M
business strategies

Aon Consulting

Human Resonrces
Consulting Group

(formerly HRStrategies)
400 Renaissance Center, Suite 1500
Detroit, MI 48243
800.477.7545
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Your Secretary.

The person who types your
letters, organizes your files,
takes your calls, prepares
your expense reports.

& 5 8 i i _— - = - e
" How can you ba'sure you hire the right person — the best
person —for this sensitive position?
‘Let’emdo the job. ..
Using the AccuRater®
SECRETARIAL JOB SIMULATION!

That's right. Sit the candidates down and let them do the job

Secretaria! Job Simulation is more than some simple typing test. AccuRater
provides an actual work sample of the Secretarial job.
Al the candidates you consider can type. But you want to know more.
You nzeedd 10 know more.

boarding * Proofreading  Text Editing # Filing e Basic Math
gglling . I%eading Compreki)ension == !hg skilts that are tested. The skills
your secretary must have.
AcciiRater has the experience. Since 1985, we have developed a series of
pre-employment job simulations, All computer based. And using the ]:1lesl
technology available. Each one developed from first-hand job analysis.
And fully validated. Just what you'd expect from professionals with the
best product.

Oh, you can give a plain ol’ typing test if you want to. Or youcan . ..

e

Use the best — Select the best!
P.0. Box 5116 » Syracuse, NY 13220 \a
1-800-521-6833 » 770-993-9957

Fax 770-640-9628 » g-mail: berta@accurater.com
Visit our Web page at hitp;//www.accurater.com
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SIOP ANNUAL CONFERENCE ‘97:
WHAT YOU NEED TO KNOW

ADAM’S MARK HOTEL, ST. LOUIS
APRIL 11-13, 1997
WORKSHOPS: APRIL 10, 1997

Katherine Klein
University of Maryland at College Park

Planning to attend SIOP’s Annual Conference in St. Louis this year? [ hope
s0. This article provides you with all the information and the forms you need.

Deadlines, Deadlines, Deadlines and Addresses Too!

A few words of caution: There are several registration deadlines—for the
hotel, the Conference itself, the Pre-Conference Workshops, the Pre-
Conference Tour and Dinner, and Job Placement Services—and almost every
deadline is different. Further, each form gets mailed to a different address.

Some Background For Those Who Have Not Attended SIOP Before

If you have not attended SIOP's Annual Conference in the past, here's
some background information. Each year, approximately 2,000 I/0 Psychol-
ogy, Organizational Behavior, and Human Resources Management professors,
practitioners, and graduate students attend the SIOP conference. Symposia,
panel discussions, debates, poster sessions, and round tables run from 8:00 a.m,
until approximately 6:00 p.m. on Friday and Saturday, and from 8:00 a.m. until
12:30 p.m. on Sunday. At any given moment during the day, one may choose
from approximately 10 concurrent sessions. Although the Conference program
has not been finalized as of this writing, sessions addressing traditional and
“hot" topics (e.g., Selection, Leadership, Work & Family, Statistical Methods,
Teams, Training) are sure to take place. Receptions will be held on Thursday,
Friday, and Saturday evenings from 6:00 to §:00 p.m.

Adam’s Mark Hotel Registration

You'll find the Hote! Reservation Form for the Adam’'s Mark in St. Louis
on page 114. The conference rate is in effect until March 8, 1997 or until
SIOP’'s room block at the Adam’s Mark is sold out—whichever comes first,
Last year, the Conference hotel sold out very early, Make your hotel reserva-
Lion today.
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Special Student Room Rate at the Adam’s Mark

This year, there's a special room rate available at the Adam’s Mark Hotel
for SIOP’s student members: $93 plus tax, per night (plus $10 for each addi-
tional person in the room per night). Fifty rooms will be available at this rate.
Rooms will be assigned on a first-come, first-served basis untii March 8, 1997
or until SIOP's student room block is full, whichever comes first. The SIOP
Administrative Office must confirm that individuals reserving rooms at the stu-
dent rate are in fact student members of SIOP. If you are not, you will be noti-
fied and charged the conference rate at the hotel (if it is available).

Conference Registration

The Conference Pre-Registration Form appears on page 115. Pre-register
now and you'il pay less now than you would if you registered on-site and it
will take less time for you to pick up your registration materials in St. Louis.
The deadline is March 7, 1997.

Pre-Conference Workshops

The Pre-Conference Workshops will take place on Thursday, April 10,
1997. The Workshops Pre-Registration Form is on pages 118 and 119. Work-
shops are described on pages 120-136. The deadline for pre-registering is Feb-
ruary 28, 1997.

Job Placement Services

Looking for a new position? Have a position to fill? Use the Job Place-
ment Services Pre-Registration form available on page 139. Job Placement
Services pre-registrations are due by March 28, 1997.

New This Year: Credit Card Payment

For the first time, you can pay for your Conference, Workshops, and Job
Placement Registration by credit card (American Express, Visa, or MasterCard)
or by check (U.S. currency only).

Airline Transportation: Consider TWA!

TWA, the official airline carrier for the 1997 SIOP Conference, is offering a
5% discount off any regular airfare to the conference (including supersavers).
To get the discount, call TWA at (800) 325-4933 or have your travel agent cali
for you and mention SIOP’s Meeting Code: V15083. SIOP eamns one free
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round-trip airfare within the continental U.S. for e i

: . .S. very 40 round-trip flights
buo'ked through' t!us service. SIOP uses these certificates for ofﬁcil;l S%OP
business (e.g., visits to investigate possible sites for the SIOP conference in fi-

lure years). Last year, SIOP earned two certificates. Pl
three or four certificates this year. . Please help SIOP eam

Transportation From the St. Louis Airport to the Hotel

The Adam’s Mark Hotel is about 20 miles from the is ai

ha.ve three options to get from the airport to the hotel. Ast:lxl:,o ;cl)i: lfri?:trg 3:::1
will cost approximately $24. Your second option, the Airport Express Slfuttle’
runs yans to several downtown hotels, including the Adam’s Mark. Vans Ieavé
th.e airport every 25 to 30 minutes. The fare is $10 one-way anci $15 round-
trip. Y.our third option, the cheapest, is Metrolink. Pay $1.00 and take this
light rail subway system from the airport to the 8th and Pine Station Just three
blocks from the Adam's Mark. Trains run approximately every 10 minutes.

Planning to Bring Your Children to the SIOP Conference?

If you are planning to bring your children to SIOP, you mi i
to know who else will be bringing their kids. You migyht s::llrgeh:l fti:::db):;lltllilf f:)lll'
take tu’ms'watching each other’s children, or just let the children play togetl'ler
If you d I{ke 10 put your name on the list of parents bringing kids to SIOP e:
mpnl (Klein@bss3.umd.edu), call {301/405-5929), or fax (301/314-9566) ’me
with your name, address, and child(ren)’s name(s) and age(s). Before SIOP, I

will distribute the list to everyone whose i i
) name is on it s
each other if they wish. O parents may contact

5K Road Race

Once again, there will be a 5K road race duri
. . uring the Conference. Pre-
l‘l:,:glst?l' now to reserve your space on the starting line, your t-shit, and your
bragging rights. The deadline for pre-registrations is April 1, 1997,
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ADAM’S MARK HOTEL RESERVATION FORM
St. Louis, April 11-13,1997  (Workshops: April 10, 1997)

Arrival Date: Time: Departure Date:
Name: Sharing with:

Mailing address:

Telephone:

Number of individuals:

[ Single ($119) [ Double ($132)
() Single ($93) (] Double ($103)

Conference Rate:
SIOP Student Member Rate:

(01 Queen Bed [ 2 Double Beds
[ Smoking L] Non-smoking

Do you prefer:
Do you prefer:

Prices listed above are in effect until March 8, 1997 or until SIOP’s
room block is filled, whichever comes first. Student membership in SIOP
will be checked. The conference rate for each extra adult staying in a room
is $20 per night; the student rate for each extra adult staying in a room is
$10 per night. Reservations made after March 8th or after SIOP’s room
block is full will be assigned based upon availability at the hotel’s prevail-
ing published rates. All reservations must be guaranteed for late arrival
(after 4 p.m.) with a credit card or one night's deposit plus 14.1% tax.
There is no penalty for reservations canceled 48 hours prior to arrival. Res-
ervations canceled within 48 hours of arrival will be charged one night’s
room and tax to the credit card, or that amount of deposit will be forfeited.

(O American Express [ MasterCard ] Discover

[(Diners Club [Visa [ Enroute Jics
Credit Card # Expiration Date:
Print name as it appears on the card:
Signature

Adam’s Mark Hotel, Reservations Department
4th and Chestnut Streets,

St. Louis, MO 63102

Or, fax to: (314) 241-6618 Or, call: (314) 241-7400

Mail form to:
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CONFERENCE PRE-REGISTRATION FORM: SIOP ‘97

The deadline for advance registration is March 7, 1997, Anything re-
ceived after this date will be held for on-site processing; on-site fees will
apply. Please type or print clearly,

NAME (as you wish it to appear on your conference badge):

MAILING ADDRESS:

ORGANIZATIONAL AFFILIATION (if long, please abbreviate):

REGISTRATION FEE:
s 7s SIOP Member ($100 on-site)
{J $130 SIOP Non-Member (8155 on-site)
s 45 Student (355 on-site)
PAYMENT:

If Paying by Check: Check #: Check Amount:
(Check or money order is payable to SIOP Workshops; U.S. currency only)

If Paying by Credit Card: [J Amer. Ex. (J Visa [J MasterCard
Credit Card #

Expiration Date:

Print Name as it appears on card:

Signature:

Mail this form and your payment (but not your Workshops registra.
tion, Job Placement registration, or hotel reservation) to:

John K. Kennedy, Jr.
Brecker & Merryman, Inc.
228 East 45th Street
New York, NY 10017

IMPORTANT: To receive a confirmation of your registration prior
to the Conference, include a self-addressed, stamped envelope. Oth-
erwise, you will receive no confirmation or receipt until you pick up
your registration materials at the Conference.
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PRE-CONFERENCE WORKSHOPS:
WHAT YOU NEED TO KNOW

DESCRIPTION OF WORKSHOPS AND DEADLINE

See pages 120-136 for detailed descriptions of the 1997 SIOP Pre-
Conference Workshops. Your Workshops Registration Form and regis-
tration fee must be received on or before February 28, 1997. Workshops
typically sell out during the pre-registration period. On-site registration is
ONLY available if someone who has pre-registered for a workshop fails to
show up.

DATE AND SCHEDULE

The workshops will take place on Thursday, April 10, 1997, the day
before the regular program of SIOP Conference begins. More specifically:

Registration: 7:15a.m.- 8:30a.m.

Morning Warkshops: 8:30 am. - 12:00 p.m.

Lunch: 12:00 pm - 1:30 p.m.

Afternoon Workshops: 1:30 p.m. - 5:00 p.m.

Reception (Social Hour) 5:30 p.m. - 7:30 p.m.
HOW TO REGISTER

To register, complete the Pre-Conference Workshops Registration Form
on page 118-119. Registration for the Workshops is by mail on a first-
come, first-served basis. Registration by fax or telephone will not be ac-
cepted. Each workshop is presented twice—once in the morning and once
in the afternoon. You must register for two workshops (no half days).
The Workshops Registration Form asks you to list your top six choices.
Workshops fill up very quickly, so please list all six choices. If you list
fewer than six workshops and your choices are filled, we will assume that
you are not interested in any other workshops and your registration will be
returned to you.

COST
SIOP Members, Fellows, and Student Affiliates: $270*
APA and APS Members, Fellows, and Student Affiliates: $355
Non-Members of SIOP, APA, and APS: $410

(*Membership in SIOP will be checked.)
Fee includes all registration materials for two workshops, lunch, and
social hour. Additional guest tickets for the social hour may be purchased
at the door. The cost will be posted at the door of the social hour room.
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SENDING IN YOUR ADVANCED REGISTRATION FORM

.Your Workshops Registration Form and registration fee must be re-
ceived on or before February 28, 1997, Mail the form to:

Victoria B. Crawshaw
SIOP Werkshops Co-Registrar
Sears, Roebuck and Co.
D/707-9, E2-109A
3333 Beverly Road
Hoffiman Estates, IL 60179
Telephone: (847) 286-9031

IF YOUR ORGANIZATION IS PAYING...

Please forward a copy of your Workshops Registration Form directly to
the co-registrar, Victoria B. Crawshaw, even if your organization is sending
the check separately. (Sometimes they don’t send the form.) Indicate on
the copy of the form that your organization is paying. Make sure your
name is on the check. (Sometimes organizations don’t indicate whom the
payment is for.) Keep in mind that your registration will not be final-
ized until payment is received.

CANCELLATION POLICY

If you must cancel your Workshops registration, notify Victoria Craw-
shaw in writing at the address above. Workshop fees (less a $60 adminis-
trative charge) will be refunded until March 13, 1997. A 50% refund will
be granted between March 13, 1997 and March 27, 1997. No refunds will
be granted after March 27, 1997. All refunds will be made based on the
date when the written request is received.

QUESTIONS ABOUT REGISTERING FOR THE WORKSHOPS

If you have questions about registering, please contact:

Karen M. Barbera OR Victoria B, Crawshaw

SIOP Workshop Co-Registrar SIOP Workshop Co-Registrar
Personnel Research Associates, Inc.  Sears, Roebuck and Co.
Telephone: (847) 640-8820 Telephone: (847) 286-9031
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SIOP PRE-CONFERENCE WORKSHOPS REGISTRATION FORM

Workshops take place on April 10, 1997. The deadline for Ad-
vanced Registration is February 28, 1997. Please complete both sides
of the registration form and type or print clearly.

Name as you wish it to appear on your Conference badge:

O Dr. OMs. QM.

Position:

Organizational Affiliation (33 characters maximum, including spaces)

Type of Organization (check one):

[ Academic—Faculty [ Consulting Firm () Other
[} Academic-Student O Government/Military
[ Business/Industry [ Health Services

Mailing Address:

Home Phone: ()

Bus. Phone: { )

MEMBERSHIP STATUS AND COST (check one only)

([ S1IOP Member/Fellow/Student Affiliate $270

(O APA/APS Member/Fellow/Student Affiliate $355

{J Nen-Member of SIOP/APA/APS $410
PAYMENT

If Paying by Check: Check #: Check Amount:

(Check or money order is payable to SIOP Workshops; U.S. currency only)

If Paying by Credit Card: (] Amer. Ex. [ Visa [ MasterCard
Credit Card # Expiration Date:
Print Name as it appears on card:

Signature:

(Please be sure to answer the questions on the next page too!)
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WORKSHOP SELECTION

All workshops are designed as half-day workshops to be offered in the
morning and repeated in the afternoon. You must register for two half-day
workshops. Based upon your choices and on workshop availability, you
will be assigned to two workshops. Please list 6 choices in order of prefer-
ence (1st is highest preference, 6th is lowest preference). If you list fewer
than six choices and those you list are filled, we will assume that you are
not interested in any other workshops and your registration will be returned
to you.

Section Number Section Title

1st Choice:

2nd Choice:

3rd Choice;

4th Choice:

5th Choice:

6th Choice:

Registration for the Workshops is by mail only (not fax or phone),
on a first-come, first-served basis, Payment must be received for a
registration to be processed. SIOP Membership will be checked. Mail
your form (and check if applicable) to:

Victoria B. Crawshaw
SIOP Workshops Co-Registrar
Sears, Roebuck, and Co.
D/707-9, E2-109A
3333 Beverly Road
Hoffman Estates, IL 60179
Telephone: (847) 286-9031

Remember your workshop Registration Form and fee must arrive on
or before February 28, 1997.
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Pre-Conference Workshops

Sally Hartmann

WORKSHOP 1 (Half Day)
RECENT DEVELOPMENTS IN EMPLOYMENT LITIGATION

Kathleen K. Lundquist
Applied Psychological
Techniques, Inc

Nancy E. Rafuse
Paul, Hastings, Janofsky
& Walker, LLP

This half-day workshop will cover recent court opinions, regulatory en-
actments and legislation related to EEO and employment law. The focus of
this workshop will be on recent decisions under Titles VI and VII of the
Civil Rights Act, the Age Discrimination in Employment Act and the
Americans with Disabilities Act. Particular emphasis will be on the inter-
pretation of the Civil Rights Act of 1991 now that the lower courts as well
as the appeals courts have had the opportunity to consider and address the
burdens placed on employers when adopting and implementing selection
procedures. Also included in this workshop will be a discussion of issues
related to the involvement by the /O Psychologist in litigation, either as a
consultant or an expert witness, which will include:

e the basic procedural requirements in a lawsuit or regulatory chal-

lenge;
the practicalities of agreeing to testify as an expert;

¢ the rules of evidence and discovery as applied to an expert witness;

and

e the attorney-client privilege and work product immunity as applied

to an expert witness.

Nancy E. Rafuse is an Associate in the Atlanta office of Paul, Hastings,
Janofsky and Walker, LLP, specializing in employment law, litigation, and
civil rights matters. Since joining Paul, Hastings in 1991, Ms. Rafuse has
represented employers in ail aspects of employment and civil rights litiga-
tion, including class actions under Title VI and VII of the Civil Rights Act
of 1964 and Title IX of the Education Amendments. Before joining Paul,
Hastings, Ms. Rafuse clerked for the Hon. B. Avant Edenfield, U.S. District
Court Judge, Southern District of Georgia, and worked for the District At-
torney in the Northeastern Judicial Circuit of Georgia handling criminal
jury trials.

Ms. Rafuse has been published in the Employee Relations Law Journal
and is the co-author of Chapter 5 “Scored Tests,” Employment Discrimi-
nation Law, Schiei and Grossman (to be published in the third edition
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scheduled for publication in 1996). Ms. Rafuse received her BBA degree
and her 1.D. degree from the University of Georgia.

Kathleen Kappy Lundquist is the founder and President of Applied
Psychological Techniques, Inc. (APT). APT specializes in the design and
validation of employee selection procedures, skills assessment measures
and performance management systems. Dr. Lundquist’s clients range from
public sector employers to multinational corporations in the banking, elec-
tronics, utility, and pharmaceutical industries. She has consulted for both
plaintiffs and defendants in connection with test validity, test faimess, and
employment discrimination issues. In addition to consulting, she frequently
serves as an expert witness in selection procedure litigation.

Prior to founding APT, Dr. Lundquist was Vice President and New
York area regional manager of HRStrategies. Her work experience also
includes working for Hewitt Associates as a Performance Management
consultant and for Southern Califommia Edison as Manager of Human Re-
sources Measurement and Development. Dr. Lundquist received her Ph.D.
from Fordham University.

Coordinator: L. Rogers Taylor, State Farm Insurance.

WORKSHOP 2 (Half Day)
GOING ELECTRONIC: WHAT TO CONSIDER BEFORE MOVING
YOUR SURVEY OR PERFORMANCE APPRAISAL ON-LINE

Richard L. Brescia Karen B. Paul
IBM Corporation M

The information age is upon us and with it comes an increased urgency
by many organizational stakeholders to move all assessment processes on-
line. This workshop focuses on some of the common issues and informa-
tion needed to shift to on-line assessments successfully. This workshop is
based on the insight two practitioners gained through their experiences in-
stituting two different types of on-line assessments: performance appraisals
and organizational surveys.

The workshop will address issues common to moving from paper-based
toward on-line assessments. Specific topics to be covered are:

¢ Front-end requirements/specifications process

s Managing expectations

e Technology platforms: Making sure your system isn’t in the wil-

demess

e Users: How to prepare them.
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This half day workshop will also include a short demonstration of the
systems discussed. The workshop will conclude with a discussion among
participants concerning the integration and future of on-line assessments.

Richard L. Brescia has held several Human Resource Management
positions since joining IBM in 1990. Currently, he is Program Manager,
Performance Management and Skills, as part of IBM’s Global Human Re-
sources staff. In this role, he is responsible for worldwide implementation
of IBM’s performance management process and skills development strat-
egy. His other areas of expertise include HR research and program design,
human resources development strategy, leadership and management devel-
opment, compensation program design, and 360 degree feedback.

Prior to joining IBM, Mr. Brescia held a number of Human Resources
positions at the University of Illincis at Urbana-Champaign. He holds
Bachelor and a Masters degrees in Spanish, as well as a Masters degree in
Labor and Industrial Relations from the University of Illincis, Champaign-
Urbana. He is also a Certified Compensation Professional, American Com-
pensation Association.

Karen B. Paul is Manager of Survey Research for 3M’s Human Re-
sources Measurement Systems Strategy Center. Dr. Paul's Survey Re-
search group provides consulting services in all facets of organization as-
sessments, including survey design, administration, analysis, feedback, and
action planning. Previously, Dr. Paul was Manager of Research & Devel-
opment for Organizational Assessment Systems, a division of National
Computer Systems (NCS). She has presented her research at many national
conferences of professional organizations and has also been published in
several professional journals, including the Journal of Applied Psychology
and Training & Development. Dr. Paul received her Ph.D. in 1/O Psychol-
ogy from Bowling Green State University. Her areas of expertise include
statistics, psychometrics, and survey measurement.

Coordinator: Nancy L. Rotchford, Microsoft Corporation.

WORKSHOP 3 (Half Day)
MAKING ORGANIZATIONAL SURVEYS MORE USEFUL

Sarah R. Johnson
Eastman Kodak Company

Allen I. Kraut
Baruch College, C.U.N.Y

This workshop will focus on ways to make organizational surveys more
effective means for gathering data of value and converting this information
into usable knowledge. The process of data gathering and later application
will be examined from both theoretical and practical points of view.
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Organizational surveys can be seen as a form of “intelligence gath-
ering.” In order to influence policy and practice, such data must meet sev-
eral criteria, such as being timely, understandable, reliable, valid, compre-
hensive, and structured to consider altermative actions. The practical
meaning of these criteria in the survey process will be explored.

Survey researchers must also take action to obtain or develop the organ-
izational commitment and resources to respond to survey findings. The
support of both top management and relevant staff must be gained. The
workshop will discuss and illustrate techniques to build and test this sup-
port. These methods will include exercises to get at management’s hopes
and concerns, the use of “steering committees,” and engaging management
in various kinds of “booster” roles.

Finally, we will focus on summarizing and presenting survey results in
a way that makes them easy for managers unfamiliar with surveys or statis-
tics to understand and use. Some simple techniques for data summary and
presentation, which readily suggest follow-up actions to the audience, will
be shown and discussed.

Allen 1. Kraut is Professor of Management at Baruch College, City
University of New York, and President of Kraut Associates, a consulting
firm specializing in opinion survey research. Formerly in charge of IBM's
worldwide survey programs, he received SIOP’s 1995 Distinguished Pro-
fessional Contributions Award, recognizing his work in advancing the use-
fulness of organizational surveys. In 1996, Jossey-Bass published Organ-
izational Surveys: Tools for Assessment and Change, by Allen 1. Kraut and
Associates.

Sarah R. Johnson is Director of Employee and Organization Research
at the Eastman Kodak Company, where she is responsible for worldwide
census and sample surveys conducted by the company. Previously, she was
Program Director, Worldwide Human Resources Research at the IBM Cor-
poration, where she led a major redesign of the company’s survey program
and consulted with external companies on developing their own internal
survey programs.

Coordinator: Susan A. Walker, Federal Express.

WORKSHOP 4 (Half Day)
NEW MODELS OF HR

Wayne F. Cascio
University of Colorado—Denver

Anytime, anyplace—real space or cyberspace—welcome to the new
paradigm of work. While the new changes may be exciting, potentially
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they are also intimidating, for they require considerable changes in the role
and function of the HR professional or 1/O psychologist. This will be an
interactive workshop in which participants will develop people-related
business strategies for managing:

e In ahorizontal organization
A virtual organization
Strategic decisions related to outsourcing
Hoteling
New forms of compensation and incentives to align employee be-
haviors with business objectives.

Company examples will illustrate the emerging role of HR in down-
sized, restructured, re-engineered work environments. More importantly,
we will identify the critical HR competencies needed to thrive and survive
in the late 1990s.

Wayne F. Cascio (Ph.D. in 1/O Psychology, University of Rochester) is
past president both of SIOP and the HR Division of the Academy of Man-
agement. He received the Distinguished Faculty Award from the Academy
of Management in 1988, and the Bemis Award from the IPMA Assesstnent
Council in 1994. A prolific researcher and writer, he is the author of Ap-
plied Psychology in Human Resource Management (5th ed,, scheduled
1998), Managing Human Resources (5th ed., scheduled 1998), and Costing
Human Resources (3rd ed., 1991). He has consulted with over 150 public
and private sector organizations on six continents.

Coordinator: Patrick M. Wright, Cornell University.

WORKSHOP 5 (Half Day)
PERSONALITY AND INTEGRITY TESTING FOR PERSONNEL
SELECTION: ISSUES AND CONTROVERSIES

Paul R. Sackett

Leaetta M. Hough
University of Minnesota

The Dunnette Group, Ltd

This workshop will focus on providing attendees with a basis for sound
decisions about the incorporation of personality or integrity testing into se-
lection systems. Issues that have proven controversial about these kinds of
tests will be reviewed from the perspectives of both the critic and the sup-
porter of personality and integrity testing. Topics examined include job
analytic techniques, the use of the “Big 5" versus other conceptual frame-
works, legal issues in light of the ADA and the Civil Rights Act of 1991,
response distortion, concerns about the social costs of misclassification, and
the research base supporting personality and integrity tests.
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Leaetta M. Hough is a leading researcher in i
measures for making personnel decisions. She publ?sll?ecllls: .;Zf:;znfa:ty
plied Psychology monograph (1990) on the validity of personality coﬁ:
structs and the effect of intentional distortion on validity and recently co-
autthred a chapter on personality for the Frontier Series book edite):J b
Kevin R.. Murphy, Individual Differences and Behavior in Organivatiom?
She received her Ph.D. from the University of Minnesota in 19;31 h :
authored over 15.0 published articles, chapters, technical reports and,cc::
ference papers, is a co-editor of the four-volume Handbook of ,Industrial
and Qrgamzationai Psychology, and is a fellow of SIOP, APA, and APS
She is president of the Dunnette Group, Ltd. ’ , '

Paul R Sgckett holds the Carlson Professorship in Industrial Relations
?t ti.le University of Minnesota. He received his Ph.D. in Industrial/Or
|zat|or'1al Psychology at the Ohio State University, and has served ong?;;
faculties of the University of Kansas and the University of Illinois at Chi
cago. .Dr. Sackett"s research interests include the assessment of manageriai
p!otentlal, honesty in the workplace, psychological testing in workplace set-
tmgs, and methodological issues in employee selection, He served as the
editor of Personnel Psychology from 1984 to 1990, and co-authored the
text Perspectives on Employee Staffing and Selection. He served from
19931994 as president of SIOP. He is co-chair of the Joint Committee on
the .Standards for Educational and Psychological Tests, a member of the
Natmnal- Research Council’s Board on Testing and Assq;ssment and a for-
mer chair of APA’s Committee on Psychological Tests and Asse;sments.

Coordinator: Diane Daum, Personnel Research Associates, Inc.

WORKSHOP 6 (Half Day)
360-DEGREE FEEDBACK: DELIVERING ON DEVELOPMENT

David B. Peterson, Susan H. Gebelein, Sarah A. Hezlett
Personnel Decisions International

Across the globe, 360-degree feedback has b i i
proml.nent feature in the landscape of HR prat:tice:c oain;no:-;:leiazsalt?frlli
have implemented 360-degree feedback systems to facilitate employee de-
velopment. Yet, recent research has suggested feedback in general, and
360-degree feedback i.n particular, does not necessarily lead to imp;oved
gerformance. What differentiates those who develop after receiving feed-

ack from those who don't? How can organizations help professionals
marmTT%Frs, anI:i ;xecutives develop? ’
his workshop will focus on how to design 360-degre inter-
ventions so that what happens after the feedbgck is deliserzdr?: :I;a:cl)(\\:g:?:l
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as possible in accomplishing the desired results. Both theory and research
have indicated that feedback is only one step in the process of development,
As a stand-alone intervention, 360-degree feedback is predicted to have
minimal impact.

Drawing on their research on development and their extensive experi-
ence with both individual feedback sessions and large-scale organizational
interventions, the presenters will discuss what actions individuals, their
managers, and their organizations can take to promote skill development.
Practical models of individual development and coaching, grounded in the
psychology of how people change and develop, will be described. These
models can help managers, leaders, and HR professionals understand the
barriers and most common pitfalls that lead to resistance and derail devel-
opment—and what they can do to avoid them.

Particular emphasis will be placed on organizational examples of how
skill development can be enhanced through helping individuals understand
development, teaching managers how to serve as coaches, and creating
systems that support development. Key findings from research on man-
agers’ development following 360-degree feedback will be summarized to
complement practical recommendations on how to work with individuals
and design organizational interventions to facilitate development. Partici-
pants should expect to leave the workshop with a set of criteria for critially
evaluating comprehensive development interventions and an under-
standing of the principles of designing an effective development process.

David B. Peterson is Vice President of Individual Coaching Services
and of Research and Development at Personnel Decisions International
(PDI). During his career, he has specialized in executive coaching and con-
sulting to help business leaders change themselves, their teams, and their
organizations. His work with hundreds of individuals and teams has been
complemented by his research on how individuals learn, develop new
skills, and change their behavior, He has co-authored books on develop-
ment and coaching. He received his Ph.D. from the University of Minne-
sota, specializing in both Industrial/Organizational and Counseling Psych-
ology.

Susan H. Gebelein, Senior Vice President of Personne! Decisions In-
ternational (PDI), Profiles and Development Products, is responsible for
PDI’s multi-rater feedback instruments and development products. She as-
sists organizations in implementing feedback systems and development
products to initiate and support strategic priorities and organizational
change, creating internal supports to development, and giving develop-
mental feedback in group and individual sessions. She has led preduct de-
velopment teams that have created a number of 360-degree feedback in-
struments and development tools. She is one of the primary writers and
editors of the Successful Manager's Handbook.
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Sarah A. Hezlett is a consultant specializing in research on 360-de-gree
feedback instruments. Her work with organizations focuses on analy-zing
and interpreting data collected with 360-degree feedback instruments to
help evaluate skill development, identify training needs, and improve feed-
back instruments. She is working to complete her Ph.D. in Industrial/ Or-
ganizational Psychology at the University of Minnesota.

Coordinator: Lisa M. Collings, Harris Methodist Health System,

WORKSHOP 7 (Half Day)
DOWNSIZING, RESTRUCTURING AND REVITALIZATION: THE
GOOD, THE BAD, AND THE UGLY

Kerry A. Bunker Mirian M. Graddick
Center for Creative Leadership AT&T

]\.lew technology, competition, global expansion and other industry dy-
namics are causing organizations to cut costs and find better ways to com-
pete in the marketplace. Responses to these pressures have generally in-
cluded downsizing, restructuring, fundamental changes in the nature of
work and the psychological work contract. The focus of this workshop will
be on the emerging skills and initiatives that the /O psychologist can bring
to bear in conjunction with implementing such transitions and revitalizing
in their aftermath. More specifically, strategies and processes will be exam-
ined for: (a) deciding who will be retained; (b) dealing fairly and humanely
with those whose positions have been eliminated; (c) leading revitalization
and recovery efforts in the face of guilt, anger, fear, low morale, breakdown
of loyalty, and so forth; (d) helping leaders deal with the complex long-
term challenge of building a new psychological employment relationship;
and () motivating employees to perform effectively with fewer resources.

Kerry A. Bunker is a Senior Program Associate in the Leadership De-
velopment area of the Center for Creative Leadership. He is a co-designer
and program manager of Leading Downsized Organizations: Individual
and Organizational Healing. Prior to joining CCL, Dr. Bunker had 11 years
of experience at AT&T that included research on the nature of leadership
and management during periods of ambiguity, change and organizational
transition, and on the unique challenges and stresses confronting women in
leadership roles. He was also co-director of the Advanced Management
Potential Assessment Program. Dr. Bunker is an I/O Psychologist with a
B.A. from the University of Montana, an M.A, from Western Michigan
University and a Ph.D. from the University of South Florida.
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Mirian M. Graddick is currently Vice President-Human Resources-
Business Effectiveness, AT&T. She is responsible for functions such as
Executive Human Resources, Education and Training, Performance Man-
agement and HR Governance. She also supports the HR Leaders in the Lo-
cal Entry and the Consumer and Small Business Operating Units. Previ-
ously, she was Vice President-Executive Human Resources and Multimedia
Products Group. Dr. Graddick has conducted research on topics such as the
analysis of managerial jobs, correlation of the advancement of women into
middle and upper management, the selection and development of U.S. ex-
patriates, integrating business planning and human resource planning and
corporate philosophies of management development. Dr, Graddick re-
ceived her B.A. degree in Psychology from Hampton University, and she
received her M.S. and Ph.D. from Penn State in /O Psychology. In 1987,
she attended an Executive Program at the University of Virginia.

Coordinator: William F. Grossnickle, East Carolina University.

WORKSHOP 8 (Half Day)
IS THE SKY FALLING? 1/O PSYCHOLOGY IN A CHANGING
WORLD

Benjamin Schneider
University of Maryland

Contemporary business organizations are confronted by change in,
around, and to them; jobs are being redefined or left undefined, staff are
being reduced or changed, supervisors are being replaced by self-managed
teams, and management is concerned with global not local markets.

Some suggest that these changes are different than changes that have
happened in the past and that business—and /O Psychology—have neither
the tools nor the talent to cope effectively. New organizational forms, new
models of /O Psychology, new this, and new that are required.

This workshop explores the degree to which all of this is new and dif-
ferent and the ways businesses and 1/0 Psychologists are coping with cur-
rent changes and can cope with future changes. The workshop will be an
interactive one in which the workshop facilitator will present some orient-
ing remarks and participants will present the issues with which they are
coping—both effectively and less effectively. The sharing of new oppor-
tunities for 1/O Psychology in this changing world will be a central theme
of the workshop. Our tools can work. The sky is opening up, not falling.

Benjamin Schneider is Professor of Psychology at the University of
Maryiand at College Park where he has been, off and on, since 1971, In-
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terludes have included Michigan State University and, for shorter periods.
Bar-Ilan University (Israel, on a Fulbright), Peking University (PRC) anci
the School of Administration and Enterprise of the University of ,Aix-
Marseilles (France). Dr. Schneider’s research has primarily been on organ-
izational climate, especially in service organizations where he has been
concerned with the organizational climate-customer satisfaction link, His
most recent book (with David E. Bowen) is called Winning the Service
Game, published by Harvard Business School Press. He has been involved
in personnel selection and the role of personality in understanding organ-
izational behavior. Dr. Schneider is a past-President of SIOP and is a Fel-
low of SIOP, APA, APS, and the Academy of Management,

Coordinator: Wade M. Gibson, Psychological Services, Inc.

WORKSHOP 9 (Half Day)

ENTRY-LEVEL MANAGEMENT AND PROFESSIONAL SELEC-

TION: BEST AND MOST COMMON PRACTICES (ARE THEY
THE SAME?)

Nancy T. Tippins
GTE Telephone Operations

R. Stephen Wunder
The Kingwood Group

Org_anizations spend millions of dollars each year selecting employees
for their managerial and professional ranks. Often the selection programs
that are most fervently believed in by organizations’ management do not
meet the rudiments of effective selection as defined by industrial/ organiza-
tional psychologists. And, probably at least as often, the programs most
fen_rently believed in by /O psychologists are met with resistance (either
active or passive) from management,

This wPrkshop has three main objectives: (a) to review the most com-
mon practices in American industry with regard to selection of entry-level
management/professional employees, (b) to review the “track records” of
each of these practices to see how well “best practice” correlates with “most
common practice,” (c) to use case studies to discuss why the best selection
tools often have short lives in organizations while less effective programs
ofien persist. We will present our list of do’s and don’ts for 1/O psycholo-
gists who want effective (valid) selection programs that also have some
staying power. Finally, we will devote some time to discussing some of the
new arrivals on the scene of managerial/professional selection.

. §umm§w results of a recent benchmarking study of 43 large organ-
izations will be provided to participants, as will an annotated bibliography
of references pertinent to issues in managerial/professional selection.

129



Nancy T. Tippins is the Director of Employee Capability and Com-
petency Design at GTE Telephone Operations in Irving, TX where she is
responsible for selection methods, performance management, career plan-
ning, employee development, and succession planning. Before coming to
GTE, Dr. Tippins was Director of Human Resources Services at Bell At-
lantic in Arlington, VA. In that role, she managed the Selection Research
function and Test Administration program as well as EEO and affirmative
action, outplacement and downsizing, and staffing policies and procedures.
She began her career as an industrial and organizational psychologist in the
Personnel Research group at Exxon, in Houston, TX. She has been in-
volved in the development, validation, and administration of large scale
selection programs throughout her career.

Dr. Tippins is active in SIOP where she has served as Chair of the
Committee on Committees, Secretary, and is currently Member-at-Large of
the Executive Committee. She is one of the APA’s representatives on the
ADA Working Committee of the Joint Committee on Testing Practices,
Dr. Tippins received her M.S. and Ph.D. in 1/0 Psychology from the Geor-
gia Institute of Technology. She holds an M.Ed. degree in Counseling and
Psychological Services from Georgia State University and a B.A. in History
from Agnes Scott College.

R. Stephen Wunder, Houston, is a Principal in the Kingwood Group,
an organizational and human resources consuiting firm. He has consulted
with many major companies. Among his professional interests are innova-
tions in employee selection, performance management systems, manage-
ment development, customer-related issues, and all varieties of survey re-
search. Prior to jeining The Kingwood Group, he was on the faculty of the
University of Michigan-Dearborn, the director of Exxon Corporation’s hu-
man resources research and planning activities, and a regional managing
principal with Aon Consulting (formerly HRStrategies). Dr. Wunder holds
M.A. and Ph.D. degrees in /O Psychology from Wayne State University,
and a B.A. in Psychology from Creighton University. He is an adjunct
faculty member at Rice University and at the University of Houston.

Coordinator: John R. Murray, the Kingwood Group.

WORKSHOP 10 (Half Day)
MANAGERIAL AND EXECUTIVE COACHING: PUTTING THE
PIECES TOGETHER

Marc B. Sckol and H. Skipton Leonard
Personnel Decisions International (PDI)

The objective of this workshop is to intraduce 1/0 psychologists to this
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rapidly expanding and dynamic area of practice. This program will de-
scribe the process of managerial and executive coaching and provide sam-
ples of coaching as actually practiced through case studies and simulations.
Emphasizing practice rather than research, the presenters will share their
extensive experience coaching executives and managers in large global
corporations as well as smaller national, regional, and local companies.
The presenters will also discuss the requisite training and credentialing to
become qualified to coach at various levels in an organization,

Marc B. Sokol is a Senior Consultant with Personnel Decisions In-
ternational’s (PDI) Washington, DC office. His areas of expertise, gained
from over 15 years of experience, include organizational effectiveness and
change management, leadership development and coaching, technology
implementation and impact, team building and facilitation, service quality
improvement, and training design and evaluation. He supports PDI and its
clients in the areas of assessment and coaching, multi-rater feedback,
training, organization and management development.

Dr. Sokol’s research and consulting on various topics such as tech-
nological change, stress management for teams, career transitions, and or-
ganizational dynamics have been presented at national conferences and
published in professional journals. He also serves as a reviewer for The
Journal of Business and Psychology and for Human Resource Develop-
ment Quarterly. Dr. Sokol received his doctoral degree in Industrial/Or-
ganizational Psychology from the University of Maryland.

H. Skipton Leonard is a Senior Consultant with Personnel Decisions
International’s Washington, DC office. He has over 20 years of experience
helping organizations hire, retain and develop the best executive and man-
agerial talent. Dr. Leonard has also consulted closely with management in
efforts to change organizational structure, goals, values, and culture. His
consulting clients have included Fortune 500 and other corporations and
businesses, major trade associations, professional firms, and universities.

Dr. Leonard received his doctoral and undergraduate degrees in psy-
chology from New York University and Middlebury College respectively.
He has also completed a postdoctoral fellowship in organizational consul-
tation at NIMH. Dr. Leonard is a licensed psychologist and is currently an
Adjunct Associate Professor at George Mason University’s graduate psy-
chology department. A leader in the world of consulting, he has previously
been elected the President of the Division of Consulting Psychology of the
American Psychological Association. His scholarly interests include the
development of innovative consultation practice which he promotes
through his editorship of Consulting Psychology Journal: Practice and
Theory, published by the American Psychological Association. He has
numerous publications and presentations to his credit and has co-authored a
graduate-level management textbook.
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Coordinator: Timothy Clifton, Andersen Consulting.

WORKSHOP 11 (Half Day)
THE FUTURE SEARCH CONFERENCE—A NEW MODEL FOR
STRATEGIC PLANNING WITH DIVERSE GROUPS

Marvin R. Weisbord and Sandra Janoffl
Future Search Associates

This workshop will introduce the Future Search Conference model, an
innovative means to facilitate systems change and consensus planning
among people with diverse interests. In the last decade many fields have
used this mode! to make social, technical, and economic breakthroughs that
cannot happen in top-down management meetings and workshops. Future
search is an optimal planning strategy for ambiguous problems without
boundaries—like the economy, environment, employment, tech-noiogy,
education, health care and community building.

This model stimulates dialogue, discovery and higher-order creativity as
people build a shared understanding of their world before taking local ac-
tion. The Future Search Conference takes 16 hours over 3 days, is built on
the value of common ground, not conflict negotiation, and can save
months, even years, on implementation of change because it creates such
high commitment and clear direction.

The Future Search model is designed on a set of principles: (a) get the
“whole system in the room,” (b) think globally, act locally; (c) work to-
ward common ground and desired futures; and (d) self-manage discus-sions
and action plans. It uniquely enables all stakeholders to understand their
joint situation better and to take responsibility for it. The workshop will
include interactive exercises demonstrating components of the process.

Sandra Janoff has 20 years of experience planning, designing, and
facilitating whole-systems interventions in the public and private sector.
Her current emphasis is on the Strategic Futures Conference known as Fu-
ture Search. It is an event which gets the whole system together focusing
on the future and creating values-based action strategies. She has applied
the principles of this innovative methodology in numerous profit and non-
profit settings. Sandra has a Ph.D. in psychology from Temple University,
Philadelphia, PA, 1991.

Marv Weisbord is co-director {along with Sandra Janoff) of
SearchNet, a non-profit organization that trains experienced facilitators
who want to serve their community or organization and links them with
non-profit organizations who want to use this planning method. Weisbord
and Janoff are also partners in a consulting consortium, Future Search As-
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sociates. Their new book is Future Search: An Action Guide to Finding
Common Ground in Organizations and Communities, Berrett-Koehler.

Coordinator: Ira Levin, Kaiser Permanente Medical Care Program.
WORKSHOP 12 (Half Day)

BEYOND LANGUAGE BARRIERS: CULTURAL FACTORS IN
IMPLEMENTING 1/0 SOLUTIONS ABROAD

Harry C. Triandis Robert N. Bontempo
University of Illinois/Champaign- Columbia University
Urbana

Industries are increasingly *“going global,” and industrial psychologists
are often called upon to develop or implement employee programs abroad.
This workshop will address cross-cultural issues relevant to these goals.
The meaning of culture and the identification of key dimensions of cultural
variation will be discussed. Topics will include the development of meth-
ods and measurement instruments, training techniques, leadership styles,
and motivational systems that are culturally sensitive. Examples from con-
sulting with multi-national corporations will illustrate how this can be done
optimally, in ways that can satisfy both the head office in the U.S. and their
coworkers in other cultures.

Harry C. Triandis earned a Ph.D. in psychology from Cornell Uni-
versity in 1958, and is a Professor of Psychology at the University of Illi-
nois in Champaign-Urbana. He has authored seven books on international
issues, and edited the six-velume Handbook for Cross-Cultural Psychology
(1980-81) and the 4th volume of the Handbook for Industrial Organiza-
tional Psychology (Triandis, Dunnette, & Hough, 1994). He has been a
Guggenheim Fellow, a Fellow of Divisions 8, 9, and 14 of APA, and of
AAAS, and a distinguished Fulbright Professor to India. He is Past Presi-
dent of Divisions & and 9 of APA, the International Association of Cross-
Cultural Psychology, the Society for Cross-Cultural Research, and the In-
ternational Association of Applied Psychology. He has lectured in 40
countries, and has received an honorary degree. His awards include, in
1994, the Klineberg Award from SPSSI; the Distinguished Contributions to
International Psychology Award from the American Psychological Asso-
ciation; and the Cattell Award from the American Psychological Society.

Robert N. Bontempo is currently Associate Professor in the Manage-
ment of Organizations division at the Graduate School of Business of Co-
lumbia University. He received his Ph.D. in social psychology from the
University of lllinois in 1989, where his dissertation was funded by a grant
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from the MacArthur Foundation. In 1992, he was a Fellow at the Stanford
Center for Advanced Study in the Behavioral Sciences. His area of spe-
cialization is the role of cultural differences in the management of global
organizations. In addition to publishing his research in a wide variety of
journals, Dr. Bontempo currently serves on the editorial board of the Jour-
nal of Cross-Cultural Psychology. The focus of Professor Bontempo’s
consulting practice is the implementation of strategic objectives through the
alignment of structure, task design, and HR policies.

Coordinator: Caroline Pike, Knowledge Systems & Research, Inc.

WORKSHOP 13 (Half Day)
STATISTICAL SIGNIFICANCE TESTING: SHORTCOMINGS AND
ALTERNATIVES

Karla K. Stuebing
FSD Data Services, Inc.

Criticism of the central role that statistical significance testing plays in
behavioral research has appeared regularly in the psychological, sociologi-
cal, and educational literatures since the 1960s. In spite of this, graduate
statistical education at most universities emphasizes rigid control of Type I
error without equal presentation of the issues of power, effect size, meas-
ures of association, confidence intervals, sampling error and meta-analysis.
This lack is compounded by many misunderstandings about what informa-
tion may and may not be gleaned from the results of significance tests (e.g.,
replicability of results, size of effect, and probability that the “null” hy-
pothesis is true)

The purpose of this workshop is to:

e  Present the logic of statistical significance testing

e Present the misapplications and misunderstandings of the tech-

nique through demonstration and example

e Provide instruction in alternatives that allow for the correct inter-

pretation of research results. These include methods for cal-
culating point estimates and confidence intervals, for estimating ef-
fect size, and for carrying out elementary meta-analyses.

Karla K. Stuebing is Vice-President and cofounder of FSD Data Serv-
ices, Inc. She is also an Adjunct Assistant Professor at University of Texas
Medical School, Department of Pediatrics. At FSD, Dr. Steubing led the
employee attitude survey group as a specialist in psychometrics and in the
graphical presentation of data. At UT, she consults on statistical analysis
and research design for ongoing medical and psychological research. She
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She taught graduate and undergraduate courses in statistics at the Univer-
sity of Houston, where she received the College of Social Sciences Teach-
ing Excellence Award in 1991. Dr. Steubing received her Ph.D. in Indus-
trial/Organizational Psychology from the University of Houston in 1991.

Coordinator: Alison R. Eyring, PepsiCo Food Systems.
WORKSHQOP 14 (Half Day)

JOBS, TEAMS AND ORGANIZATIONS: FADS OR EFFECTIVE
INNOVATIONS

Michael A. Campion
Purdue University

A. Catherine Higgs
Allstate Insurance Company

Life used to be so simple. We had jobs, work units, managers, span-of-
control, and chain-of-command. Maybe we had a little job enrichment.
Everyone knew the rules. Things usually ran smoothly, though sometimes
very slowly and expensively. In the last 10 years, we’ve been treated to
trends such as “re-engineering, total quality management, shared services,
process-based organization, self-managed teams, disappearance of the job,
and the end of work.” Are these all fads or effective innovations? Why are
these things happening? What do they have in common? Is there some
theoretical or conceptual basis to use to understand these trends? What
works? And more importantly, what tools can you use if you want to in-
corporate the best of these concepts into your own research or practice?

Work reinvention is any program or initiative that aims to change the
tasks workers perform and how workers are organized to accomplish the
work. This workshop will focus on how 1/0 psychologists® knowledge and
tools can be used to either spearhead or assist in work reinvention or re-
design projects, whether at a broad organizational scope or at the level of
team and job design. The workshop presenters will show the importance of
relating reinvention to organizational strategy. They will use a unifying
conceptual framework across redesign situations, provide guidelines for
how to recognize opportunities and barriers, and outline useful techniques
for effective design. However, rather than a purely theoretical perspective,
emphasis will be placed on practical tools that can be used. Presenters will
draw on the research literature, results of their own research programs, and
practical first-hand experience with multiple organizations. Workshop par-
ticipants will have an opportunity to use some of the tools in small-group
mini-case study exercises during the workshop.

Michael A. Campion is Professor of Management at Purdue Uni-
versity, where he has pursued research and teaching on human resources is-
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sues, management practice and organizational behavior for the last 10
years. Previously, he worked 4 years each at IBM and Weyerhaeuser com-
panies in a wide array of research and management jobs. He is the former
editor of Personnel Psychology (1990-1996) and the past president of
SIOP (1995-1996). The design of jobs and teams has been one of his main
areas of research and consulting, with over 20 publications and 12 applied
projects on these topics. Campion’s emphasis in all his consulting work
with jobs and teams is on action-based research, which both solves prob-
lems and leads to additional theoretical insight. He has a Ph.D. in Indus-
trial/Organizational Psychology from the North Carolina State University-
Raleigh.

A. Catherine Higgs is Senior Research Director at the Allstate Re-
search and Planning Center, Allstate Insurance Company. Her current ma-
jor assignment is managing research on strategic business issues for All-
state, such as assessing changing business composition and forecasting long
term financial and organizational effects, effective management of distri-
bution systems, and economic effects of human resource decisions. For
over a decade, she has directed research staff pursuing a wide range of top-
ics, including workforce strategy and forecasting, organizational design and
effectiveness, measurement of organizational performance and pro-
ductivity, management and employee selection, and communications. She
has consulted on and participated personally in re-engineering programs,
reorganization planning, and self-managed teams. She is currently Chair of
SIOP’s Professional Practice Committee. Dr. Higgs' Ph.D. in Social and
Quantitative Psychology is from the University of Maryland.

Coordinator: Patricia R. Pedigo, IBM Consulting Group.
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SIOP JOB PLACEMENT SERVICES:
WHAT YOU NEED TO KNOW

SIOP will again offer job placement services at the Annual Conference
in St. Louis. Placement activity has grown substantially over the past faw
years, 50 job-seekers and employers who plan to use the services are
strongly encouraged to register in advance for the Job Placement Service.

PRE-REGISTRATION COST AND DEADLINE

The deadline for Job Placement Services pre-registration is March 28,
1997. Faxed copies of materials will not be accepted. Pre-registration for
job-seekers is $25.00. Pre-registration for employers is $35.00. (Em-
ployers may list multiple positions for a total fee of $35.00.) On-site regis-
tration is $45.00 for job-seekers and for employers.

WHO MAY REGISTER FOR JOB PLACEMENT SERVICES

SIOP Job Placement Services are open to all members, including stu-
dent affiliates. Any organization or employer may submit position open-
ings in /O Psychology, as well as other positions for which I/O training
and experience are relevant. Position listings may be for full or part-time
positions and/or intemships.

HOW TO REGISTER

To register, complete the Job Placement Services Registration Form on
page 139 then mail the form, your registration payment, and a single mas-
ter copy of your resume (for job seekers) or position description (for em-
ployers). Your resume or position description may be either one or two
pages, but no longer. This year, SIOP will make copies of all resumes and
position descriptions so make certain that your materials are legible and that
they copy adequately. If you use a letterhead or logo, please make certain
that it will photocopy well. Also, be sure to use standard 8§ 1/2 inch by 11
inch paper so that copies can be reproduced easily.

MAIL YOUR JOB PLACEMENT PRE-REGISTRATION TO:

Steven D. Ashworth
Alistate Research & Planning Center
321 Middlefield Road
Menlo Park, CA 94025
E-mail: SASHW@ALLSTATE.COM
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JOB-SEEKER AND EMPLOYER INFORMATION
DURING AND AFTER THE CONFERENCE

Job Placement Services will be organized a little differently this year. If
you are a job seeker, when you check in with Job Placement (or register on
site), you will receive your own copy of all the position descriptions re-
ceived during the pre-registration period (prior to March 28, 1997). Simi-
larly, if you are an employer, when you check in or register on site, you
will receive a copy of all the resumes received during the pre-registration
period. During the conference, participants may pick up updated listings of
on-site registrations. As before, each registrant will be assigned a private
mailbox and will be permitted to leave messages in the mailboxes of other
registrants. Copies of Job-Seeker and Employer Notebooks will be avail-
able one week after the Conference to non-registrants at a cost of $35.00

each.

ANONYMOUS REGISTRANTS

Anonymous registrants will be assigned a mailbox, will receive all ma-
terials, and will be permitted access to the placement area, but job listings
or resumes will not appear in notebooks.

RECOMMENDED FORMAT AND CONTENT FOR JOB-SEEKERS
(2 PAGES MAXIMUM)

e Name, address, telephone number, and information about how and
when to contact you during the Conference

e Position desired, including preferences for work setting, geographic
location, etc.
Educational level
Work experience
Publications and presentations (summarize if necessary)

RECOMMENDED FORMAT AND CONTENT FOR EMPLOYERS
(2 PAGES MAXIMUM)

Position description: responsibilities and job duties

Organizational information: type of business, number of employ-
ees, organizational culture

Geographic location

Travel and other requirements

Minimum qualifications

Salary/benefit information
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JOB PLACEMENT SERVICES
PRE-REGISTRATION FORM

AI! registration materials must be received by March 28, 1997, Af-
ter-thls t!ate, only on-site registrations will be permitted, and your ma-
terials will be included starting on the second day of the service.

Name:

Address:

Phone:

E-mail:

Are you (check one):
() Job-seeker (regular, full, or part-time) [ Job-seeker (internship)
0 Employer (regular, full, or part-time) (3 Employer (internship)

Do you wish for your registration to be anonymous? Yes No
{Anonymous registrants’ job listings or resumes will not appear in notebooks,)

PAYMENT

[f Paying by Check: Check #: Check Amount:
(Check or money order is payable to SIOP Workshops; U.S. currency only)

If Paying by Credit Card: (JAmer. Ex.
Credit Card #

[ Visa [ MasterCard

Expiration Date:

Print Name as it appears on card:

Signature:

SEND: [ This form
JYour payment and

(3 Your resume or job description (2 pages maximum) to;

Steven D, Ashworth,
Allstate Research & Planning Center,
321 Middlefield Road,
Menlo Park, CA 94025

139



Round out your 360.9’
feedback or upward appraisal

assessments with the

Management
Development Report

From Hogan Personality
Inventory (HPI)

o}
pin s

The HPI Management Development Report is the only

available management assessment procedure with these

features:

» Keyed into the success factors identified by major
management consulting firms

* Provides specific behavior tips for development

« Normed by managers

» Empirically derived feedback from upward appraisals

The HPI-based Management 'w‘
Development Report is available through: 1‘74 :1
Hogan Assessment Systems X
P.O. Box 521176 ‘ .‘

Tulsa, OK 74152 /
Phone: 1-800-756-0632

Fax: 918-749-0635

A Review of Psychological and Behavioral Research on
Affirmative Action

David A. Kravitz, Rice University
David A. Harrison, University of Texas at Arlington

Marlene E. Turner, San Jose State University
Edward L. Levine, University of South Florida

Wanda Chaves, University of South Florida

Michael T. Brannick, University of South Florida
Donna L. Denning, City of Los Angeles
Craig J. Russell, Louisiana State University
Maureen A. Conard, Aon Consulting

Background

In September of 1995, the Scientific Affairs Committee of the Society for
Industrial and Organizational Psychology created a subcommittee to review
psychological and behavioral research on affirmative action.' A summary of
that re?grt follows. Research details and references are provided in the full
report.

Affirmative action refers to a body of policies and procedures designed to
eliminate employment discrimination against women and ethnic minorities,
and to redress the effects of past discrimination. Most relevant psychological
research deals with affirmative action plans (AAPs) as required by Executive
Order 11246, promulgated by President Johnson in 1965 and subsequently
revised by other presidents. This executive order applies to federal agencies

! Subcommittee members were: Rabi S. Bhagat, Michael T. Brannick,
Maureen A. Conard, Donna L. Denning, David A. Harrison, David A. Kravitz
{Chair), Edward L. Levine, Craig J. Russell, and Marlene E. Turner,

? Neither this summary nor the full report are to be taken as the official or
unofficial position of the Society for Industrial and Organizational Psychol-
ogy.

* The full report is available either through the SIOP administrative office
or on the TIP Web Page (http://cmit.unomaha.edu/TIP/TIP.html).
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and certain private companies that do business with the federal govemnment.
It has three key requirements: (a) The organization must have fmd abide by an
equal opportunity policy. (b) The organization must‘analyze 1ts workforce to
assess possible underutilization of women and ethnic minorities, v«fhere un-
derutilization is defined in terms of qualified applicants or potential appli-
cants. (c) If underutilization is revealed, the organization must develop a plan
of action to eliminate it, and must make a good faith effor_t to execute the plan,
The regulations controlling the development and execution of AAPs erp;_)ha-
size recruitment and the elimination of bias, and Supreme Court decisions
have forbidden strong preferential treatment and strict quotas except .under t'he
most extreme conditions. Within this broad range, however, there is consid-
erable ambiguity about what actions are legal and appropriate. B

Affirmative action is controversial; it stimulates strong‘ opp!osmor! and
strong support. As an organization concerned w.ith ?sychologlcal issues in the
workplace, the Society for Industrial and Organizational Psytihology has are-
sponsibility to review and report research resuits and theore.tlcal explanations
that may inform this public debate. That is the purpose of this repon:t. Mos.t of
the psychological research deals with attitude§ toward affirmative action,
though some addresses effects of affirmative action on mem!:ers of the target
group (e.g., self-esteem) and implications of affirmative action for pontarget
group members' attributions about target group mem_bers (e.g., stlgr.natl.za-
tion). To provide some context, this report briefly discusses the legislative
history and economic effects on organizations and target groups.

Evaluations of Affirmative Action and Affirmative Action Plans

Much of the psychologica! research on affirmative action has dealt with
the antecedents of attitudes toward affirmative action. Presumably, by under-
standing, predicting, and changing attitudes towarcsl ,‘i\APs, one can substan-
tially increase the likelihood of understanding, predicting, and ?hat}glng AAP—
related behaviors. Thus, this information could help organizations de_51gn
AAPs that are likely to be accepted while still accomplishing th.elr objectives.
This research has focused on two categories of anteceden.ts: w1.th _so_me wo-rk
emphasizing structural factors and other research emphf'ismng individual dif-
ferences. We shall discuss these two bodies of research in turn.

Structural Influences
Much of the structural research on affirmative action has manipulate? the
AAP. The assumption is that reactions to an AAP will depend on details of

the AAP—especially on the weighting of demographic status. This research
is relevant to the public debate about affirmative action because much of that
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debate involves an explicit or implicit disagreement about what affirmative
action means (e.g., preferential treatment versus assurance of equal opportu-
nity).

Opinion polls and experimental research indicate that there is greater sup-
port for the principle of equal opportunity than for the principle of affirmative
action. Evaluations (i.e., attitudes and faimess judgments) of affirmative ac-
lion are strongly influenced by actual or presumed A AP structure; favorability
of evaluations is inversely related to the weighting of demographic status in
decision making. Consistent with these results, other research reveals that
people respond more positively to selection situations if the more qualified
candidate is selected, regardless of minority/majority status. Evaluations of
merit selection are almost universally positive, but evaluations of preferential
treatment are moderated by such factors as respondent race and gender (White
males respond most negatively) and self-efficacy. Although people support
compensatory actions (e.g., training) and diversity efforts (e.g., recruitment),
they prefer to limit affirmative action to the elimination of discrimination.

It is important to realize that the effect of perceived AAP structure on atti-
tudes does not depend on the accuracy of perception. Some research has indi-
cated that the public has a poor understanding of affirmative action, and some
theorists have argued that this poor understanding partly underlies the public
opposition that exists. As this logic would suggest, research has revealed that
attitudes toward affirmative action can be changed by providing respondents
with information about the structural details of the AAP or with arguments
contrary to their initial positions. In addition, providing a justification for the
AAP leads to more positive attitudes. The content of the justification
(redressing past discrimination versus improving organizational profitability
via enhancing diversity) does not strongly affect attitudes, possibly because
reactions to different justifications are moderated by other factors.

Researchers have attempted to explain why weighting of demographic
status influences attitudes. Most research has dealt with two possible media-
tors: perceptions of fairness and implications for self-interest.

Strong support has been obtained for theories that incorporate concepts of
fairness. Qualitative research reveals that people think of affirmative action in
terms of fairness. Consistent with the research discussed above, they consider
affirmative action to be fair in principle but often unfair in practice. Fairness
ratings and attitudes are highly correlated, and judgments of fairness have
been shown to fully mediate the effects of an AAP manipulation on attitudes.
Finally, some findings regarding fairness are qualified by interactions with the
respondent’s demographic status, perhaps due to the presence of egocentric
bias {effects of self-interest).

Self-interest has been studied both at the personal level and at the collec-
tive level, where the latter refers to implications of affirmative action for the
respondent's demographic group. Personal and collective self-interest are
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highly correlated. Attitudes toward affirmative action are correlated with both
personal and collective self-interest, and there is some evidence that the for-
mer is more important. Comparative research has revealed that attitudes are
more closely related to faimess judgments than to perceptions of personal or
collective self-interest. Furthermore, one study found that effects of an AAP
manipulation on attitudes were only partly mediated by implications of the
AAP for self-interest.

In addition to weighting of demographic status, several other structural
variables have been studied. This work has dealt with the identity of the tar-
get group, the setting, and the apparent need for affirmative action.

Attitudes toward AAPs are influenced by the identity of the target group.
Whites tend to evaluate programs directed at Blacks or ethnic minorities less
positively than programs directed at women or people with disabilities. This
effect is relatively small, however, and additional research is needed to con-
firm it. The effect is moderated by details of the AAP and by respondent edu-
cation, political perspective, and gender. Results of several studies suggested
effects of ingroup-outgroup differences or self-interest, and research discussed
above has shown that self-interest considerations influence attitudes.

Research on the effects of setting has most often compared college admis-
sions, employment in private organizations, and employment in public or-
ganizations. This research has revealed little or no effect of setting on atti-
tudes. Interestingly, although research on AAP structure revealed positive
attitudes toward training programs, only two of the five relevant studies found
more positive attitudes toward affirmative action in college admissions than in
employment, and in both cases the setting was confounded with the descrip-
tion of affirmative action.

There is little research on the question of how attitudes toward affirmative
action are affected by the target group's need for assistance. One study found
that the belief that Blacks suffer discrimination is positively associated with
attitudes toward affirmative action. Several studies have manipulated the or-
ganization's history of discrimination, and this sometimes affects attitudes.
Survey research suggests that many White Americans believe discrimination

is a problem of the past, and that Blacks have themselves to blame for their
economic disadvantages. This perception might tend to decrease Whites' sup-
port for affirmative action targeted at Blacks. The emphasis on need is consis-
tent with court decisions, which have emphasized that AAPs must be reme-

dial.

Individual Differences Bases

The research described above has focused on structural aspects of the
situation and of the AAP. Other research has addressed the role of individual
differences. The assumption in much of this work is that individual differ-
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ences will affect the person's attitude toward affirmative action in general, and
this in turn will affect the person’s attitudes toward specific AAPs. This re-
search has included the respondent's role, demographic variables, disposi-
tional variables, opinion variables (prejudice, relative deprivation, and politi-
cal ideology), and personal experiences. When considering this research it is
irmportant to realize that it, like all passive observation research, does not logi-
cally imply specific causal conclusions.

Two characterizations of a respondent’s role have received some investi-
gation. The first approach deals with differences between those who make
decisions about or administer AAPs versus those who do not. Two general
conclusions can be drawn from this research: (a) The most positive attitudes
toward affirmative action will be observed among those whose jobs involve
the maintenance of AAPs. (b) Opinions of decision makers who have thought
about the issue are less flexible than opinions of typical citizens. The second
approach deals with differences between those who are or are not members of
the AAP target group. Results of this research are clear: People respond more
positively toward AAPs that are targeted at their own group. This trend is
clear for ethnicity, but less clear for gender. It is, of course, consistent with
self-interest.

In addition to this interaction of Target Group Status X Respondent Status,
research on demographic differences has revealed some main effects. Blacks
clearly feel more positively about affirmative action in general than do
Whites. Hispanics appear to be intermediate in attitude, but this conclusion is
based on very few studies. Demographic research has not distinguished
among subgroups (e.g., Cuban Americans versus Mexican Americans), and
has ignored Asians and Native Americans. Conclusions about gender differ-
ences are more tentative. When respondents (especially White respondents)
are asked about affirmative action in general, women appear to have more
positive attitudes than do men. When males and females are involved in or
mentally place themselves in a situation in which they benefit from an AAP
however, females tend to report more negative affect and attitudes. Such gen:
der effects often are moderated by the structural properties of the AAP;
women tend to be more responsive to these factors than are men.

Researchers occasionally assess the relations between affirmative action
attitudes and demographic variables other than gender and ethnicity. Only
age, education, and income have been included with any regularity. Correla-
tions between these variables and attitudes toward affirmative action are in-
variably small and usually statistically nonsignificant. Three studies incorpo-
rated measures of self-efficacy; they found that AAP structure, perceived fair-
ness, and self-efficacy are complexly interrelated.

Most research on the effect of prejudice has studied racism rather than
sexism. There has been considerable disagreement over the conceptual and
operational definitions of racism. Despite this disagreement, empirical results
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consistently demonstrate an inverse relation between racism and attitudes to-
ward affirmative action. Most comparative research has revealed that racism
has somewhat less explanatory power than does self-interest, and much less
explanatory power than does faimess.

Relative deprivation refers to the belief that a group suffers unfairly low
opportunities or outcomes. Relevant research on affirmative action has dealt
with collective relative deprivation (which refers to the respondent’s own
demographic group) and relative deprivation on behalf of others (which refers
to some other demographic group). Almost all this research suffers from se-
vere measurement problems, so conclusions must be very tentative. It is
probably safe to conclude that people who believe their own demographic
group suffers from collective relative deprivation will tend to have positive
attitudes toward affirmative actions designed to decrease that deprivation.
This, of course, is confounded with self-interest. There is also some indica-
tion that a sense of relative deprivation on behalf of others is associated with
positive attitudes toward affirmative action targeted at the other group. Re-
search on the perceived need for affirmative action, discussed above, is con-
sistent with this conclusion.

Most research on the relationship between political perspectives or ideol-
ogy and affirmative action attitudes has operationalized the concept of politi-
cal ideology in terms of stratification beliefs, self-identification by political
party, or self-identification on a conservative-liberal response scale. The
stratification approach considers several dimensions of the dominant ideology
—the belief that everyone has an equal opportunity to succeed, that success or
failure are due to individual factors rather than structural influences, and that
inequality is appropriate because it reflects unequal contributions and serves
as a motivator. Survey research has sometimes found that people who adhere
to this dominant structural ideology tend to oppose affirmative action. Egali-
tarians, in contrast, are more likely to support affirmative action. Other re-
search reveals that opposition to affirmative action is stronger among Repub-
licans than Democrats, and among conservatives than liberals.

There is little research on how attitudes toward affirmative action are af-
fected by prior experiences. Attitudes toward affirmative action seem to be
positively associated with having experienced discrimination and having
worked at an organization with an AAP, at least if the AAP resulted in posi-
tive experiences. Negative experiences with affirmative action appear to de-
crease attitudes.

The research summarized above dealt with people's attitudes toward af-
firmative action and AAPs. We now turn to research on the psychological ef-
fects of affirmative action on involved parties—members and nonmembers of

the target group.
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Effects of Affirmative Action Plan on NonTarget Group Members’

Perceptions of Target Group Members, and on Relations Between
Parties

Some research has dealt with effects of affirmnative action on nontarget
group members' perceptions of target group members. This research shows
that nontarget group members view women and minorities selected in the
context .Of an AAP as less competent than those selected without benefit of
a'fﬁrm.atwe action. Such findings occur when affirative action is opera-
t|_onahzed as strong preferential treatment and when affirmative action is
simply mentioned and not defined procedurally. Some limited research sug-
gests that the attribution of incompetence can be moderated by providing clegr
evidence of the individual's competence. It is likely that evaluations of target
group m.embers by others will be influenced by the type of selection procgss
(i.e., weighting of merit and demographic status).

There is little empirical work on effects of affirmative action on relations
between tat:get and nontarget group members. Research on reactions of in-
volved Panles suggests that affirmative action would have deleterious effects
on relations unless the AAP was positively evaluated by both target group
members and nonmembers. That is, to prevent impaired relations, the AAP
rnust be seen as fair, negative implications for nontarget group men;bers' self-
interest must be minimized, and qualifications of the selected target group

members must be emphasized. 1t is apparent that th A
' ese effect
strongly affected by details of the AAP. cts will be

Psychological and Behavioral Effects of Affirmativ i
e Act
Group Members ction on Target

Research on target group members has included three categories of out-
comes: {a) measures of motivation and task interest, (b) self-evaluations of
ability and performnance, and (c) performance. Almost all this research has
focused on effects of gender-based selection on women; there is very little
work on effects of race-based selection on racial minorities.

This research suggests that affirmative action programs have mixed con-
sequences for recipients. Women's task motivation, interest, job satisfaction
and job commitment do not appear to be strongly affected by the selectior;
procedure. Women's task and job choice and self-evaluations of ability and
pferformance can be impaired by gender-based selection procedures that pro-
vide no evidence of recipient qualifications, but these effects can be elimi-
nated byt provision of explicit, unambiguous, and focused evidence of recipi-
ent qualifications. Research further suggests that the relation between selsc-
tion procedure and individual task performance is complex, and may be mod-
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erated by the individual's level of self-efficacy and by task characteristics.
There are, however, few studies on performance. In sum, it appears that irmn-
plementation strategy assumes primary importance in determining the nature
of women's reaction to gender-based affirmative action.

Economic Effects of Affirmative Action on Target Groups

Research on target group attainment has examined three categories of out-
comes: {a) employment rates, (b) income attainment, and (c) promotion rates
and occupational attainment. It appears that affirmative action has led to im-
provements in all three categories for both women and ethnic minorities. This
improvement has been neither consistent nor substantial, however, and meth-
odological problems inherent in this research limit the ability to attribute
changes solely to affirmative action. Finally, none of the Committee members
are economists, and our review did not include a full scale investigation of the
economics or financial literature.

Economic Effects of Affirmative Action on Organizations

Research on organizational performance has dealt with organizational ef-
fectiveness and financial equity. It is sometimes argued that affirmative ac-
tion will hurt organizational effectiveness by forcing organizations to hire un-
qualified women and ethnic minerities. Others argue that increasing diversity
will improve organizational performance. In several studies there was no
support for either of these predictions; this research revealed no difference in
effectiveness between organizations that appeared to emphasize affirmative
action and those that did not. Other research has found that formal charges of
discrimination led to a decrease in stock prices, and public recognition of af-
firmative action excellence led to a temporary increase in stock prices. Again,
however, we must point out that we did not do a comprehensive review of the
economics literature.

Conclusions, Limitations of Current Knowledge, and Needed Research

There are, of course, limitations to the research on affirmative action. Af-
firmative action is a complex policy, and reactions are equally complex. No
single study can simultaneously consider all the relevant variables, so the re-
sults of every study must be qualified by what was not included. Other limi-
tations also exist. For example, almost all research on reactions of target
group members has dealt with women’s reactions to gender-based selection
procedures, ignoring reactions of minority group members to race-based pro-
cedures. [n addition, research on some topics has focused almost entirely on
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tl'fe. reactions of students to situations described in scenarios. Qbviously, ad-
ditional research is needed. Nonetheless, we feel it is safe to draw ce;'tain
conclusions.

The clearest finding is that attitudes toward affirrnative action are strongly
inﬂue.nced by details of the AAP, and this influence is probably mediated by
perceived fairness and implications for the respondent's self-interest. Atti-
tudes toward affirmative action are inversely related to the weighting of
dem(?graphic status by the AAP. Furthermore, women selected under the
auspices of an AAP are likely to be stigmatized by themselves and others un-
Ie.ss it is made clear to everyone that they are qualified. Although individual
dlt:ference variables such as racism and political ideology are also related to
ilttlmdes, they are less important than details of the AAP. These results have
implications for the manner in which AAPs should be structured, and demon-
strate the need for clear communication about organizational AAI”S.

Are your bags packed?

Don’t forget to write!

Please let us know of address changes
so we can keep sending TIP.

SIOP Administrative Office
PO Box 87
Bowling Green OH 43402-0087
(419) 3530032 » FAX (419) 352-2645
E-mail: LHAKEL@SIOP.BGSU.EDU
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S
CONSULTANTS FOR ORGANIZATIONAL RESOURCE EFFECTIVENES

hether your objective is to assess
individual employee abilities,
improve job performance, or mcrease
orgpanimtjional;eeffectiveness, CORE
Corporation applies the most recent
advances in human resource management
to design and implement programs that
will meet your unique needs.

B JOB ANALYSIS AND REDESIGN

B PERSONNEL SELECTION AND
PROMOTION

B INDIVIDUAL ASSESSMENT
AND COACHING

# TRAINING AND DEVELOPMENT
B PERFORMANCE APPRAISAL

B ORGANIZATIONAL
CHANGE MANAGEMENT

CORE Corporation

Celebrating the Golden Anniversary of APA Division
14
(Now known as SIOP)

Laura L. Koppes
Tri-State University

We are in the midst of celebrating the Golden Anniversary of the founding

of Division 14/SIOP. In addition to the activities listed in the previous issue
of TIP, the celebration includes the following:

* Proposals on the history of Division 14/SIOP and on the history of In-
dustrial and Organizational Psychology were submitted to the Confer-
ence Program Committee for the 1997 Annual SIOP Conference.

* Several activities for celebrating the Golden Anniversary are being
scheduled for the 1997 SIOP Annual Conference to be held in St.
Louis, Missouri.

* The Golden Anniversary will be celebrated during the 6th Annual
SIOP Fun Run/Road Race at the 1997 SIOP Annual Conference.

» The Golden Anniversary will be celebrated during the 1997 12th An-
nual Industrial and Organizational Doctoral Consortium.

* Papers on the history of Division 14/SIOP and on the history of Indus-
trial and Organizational Psychology were submitted for review to Dr.
Kevin Murphy, Editor, Jounal of Applied Psychology.

* Past Division 14/SIOP president autobiographies are being updated
and will be available on the World Wide Web.

» The Golden Anniversary logo is on the cover of TIP, on SIOP station-
ary, and on the World Wide Web.

* A plaque listing Division 14/SIOP past presidents is being purchased
from APA. 1t will be displayed at the APA headquarters.

* Jossey-Bass Inc., Publishers and The New Lexington Press, the new
scholarly imprint of Jossey-Bass, will both participate in our celebra-
tion of the Golden Anniversary, the details of which will be announced
soon.

Furthermore, a history exhibit displaying memorabilia, photos, and so

forth is being created for the 1997 SIOP Annual Conference, If you would
like to contribute to the display (contributions will be returned) or are willing
to help with the exhibit, please contact Laura Koppes, Tri-State University,
School of Business, 1 University Ave., Angola, IN 46703. Telephone: 219-
665-4183; FAX: 219-665-4830; E-mail: koppesl@alpha.tristate.edu.

Pleasant Hill Executive Park
391 Taylor Blvd., Suite 110
Pleasant Hill, CA 94523-2275

Call us at: 510-676-6265
FAX: 510-676-0519
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Secretary’s Report

Bill Macey

The Fall meeting of SIOP’s Executive Committee and Committee Chairs

was held September 7th and 8th, 1996. Some highlights of that meeting and
the corresponding discussions include:

SIOP remains financially healthy. To ensure that it remains so, an in-
vestments committee will be formed to review investment decisions
and develop appropriate strategies for managing risk.
One thread that was evident throughout the meeting was the ongoing
need for SIOP to develop greater visibility and to ensure that impor-
tant issues are clearly articulated to other organizations. ~ Conse-
quently, the Executive Committee approved the formation of an ad
hoc committee to address the issue of SIOP visibility. The committee
is specifically charged with defining the nature of the issue as well as
its goals and corresponding strategies.
Bill Howell of the APA Science Directorate reported that the Board of
Scientific Affairs (BSA) of APA endorsed the establishment of a Task
Force on Statistical Inference. The purpose of the Task Force is to
«__elucidate the important issues that psychologists face in contempo-
rary statistical practice...The Goal of the Task Force is to describe the
different types of statistical practice and to outline the advantages and
disadvantages of various approaches.” BSA has selected Robert Ro-
senthal to chair the task force.
The Executive Committee approved a motion to designate the Ar-
chives of the History of American Psychology at the University of
Akron as a repository for SIOP archival material, and to provide the
necessary financial support for related archival activities. Also, Laura
Koppes, as part of her role as archivist-historian, is heading the effort
to develop a policy regarding confidentiality of materials and access
to those documents.
A range of special activities will be or are taking place to celebrate the
50th anniversary of Division 14. These include a special exhibit on
the history of /O psychology at the annual conference, a special issue
of the Journal of Applied Psychology with papers commemorating the
history, and the placement of information of historical interest on the
WEB page
There was considerable discussion conceming the process by which
individuals are nominated for SIOP awards {(e.g., the Professional
Practice Award). Much of this discussion focused on responsibilities
of nominating parties and how the process of identifying potential
candidates might be improved.
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e and how other WEB pages migh i )
the SIOP home page. This is an i Kt e e
. especially difficult and important is-
::e(h beecsaltcl)s; rl)]f concern for the mis-perception among some lt)hat anli:lsk
ome page might signify SIOP legitimizati
proval of a specific commercial enterpri Finally. ther s
' : rprise. Finally, there
much discussion on the issue of whe i # e
re the equipment and tech
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ing number of issues, Phil Craiger i i for the
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}Eleccl;rc;mc Communications Committee # for volunteers for the
rv Goldstein is chairing a newl : i
. : ng 2 y formed Foundation Committ
:zeagcllg;s::eg fgur lrlr}ajo; issues. The first regards how to best ie:fct)]::
mbership about the foundation. Th
development or identification e
of programs to which people mi
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APA Council Report

Richard Klimoski .
(On behalf of SIOP Reps to APA Council)

The APA Council of Representatives met in Toronto with Angelo DeNisi,
Irv Goldstein, and Rich Klimoski in attendance. For a change, t'hebrf was a
relatively manageable agenda to cover for the l} or so hours avallal_ e (0\:;:
two separate occasions). While much of t'he time was spent dea_:rg :u:w
“housekeeping” matters or listening tg[gl:arlm r;ports, there were still quite a

i otential importance to members. .
fewl:‘::;flsc?:IPAffairs. Thz APA staff presented a tight but b'fala'nced 64 !'nll-
lion doltar budget for the next (1997) fiscal year. 'l.'he APA_ b}llldlngs c;mt(ljnue
to be a source of income for programs and initiatives. Thls includes t eSItg;
reduction that Council voted on last February that will allow some
members to get a 25% break on their APA dues ne.xt year (abqut ?50) as z:l re-
sult of belonging to other science-oriented professnon'.j.l organizations sulc ﬁs
APS or AERA. The APA president's stipencll was also increased. Current 3; the
President gets an expense account and a stipend of _Sl?k to offsetllf)ss :‘) m(-1
come during their year of duty. The available data indicates that this stipen
amount does not begin to cover the real short-fall for anyone whose support
comes, even in part, from a private practice. Thus Council ap.proved a mlotlon
to increase the President’s stipend to $25k. Finally, of potential news value :o
our members, it also voted to require dues exempt category members (mostly
members over 65) to pay a base fee for the member services that they con-

- e. .
lmuztta:;::::i'p. The current APA president, Dorothy Cantor: isa \.rerydefffzc-
tive leader. She projected a spirit of respect fo'r all CC?IIS[!ELIFHC:?S utr_mg
Council deliberations while at the same time running a fairly tl.ght meeting.
Although she did not put into play the force's th'at are now affecting ;h.:: operal;
tion of APA, she is presiding over an organization that s:e?ms to be mcl;g \:ve
in terms of the usual indicators of success—membership’s growth an re':n;
tion, budget and programs. (In fact, the me_mbers of Cquncll felt so posi l\fn
about her that they voted to accelerate the implementation of t.he mcreas:.n
the amount of the stipend being proposed) for future APA presidents, making
i ive to include her “tour of duty”). o

" reg:::l:lr\;tions. This year marks the 100th anniversary Pf clinical P(s)y‘;
chology (first taught/offered at the University of Pennsylv:ama) and the ;t :d
for the Division structure within APA. The former was being commemo =
through programming and special events at the 1996 Toronto conf:erenc;e. T
Jatter too was represented by some events at Toronto (e.p. atalk gwenf l? o
Farr on Bruce Moore, the first [/O Ph.D. in the U.S.). But the bulk of the
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vision-focused celebration will take place next year at the conference in Chi-
cago. Look to a report by Laura Koppes in another section of this issue for
more details.

APA Organization and Structure. APA policies adopted by Council
over recent years (somewhat surprisingly) have not been systematically inte-
grated into a single document. At Council a plan was approved to have this
initiated by staff and a standing APA committee, and to then have the work
reviewed and approved by Council itself. While having members of Council
involved in matters of text and documentation will require some coordination
and energy, it was viewed as irresponsible to delegate the task given the im-
portance of the final product—the policy manual.

Planning. A working group on APA (really a strategic planning group)
provided a draft of their recent efforts. These efforts were built around three
themes that are likely to direct APA attention in the future: developing a co-
herent posture regarding the role of psychology in the era of managed health
care; the investigation of new technologies; paradigms or products to better
serve its members, and managing the interface between science and practice.
The issue of the value of having scientifically oriented members of psychol-
ogy in APA continues to be on the minds of many at Council. In addition to
being one of the three strategic themes coming out of the report just cited, It
was also evident in the “kinder and gentler” deliberations at Council. The
needs and perspectives of the nominally “science-oriented divisions
(Division 14 included) were often sought out during the sessions. Similarly,
the role of retaining science-oriented psychologists in APA was the focus of a
special task force convened this summer by the Science Directorate. More on

this later in this report,

Educational Affairs, Council approved the procedures it will follow for
the recognition of specialties and proficiencies in Professional Psychology.
As many of you will remember, this effort is aimed at providing a rationale
and venues for post-Ph.D. training in fairly narrow areas that are likely to be
in demand in the market place (talk to Vicki Vandaveer for details on the re-
quirements that she help set up to insure the integrity of any and all specialty
proposals that are to be submitted under this program). In fact, in a separate
vote, Council also approved Clinical Neuropsychology (a.k.a. substance abuse

theory and practice) as the first specialty in the proficiencies program. This
proposal was a very well thought out and rigorous protocol which, if followed
by a school or a university, appears likely it would prepare psychologists for
an important function in society. As a side note, your Reps to council are
wondering if we in SIOP should not identify and nominate specialty areas of
our own, lest other groups take the initiative (and perhaps control) relative to
key areas of our own professional practice (some examples we thought of in-

clude: “Organizational Diagnosis,” “Individual Assessment,” “Survey Re-
search,” Others?).
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Professional Affairs. Mode! legislation for consideration at the state level
concerning the implementation of prescription privileges for psychologists
was approved. Council also supported a statement for the record that would
require managed-care organizations to make their reimbursement criteria ac-
cessible and public.

Scientific Affairs. There were two issues of importance coming under
this APA Directorate. The first was the setting up of a test users’ qualifica-
tions task force. About 6 months ago, some members of Council from the Sci-
ence Divisions noticed that APA did not have any policy regarding who is
qualified to administer psychological tests. (Whatever screening is being
done has been done by test publishers themselves). They proposed that a task
force be set up to lock at this issue. At the August meeting, we voted such a
task force into being. These was some discussion before and during Council
meetings relative to the desire on the part of some test publishers to have a
representative officially assigned to the task force but this was not supported
as it seemed to some to create a conflict of interest. But it was also true that
there was little support to tightly tie representation on this task force to spe-
cific constituencies. In general though, your Reps felt that Division 14 inter-
ests will be well covered according to the actual motion approved. Because
testing is so basic to IO research and practice, future SIOP Council Reps
should remain alert as to what develops here. With regard to a second issue,
Council voted to accept a report from a task force set up to studly the retention
and growth of scientifically oriented psychologists in APA. This task force
was chaired by Neal Johnson (Division 3) and staffed by representatives of
some of the Science Divisions (including Rich Klimoski from SIOP), some
APA Science Directorate staff and, most symbolically, included two indi-
viduals who seem deeply concemed with meeting the needs of SIOP members
of APA—Arthur Kovacs, Division 42 (Independent Practice) Rep to Council
and current APA President Dorothy Cantor.

This task force met in July to review membership data and to brainstorm
ways that APA might keep an APA science practice mix. As a member of this
group, [ was somewhat surprised to leam that, when it came to retention, the
Science Divisions members resubscribe to APA at a fairly high rate (e.g. 94%,
compared to 97% of practice people). Moreover, compared to 10 years ago,
there is some actual growth of scientifically oriented APA members (to
around 15k members as of the most recent data). Moreover, APA seems to be
doing a good job of recruiting new, recently “minted” Ph.D.s coming out of
science track programs. But the fact is that there are just not that many new
Ph.D.s of this type coming out (Division 14 affiliates notwithstanding). On
the other hand, the not-so-good news (for those of us who support APA asa
science advocacy organization), is that survey data seem to indicate that as
much as 25% of science types are “restless” and more likely to not retain
membership.
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The task force did its best to interpret these trends and then went on to
genera{e a fairly impressive and useful list of recommendations to APA. As
noted,'m Toronto, Council voted to accept this list and to assign stal;din
comm1ttee§ of APA to perform feasibility studies (one idea—Division lzgl
members in APA might get a subscription break on JAP) or to implement
tthe suggt;:stions whenever possible. But more importantly, APA’s Board of
Directors, itself {a subgroup of Council), also voted to use some of jts limited
!Judgf:t to support attendance of task force members at these committee meet-
ings in the near future, thus increasing the likelihood of implementation.

Manuscripts, news items or other
submissions to TIP should be sent to:

Michael D. Coovert
Department of Psychology, BEH 339
University of South Florida
4202 E. Fowler Avenue

Tampa, FL 33620-8200

Phone: 813/974-0482
FAX: 813/974-4617
e-mail: coovert@luna.cas.usf.edu
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Professional Practice Committee Update
Catherine Higgs, Chair

First, for SIOP members who may not know, Vicki Vandaveer's business
activities have been so successful, she had to step down as Professional Prac-
tice Committee Chair after last April's SIOP Annual Conference to give full
attention to her growing company. Vicki has provided many hours of volun-
teer support to SIOP over the years, which we all appreciate. Continued suc-
cess, Vicki!

For those who may have forgotten, the Professional Practice Committee
is a little over a year old, and has as its mission “addressing issues relative to
professional practice, developing relationships with other professional groups,
business and government leaders, and the public in general in order to ad-
vance the professional practice of I/O psychology.” Our work is conducted
primarily through five subcommittees: Ethical Affairs, Public AfTairs, Pro-
fessional Association Affairs, International Affairs, and Environmental Scan-
ning. Following are highlights of current committee activity.

Ethical Affairs Subcommittee—Rodney Lowman, Chair

Thanks to Walt Ternow for chairing this subcommittee for the first
year. Rod Lowman is our new Subcommittee Chair. The primary activity
of this subcommittee is publishing a new edition of the /O ethics casebook,
which currently has a working title of The Ethical Practice of Psychology
in Organizations. Rod Lowman is editor for the casebook, with Scott L.
Martin and Larry Fogli as section editors. Excellent progress has been
made. A draft of the casebook has been finished, reviewed, and revisions

are being made. For more information contact Rod Lowman at (318) 257-
4315 (or e-mail at rlowman@cc.vm.cc.latech.edu).

Public Affairs Subcommittee—Dianne Brown, Chair

The SIOP Member Referral System is coming along, slowly but surely,
The subcommittee is re-conceptualizing the project so that it can rely on the
existing membership database, which will eliminate the need to create an-
other database which would have to be maintained by the administrative
office. The system will be user-friendly with nontechnical terminology, but
will be linked to the 48 key interest areas already obtained through SIOP’s
membership renewal and maintained in the membership database. For
more information, contact Dianne C. Brown at (202) 336-6000 {or e-mail
at dcb.apa@email.apa.org) or Walt Freytag at (206) 883-9272.
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Professional Association Affairs Subcommittee—Donna Denning,
Chair

This subcommittee has two distinct foci; (a) regional /O groups and
(b) personnel generalist organizations. For regional /O groups, the em-
phasis is on reciprocal assistance to achieve the common goals of SIOP,
largely through activities such as information exchange, referrals-i, co-
sponsorship of activities, and joint publicity. For personnel ger.le‘rah?t or-
ganizations, the emphasis is on developing relations to pursue joint inter-
ests, increase the visibility of SIOP, advance sound personnel mnnagem?nt
practices, and share intelligence about major issues that affect Ehe practice
of 1/O psychology. For more information, contact Donna Denning at (213)
847-9134.

International Affairs Subcommittee—Richard J. Ritchie, Chair

A reminder, as noted in President Jim Farr’s column, the 24th l|'1ternfl-
tional Congress of Applied Psychology will be held in. San Francisco in
August 1998, just before APA is also held in San Francisco. Plan now to
take this opportunity to meet our colleagues from around the globe. }.’or
more information on the International Affairs subcommittee, contact Dick
Ritchie by email at rjritchie@attmail.com or call (201).898-8527. _—

I'll report on the work of the Environmental Scanning Subc-omml.ttt‘ae. in
the next TIP. For more information on this subcommittee and its activities,
contact Jim Sharf at (202) 223-0673.

Call for Interested Members

As addressed by Heather Roberts elsewhere in this issue of TIP, th.e
Rehabilitation Act of 1973 will expire in September 1997. Various provi-
sions of this act affect SIOP members’ practice. I'm looking for members
who have expertise in this area and an interest in working on SlC)P‘s behalf
during the coming year. If this is YOU, please let me (Cathy Hl:gg’s) know
at (415) 833-6260 (or e-mail at chigg@allstate.com [note, no ‘s’ on last
name in e-mail address]).
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Twelfth Annual Industrial/Organizational Psychology
Doctoral Consortium

Peter Bachiochi and Steven Rogelberg
Bowling Green State University

Thursday, April 10, 1997 marks the day of the Twelfth Annual Indus-
trial/Organizational Psychology Doctoral Consortium which will be held at
the Adam’s Mark Hotel in St. Louis, the same site as the SIOP Conference.

The Doctoral Consortium is intended to provide an educational forum
where presenters and students can discuss topics of mutual interest. Sessions
are kept small to encourage lively discussion. There is also informal time
built into the day to allow for one-on-one interactions.

Each doctoral program should receive consortium registration information
by mid-January, 1997. Each program may nominate one student only {plus
one alternate). Enrollment is restricted to upper-level graduate students who
are nearing completion of their doctorates, and who have not attended previ-
ous SIOP consortia. Please note that enrollment is limited to a maximumn of
40 participants. We expect the 40 positions to fill quickly and encourage you
to nominate one student as soon as registration materials are received.

The consortium program has been finalized. We have assembled a diverse
and renowned group of academicians and practitioners who have focused
their presentations around topics and issues that students will soon face in
their own work and careers. The schedule of activities will be as follows:

8:00-9:00 a.m. Registration, welcome, and breakfast

9:00-9:45 a.m. Breakfast Speaker
Speaker: Milt Hakel, Bowling Green State Uni-
versity

Title: “The Vision Thing”

Concurrent Morning Sessions:

Session A: Sara Rynes, University of [owa

Title: “Publishing Rather than Perishing: Finding
and Developing a Research Stream”

Session B: Joe Martocchio, University of Illinois
at Urbana-Champaign

Title: “New Directions in Employee Training Re-
search: Theoretical and Empirical Advances”

10:00-11:30 a.m.

11:45-12:45p.m.  Lunch

12:45-1:30 p.m. Luncheon Speaker
Speaker: Lois Tetrick, Associate Editor: Journal of
Applied Psychology
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Title: “The Yellow Brick Road to Publi'cation:
How to Avoid Tripping on the Broken Bricks or
Falling Through the Cracks”

:45-3:15 p.m. Concurrent Afternoon Sessions '

] P Session C: Mary Zalesny, Battelle Pacific North-
west Lab .
Title:  “If This Is Wednesday, This Must Be the
New Crisis” . ’
Session D: Jeff McHenry, Microsoft CDI’pOI‘I.lthI:I
Title: “The Life and Times of the Scientist-
Practitioner”

3:30-4:00 p.m. Panel Discussion Prelude

’ Speaker: Steve Ashworth, Allstate’s Research and

Planning Center )
Title: “Finding the perfect job in 1/O Psychology:
Leveraging the SIOP Placement Center and other
career resources.”

4:00-5:00 Pane] Discussion- All Speakers

Topic: Professional Development in [/O

We wish to express our deepest appreciation and thanks to all Pf the pre-
senters who have graciously agreed to participate in the consomun?. It is
through their time and effort that we can continue to offer an outstanding pro-

students.
gmrlr:l::lsgen:;;:zf any questions or requests for information to:.Stev.en Rogel-
berg, Department of Psychology, Bowling Green State Umv!arsu.y, B;\g-
ing Green, OH 43403 or by phone at (419) 372-6940 or e-mail at: -
GELBE@BGNET.BGSU.EDU.
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Personnel Psychology:
Striving for Continuous Improvement

John R. Hollenbeck, Incoming Editor

On December 1, 1996, | took over as the editor at Personnel Psychology.
Over the last 10 years, 1 have had the great pleasure to serve on the boards for
a number of different editors, including Jim Naylor and Dan llgen at
OBHDP, Rick Mowday and Mike Hitt at AMJ, Phil Bobke and Kevin Mur-
phy at JAP, and of course, Paul Sackett and Mike Campion at Personnel
Psychology. | have leamed a number of lessons from working with this dis-
tinguished group of scholars, and based on this experience, I look forward to
this new role with both anticipation, and a little trepidation,

As most of you know, the mission of Personnel Psychology is to publish
applied psychological research on personnel problems facing public and pri-
vate organizations. Articles are evaluated in terms of the conceptual, empiri-
cal and practical contribution they make to the disciplines of industrial/or-
ganizational psychology and human resource management. My role as editor
is to recruit good manuscripts, recruit good subject matter experts to evaluate
these manuscripts, then work with these experts to identify and, where possi-
ble, improve the best papers.

Fortunately, the recruitment of manuscripts is greatly facilitated by the fact
that the journal is so well established and in such great shape. Personnel Psy-
chology publishes a small and select group of papers each year—
approximately 30—and these papers traditionally end up with some of the
highest citation rates of any papers published in business-related journals. In
fact, a recent TIP article by Starbuck and Mezias (1996} ranks Personnel Psy-
chology 13th out of 359 business-related journals. Given all the time and ef-
fort that authors put into their research, it is not surprising that they want
visibility for their publications, and it is no secret among I/0 and HR re-
searchers that Personnel Psychology is one of the most visible outlets for their
work. Milt and Lee Hakel, who own and manage the journal, and the previ-
ous two editors, Paul Sackett and Mike Campion, have done an outstanding
job over the last 12 years. My main goal as the editor for the next six years is
to build on the momentum they have established.

1 believe that the high impact associated with articles published in Person-
nel Psychology can be altributed to its focused mission, and the prominence
that comes from having one's work be one of 6 or 7 (as opposed to 25) arti-
cles published in each edition. This is one of the primary advantages that this

journal has in the competition for good manuscripts, and therefore, the focus,
length and number of articles published per edition in not likely to change un-
der my editorship.
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In terms of recruiting subject maiter ex!Jerts, I did e'xtensTe res?:["ceh uat
both the library and via interviews with editors oi: past Journz[i s toe::memelp
with the new editorial board (listed at the end of this article). ar; cxtrer oug:-
proud to be working with these people, who have no% onl)./ c%n::l u :t Lo our
discipline via their own research, but have also been lc'lentlﬁeb ylpziln ditors
for their contributions to the research o_f others. We will also : e ye r%Ed e
services of a broad range of ad hoc reviewers, many of w.hon;. Efvetf. rved this
journal well in the past, as well as others who served “.'Ith 1s|t]m-c :ﬁ-s : apr
of the SIOP Program Committee that 1 had the oppqnunlty toc z;:r thl i-{evi;;w

In addition to decision making suppor, | also m.ter)d to make fl‘e iy
process at Personnel Psychology another area that distinguishes t}:t |:,omd ther
journals in the competition for good manu§cr|pts. Afs I noted,f e ?;rn e
specifically selected for their past accomPllshments in terms _c:l plrc:’vbe iﬁcor-
cellent reviews. To promote continuous improvement, we “"111 ha 5 be tncor-
porating an extra step in the review process where autho_rs will have e 12[;m-
tunity to evaluate reviewer comments. Autho.r perc.eptu.:ms ;IJ; 'rewse(ail i
ments will be evaluated in terms on three d.lrr.lenswns. validity, o t,,ut -y
constructiveness. All journals claim to be-strwmg for these gutcon;to; i g
Personnel Psychology we are actually going to measure an mor: for the “;
For the typical TIP reader, the need to estat.)llsh such a measurem;r:o :;abome
support continuous improvement is so obvious that I fee! no nee

it in this space.

o l(tjlfr'lctfrss: since we only publish 30 or 50 article§ a year out o? 15.0—:.62
submissions, reviewers have to be very critlcal._ With this sort flal :-?‘Zztfd
rate, a large number of very good articles are going to be eventt;a y re;l; iatior;
and thus one has to approach these ratin_gs with some d.egreehq app i
that the base rate for satisfied authors.mlght bl.e low. SmcE this typt:his =
has not been traditionally collected z:lt Joum:il;l!nhott;]ra?el:)l:;e :a\:':\::r},ersonnd
is lareely unknown. We intend to establis '
r:.:;cllfalaggy a):ld then improve upon it every year. My }'lopeflih that bi); :vhe 1::5
of my term, we will have quantitative dat.a on the. qua!lty of t et!'ev Elm:ﬂp o
ess at Personnel Psychology that mirrqrs. its standings in the Flta lu:m o2 ge reci
further reinforcing the message that this journal hsfs to be 'l.s.eno.us y co
by anyone submitting 1/0 or HR reseal:ch for posmb!e pub 1cz::on;ader,s o
Finally, in order to improve the articles we publish from ' ; : s po
of view, we are also going to change the review process slig tt_ }I' o
my experience, the final manuscript thaf results from a successfu ::;nﬂ;l)mems
of the review process is often highly tallort.ed.to the s?emﬁc set 0 commens
generated in the initial review. Moreover, it is sometimes the t:as:et o
cusing in narrowly on these revisions, one _ge.nerates a mi?nusc;;pwever o
makes sense when viewed in light of the. original mal.lu-SCflpt. o = t,here
cause the general readership never experiences the original manuscrip
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is an opportunity for some of the article’s message to get lost in the revision
process.

Beginning December 1, 1996, the standard initial decision at Personnel
Psychology will be based on my reading of the manuseript and that of two
reviewers. Manuscripts that we believe warrant revision and resubmission
will then be assigned a third reviewer, whose initial experience with the
manuscript will be the revision, rather than the original submission. The pur-
pose of adding the third reviewer at this stage, rather than at the outset (as is
current practice), is that this reviewer’s reaction simulates that of the general
readership whose only experience will be with the revision. [ feel this third
reviewer provides a critical perspective for enhancing the quality of papers
actually published. I also feel that this can be achieved without lengthening or

drawing out the overall review process relative to what would have been ex-
perienced with three reviewers from the outset.

These changes will, | hope, add to Personnel Psychology ‘s reputation as a
valuable journal for both suppliers and consumers of 1/0 and HR research,
and [ look forward to working with all of you to make this happen.

Personnel Psychology: Editorial Board 1996—1999

Alison Barber, Michigan State University
Murray R. Barrick, University of lowa
John W. Boudreau, Comell University
Robert D. Bretz, University of lowa
Michael J. Burke, Tulane University
Michael A. Campion, Purdue University
José Cortina, George Mason University ogy
Fritz Drasgow, University Of lllinois Cynthia McCauley, Center for Creative Leader-
Jeffrey R. Edwards, University of Michigan ship
Jiing-Lih Farh, Hong Kong University of
Science and Technology
Barry Gerhart, Vanderbilt University
Stephen W. Gilliland, University of Arizona
Milton D. Hakel, Bowling Green State Uni-

Charles E. Lance, University of Georgia
Thomas W. Lee, University of Washington
Fred A. Mael, U.S. Army Research Institute
Jaseph J. Martocchio, University of llinois
John E. Mathicu, Pennsylvania State University
Todd J. Maurer, Georgia Institute of Technol-

Michael A. McDaniel, University of Akron
Raymond A. Noe, Michigan State University
Deniz 5. Ones, University of Minnesota
Cheri OstrofT, Arizona State University
Miguel A. Quifiones, Rice University

versity Malcolm Ree, U.S. Air Force Armstrong Labo-
David A. Harrison, Universily of Texas at ratory
Arlington

Ann Marie Ryan, Michigan State University

Paul R. Sackett, University of Minnesota

Eduardo Salas, Naval Air Warfare Center

James W. Smither, LaSalle University

Chockatingam Viswesvaran, Florida Intema-
tional University

Patrick M. Wright, Comell University

Robert 1. Harvey, Virginia Polytechnic
Institute and State University

Mark A. Huselid, Rutgers University

Gary W. Johns, Concordia University

Timathy A. Judge, University of lowa

Brian Klaas, University of South Carelina

David A, Kravitz, Rice University
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HOGAN PERSONALITY INVENTORY
Assessing Job-Relevant Personal Qualties

The HPI is the only personality inventory
with all these essential features:

» Under continuous development since 1978

» Designed to predict occupational performance
+ Developed on working adults

» Based on the Big Five Model

* Normed on 30,000 working adults

» Validated in over 100 organizations

» Fourth grade reading level

* Single group norms

* No adverse impact

« No invasive, intrusive, or clinical items

» Computgrized interpretive reports

* Free menu-driven software for on-site scoring
» Computer or paper and pencil administration
* Revised in 1992; norms updated 1996

* Scoring and research services

» Foreign language translations available

* Management report available

» 115-item short-form available

The HPI is available through:

?ﬁfi
4 M
/ /. :':‘: Assessment Systems

Phone: 1-800-756-0632 ¢ Fax: 918-749-0635
P.O. Box 521176 e Tulsa, OK 74152
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Update on the Revision of the Test Standards

Dianne C. Brown and Dianne L. Schacider
APA Science Directorate

The Joint Committee on the Standards for Educational and Psychological
Testing had a busy and productive year in 1996. First, was the release and
review of the five draft technical chapters. The Committee received over
1600 pages of commentary on the 108 pages of text they distributed! A May
1996 meeting focused on the Committee's review and discussion of com-
ments, with subsequent revision of the five chapters.

The Committee also made significant progress on the rest of the Stan-
dards, which now has 10 additional draft chapters, an introduction, and a glos-
sary. The “new” chapters comprise two sections: one on fairness, which in-
cludes chapters on disabilities and individuals whose first language is not
English; and one on specific applications of testing, including chapters on
psychological testing, educational testing, employment and credentialing, and
program evaluation. These drafis were reviewed and discussed by the
Committee in its November 1996 meeting, The Joint Committee now plans to
release for review and comment the full draft (introduction, 15 chapters and
glossary) following its February 1997 meeting. Their tentative timeline will
ask commenters to submit suggestions by August 1997,

SIOP’s Scientific Affairs Committee will again be responsible for devel-
oping a reaction to the draft on behalf of the Society. If individuals would
like more information, please contact Dianne Schneider at (202) 336-6000
or sci.apa@cmail.apa.org,

Encourage your publisher to advertise your masterpiece in TIP!

Advertising rates and additional information appear on the last
page of this issue. This is an excellent way for you to support
the Society while enhancing your royalties!
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APA Task Force Convened on Test User Qualifications

Dianne C. Brown
APA Science Directorate

APA convened a task force to address the issue o.f test user ql_laliﬁcationS.
Exactly who is qualified to administer, score aqdlor interpret whlc_h tests and
for what purpose is not delineated by APA_L but is a burning issue in macrllg ar-
eas of testing. This joint science and practice effort was establlshe.d to address
the issue on behalf of the association, and could lead to the adoption of a pol-

icy that could assist APA members and others. ' '
The task force adopted the following at its first meeting, October 1996:

Task Force On Test User Qualifications

Acting in the public interest to advance test user competencies

Charges:

1. To review and summarize the results of previous efforts to develop
guidelines on test user qualifications (e.g. TUQWoG, BPS, CPA);

2. To extend this prior work to address the issues_ of ass.essment context,
purpose and specific application as critical variables in the definition/
description of test user qualifications; -

3. To describe the set of knowledges and skills necessary for psychPIo-
gists to administer, score and interpret assessment ln§truments ina
competent and responsible manner that best serves the interests of the
public; . ‘

4. To develop a set of guidelines to be adopted by APA in or'der to:

a. inform psychologists of the knowledge and skills required in the re-
sponsible conduct of assessment; .

b. influence the curriculum of graduate training programs;

c. assist test publishers in determining appropriate qualifications of test
users; o

d. inform the public about appropriate test user quahﬁcatlol‘ls;. |

e. inform regulatory, disciplinary, accrediting, a?nd crec%enha]mg bodies
(e.g. ethics committees, accreditation committees, licensing boards)
about test user qualifications to assist in their development of stan-
dards, regulations or guidelines. .

The task force is comprised of APA members who have specific areas o.F
expertise, identified by APA’s Board and Council as relevant to-the prq;c:.
clinical psychology, 1/0 psychology, school psychology, counseling p}s‘:y:l: ol-
ogy, educational psychology, forensic psychology, and neuropsyc I? o[gf)é.l
Leaetta Hough-Dunnette was appointed to the task force to cover the
area. The task force’s next meeting is scheduled for January, 1997.
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JCTP Statement Clarifies Test Taker Rights and
Responsibilities

Heather E. Roberts
APA Science Directorate

A statement on the rights and responsibilities of test takers was released to
the testing community in the first of a series of forums held to solicit com-
ments, feedback, and ideas for how the document might be used in a range of
testing situations. The purpose of the statement is to inform and educate not
only test takers, but others involved in testing so that tests may be validly and
appropriately used.

On October 11 and 12, the Joint Committee on Testing Practice (JCTP)
was greeted with support and constructive recommendations at its first con-
ference when it released the draft statement on Test Taker Rights and Re-
sponsibilities. The conference was held at the American Speech-Language-
Hearing Association’s national office in Rockville, Maryland, and included
invited speakers and participants from a wide range of testing backgrounds.
The JCTP plans to incorporate comments from testing professionals and other
members of the public and have a final version ready to be released in late
1997.

Kurt Geisinger and Bill Schafer and about a dozen colleagues compose a
JCTP working group that has been developing a statement on test taker rights
and responsibilities since 1993. The committee establishes groups, such as
the Test Taker Rights and Responsibilities Working Group, to work on spe-
cific tasks of common interest to professional organizations and test publish-
ers. In addition to APA, current members of the JCTP are the American
Counseling Association, the American Speech-Language-Hearing Associa-
tion, the National Association of School Psychologists, and the National
Council on Measurement in Education. JCTP aims to develop documents that
cross the boundaries of professions, and can be applied to a variety of testing
scenarios.

Keynote speakers and members of the audience addressed issues ranging
from the use of the statement in educational, organizational, and clinical set-
tings to legal and civil rights considerations. Patti Harrison (University of
Alabama) addressed educational testing issues, and commented that having
the test administrator provide test takers, particularly children, with more in-
formation will help clarify the process and may alleviate unnecessary anxijety.
Julia Ramos-Grenier (Grenier Consulting Associates, Inc.) commended the
working group on their efforts to incorporate the issues of fairness into the
document. Specifically, she noted that test administrators should recognize
that individuals with different cultural backgrounds and individuals with dis-
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abilities may approach the testing situation differently from the sample on
which the test was normed. People with special testing considerations should
have the right to be tested with appropriate measures, Grenier said, but she
warned the working group that some individuals may attempt to use the
document in a legal setting.

Of particular interest to many conference participants was the rights of test
takers in pre-employment screening. Bert Green, Professor of Psychology at
Johns Hopkins University and a member of the AERA/APA/NCME lJoint
Committee that is revising the Standards for Educational and Psychological
Testing, addressed the topic of test-taker rights in the employment setting.
Green commended the group for including the statement on test-taker respon-
sibilities to balance information on test-taker rights. While many organiza-
tions require that job candidates take a pre-employment test or battery of tests,
a number of participants noted that most organizations do not provide test tak-
ers with information about the purpose of the test. Green noted that certain
situations will require varying degrees of pre-knowledge of the test, and he
encouraged the working group to elaborate that section of the statement,
Green also recommended that the JCTP working group include an additional
right in the draft statement to inform individuals of their right to be tested with
measures that meet standards of quality.

Green encouraged the working group to elaborate the responsibilities of
test takers which include the responsibility not to disclose test information to
others. Test takers might not realize that test security is important to an or-
ganization, and may unknowingly invalidate the test by disclosing test ques-
tions or answers to other test takers, he said.

Other speakers at the conference included: Howard Kallem (U.S. De-
partment of Education Office of Civil Rights), who defined several civil rights
points related to the statement; Lloyd Bond (University of North Carolina,
Greensboro), who discussed faimess issues; Walter Haney (Boston College),
who addressed several sensitive testing issues frequently raised by test takers,
such as the training of test users and access to test scores; Donald Bersoff
(Villanova Law School), who raised several legal points, and a four-member
panel appointed by the Association of Test Publishers to discuss its potential
use by the test publishing community.

One highlight of the conference was the chance for participants to break
into small groups according to their primary testing specialty to discuss the
statement. One of the largest breakout groups consisted of participants who
practiced in employment settings. There was considerable debate over how
much information should be provided to the test taker about the test. While
several practitioners expressed skepticism that employers would be willing to
provide information about the test to candidates, many other personnel psy-
chologists disagreed, stating that companies should expect questions and be
prepared to answer them uniess they want to be sued. Other members of the
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group concurred and provided examples where more organizations are provid
ing brochures and other sources of information to candidates prior to festir: :
Other areas of concern were the presentation of scores to candidates, parti .
larl-y since t.here is increasing use of computer mastery tests which d;l:wt -
typical scoring reports; and how test takers may interpret their right (Right ;;;e
see below) to be tested with appropriate measures. Several membersgof th ,
employment breakout group recommended that the group should add to Rj he
#3 the phrase, “subject to legal and practical constraints.” e
) Attorney a.nd psychologist Donald Bersoff wrapped up the confere
with an analysis of legal issues relevant to the statement. Bersoff declared [tll‘l:e
statement'to be a welcome addition to ethical guidelines and standards that N
Furrently in place in each of the professions. Bersoff noted that specific ri zre
in the s-ta-tement were consistent with the stipulations of the CiviIIJ Rights li N
the: .lr}dwlduals with Disabilities Education Act, and the Americans \iith DFt,
abilities Act. Bersoff encouraged the working group to think carefully abolz;
how the statement may be viewed by the public, especially with regard t
whe'ther the document may be perceived as legally enforceable—-whi%h it iz
not mtendec! to l?e. The JCTP working group emphasized that the statement i
an effort to inspire improvements in the testing process and does not have ths
force of law—its orientation is strictly aspirational. JCTP members also not :
:?:;t Sstt:tteedapdt:?tignal laws will always supersede any rights and responsibi?i-
: in this document. Given that testing has i
for high-stakes decisions, the statement could t:%e use: zioﬁz; I:m:;y tmte us
ers and test publishers that they should assess their own practices and broce.
dures, Bersoff said. e prese

For a copy of the
(202) 336-603({ complete statement, contact Heather Roberts at

The Rights and Responsibilities of Test Takers
Test-Taker Rights and Responsibilities Working Group of the Joint
Committee on Testing Practices
Conference Drafi—August, 1996

As a test taker, you have the right to:

; ge mformed.of your rights and responsibilities as a test taker.
. . :nt;:ated with c_mllrtesy, respect, and faimess, regardless of your race
I, age, social status, disability, religion, ethnici i i
N ] » + iy, =
gin, and sexual orientatjon. ¥ national or

3. Be tested with measures a i i
- ppropriate for you, given th i
which the test results will be used. oL 8 © memer
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4. Be informed prior to testing about the test's purposes, a description of
the test, whether test results will be reported to you, and the planned
use of the resulis. . .

5. Know, in advance, when the test will be administered ant:’- test results
will be available, as well as what fees (if any) will bt} required.

6. Have your test administered and your test results interpreted by ap-

ropriately trained individuals. '

7 II){n([:w if a test is optional and to learn of the consequences of taking or
not taking the test, . '

8. Have any test results that are explained to you done so in terms that
are understandable to you as soon as possible afier taking the test.

iali law.
9. Confidentiality to the extent allowed by o '
10. Present concemns about the testing process and receive information
about procedures that will be used to resolve them.

As a test-taker, you have the responsibility to:

Read and/or listen to your rights and responsibilities asa test taker.

Treat others with courtesy and respect during the testing process.

Ask questions, if you are uncertain, about why the test is being given,

how it will be given, what you will be asked to do, and what will be

done with the results. . - ‘

4. Inform an examiner about any condition that you believe will cause

- your test results to be an inaccurate representation of: yourself (e.g.,

disability, medical condition, or comprehension skills in the language
of the test). . - .

5. Know when and where the test will be given and appear on time, with
any required materials, ready to be t‘est:(d.}

6. Follow the instructions of the examiner(s). .

7. Be familiar with and accept the consequences of not taking the test,
should you choose not to take the test.

i test.

8. Represent yourself honestly during the. i

9. lnfzrm appropriate persons if you believe your test results do not ac
curately reflect you. ) . _

10. Assure that payment is made for any testing service that you receive

by the date specified (if you are required to pay for the testing).

-

b b=

172

Reauthorization of the Rehabilitation Act of 1973

Heather E. Roberts and Dianne L. Schneider
APA Science Directorate

The Rehabilitation Act of 1973, last authorized in 1992, will expire on
September 30, 1997. The Office of Special Education and Rehabilitative Ser-
vices of the Department of Education has taken a lead role in the solicitation
of comments regarding needed improvements in the Rehabilitation Act (the
“Act”), as amended, to assist their office in the development of reauthoriza-
tion legislation. In the late summer and fall of 1996, the Department of Ed-
ucation sponsored a series of public hearings to obtain feedback from the
public,. They will communicate the Department’s recommendations to the
House and Senate subcommittees responsible for drafting the reauthorization
legislation.

Section 2 of the Act describes its purposes as: (1) to empower individuals
with disabilities to maximize employment, economic self-sufficiency, inde-
pendence, and inclusion and integration into society through: (a) comprehen-
sive and coordinated state-of-the-art programs of vocational rehabilitation; (b)
independent living centers and services; (c) research; (d) training; (¢) demon-
stration projects; and (f) the guarantee of equal opportunity; and (2) to ensure
that the Federal Government plays a leadership role in promoting the em-
ployment of individuals with disabilities, especially individuals with severe
disabilities, and in assisting States and providers of services in fulfilling the
aspirations of such individuals with disabilities for meaningful and gainful
employment and independent living.

The Act is administered by the Department of Education Office of Special
Education and Rehabilitative Services, with the exception of various titles that
are administered by National Council on Disability, and Federal agencies re-
sponsible for civil rights provisions in several titles. A total of eight titles
cover the following areas and activities: Title T covers vocational rehabilita-
tive services, and encourages cooperation between Federal and state agencies
in providing employment services and opportunities for individuals with dis-
abilities, particularly those with the most severe disabilities. Title II creates
the National Institute on Disability and provides for research, demonstration
projects and training to maximize the inclusion of individuals with disabilities
in society, employment, and independent living, Title III authorizes grants

and contracts to heighten skill levels of specialists that provide rehabilitation
services to individuals with disabilities. Title IV establishes a National
Council on Disability that will promote policies and programs that will guar-
antee equal opportunities for individuals with disabilities, by continually
evaluating all policies and programs conducted or assisted by the Federal
Government that involve individuals with disabilities, Title V contains as-
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ivil ri visions for individuals with disabilities, and provides_ f.'or
'T'Oned CIVI:U:E:Elp;gsessment and enforcement of employment opportunities
llm!'-(‘k'.‘p"iluals with disabilities. Title V1 authorizes funding to create pa!'t.ner-
fOI: indty en industry, labor and the rehabilitation community to facilitate
Ships e S pportunities for individuals with disabilities. Title VII covers
?mploy?::t living services for individuals with disabilities. Title VIII
mdepep funds for special demonstrations and training projects.
authors™ e a number of issues addressed within the Act that SIOP members
Thereta:o review and monitor as the drafting of the legisiation progresses
e wanw 105th Congress. Many provisions in the Act hinge on determina-
o the ne|' ibility for persons deemed to have disabilities. The {\ct defines an
E.I.on 2 f: Iagl with a disability” as any person who (a) has a physical or !'nen.tal
-mdlyl . t which substantially limits one or more of such person's major !lfe
|m|?a_|r]ﬂeﬂ(b) has a record of such an impairment, or (c) is regarded as haymg
acuwtles.,m airment. Of particular concem to SIOP members and other indi-
S‘.'Ch an\lvhz conduct testing and assessment are the portions of the'Act t.h?t
vidual d address the “comprehensive assessment” used to determine ehgg—
de-:i.'me mcll vocational rehabilitation needs for an individual. Under the defini-
b.|l|ly anrtion of the Act, the “assessment for determining eligibility and voca-
tfons P habilitation needs” includes collection of data on “tl'1e unique
tona thre resources, priorities, interests and needs” of an eliglb[e individual,
stre.ng > include “an assessment of the personality, interests, m{erpersonal
Wt-l‘Ch ‘m::{li ence and related functional capacities, educational.acmevements,
skils, riEnce vocational aptitudes, personal and social adjustments, an.d
work exp:m opl;ortunities of the individual, and the medical, psy'cl.uat.rlc
Ll chological...factors that affect the employment and rehabilitation
fnd] p:_)trhe individual.” A detailed description of the procedures u_sed to fie-
need? . hether an individual is eligible for assistance is provided in Section
tennlnt? "'IY'ﬂe I. APA's Committee on Psychological Tests and Asses§ment
102 qnedl com-ments to the Department of Education supporting the inclu-
SPbml of the current definition of comprehensive assessment. o
swe'msscldition industrial psychologists may want to review.the activities in-
ézdain voca’tional rehabilitation services, which_ may t:ons:st of “:|0b sem:ch
clu‘ e on-the-job training; job development, including work-sn.? moc!nﬁ-
Ess!smcé use of advance learning technology for skills training; dissemina-
c'm“:mfffnnfonnation on program activities to business and industry; and follow-
e lices for individuals placed in employment.” Training of md.lwduals.ln
ol 5:;r:elo ment of skills necessary for successful job perfor.mance is a crucial
e nenlta of this Act. Given that industrial psychologists are often key
o in the development of training programs, SIOP membe.rs'may want to
playt?l's lmd be available to comment on the components of lrammg .programs
e i in the employment of individuals with disabilities. In addition, $IOP
w:::t::r; may wish to make future recommendations to the congressional
m
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subcommittees on how to increase the numbers of qualified personnel who are
specifically trained to provide employment assistance to individuals with dis-
abilities through job development and job placement services.

As this TIP issue goes to press, the new House and Senate subcommittees
will begin to prioritize their tasks for the 105th Congress. We anticipate that
committee hearings may be held in the winter and early spring to help inform
the Congress on specific Titles of the Act. There should also be further op-
portunities for SIOP members to comment on future drafis of the reauthoriza-
tion legislation. At this time, APA and SIOP would like to identify any indi-
viduals who have research or practice expertise in vocational rehabilitation
services, including but not limited to job development, job placement serv-
ices, employment testing, and employment training for individuals with dis-
abilities. SIOP members with expertise on these issues should contact Cathy
Higgs, Chair of the SIOP Professional Practice Committee, at (415) 833-
6260,

An electronic copy of the Act can be accessed through the RSA BBS by
calling the following access number (202) 205-9694. For those individuals
unable to access the BBS, copies of the current Act are available in regular
print, large print, and computer diskette (WordPerfect 5.1 and ASCII formats)
by calling (202) 205-8831.

We will keep you posted on progress with the reauthorization in future is-
sues of TIP,

Interested in Serving on
a SIOP Committee?

You can volunteer at any time.

Contact:
Jeff McHenry
¢/o SIOP Administration Office
745 Haskins Road, Suite A
P.O. Box 87
Bowling Green OH 43402
419 353-0032
Lhakel@SIOP.bgsu.edu
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Robert D. Dugan, Ph.D.

Bob Dugan peacefully surrendered his battle with cancer August 13, 1996,

having defied the odds, as was his custom. Bob was bomn to a humble life
November 14, 1927, as the son of a Kentucky minister. Although he was not
perceived by his teachers to be very talented, he proved to be a gified writer
and amateur musician, and showed an affinity for mathematics. After WW2,
Bob served his country manning the tailgun of a B-24, “defending the skies of
Nebraska against Communism,” and earned rights to the GI Bil} which ulti-
mately got him through his B.A. and M.A. at the University of Kentucky and
his Ph.D.) at Ohio State University in Mathematical Psychology. Many of his
graduate school stories revolved around rotation—working with Toops and
Wherry, his dissertation compared various models of factor rotation, applying
the OSU database on leadership styles and the old “onion skin” method of
rotation.

Following graduate school, Bob made his mark at State Farm Insurance,
with the pioneering of the Life Office Management Association (LOMA), se-
lection work for the newly established Peace Corp., and with personnel re-
search for IT&T and IBM. His service on the original committee to draft the
“Principles” led to a career as an expert witness. Another career tangent
highlighted Bob’s clinical and administrative acumen through his assistance in
establishing Employee Assistance Programs, in an effort to move others to
save themselves from alcoholism as he had himself.

In 1981, Bob accepted an offer to coordinate the growing M.A. program in
1/0 Psychology at the University of New Haven, a position he held and cher-
ished until his death. In this role, he built many new colleagueships within the
professional community and mentored hundreds of students starting out in the
world of I/O work. Bob was admired as a husband, father, and great-grand-
father. He extracted a full year of life beyond his prognosis; it was a year full
of life, as was his custom. He leaves us his legacy of optimism, perseverance,

and an example of living.
Gordon R. Simerson
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NFERENCES

AND MEETINGS

This list was prepared b i
Ti : y David Pollack. If you would lik i
;c:iun::;;al tt':ntrlt;s, please write David Pollack at the U.S lmnl'lin::t’i;:b;:g
zation Service, 425 1 Street, NW, Room 223-6‘ i
44 * ) w h
20336, (or call (202) 305-0081, or fax entries to (202) 5 l4~420(a;)s metom BC

1997

Feb. 8-11 Division 13 (Cons‘ulting Psychology) Fifth Annual Confer-
ence on Consultation to Corporations and Business. Phoe-
nix, AZ. Contact: Michael Atella, (630) 252-2807.

Feb. 10-12  Fourth Annual Strategies and Skills Conference for Effec-

tive Teaming. Dallas, TX. Contact: C
et : Center fi
Work Teams, (817) 565-3096. AT

Feb. 24-26 l:'Cc)rporale: Dynamics Midwest Training Conference. Oak-
rook Terrace, IL. Contact; Meg Nigro, (708) 778-9991.

:::I:ci‘fz- lSth- Annual I\_Aid-Winter Conference and First SPIM
Institute, Society of Psychologists in Management, New
Orleans, L.A. Contact: John C. Bruckman, (714) 494:4780

March 25-29 A'nr!ual Copvention, American Educational Research Asso-
ciation. Chicago, IL. Contact: AERA, {202) 223-9485.

March 25-29 Annua{ Conve.ntion, National Council on Measurement in
Education. Chicago, IL. Contact: NCME, (202) 223-9318.

April 11-13  Twelfth Annual Conference of the Society for Industrial and

April 27-30  25th International Congress on the Assessment Center
Method. London, England. Contact: DDI, (412) 257-3952,
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May 18-22

May 23-26

June 22-25

June 22-26

June 27-29

July 15-19

July 19-23

Aug. 10-13

Aug. 10-14

Aug. 15-19

Sept. 22-26

Annual Conference of the American Society for Training
and Development. Washington, DC. Contact: ASTD, (703)

683-8100.

Annual Convention of the American Psychological Society.
Washington, DC. Contact: APS, (202) 783-2077.

Annual Conference of the Society for Human Resource
Management. San Diego, CA. Contact: SHRM, (703) 548-
3440,

Annual Conference of the International Personnel Manage-
ment Association Assessment Council. Newport Beach, CA,
Contact: [IPMA, (703} 549-7100.

Industrial and Organisational Psychology Conference. Vic-
toria, Australia. Contact: The Australian Psychological So-
ciety, Ltd,, P.O. Box 126, Carlton, South Victoria 3033,
Australia.

27th Annual Information Exchange on What is New in
0.D.@ and 17th O.D. World Congress. Colima, Mexico.
Contact: Organizational Development Institute, (216) 461-
4333.

Annual Conference of the American Society for Public
Administration. Philadelphia, PA. Contact: ASPA, (202)
393-7878.

Annual Meeting, Academy of Management. Boston, MA.
Contact: Academy of Management, (914) 923-2607.

Annual Convention of the American Statistical Association.
Anaheim, CA. Contact: ASA, (703) 684-122].

Annual Convention of the American Psychological Asso-
ciation. Chicago, IL. Contact: APA, (202) 336-6020.

Annual Conference of the Human Factors and Ergonomics

Society. Albuquerque, NM. Contact: The Human Factors
and Ergonomics Society, (310) 394-1811.
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Sept. 24-26

Nov. 4-8

‘LAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAAA

Eighth Annual International Conference on Work Teams.
Dallas, TX. Contact: Center for the Study of Work Teams
(817) 565-3096.

¥

A-nnual Convention of the American Evaluation Associa-
tion. San Diego, CA. Contact: AEA, (804) 225-2089.

h
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Provide resources to help future leaders
maintain the vitality of the science and

Donate to the SIOP Foundation!

Dayton Fommunity Foundation. Because the Dayton Community
Foundation is a 501(c) 3 organization, all contributions made to
SIOP via the Dayton Foundation are fully tax deductible.

The Dayton Community Foundation / SIOP Fund

\AAAAAAAALAD

practice of I-O Psychology ...

The SIOP Foundation has been established as a fund of the

Make checks payable to:

and send to:

SIOP Administrative Office
PO Box 87
745 Haskins Road, Suite A
Bowling Green OH 43402-0087

L R
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Call for Papers, Proposals, and Reviewers

Workplace Socialization: Perspectives on Organization::l Entry,
Training, and Exit. Creighton University, Omah'a, Nebra::; ;s:res 5 }:;pe;s';
i d session mo
roposals, reviewers, respondcnts: an eS5iC rators.
li)ntel:'disciplinary symposium exploring orgamzatlon_al soclallzatlton g:;r:;
held May 28 to June 1, 1997. The symposium hopes So. "
practitioners, theorists, and researchers fron-i Psychology, Socio gyi.
Communications, and Education who would like to addre:ss a vane::rti :
topics related to the symposium theme in plenary sessions perm . ,ﬁ
informed discussion. Proposals can address any aspe.c-t olf t.he :ztr:r:s o
i i tical, or empirical in :
topic. They may be applied, lheore. i " '
aFI"ticuIar \Ze seek proposals that might expl?re'the .followmg tt:l;pu:sci
lz::mong o;hers: developmental states in socialization; lt;terper§o;!a t.a:,nn.
i f organizational socialization;
rou rocesses during stages oi Oiga . n;
fomrl;unfcation characteristics during socmhzatlon,d adapt?tlc:n, a:f?e:t’i(\lrté
ini i tions designed to foster
training and development mteryen S :
socialigmtion- the impact of selection, training, a||1d pfarfonna::;eoa;pg::;:ll-
ialization; ° § ‘climate’ in socialization; gro
on socialization; “culture’ and ‘climal TOUp OF B
i i ialization, h issues and methodological inno
differences in socialization; research Iss : >
in socialization assessment; implications of fair employment practice
legislation on socialization. . -
¢ In addition, we seek papers that could be part of two special syr.n[tao:‘.l}lm
sessions. The first of these sessions will focus on worl;plllacg in egl:;-'tz'é
izati i izational citizenship behaviors.
organizational deviance, and orgamza' rs. T
sesond will focus on the impact of testing and assessment on socialization
interventions. . . . ]
All submissions will be peer reviewed for presentation. FnTaI sng;r
missions, due at the symposium, will receive a second rom}d of rev;ee\;:“gs
ible i ion i ited volume of symposium proc :
ossible inclusion in a proposed edi ]
FA limited amount of support is available to help offset lodging costs for
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full-time matriculating graduate students. The Symposium will be held
on the campus of Creighton University in Omaha, Nebraska. Participants
will have access to meals and accommodations at nominal cost. The
University is close to Omaha’s restored Old Market District, which features
restaurants, galleries, and shops.

To be considered, submit two copies of papers or detailed proposals
(one copy must carry no personal identifiers) to John Hollwitz, A.F.
Jacobson Professor of Communications, Creighton University, Omaha
Nebraska 68178. For further information, call 402/280-2532, or email

to jeholl@creighton.edu. Deadlines for papers and proposals is February
8, 1997,

The Walter F. Ulmer, Jr., Applied Research Award. The Center for
Creative Leadership is sponsoring this award to stimulate outstanding field
research and its creative application to the practice of leadership. The
award is named in honor of Walter F. Ulmer, Jr., retired President and
CEOQ, Center for Creative Leadership. First prize will include $1,500 and a
trip to the Center to present research in a coiloquium, The Center also will
provide editorial assistance for finding appropriate publication outlets.
Additionally, a prize of $750 will be awarded for a paper judged as
deserving honorable mention status,

Research Requirements
1. The study must be in the domain of leadership, leadership

development, or leadership pedagogy; and should be innovative in its
approach to the problem addressed by the study.

2. The research must be the author’s own original work, must have
been conducted in the last 2 years, and not have been previously published.
3. The study must have led to an attempted “solution” of specific
problems in an organizational system.
4. Methodologies considered will include action research and case/field
studies.
5. Only one submission per project or person will be accepted.
Judging Criteria
I. Appropriateness of topic (fit with research award focus: relevance to
needs faced by practitioners.)
2. Quality of research (consideration of relevant literature; soundness
of method and analysis; innovativeness of research.)
3. Application value (clarity and significance of research application

and conclusions; implications to practice in terms of “So what?” and “Who
cares?”

Paper Guidelines

1. Papers should be prepared according to the current Publication
Manual of the APA and should not exceed 30 typed, doubled spaced pages
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(including title page, abstract, tables, notes, and references). Four copies
bmitted.
Shogl.d::p?:s should include: summary of the pro_blem addressed by the
study; overview of the relevant literature; synopsis of the metho.dology us?d
and the findings; how the study was used to solv? a problem or intervene in
a system; and, importantly, statement of implications for research and
Pfa‘;t.lci signed letter should accompany submission, stating that the paper
meets the research requirements. .
4. The Center reserves the right to withhold the award if no paper
clearly meets the research requirements.
Subi;:::ic;: should be submitted to Dr. Walter Tornow, Vic_e President,
Research and Publication, Center for Creative Leadership, One .
Leadership Place, P O Box 26300, Greensborq_: NC 27438_-6300. Entries
must be received by March 31, 1997. The winning papers will be
announced by May 30, 1997.

INTERNATIONAL CONGRESS OF APPLIED .PSYCHOLOGY.
The Scientific Program Committee for the 24th Inlel:natlonal Con‘gress of
Applied Psychology, taking place August 9-14, 1998 in .San Francisco, .has
jssued the cali for papers. Hosted by the Amerlc?n. Psychologlf:al
Association (APA) on behalf of the International As_‘.soc.:u.atlon of Applied
Psychology, the Congress will feature an amay of mt!nf:dual anq groug
presentations on: organizational psychology; psychologl_cal ev.aluatlor.l an
assessment; psychology and national development; ?ducanonal, mst.ructlon-al,
and school psychology; clinical and community psychology; app;hec!
gerontology; health psychology; economic psychelogy; psyc.hology and aw:
political psychology; sport psychology; traffic and transportation psychology;
and other areas such as applied social, applied developmental, human factors

mics, and social issues. '
and_{:%::sest a copy of the call, contact: Congress Secre'tarmt, APA Office
of International Affairs, 750 First Street, NE, Washington, DC 20002-
4242; fax 202-336-5956; e-mail icap@apa.org. PLEASE NOTE that May
1, 1997 is the submissions deadline.

Conference Announcements
i i i invi to its 13th
The Society of Psychologists in Management invites you
annual Mid-winter Conference to be held February 27 to Mar_ch 2 19?7 at Le
Meridien Hotel in New Orleans. The theme of SPIM '97 is Creating and

Managing the Organization of the Future. Carl F. Frost, the winner of the
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SPIM’s 1997 award for Distinguished Psychologist in Management, will
speak on institutional leadership. Other featured speakers include Laura
Avakian, Vice President of Human Resources for Beth Israel Hospital;
Michael R. Cooper, Chairman and CEO of Opinion Research Corporation;
Donald O. Clifton, Chairman of the Gallup Organization; and Joyce Shields,
President of Hay Management Consultants, Ann Howard’s Presidential
address will be on Managing at the Edge of Chaos.

A special innovation for this year’s conference is the 1st SPIM Institute, a
full day workshop. The 1997 Institute is on Psychologists in Transition, an
opportunity to explore personal career changes led by Cynthia Scott and
Lillian Gorman.

SPIM offers a unique opportunity for psychologist-managers to associate
with their peers in a supportive, intellectually stimulating environment. CE
hours are available for both the conference and the Institute. For more
information contact John C. Bruckman, SPIM Program Chair, Change

Management Group, 1625 Hillcrest Drive, Laguna Beach, CA 92651,
Telephone (714) 494-4780.

An Invitation to attend the roundtable and
reception sponsored by the SIOP Task Force on
Ethnic Minority Participation

(Co-chairs: Beth Chung, Cornell University & Jim Outtz,
Outtz & Associates)

Roundtable: 4-5 p.m.- Friday 4/11/97
Reception: 5-6 p.m.- Friday 4/11/97

The roundtable will begin with a brief history of the Task Force and
summary results of the Task Force survey completed in 1995, Following this
brief presentation, roundtable participants will discuss future directions for the
Task Force. All minority and nonminority conference participants are
encouraged to attend as your input will be highly valuable in setting future
agenda for this task force. A cash bar reception will follow immediately after
the roundtable. The reception will provide a great opportunity to network,
share ideas & interests, and just to have fun. Please feel free to call Beth at

(607)255-5383 or email her at: BGC4@cornell.edu if you have any
questions.

AUSTRALIAN INDUSTRIAL AND ORGANISATIONAL PSY-

CHOLOGY CONFERENCE. This is Australia's second conference on
Industrial and Organisational Psychology. It will be held at the Melbourne
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Hilton on the Park, Victoria, on Saturday 28 and Sunday 29 June, and
preceded by workshops on 27 June, conducted by renowned psychologists.
The first conference (1995) was an enormous success, drawing an exciting
range of international and local speakers. The second conference will
feature keynote addresses, symposia and posters on topics in industrial and
organisational psychology, and allied disciplines (e.g., human resource
management, applied social psychology). It seeks submissions including
rigorous empirical tests and theoretical developments and reviews, and
those encompassing applications of conceptual and empirical development
useful for practice illustrative of developments in 1-O psychology and
related areas.

Come and explore the exciting venue: See Melbourne and other parts of
Australia. For information on the conference and registration, contact The
Conference Coordinator, Australian Industrial and Organisational
Psychology Conference, The Australian Psychological Society Lid, PO
Box 126, CARLTON SOUTH, VICTORIA, 3053 AUSTRALIA,
Telephone: 61 3 9663 6166, Fax: 61 3 9663 6177, Email:
CHERRY@apsnho.mhs.compuserve.com. Submissions may consist of
individual posters or symposia on a thematic range of papers. Submissions
are due 3 February 1997. If you wish to make a personal contact about
submissions, please contact Phyllis Tharenou, Department of Business
Management, Monash University, PO Box 197, CAULFIELD EAST,
VICTORIA, 3145, Telephone: 61 3 9903 2933, Fax: 61 3 9903 2718,
Email: phyllis.thnrenou@BusEco.munnsh.edu.au.

Calls for Nominations

THE FETZER CONSORTIUM ON THE PROMOTION OF
SOCIAL AND EMOTIONAL COMPETENCE IN THE WORK-
PLACE, a group of nine eminent researchers and practitioners in the field
of human resource development chaired by Drs. Daniel Goleman, author of
Emotional Intelligence, and Cary Cherniss plans to highlight programs and
organizations that are models in promoting competencies in the following
areas: self-monitoring, self-regulation, motivation, empathy, and social
skills. Mode! programs should have research evidence of effectiveness. If
you know of such programs, please send information to Dr. Cary
Cherniss, Rutgers University, GSAPP, Box 819, Piscataway NJ 08855-

0819.

The Organizational Behavior Division of the Academy of
Management anhounces its annual call for nominations for its
wQutstanding Publication in Organizational Behavior Award." The
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aw i
th:{gg‘;l:;la:); g;:s;::? to the author(s) of a publication appearing during
- . .
fhe 1596 recognized outlet generally available to division
The "Qutstanding Publication i
. g P ion in Organizational Behavi "
E;.v;: for' the- most sngmficant contribution to the advancemelz: oAf\:haérdf ]l;
o ganizational Behavior. Recipients of the award need not b P
cademy of Management. ot belong to the
E
or lha:l; :::jdelr::i)t/ of Management member may nominate one publication
oy the awa simulc,i 11132 nr:]:l::ei:; ma)_ft .nomin:te more than one publication
Nomin. : writing and must include: i -
_LL;:tllil;ymg hfecqxpt' of the award by the nominee(s), an(:) (ab)rats:mfﬂli
graphic citation of the nominated work. Self-nominati i
e minations will not be
Mar’];g ;elcellv; consideraliop, material must be postmarked no later th
o 19,9 ; A9;Id The rem!:nent of the award will be announced at ﬂ?;
Auge  Academy meeting during the OB Division's business i
At:la cert.lﬁcz'ne of recognition will be presented mectne
Pswho:)ogt;un;;:g;s Esll:ould be sent to: Dr. Ruth Kanfer, Department of
. iott Hall, Universi i
Roott, Miocanalle, MH souse, niversity of Minnesota, 75 East River

First Annual SIOpen Golf Outing Announcement

Chuck ("Chili Dip™) Lance
Ch ' and José ("Hosel") Cortina invi
g:ls':lct;z:te m_lthe Ist Annual SIOpen Golf Outing at meln;;tlz );(:\:'to
des gne Quail Creek Golf Club the afternoon of 10 APR 97 in St. L s,
_L ; th];r::; ;:1 .ne;(dt year's SIOP meeting. Quail Creek is about 12 milesO;{;;
of he Adar t; M :r(l:hI;Iostf(l:lc:)ff L—Stsh it's really the 4th Annual Golf Outing
se i )
e ope;, e SIRestricted, and the SiExclusionary)
menz‘::rfa?ga: :‘:; t::;eotl 9:e7ieiltoﬂ;1>enbwill I;e a 4-person scramble (each team
. e best shot, each t i
gl.er% sele;:t the best shot again, etc.). Form your :a\:':‘l ::ﬂb(f hlti'lfmm
felg . alwg from UGA) or Jose and Chuck will team you up The.g!i“SO niry
]e includes greens fees, electric cart, towel, bottled watel: Sie
5 eel\;;: of balls and a couple cans of refreshments »ronee balls, 2
ayers of ALL skill levels are welco '
- kil med - teams will be i
:‘ha:cilgcgls’l’;;l The' winning team will retain the coveted "Hugag F(’:l‘gpzlal-ltel.):
Open in Dallas. Enter now using the entry form on tge n?a:t

page or e-mail Chuck (clance@u jcorti
e ey @uga.cc.uga.edu) or José (jcortina@gmu.edu)
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First Annual SIOpen Golf Outing

is, MO
uail Creek Golf Club, 5t. Loufs,
Thursdcazy, 10 APR 97 - Tee times starting at ¢. 13.00

ble
Format; Four-person scram
Entry fee: $50/person” - 15 FEB 97 deadline

H to pin, longast drive, low gross
Prizes: “Hugo Cup” to First Place team; closest o p

Team Name*™:

.(I;se:;:dct:zimu:?\ Team Member #2:
Address: Address:
City/Stue/Zip: City/State/Zip:
Phone; Phone:

E-mail: E-mail:

pLH Handicap/Average score** ! e —
Handicap/Average score®

Member #4:
Team Member #3: Team
Address: Address:
City/State/Zip:
City/Sune/Zip: ity
hol Phaone:
Phone:
E-mail E-mail:
4m -
Handicap/Average score® ™ Handicap/Average score®**:
andi g

PR

-— /
AL o individually, of v
Iy, stewvs of balls, and Enter i
*lncludes groens fee, oart, u:-et. nnp'bl:".“ " -
i 3 VA 22030,

mmlwepmmmsmss.uooumm Dr., George Mxson University, Fairfax, A

\

Cortina
] 33, E: elanceBugace.uge rdu) or Jose
Contact Chuck Lance (V: +1.706.542.3033, -
{V: *1.701.993.1347, E: jeontian@ osfl.gmuedu) for additional information.
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INDUSTRIAL PSYCHOLOGY INTERNSHIP: Bell Atlantic Corpora-
tion is currently accepting applications for full-time internship positions in its
Selection Research Department. Bell Atlantic is a leader in the telecommuni-
cations industry and offers interns the opportunity to obtain experience
working in a fast-paced corporate environment. internships begin at various
times of the year, depending on project requirements, and normally last 12
months. Al positions are located in Arlington, VA.

Bell Atlantic’s Selection Research Department is responsible for develop-
ing, validating, and assisting with the implementation of selection systems
throughout the Corporation. Other projects have involved work on perform-
ance appraisal, test preparation courses, and survey development. Interns
work on all phases of projects from conceptualization to implementation,

Qualified candidates should possess at least a Master’s degree in indus-
trial/organizational psychology or equivalent. Strong written communication,
interpersonal, research, and statistical skills are critical. Experience with
SFPSS is desirable,

Interested applicants should send a resume, graduate transcript, writing
sample, and desired start date to: Jill K. Wheeler, Bell Atlantic Corpora-
tion, 1310 N. Court House Road, Upper Lobby, Arlington VA 22201

HUMAN RESOURCES RESEARCH INTERNSHIP SBC Commu-
nications, Inc. (formerly Southwestern Bell Corporation) is currently ac-
cepting applications for pre-doctoral 1/0 Psychology internships in Human
Resources Research and Planning.

The internship program gives students with a solid I/O background an
opportunity to apply their training in a corporate environment. Interns
work with two I/O Psychologists, independently, and with other Human
Resource professionals on applied research and selection process develop-
ment. The internship is designed to allow students to be responsible for
entire projects from beginning to end. We also emphasize the importance
of students completing the work needed for their degrees.
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Qualified candidates should be advanced Ph.D. students (preferably 3rd
or 4th year) in 1/0 psychology and should have completed a Masters degree
or equivalent. Preference will be given to applicants with experience in job
analysis, test development, and validation. Strong research, analytical,
written and interpersonal communication skills are required. Experience in
SAS is also desired.

These intemnships are full time and last for six months, beginning in
January or July. The deadline for completed applications is October 15 for
the internship beginning in January, and April 15 for the internship begin-
ning in July. Please send cover letter and resume to: Anna Erickson,
Ph.D., SBC Communications, Inc., 175 East Houston, Room 5-D-9, San

Antonio, TX 78205.

INTERNSHIP OPPORTUNITY: Morris and McDaniel is currently
seeking applicants for an industrial/organizational psychology internship in
its Jackson, Mississippi office. This position provides an excellent oppor-
tunity to gain valuable experience in the application of indus-
trial/organizational principles and practices. The internship is full-time,
fasting for 12 months and salary is negotiable. Qualified applicants should
possess a Master’s or Doctorate degree in 1/0 Psychology or completion of
all course work in a Master’s program except for satisfying an internship
requirement. Applicants should possess strong interpersonal, quantitative,
analytical, presentation, and communication (both oral and written) skills.

Morris and McDaniel, Inc., is a2 management consulting firm with of-
fices in Washington DC, New Orleans, Louisiana, Jackson, Mississippi and
Atlanta, Georgia. Established in 1976, our experience includes & broad
range of personnel management and legal services to local, state, and fed-
eral government agencies, as well as to private industry. Our organization
provides research and consulting expertise that combines behavioral sci-
ence principles with statistical analysis and a practical, Jegally defensible
approach that is tailored to meet the needs of our clients. Our staff is com-
posed of experienced specialists with advanced degrees in the areas of In-

dustrial/Organizational Psychology, Experimental Psychology, Public
Administration and Law, as well as expertise in data analysis and computer
applications.

Morris and McDaniel, Inc. emphasizes three major areas of specializa-
tion in providing management consulting services to small and large or-
ganizations in the public and private sectors: (1) Personnel management—
job analysis, developing and implementing valid testing programs, assess-
ment centers, job classification and compensation, and designing perform-
ance appraisal systems; (2) EEO litigation—conducting empirical and con-
tent validation studies and adverse impact analyses, developing and
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zzz:a:;r;isA:ﬁﬂgt)ivg Action Plans and providing expert testimony in
; an rganizational development—designing i i

strategies for increased organizational effecti b traling oo

lcre : ectiveness such as trainin -

{gjrm-ns, team building, developing problem-solving strategies, slructu%ar:g-

emlgfn and employee morale and motivational techniques
you meet all of these qualifications and are i sted i

- A interested in thi -

t‘:,nlti;,- send resume to: Morris and McDaniel, Inc., P.O.nBo:cs ;):)gg;

ashington DC 20008-0799, call (703) 836-3600, or fax (703) 836-4280’

Theli'lll‘f(;?a:‘se ;iSEAdR[fl:H CONSULTANT AND INTERNSHIP:
and Planning Center, has an opening fi :
enced research professional and an inte ' join our <taff. The Recearch
' m to join our staff. The R
Center is the research division of All el
: . state Insurance Company. Th i
tions are in the Workforce Research i g
group which conducts research
complete range of organizational issues, fi j e
_ - ! , from job analysis, selecti
education, to job design, organization d o o o
n, t0 N evelopment and effectiven
communications, The work is primaril i Sy
: y consulting and research j
ects for a variety of internal clients a i Sgbantaicl
_ nd Senior Executives of th
The ideal candidate for the full-tim iti i + avanced dosres
-time position will have an advanced d
and 2-5 years work experience as an i ——
n internal or external busi
ant. Advanced skills in research desi i e
' gn, data analysis, business i i
cluding strategy, and oral and written ication o
_ : s communication are required. Profi-
ciency with SAS or SPSS is a requirement a . bility
. nd you must have the abili
work independently on multi j i A
ple projects in & team envi
should be available for a minimum voeliont somoiy
be: | of 4 months, have excellent
and cs)tatlstn:al sk-lllg, and be at an advanced level (e.g., 3rd or 4th y:::;‘ puer
Worklfl‘r wm;c within the organization is highly visible and members c-)f the
Vork ;:,r;es[ ct;ls)ear‘::‘l; group are active in several professional organizations
( . We encourage publication in refereed journal :
en:anon of papers at p{'ofessional meetings and seminarjs. In as;d?:liinprfj .
;(:llabon?te regularly with several leading academic researchers T
ple:::es :.1 ;r;tE;:f: Opportur:!ity I?mployer. For immediate consideration
resutne, detailing relevant work experi ining,
/ perience, tra
:::It :a::ge;eqt:llrem:ntpslto: Ms. Becky Cottrell, Human Resourcesm::ﬁ,
rch an anning Center, 321 Middlefield R Tenlo
; oad,
Park, CA 94025 (E-mail: BCOTT@ALLSTATE.COM; Fax: 412;;}:

9347). Please specify the positi i
: position for which i
didates should indicate availability, "ppiyine. lntem can-

suu;‘.‘:]ENf!OR CONSULTAI.\IT OR PROJECT MANAGER: Aon Con-
g, formerly HRStrategies, is an internationally known HR consulting
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firm specializing in the design and implementation of creative solutions to
human resource and organizational transition needs. Our staff of over
1,500 professionals includes more than 60 /O psychologists offering ex-
ceptional service to the most recognized and innovative organizations in the
world. As a member of the Aon family of companies, we offer global con-
sulting capabilities through a worldwide network of offices.

Due to rapid growth, we are continually in search of exceptional candi-
dates who can make valuable contributions to our team. Project work in-
cludes the construction and implementation of selection and assessment
systems, performance management systems, career development programs,
employee opinion surveys, and change management consulting.

We seek experienced /O psychologists with a proven track record of
superior project management and strong statistical skills with the ability to
present in an applied manner. Send your resume outlining related experi-
ence to Jennifer K. Burns, Human Resources Manager, Aon Consult-
ing, P.O. Box 36778, Grosse Pointe MI 48236. Aon Consulting is an
Equal Opportunity Employer and a member of the Aon family

PERSONNEL DECISIONS INTERNATIONAL (PDI), is 2 human re-
sources and management consulting firm with more than 220 consulting psy-
chologists, and offices around the world. We are a highly professional team,
on the leading edge of our profession, focused on providing innovative, top-
quality solutions to meet client needs.

Due to the incredible growth of our training and development business, we
have immediate opportunities for TRAINING CONSULTANTS and SENIOR
TRAINING CONSULTANTS in our HOUSTON, SAN FRANCISCO, CHI-
CAGO, and MINNEAPOLIS offices. Qualified candidates will have 2 mini-
mum of eight years of stand-up training experience, preferably to management
and senior management groups and will be familiar with such development
topics as: leadership, performance management, and team development. The
qualified candidates will have exceptional platform skills and an ability to
customize and design training programs as well as being willing and able to
sell the training business. An advanced degree is preferred. Travel require-
ments will vary depending on location.

ADDITIONAL OPPORTUNITIES are available for SENIOR CONSULT-
ANTS in our BOSTON, CHICAGO, and SAN FRANCISCO locations to do
management and executive assessment, as well as coaching. Qualified candi-
dates will be licensable in the state of residence and will have a Ph.D. in 110
Psychology, counseling, clinical psychology, ora related field.

PDI offers a competitive compensation package, relocation assistance, tre-
mendous growth opportunities, and exciting work with leading giobal organi-

zations.
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T -
Sumeo;&pl;; for tl:le_se or future opportunities, please send a cover letter, re-
Reso;. geographic preference to: Joanne Pfau, Vice President of Hu,
rces, Personnel Decisions International, 2000 Plaza VII Towerng
]

South 7th Street, Minneapoli
. polis MN 55402, -
portunity employer. 5402. Fax: 612-337-3640. Equal op-

StatLNLII.':lIiJVSeTl}IAPL ORGANIZATIONAL PH.D. PSYCHOLOGIST. Wayne
State Uiniy ;s;t)lfc sych_alogy Department is seeking a candidate for one- tenui d
or tenure -1' ck appointment beginning August 1997. Rank and sal :
ngéd in;:zslcant; must have a Ph.D. in 1/O psychology and be activt?;' i':rr:
yoledin ‘:;:;e 13 some area of /0 psychology. Preference may be given to
. rimary interests are in organizational psych
. - + W Ol
Z]:(]:lllll::cﬂt:e w:-l[ -bel considered. Individuals with a strongpq{lanti;%iy\:eb;;callcl-l
g positionp’ fltl:lu a-rly encourfaged to apply. We will accept applications until
e l!‘l; Il eg, hc:l)wever interested individuals are encouraged to apply as
ssible. Send letter of application with state
; . ment of teachi -
::Zr:ilt :.li]ti;gsts, vn.ta, t‘hree letters of reference and reprints/prepri:lslrf- 21: "
st ;‘at rgljnn'lzatt?nal Search Committee, Department of Psyc.holomr,
Unizemi ite n;vemty, 71 W._ Warren, Detroit MI 48202, Wayne Stire,
. stmt‘}:' n::egnan ;:2:1 pllnportu“l;lstyl!\fﬁnnative Action Employer, All build
: r icles at WSU are smoke-free. University—
people working together to provide quality service..:e bttty

. leEtV[l';‘LOPMENT DIM_ENSIONS INTERNATIONAL. At Devel
c:; i“.n imensions International (DDI), rapid growth and expansion a :
o Dm/l‘g/l astl;u_llltlple consulting ) opportunities  for  highly qualiﬁ:;
cm:np'anies “ro .ﬁ;:l-iclilot p;ych::loglsts. Our consultants work with leading
e to develop creative solutions fi i i
by applying innovative I/O tech i Rt
_ nologies and methodologi
ing for your innovative contributions o
_ to be a part of our continued
' | su !
man[;lg); m::nz: cl::ltltsslllalltlirgh-fl?ased, “l;ltemational, organizational develo‘;;flsei-t
ng firm. We specialize in the research and ,
:r;s:; of HR systems applied a:ut all organizational levels, These sys‘::;esloiﬂ:
clud assessment and sFlecEtlon, training and development, performan
ma lazg(e)lgoer:;g:;nn? z:tljgam.zat;znal change. Each year, we provide servicf:z
2, ions in 36 countrie i ivi
e s to help them improve productivity,
A career with DDI will allow i
A ith L you to work with others on leading-
g:il:l t;ai::‘hdapphcatlons of applied psychology. You will work in";gr;:Igt?:
plined team of four to six professionals focused only on re-
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. ing in a
search/applications; there is no sales ::r)mponentI 1{1volved. k':?g?vrll;glgge I:, -
ills, while applying your
allows you to expand your skills, : ow .
::?:; varietyyof interesting challenges. Your team’s prod_uctlwt)ir :{:L:;
enhanced by unparalleled support services, Varied c?:sultlng a::ls; ge o
i ions in the world will provide you w
with the largest corporations 1n ( : .
challenges and the opportunity to expand ygur profess;lzr;'iailvl;(:;lzﬁzspmduct
i icated to projec
r Consultants lead teams dedlca: : :
devglet;:;ent The position emphasizes integration of /O methodologies to
ique client requirements. N o .
meer::ige variety of Consultant opportunities exists in teams comrnlttedtto
hange management, selection, performance consulting, assessment t(;:l; e:j-
:xercgise development, training, and basic Ieammg r;search.oizc;::m w:;"
i ities abound. Each new c
ssional development opportuni E ntiv
E:\,ff: an individualized development plan. Posmf:ps qsuallytgnr:::lt;?’f;
overnight travel and offer an opportunity for exciting internatio
ignments. .
andr:lsasifor fax resumes to: Bernadette D. Kort?.e, Dt.evelopmt:t;to :);m;:x
sions International, 1225 Washington Pike, Bridgeville PA 8

412 220-2958. EQE.

THE HUMAN RESOURCES RESEAR:):Hd OI:tGA(l:{;fﬁ:'il‘rllgll\l
e e ers Y
is looking for individuals to join its headqua _

g:;lgsaR?l)A'.s We hagve an immediate need for one or more expem::czc:
persons ;Nith experience in /O psycho'logly,decglc:;;g:?;er;ex:rzgfda;ion
elated field. Project work may include de en ator

2‘;’ :::zs:mcnt tools for selection, promotion, ;\n; cregggtlat[;:i ;:;;er‘:s;,c z:,

- ng
ment of career development tools (1]1c udi : 3
:fsl:)n[; and followup coaching); job analysis; and program evaluz;t_::r:.ml:;-
sponsibilities will require application of research, consulting, proj
d business development skills. L . _
age:tejrr‘rtt’l{alll]o has a varied client base, including civilian a;fd T}:lltz:;,); E:t:-
i iati d private sector. We offer the

ernment agencies, associations, and pri : : offer the OppOSE,

i i d interesting work in a collegia _
L i ience are preferred, but we will
A Ph.D. and at least three years experien bt we S

i i i ting and oral communi

consider other candidates. Superior wri o o e ar
ust. Salary commensurate w1t].1 experien :

:;fez cr:?mdidates should contact Dr. Deirdre Knapp, Manalgér, lt’:rr.rislt;::
Selection & Classification Progran:, l-ll:'l;'le?.ga ;5)6 'ﬁ]:?;“;np‘ax (703;
ite 400, Alexandria, VA, 22314, one 62; )
:::-85574; e-mail dkna’pp@mail.humrro.org. HumRRO is an equal op

portunity employer.
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DEPAUL UNIVERSITY, DEPARTMENT OF PSYCHOLOGY,
ASSISTANT PROFESSOR IN INDUSTRIAL/ORGANIZATIONAL
PSYCHOLOGY. Tenure track position beginning Fall, 1997, pending
budget approval. Ph.D. required. Applicants should have Organizational
emphasis. Focus could include leadership, organizational theory, and or-
ganizational development. DePaul offers an 1/0 Ph.D. and an 1/O under-
graduate concentration. Opportunities exist to develop contacts for re-
search and consulting. Responsibilities include: developing and maintain-
ing active research program in I/O psychology and supervising graduate
student research. Particular area of research is not as critical as ability to
demonstrate productivity potential. Courses to be taught include Leader-
ship, Organizational Theory, Organization Development, and undergradu-
ate courses in I/0. Send curricuium vitae, three letters of reference, recent
publications and manuscripts, and statement of research and teaching inter-
ests {0 I/0 Search Committee, Department of Psychology, DePaul Uni-
versity, 2219 North Kenmore, Chicago IL 60614. Review of applicants
begins December 15 and continues until position is filled. DePaul is an
Equal Opportunity Employer.

GRADUATE FACULTY POSITION ANNOUNCEMENT. THE
PSYCHOLOGY PROGRAM OF THE CLAREMONT GRADUATE
SCHOOL announces a search for an organizational or social scientist who
specializes in evaluation research. The position is a 3-year (renewable;
with the potential to convert to tenure track) graduate faculty appointment
at the rank of advanced assistant professor or higher. The successful candi-
date will teach, supervise research, and assume a leadership role in a new
master’s concentration in Program Design, Management, and Evaluation,
and be expected to contribute to other academic programs within the center
(e.g., Ph.D. programs in various areas of psychology and/or an M.S. pro-
gram in human resources design). Candidates should have (a) a doctoral
degree completed, (b) a demonstrable area of specialization, experience,
and publications in evaluation research, (c) outstanding teaching skilis.

Expertise in at least one of the following areas is also desirable: devel-
opmental psychology, social psychology, organizational behavior, human
resource management, or training and development,

Our faculty is committed to applying behavioral science to the preven-
tion and amelioration of social and organizational problems, and to devel-
oping and evaluating programs and policies that serve the pubic interest.
As part of this commitment, we promote diversity in all aspects of our pro-

grams. Minority and women candidates are especially encouraged to apply
for this position,
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i i til
Evaluation of candidates will begu:i J:nuaryhl 5u,1c1i9s9e'lr" :n: st;r;tlr:)t;t:szr:‘ ;l
ition i ted candidates sho! 5
the position is filled. Interest should 30 8 e of rocent
ent of their relevant skills and experiences,
f:::relzn(e.g. publications, evaluation reports) to: Dr. Stewar.t I:;:::;a;:lio:é
Chair Ev’aluation Search Committee, Center for Orgm;l;;t ot
Beha\:ioral Sciences, The Claremont Graduate School, . Eig

Street, Claremont, CA 91711.

INDUSTRIALIORGANIZATION_AL PSYCHOLOGYI.iEdﬁ:::Ls;::;
professor, tenure-track position b::g,inn;:gr;i::;‘l:?;iu‘:\zna;pg]:graduate et
i e essental, Teach onsibilities include under-
M.A. level students are essential. Teaching resp e e s

rse, tests and measurements, and graduate
gr?dl:;f hlrno t::;?l"sgz:cl area. Will also have the opporfumty to develop
ls:r:::lializyed graduate courses in areas such as compensatlon,bper'fonlr:la;:;ez
al;praisal, and labor relations. Research interests shou.lc:izafio:lnis -5
trial/Organizational Psychology although the area oi:' specia it ol
An earned doctorate is required. geng 1::% ?(l; ﬁf.:f-at;f;;]: hol(;gy iy

ree letters of reference to: Dr. JO » Psye

:;:stthern Kentucky University, 1 Big Red Way, B:::;ic];:t?e'wl(;{f
42101-3576. Phone: (502) 745-2696. FAX: (5(?2) ‘7l’ d- won.mn o
applications begins February 3, 1997. Open. until t'!l ed. i
n?)gities are encouraged to apply. Affirmative Action/Equal Opp

Employer.

i isi Research Institutes, Inc.
Psychologist. Personnel Decisions , I
(PDI:lcl)) alsp){remierg human resources research anc[ development orgdarfll;zt:o:
with of‘ﬁces in Minneapolis, Minnesota, Washmgt?n, D;]CE) a:nizatiuﬂa,[
Florida, is seeking junior and senior level Ilndustrutal itl.l'la wi:;i T
’ jalizes i ent o
logists. PDRI specializes in the deve opm ] i
Elsl):;:: :iources systems and products for public and pn\;ate r:::z:oc::::;
imarily i i tion system ,
rimarily involves selection and promo ys :
O:r:";vnl::nge mana);ement and career de\aelop.njo:nt3 training needs analysis
l:nd training system design, and employrneml hn%at:?; :‘;E':Tre carch quals
i highest levels
PDRI expects from its staff the e b
i initiati t. In turn, we offer a work am :
ity, effort, initiative, and output. e 8O e carch i
tive to those seeking to conduct hum SourC L
2:10: edlitctlms:tting — casual and quasi-academic, accepting (mdei‘d, app;i_
ciatisg) of individual differences in work style m'1d approar;:l,r:n supp
tive of both highly autonomous and more team-oriented workers.
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Qualified candidates will have an M.A. or Ph.D. in Indus-
trial/Organizational Psychology. Candidates should also possess excellent
research, analytical, interpersonal, and oral and written communication
skills; programming/computer skills are also highly desirable. Applicants
for senior level positions should also have demonstrated outstanding busi-
ness development and project management skills. Expressions of interest in
post-doctoral fellowships are also encouraged. Please send resumes with
cover letters to Laurie Zelesnikar, Personnel Decisions Research Insti-

tutes, Inc., 43 Main Street Southeast, Suite 405, Minneapolis, Minne-
sota, 55414. EEQ/AA.,

PROJECT MANAGER, RESEARCH AND EVALUATION:
SPRINT is seeking a Research and Evaluation Unit Manager for its train-
ing organization. This relatively new unit was established to design and
support training evaluation strategies for Sprint. Future plans are to expand
evaluation and research into other HR disciplines of Organization Devel-
opment, Career Development and Performance Management.

The project manager, with the support of an evaluation specialist, con-
sults with HRD professionals and internal customers to design evaluation
programs that support business unit objectives. The project manager also
directs special research and benchmarking projects.

Sprint is a global communications company—at the forefront in inte-
grating long distance, local and wireless communication services, and the
world’s largest carrier of Internet traffic.

Sprint built and operates the United States’ only nationwide all-digital,
fiber-optic network and is the leader in advanced data communications
services. Sprint has $12.8 billion in annual revenues and serves more than
15 million business and residential customers.

The successful candidate will possess an advanced degree in 1/O Psy-
chology, Adult Learning, MBA or related field; 3-5 years in a business set-
ting in evaluation research, performance management, group facilitation
and have a strong understanding of business operations, strategy and qual-
ity. He/she should have experience in a matrix environment and have abil-
ity to complete projects through teams who report to other parts of the or-
ganization. Experience in presenting training outcomes to executives;
knowledge of process improvement tools; and excellent executive writing
and presentation skills are essential.

Send resume with salary requirements to: Joyce Savage, Group Man-
ager-Assessment, Sprint, P O Box 7972, Shawnee Mission KS 66207.
joyce.savage@sprintal.sprint.com.
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SALOMON BROTHERS TRAINING SPECIALIST, MANAGE-
MENT & PROFESSIONAL DEVELOPMENT. The Corporate Training
Department of Salomon Brothers, a leading global investment bank, is
seeking an individual to join its Management and Professional Develop-
ment team (M&PD). M&PD operates as an internal consultant to employ-
ees at all levels of the Firm, Working within a fast-paced and dynamic en-
vironment, the group provides services related to professional and man-
agement training, competency modeling, performance management proc-
esses, assessment centers, team building, needs assessments, and employee
surveys.

Qualified candidates should demonsirate: 2-5 years work experience; at
jeast a Bachelor’s degree; platform and facilitation skills; experience deliv-
ering basic training curriculum (e.g., oral presentation skills, interview
skills, client relationships); ability to produce instructor/participant training
materials; project experience in areas such as competency modeling, per-
formance management, and organizational design; proficiency with com-
puters (e.g., Word, Excel, Access); strong interpersonal and communication
skills; ability to work both independently and as a team member; profes-
sionalism and motivation.

Interested candidates should mail or fax a cover letter and resume to:
Pam Messineo, Salomon Brothers, 7 World Trade Center (34th Floor),
New York, NY 10048, Fax: (212) 783-2520. Relocation costs will not be

paid by employer.

PROFESSIONAL DEVELOPMENT SPECIALIST: Since 1974,
Vantage Human Resource Services, Inc. has provided services to public
and private sector organizations in the D.C. metropolitan area and nation-
wide. Our corporate capabilities include career development and transition
services; team building; leadership development; organizational and em-
ployee development; needs assessment, and federal personnel services. Re-
sponsibilities for this Virginia-based position include designing, develop-
ing, and implementing organizational assessment and quantitative data;
consulting with clients on transition management, workforce assessment
and planning, team building, “survivor” programs, leadership development,
job/skills analysis, career development, and other organizational issues; as-
sessing clients’ training needs; conducting highly interactive group training;
providing individual counseling; and researching and preparing training
materials, proposals, and other written documents. Qualifications are a
Ph.D. in /O psychology; demonstrated experience in assessment and meas-
urement, training and development, and group process facilitation; prior
work history in the federal govemment or private sector manage-
ment/consulting desired; excellent verbal and written communication
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PART-TIME TEMPORARY INSTRUCTORS are sought for an oc-
casional teaching assignment with Central Michigan University's College of
Extended Learning to teach graduate level courses in Organizational or Per-
sonnel Psychology. The two courses are part of several concentrations in
the Master of Science in Administration (MSA) degree program, which is
offered at more than 50 locations in 15 states nationwide (12 locations are
in Michigan). Classes are offered in a compressed format on three or four
alternating weekends or one night per week for eight weeks.

An earned doctorate in I/O Psychology, recent publications in referred
Jjournals, and teaching experience are required.

The College of Extended Leamning pays a generous stipend plus travel
expenses. For information, please call Carolyn Monahan at 1-800-950-
1144 ext. 3869, or send e-mail to, carolyn.monahan@cmich.edu,

ESS CORP, an Orlando-based consulting firm, is seeking candidates
for Human Resource consulting and business development positions. ESS
is a nationally recognized firm specializing in state-of-the-art human re-
source services, primarily in the areas of assessment, test design, and train-
ing. ESS has a rapidly expanding client base that is predominately com-
posed of Fortune 500 companies.

The Human Resource consultant position will involve the following:
development and implementation of assessment materials and instruments,
interactive and video-based training programs, telephonic assessment sys-
tems, interviewing programs; conducting client-based field activities such
as project planning, training, job analysis, etc.; travel 30-50% of the time.
Candidates for this position must possess the following: a Ph.D. or mas-
ter’s degree in I/0 Psychology; three years full-time human resource work
experience; a sound understanding of assessment and measurement princi-
ples; strong client management and customer service capabilities; excellent
interpersonal, written communication, and presentation skills; computer
proficiency.

Business development candidates should have at Jeast 2 years experi-
ence in the areas of assessment, selection, training, and/or performance
management; experience selling human resources systems/programs to in-
ternal or external clients; and an ability to consult with senior management
within Fortune 500 organizations on HR issues. A Ph.D. or master's degree
in 1/O Psychology is preferred but not required. The business development
positions are field-based in major metropolitan areas throughout the U.S.
and Canada and provide a competitive compensation plan including salary
plus commission and an opportunity for advancement,

ESS offers a competitive salary, excellent benefits, a dynamic team-
oriented environment, and opportunities for advancement. Please send
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your resume, with an indication of whether your interest is in a consulting
or business development position, to; ESS Staffing, ESS Corp, Suite 212,
2300 Maitland Center Parkway, Maitland Florida 32751,

AUBURN UNIVERSITY MONTGOMERY CENTER FOR BUSI-
NESS AND ECONOMIC DEVELOPMENT. We are seeking a capable
and experienced professional with expertise in industrial-organizational
psychology. Responsibilities include planning and conducting job analy-
ses, selection procedure development, statistical analyses, and research re-
jated to new assessments and procedures. The ability to develop and
maintain favorable relations with clients and coworkers is essential. The
position will require travel to attend client meetings as needed (generally
limited to 4-6 days per month). Excellent presentation skills are manda-
tory. Experience in project management is desirable.

The Center for Business and Economic Development is a research and
extension arm of the University. Its principal activities include private and
public sector personnel administration, employee selection and promotion,
litigation support for cases involving Title VI of the 1964 Civil Rights Act,
work force utilization analysis, organizational development, task and job
analysis, productivity enhancement, and related research in industrial-
organizational psychology and human resources management.

Contact person: John G. Veres 111, Director; 7300 University Drive;
Montgomery, Alabama 36117; Voice: 334/244-3700; FAX: 334/244-

3718; E-mail: jveres@aum.edu.

DIRECTOR, LEADERSHIP/MANAGEMENT SELECTION &
ASSESSMENT. Motorola, a world leader in telecommunications and high
technology, is seeking an Industrial/Organizational Psychologist to direct
the development, validation, and implementation of leadership assessment
systems for multiple levels of management.

Specific responsibilities of this position include: overseeing the work of
consultants in this effort; directing, designing and implementing the feed-
back process; leading research on the longitudinal effectiveness and return
on investment of the system/process; selecting, managing, and developing a
staff of professionals; and establishing a leadership database/tracking sys-
tem for HR applications.

The qualified candidate will possess: a Ph.D. in Indus-
trial/Organizational Psychology or closely-related field; 8-10 years of ap-
plied business experience in a large, multinational company or consulting
firm; excellent presentationlcommunication skills; a record of success with
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selection techniques; and exploring new selection processes and technolo-
gies.

Motorola offers a competitive compensation and benefits package as
well as ongoing opportunities for professional development. For consid-
eration, send your resume or C.V. to: Director, HR Selection & Assess-
ment, Motorola, 1303 E. Algonquin Road, IL01-5, Schaumburg, Illinois
60196 USA.

SENIOR CONSULTANT, ORLANDO, FL: WILSON LEARNING
CORPORATION has been a leader in the human resources field for more
than 30 years. Our clients include Fortune 500 and emerging growth com-
panies around the world. Our success is based on linking human capabili-
ties with business strategy. We strive to be experts in understanding our
customers' businesses. We have charted new paths in integrating technol-
ogy into assessment and development processes.

The Assessment Group is seeking a qualified individual to join our
growing team of consulting psychologists in the Orlando, FL area. The
prospective candidates will have:

e An M.S. or Ph.D. in I/O Psychology.

e A minimum of five years of post-graduate experience in assessment

technologies.

e  Experience in designing and implementing a variety of assessment
tools and processes.

e Successfully managed complex projects addressing various busi-
ness issues and challenges and involving multiple levels within cli-
ent organizations.

Additionally, candidates should possess a consultative, customer-

focused approach, and be energetic, innovative, and versatile.

‘The Senior Consultant position offers a variety of project work, an im-
mediate opportunity to further the competitiveness of client organizations, a
professional yet informal environment, and exciting growth opportunities.
This position requires approximately 25 percent travel and offers a com-
petitive compensation and benefits package.

For confidential consideration, piease send a cover letter, résumé, and
salary requirements to June Gilbert, Wilson Learning Corporation, 7500
Flying Cloud Drive, Eden Prairie, MN 55344-3795.

Wilson Leaming Corporation values diversity and is an Equal Oppor-
tunity Employer.

RESEARCH PSYCHOLOGIST. THE NATIONAL SECURITY
A.GENCY, an intelligence agency within the Department of Defense, in-
vites a!:plic?tions for the position of Research Psychologist. Duties inciude
designing, implementing, evaluating, and reporting the results of applied
research for the purposes of development of selection systems and attitudi-
m.xl surveys. In particular, the candidate should possess a Ph.D. in indus-
trial/organizational psychology, with a strong background in job analysis
test. construction, psychometrics, multivariate statistical analysis, research'
design, and familiarity with PC-driven statistical sofiware packages. Good
oral and written communication skills, the ability to work independently.
am.:l work effectively with teams and different levels of management are re:
qum‘:d. Application processing time frequently takes several months. The
starting salary will be between $44,000 and $60,000 depending upon
qualifications and experience.

Prefer at least five years of applied work experience, but will consider
less. ‘Excellent career opportunities exist for the qualified candidate.
Sul?mlt your resume, copies of both your graduate and undergraduate tran-
scripts, and a letter describing your professional interests and career objec-
tives to: National Security Agency, Attn: S232R Suite 6840, 9800 Sav-
age Road, Ft. George G, Meade, MD, 20755-6840,

20%

That’s how much you save

every time you purchase the
Frontiers and Practice Series books through the

SIOP Administrative Office.
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ADVERTISE IN TIP AND THE ANNUAL
CONVENTION PROGRAM

The Industrial-Organizational Psychologist (TIP) is the official news-
letter of the Society for Industrial and Organizational Psychology, Inc., Divi-
sion 14 of the American Psychological Association, and an organizational
affiliate of the American Psychological Society. TIP is distributed four times
a year to more than 2500 Society members; the Society’s Annual Conven-
tion Program is distributed in the spring to the same group. Members re-
ceiveing both publications include academicians and professional-
practitioners in the field. In addition, TIP is distributed to foreign affiliates,
graduate students, leaders of APA and APS, and individual and institutional
subscribers. Current circulation is 4700 copies per issue.

Advertising may be purchased in TIP and the Annual Convention Pro-
gram in units as Jarge as two pages and as small as one-half page. In addi-
tion, “Position Available” ads can be obtained in TIP at a charge of $75.00
for less than 200 words, and $90.00 for less than 300 words. These ads may
be placed on our Web page at no additional charge, but both a hard copy and
a disk (ascii formatted) must be submitted. For information or placement of
ads, contact: SIOP Administrative Office, 745 Haskins, Rd., Suite A, P.O.
Box 87, Bowling Green, OH 43402.

Advertising Rates
Rates per Insertion

Number of Insertions

Size of Ad One Time Four or More
Two-page spread $450 $330
One page $270 $200
Half page 5210 $165
Plate Size
Size of Ad Vertical Horizontal
One page 7-1/4” 4-1/4"
Half page 3-1/4” 4-1/4"

Publishing Information

TIP is published four times a year: July, October, January, April. Respec-
tive closing dates are May 15, August 15, November 15, and February 15.
The Annual Convention Program is published in March, with a closing date of
January 15. TIP is a 5-1/2" x 8-1/2" booklet, printed by offset on enamel
stock. Type is 10 point Times New Roman,
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12th Annual Conference
The Society for Industrial and
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April 11 - 13, 1997
Workshops: April 10, 1997

Conference and workshop registration materials are sent
to all SIOP members in January.
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