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From Insight to Impact: What Happens After the Insight?

Myia S. Williams, PhD
Editor

On June 4th, one of my doctoral students, now Dr. Lisa Anang, successfully defended her dissertation.
As an advisor, moments like these never get old. Although the spotlight rightfully belongs to the stu-
dent, there is something incredibly rewarding about watching someone grow over the course of their
doctoral journey. You witness the early uncertainty, the moments of self-doubt, the countless revisions,
the difficult questions, and the inevitable twists and turns that come with conducting research. Then
one day, you find yourself sitting in a dissertation defense watching a student confidently discuss their
work, defend their ideas, and contribute new knowledge to the field. It's a reminder that becoming an I-
O psychologist is about much more than earning a degree, and more so about developing the ability to
ask thoughtful questions, challenge assumptions, and use evidence to make a meaningful impact.

Perhaps that is why this time of year always feels special. Across the country, graduates are crossing
stages, celebrating years of hard work, and preparing for what comes next. Every graduation season
serves as a reminder that the future of our field is bright. New scholars, practitioners, and leaders are
entering the profession, bringing fresh perspectives, new ideas, and a willingness to tackle some of the
most complex challenges facing organizations today. Just a few weeks earlier, many of us gathered in
New Orleans for the SIOP Annual Conference. As | reflected on the conference and as | read the two re-
flection pieces featured in this issue, | was struck by a similar feeling of optimism. Whether the conver-
sations centered on Al, people analytics, employee well-being, leadership, assessment, or the future of
work, there was a common thread running through them all: a shared commitment to making organiza-
tions better for the people who work in them.

At first glance, graduation season and SIOP may seem unrelated. One celebrates those entering the next
chapter of their careers, whereas the other brings together professionals from across the field to ex-
change ideas and share knowledge. Yet the more | thought about it, the more connected they felt. Both
are reminders that our field continues to evolve, that learning never really stops, and perhaps most im-
portantly both are reminders that the future of I-O psychology is shaped not by any one person, confer-
ence, article, or generation but by all of us collectively. As | reflected on the conversations from SIOP,
one thought kept resurfacing: We are not lacking insight. Everywhere | turned, people were talking
about change. We talked about Al and what it means for the future of work. We talked about employee
listening and the realization that the problem is no longer survey fatigue it is survey inaction (my favor-
ite line of all time, and | will keep climbing that hill). We talked about leadership, well-being, belonging,
uncertainty, and what it means to support people during a time when so much feels like it is shifting be-
neath our feet. As | listened, | found myself wondering: What happens after the insight?

If there's one thing our field is good at, it's generating ideas. We study problems, identify patterns, build
frameworks, test interventions, and develop evidence-based solutions, however, knowledge alone doesn't
create change and insight without action is simply information. At a time when Gen Z is entering the
toughest job market, layoffs are happening, engagement is declining globally, and the future feels uncer-
tain, it should come as no surprise that organizations need more than information. Furthermore, now
more than ever, employees are looking for workplaces where they can thrive, leaders are trying to navi-
gate uncertainty, educators are preparing students for careers that may look very different just a few years
from now, and communities continue to wrestle with questions of fairness, opportunity, and belonging.
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The work cannot wait, which is why this issue feels especially timely (I know | say that in every issue). As |
reviewed the articles for this issue, | noticed those same themes showing up again and again. We see them
in conversations about Al and how we responsibly prepare future practitioners for a changing world of
work. We see them in discussions about leadership, occupational health, and employee well-being. We see
them in reflections from the LGBTQIA+ community and in conversations about gender equality on the
global stage. We even see them in stories from military and veteran communities, reminding us that ca-
reers are rarely linear and that some of the most meaningful contributions to our profession come from
people who have traveled unexpected paths. In his presidential column, Richard Landers reminds us that
although we may hold different identities, experiences, and interests, we are united by shared values and
a commitment to improving work and organizations. Community is not built because we are all the same,
but rather, it is strengthened because we make room for different perspectives, experiences, and voices.

Meaningful impact happens when we move beyond understanding a problem and begin doing some-
thing about it. That, to me, has always been one of the most powerful aspects of I-O psychology. We
don't simply study work, we help shape it. We don't only identify challenges, we design solutions. We
don't generate knowledge for the sake of knowledge, in fact we use it to improve the experiences of
people, teams, and organizations. In his final essay, “An Essay About Work Psychology and the Psychol-
ogy of Working”, Howard M. Weiss challenges us to think beyond the boundaries of traditional I-O psy-
chology and reconsider what it means to study work. Rather than viewing work solely through the lens
of organizations, jobs, and outcomes, he invites us to return to the worker and the lived experience of
working itself. In doing so, he pushes the field to ask not only what work produces, but what work
means, how it is experienced, and what it reveals about the human condition. So, as you make your way
through this issue, I'd like to leave you with a simple question:

What is one insight you're willing to act on?

Maybe it's an idea from one of these articles, something you heard at SIOP, or it's a challenge you've
been thinking about for months but haven't yet addressed. Whatever it is, consider what the next step
might look like, because as stated earlier the future of our field will not be defined by the ideas we gen-
erate alone. Most importantly, it will be defined by what we choose to do with them.

Until next time, keep bridging science and practice and keep turning insight into action.
Have a wonderful summer.

Dr Will.i.am
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Presidential Column: United by Values, Strengthened by Differences
Richard N. Landers, PhD

As | write my first column as your new president, | want to do something a little different than the
standard introduction. Rather than offering fresh remarks, I'd like to share, in adapted form, the closing
plenary address | delivered at the SIOP 2026 Annual Conference.

Not everyone in our community was able to attend, and even among those who did, many had already
left by the time the closing plenary began. But | felt that the themes | raised there were too important to
leave behind in New Orleans. And more practically, this is my "I'm your new president" message, an op-
portunity to introduce myself to you and lay out what | hope will define my year of service.

With that said, here is the heart of what | shared.
This Moment Is Challenging

We are in a challenging moment, a moment where we need communities like SIOP. Whatever your po-
litical affiliation, | hope you agree that this is a moment of enormous change and challenge for everyone,
one where everyone needs the support of others with shared values and purpose.

Through the lens of SIOP, four threats are especially salient to me. First, the threats to both science and
science funding are enormous. Trust in science sits near all-time lows. In January, Pew Research re-
ported that in 2025, 22% of US adults had little or no confidence that scientists act in the best interests
of the public. For FY 2027, it appears that the Social, Behavioral, and Economic Sciences Directorate of
the National Science Foundation may be eliminated, closing one of the primary funding engines for I-O
psychology research in the United States, and perhaps worldwide. SBE provides 63% of all funding for
academic research in the social sciences!

Second, the federal administration has also levied direct challenges to diversity in organizations. What-
ever side of the aisle you're on, | hope you recognize the disruption this causes within our community:
derailed research careers and job loss for practitioners working in the DEI domain. For members who
have benefited from DEl initiatives, programs that helped pull them out of difficult and unfair situations,
they now see the ladder pulled up behind them.

Third, separate from politics, we face the challenge of Al. Many I-O psychologists have been asked how
we should respond to the disruptions Al is bringing to the organizations we work in, for, and around.
Whether you're in academia or practice, public sector or private, Al is changing work and how we under-
stand work. This is often glibly labeled the future of work, but the reality is that work today has already
changed. And we are not quite ready for it.

Fourth, this challenge is not limited to the consumers of our research or the beneficiaries of our prac-
tice. It affects the field itself. It threatens the careers of new graduates. We must grapple with what the
future of I-O psychology looks like in this new world.

SIOP is already acting on all these fronts through federal advocacy, grant programs, and coalition work.
That effort is ongoing and not slowing down. But rather than rehash it, | will focus here on what's com-
ing next.
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Who We Are and Why We're Here

| wrote before that community is important in difficult moments like these. That means it's also im-
portant to stop and ask ourselves about that community: who are we, and why are we here?

To me, the core of the I-O psychology community and ethos has always been science-practice. My
grand-advisor, Milt Hakel, promotes the term praxis as, “the synthesis of theory and practice without
presuming the primacy of either,” or “scientific practice and practical science”. To me, this means with
praxis we create something better than either could achieve alone. When we take scientific evidence,
bring it into the real world, and make a difference in organizations, one that we know is real and valid
and authentic, and then carry those lessons back into the research space, we create a cycle of genuine
societal improvement. To me, that is the heart and purpose of I-O psychology.

Where the mission of business schools is typically very pointedly to accumulate more publications in “A”
journals or crank out high-tuition MBA students, and the goal of human resources is generally to facili-
tate the efficient and legal movement of people in, through, and out of organizations, the unique value
of I-O psychology is this exchange of science and real-world practice. Without the science, we're no dif-
ferent from applied HR, and without the practice, we're no different from those academic OB programs
locking their faculty in the ivory tower cranking out AMJs. Not that there’s anything wrong with writing
AMIs (1), but when writing them becomes the purpose of a career, something has gone horribly wrong.
It's the blend of science and practice that makes I-O special. It's the blend that makes us uniquely valua-
ble to organizations and beyond. When we ignore that blend, when we fall into silos defined by others,
we lose the very essence of who we are.

The connection between science and practice that we represent is enormously important right now, in a
moment of low faith in science throughout the nation, perhaps the world. When we abandon science in
practice because it's challenging and inconvenient, or when we ignore practice in science and only con-
duct research because it furthers careers, we create a tragedy of the commons. We hurt the world
through inaction and neglect, letting systems larger than ourselves determine whom we help and whom
we harm, and letting the incentives set for us lead us by the nose. But if you truly believe in I-O psychol-
ogy, in praxis, and | trust that everyone reading this does, then this uncomfortable truth should not dis-
suade you. It should embolden you. If we are the ones who hold the keys to authentic, evidence-based
change, to make organizations better, to empower employees to realize their potential, to enable indi-
vidual and organizational flourishing, then we have a moral obligation to pursue praxis in our work. And
that's a responsibility, and opportunity, that falls on us alone.

Strategic Changes and Priorities

Faced with this landscape, over the past several years, the Executive Board has been developing a new
set of strategic priorities. More will be shared about this in the coming months, but | want to give you
the broad strokes today so you can see where we are focusing our efforts at the Board level.

The first priority is research and practice, because this is the very heart of our field. We must champion
praxis, and push that praxis into the broader world of work, beyond I-O psychology's traditional sphere of
influence, both to ensure that our field has a meaningful future and to enable people to thrive at work.

Second, we must better support the I-O psychology educational pipeline. Our values will not continue if I-O
psychology programs do not continue. And we need a way to demonstrate that I-O psychology has unique
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value through this education. You may have heard about the I-O psychology certification that SIOP is sup-
porting, which is one initiative that stemmed directly from this priority and its ancestor priorities.

Third is member value. We recognize that when you pay your membership dues, you are creating a psy-
chological contract with the organization that you will receive value personally and professionally as a re-
sult of your membership. That your membership is about more than financially supporting a nonprofit's
website and conference. That is a meaningfully different mindset than the one SIOP has historically taken.

Fourth, we must establish I-O psychology as the trusted public voice informing how work and organizations
are designed, led, and experienced. Our praxis means nothing if no one knows who we are. This has been
and continues to be the direct motivation for our public facing initiatives and federal advocacy efforts. It's
that effort that led to the federal recognition of I-O psychology as a STEM discipline, where it belongs.

Fifth and finally is vitality, which refers to the long-term health of SIOP through operational excellence
and strategic investment of resources. At the end of the day, SIOP is a non-profit business with a com-
plex portfolio of revenue streams and expenses. For every initiative we want to start, we need to ensure
we have the resources to make it happen, to do it well, and not just for now but for the life of the effort.

A related big change this year is that we took advantage of President Tannenbaum's teams and broader
organizational expertise to restructure SIOP's leadership and committee structure, building on President
Behrend's vision to make SIOP more responsive, more agile in all these areas. Put another way: we took
our own organizational development medicine, even when it was difficult. And it was quite difficult at
times. But because of that effort, we now stand poised to make real progress in these priorities.

Empowering Communities

When | began volunteering for SIOP over a decade ago, | thought of SIOP as a single circle of people, all or-
ganized around I-O psychology. When | was Program Chair for our Seattle conference, | began to see the
incredible diversity of interests within this community first hand. And then, as the Instruction and Education
Officer, | realized that to make good decisions for the whole organization, | really needed to understand the
diversity of our members' needs, wants, and struggles more deeply. So as a Board member, | proposed and
ran an audience segmentation study to identify the subcommunities within our membership.

What we found was remarkable: dozens of distinct identities among members. Historically, we have
tried to serve these various identities and subcommunities within SIOP through top-down initiatives.
Someone on the Board would realize or perhaps have a connection to an underserved group, sometimes
even through a chance encounter with a member at the Annual Conference, and that would trigger an
initiative to serve that group. That approach worked reasonably well, and I'm proud of many things SIOP
has accomplished over the past decades. But what became obvious to me is that there is no way for
SIOP to serve everyone individually in that top-down fashion. It tends to favor those who have access to
decision-makers, whether due to privilege or chance connections.

SIOP is not united in our interests and individual identities. We're instead united by our values. A love of
science for helping people in organizations. A desire for praxis. And that's an incredible strength, one that
is unique among all the groups surrounding organizational management. So instead of seeing that as a way
we are divided, it is a way we can create unique value for both I-O psychology and for organizations.



Figuring out the nuts and bolts of how to harness this strength became a major priority for me and will
continue to be my priority and | hope defining work during my Presidency: finding ways to empower
subcommunities with unifying interests or identities and provide them with the resources they need to
make the change they see as valuable. To contribute as a cohesive group, supported by SIOP and for the
betterment of I-O psychology.

You've already seen the beginning of these efforts. The Research Community Forums held before the
conference are a direct consequence of this shift in thinking at the Executive Board level. They are a
recognition that subgroups of researchers need communities to connect with in order to build toward
broader goals, and that the existing structure and especially the size of the annual conference was mak-
ing that difficult.

Similarly, in the coming year, we are experimenting with a new concept called Special Interest Groups,
or SIGs. Their goal is to provide year-round resources that enable a group champion to attract, organize,
and manage their own subcommunity within SIOP toward collective action. SIOP will provide the struc-
ture and the tools, and SIG members will provide the will. We'll be starting with a few pilot SIGs in the
coming year, and after we work out the bugs, then we'll be opening up so that any sufficiently large coa-
lition of members with a unique shared interest or priority that they want to focus on will be able to
propose and run a SIG. And then we expect those SIGs to do great things.

Call to Action
So limplore you: Respond to my call.

Champion your community. Recognize the identities you hold within I-O psychology, and be an advocate
for them—because the only way we know what you and the groups you belong to need is when you tell
us. When you get surveys from SIOP, respond loud and proud. Write far more responding to those quali-
tative questions than you think anyone would care to know. | promise they are being read.

Then, take it a step further and join a committee. SIOP lives only because of its volunteers. Because of
you. So when you receive that email asking you to sign up on the volunteer system, please respond. We
need your time, your effort, and your enthusiasm.

And even if you're not ready to join a committee, raise your hand in whatever way you can. Go to local
high schools and community events and spread the good word of I-O psychology. Attend city council
meetings and government hearings and make sure the voice of I-O is heard. Start a local group so that
every I-O in your area has a place to find each other.

Or start small. Speak loud and proud about I-O on LinkedIn! Connect with other I-Os and find shared
purpose. Work out what you can do together and go do it!

This is how you respond in this moment. Find your people within SIOP, come together in shared pur-
pose, and go do good for us all!



Max. Classroom Capacity: A Word from the E&T Practitioner Subcommittee

Loren J. Naidoo
California State University, Northridge

Dear readers,

One of the great benefits of writing this column is that | get to have interesting
conversations about teaching with all kinds of folks who are engaged in the work
of supporting teachers of I-O psychology. Members of SIOP’s Teaching Commit-
tee, and its many subcommittees, certainly fall into that category. SIOP’s Teach-
ing Committee “...generates ideas and produces and curates content relevant to
SIOP members who engage in teaching, education, or I-O psychology program
administration at various universities.” Periodically | invite members of this com-
mittee to highlight their work in this column.

Dr. Sophie Kay is a member of the Education & Training Practitioner Subcommittee. This subcommittee is
working on building resources to help I-O instructors develop the applied skills of their students. | am de-
lighted to welcome Dr. Kay to Max. Classroom Capacity to share the important work of this committee.

Should've Learned That in Grad School: A Practitioner Competency Resource for I-O Educators

Sophie A. Kay
People Research Scientist, Meta

On behalf of the 2025-2026 SIOP Education & Training Practitioner Subcommit-
tee: Sophie Kay (Lead), Rob Stilson, Zack Stubblefield, Morgan Taylor, Seth Os-
born, Nohelia Paz, Susan Johnson, and Nathaniel Lawlor.

Correspondence concerning this article should be addressed to Sophie A. Kay,
PhD. Email: drsophiekay@gmail.com

; Seventy-seven percent of I-O psychology PhDs end up in nonacademic roles (Lin
et al., 2019). That number climbs higher once you factor in master's and undergraduate students. De-
spite these realities, I-O graduate programs continue to emphasize research training far more than ap-
plied competencies (Byrne et al., 2014; Tett et al., 2013; Weathington et al., 2014).

This is not a new observation. The science—practice divide has been discussed extensively in our field,
but most of that conversation has focused on communication via academic papers (e.g., Aguinis & Cas-
cio, 2008; Rynes, 2012). Far less attention has been paid to pedagogy—to how we actually train the next
generation of I-O psychologists for the work most of them will do. In a 2024 TIP article, my coauthor and
| documented this disconnect from the student perspective: many I-O students perceive a major gap be-
tween their day-to-day activities as graduate students and the actual implementation of theories into
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practice (Kay & Sijan, 2024). In a survey of I-O doctoral and master's programs, Tett et al. (2013) found

that courses on consulting or business skills were offered on average only 1.5 times over a five-year pe-
riod. More recently, Zhou et al. (2024) argued that skills like public speaking, project management, and
social media are critical for I-O careers but are either entirely absent or underemphasized in most pro-

grams. Although you can learn these skills on the job, lack of these skills can prevent students from be-
ing competitive on the job market.

Here is an uncomfortable truth worth naming: Many I-O programs are led by faculty whose primary ex-
pertise is research, not practice. Most professors were trained as scientists—and trained well. But com-
petencies like consulting, stakeholder influence, project management, dashboard creation, and people
analytics coding are not things most faculty were taught themselves, let alone taught how to teach. This
is not a personal failing. It is a structural feature of how our field trains academics. But it means there is
a gap between what faculty feel prepared to teach and what students need to learn—and that gap has
real consequences for graduates entering applied roles. That is why the SIOP Education & Training Prac-
titioner Subcommittee spent the 2025-2026 year building a resource designed to close it.

What We Built

The I-O Practitioner Competencies document is an open, living resource that identifies 13 competencies
we believe applied I-O psychologists should have. These competencies were selected through a subcom-
mittee consensus process. These include analytics & coding, consulting, influence, project management,
ai, presenting, data storytelling, writing, networking, teamwork, critical thinking, and interpretation. For
each competency, the document provides: a definition, a rationale for why it matters, must-have skills
at the undergraduate level, must-have and nice-to-have skills at the graduate level, common pain
points, and concrete examples of what the competency looks like in practice.

This resource supplements SIOP's Education & Training Guidelines, focusing on the specific KSAOs that I-
O practitioners have reported finding useful or wished they had learned in graduate school. Two fea-
tures are worth highlighting:

First, the self-assessment. Before diving into any individual competency, we encourage faculty to start
with a brief self-assessment designed to help you figure out where you stand on each competency and
where to focus. This is not an evaluation—it is a starting point. If you teach I-O courses and have won-
dered which practitioner skills you could realistically integrate into your curriculum, the self-assessment
is a 10-minute way to find out.

Second, the rubric for the presenting competency. We have included a sample rubric that can be inte-
grated directly into a course syllabus. We designed this to support a professor teaching undergraduates
to integrate presenting into their classroom. Although a professor may never have personally presented
to executive leadership, they still assess students on corporate presenting skills, because the rubric
helps operationalize what "good" looks like. For example, practitioners generally should start a presen-
tation with the key message, whereas in academia, the key message tends to come at the end of a



presentation, after posing the research question, explaining the methods, etc. A similar rubric could be
developed for writing, highlighting the need for an executive summary. Whether more rubrics like this
would be useful, or whether faculty need something else entirely to adopt these competencies, is ex-
actly the kind of feedback we are hoping to hear.

We don’t expect anyone to incorporate all of these competencies into a single course. We do believe
that they provide a holistic list to help professors think through how they might integrate more practi-
tioner skills into their curriculum. In an ideal world, programs would consider which courses best fit
which competencies to make sure that they are all covered and sequenced to progress based on degree
of complexity (e.g., start by requiring a RACI chart for project management in a first-year course and
progress to using agile project management in more advanced courses). We would be surprised if there
are programs at this stage, but if you would like to discuss how to sequence these competencies
thoughtfully, please reach out!

What We Need From You

This resource is in its first version, and it is only as good as the community that shapes it. We are asking
I-O faculty, program directors, and anyone involved in educating I-O psychologists to do the following:

1. Take the self-assessment. It takes approximately 10 minutes and will help you identify which compe-
tencies are most relevant to your teaching.

2. Pick one competency and read through it. Just one. See if the structure—definition, skill levels, ru-
bric, examples—gives you what you would need to integrate it into a course.

3. Tell us what is missing. Use the comment function or suggesting mode in the document. Does the
competency definition resonate? Are the skill levels realistic? What resources would you need to
actually teach this? What additional competencies should we consider?

4. Share the resource with a colleague. If you know someone who teaches I-O courses, send them the
link. The more perspectives we hear from, the better this resource becomes.

5. Join the conversation. Contact Sophie Kay (drsophiekay@gmail.com) to attend a subcommittee
meeting or have a one-on-one conversation about the resource.

The document is available here: [-O Practitioner Competencies

We have spent decades writing about the science—practice divide. This resource is an attempt to do
something about it—not through more journal articles but through education. We believe that closing
this gap starts in the classroom, and we believe that I-O faculty are the people best positioned to do it.
But we cannot build this alone. We need your expertise, your feedback, and your willingness to try
something new. The I-O students entering the workforce next year are counting on it.
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From R&R to DOI: Navigating Systemic Pressures of Research Publication
Bharati Belwalkar
Dear TIP Readers,

The SIOP annual conference often leaves me with a flood of information and a renewed awareness of
where the field of I-O psychology is moving. | intentionally waited to write this piece until after returning
from the SIOP conference as it felt fitting for the current column about the realities of publishing. There
were a handful of sessions that, | thought, the readers of this column would appreciate (e.g., designing
and conducting replication studies, open science in I-O psychology, publishing your research, discussion
on the state of theory in the field). It was reassuring to see these topics discussed at the conference, and
that the “R&R to DOI” column is part of a broader and timely conversation in the field!

In the last column, | focused on how research ideas move from inspiration to impact and briefly dis-
cussed the “publish or perish” culture. In this column, therefore, we will explore why it exists and how to
maintain research integrity as one navigates such culture. My intent is not to be provocative or contro-
versial, but to surface a reality that is often felt but seldom discussed openly.

A-Journal Counting

Once an idea enters the publication process, it encounters a broader set of forces, such as journal rank-
ings, reviewer expectations, and the often-unspoken rules that shape scholarly success. To better under-
stand these systemic pressures, | spoke with Dr. Herman Aguinis from the George Washington Univer-
sity School of Business—an expert in the field whose publication and editorial experience give him a
unique vantage point on how academic publishing works in practice. | discussed with him, specifically his
“An Ais an A” article (Aguinis et al., 2020) that addresses the pressures of publishing in top-tier journals
that early-career individuals experience.

Aguinis et al. (2020, p. 136) appears to argue that “A-journal counting” evaluates scholars primarily by
whether they publish in a small set of top-tier journals. It is intended to make research evaluation more
standardized and offer a common benchmark for hiring and promotions in academia. However, this sys-
tem creates a highly competitive, zero-sum publishing culture that forces faculty to compete with one
another, departments to compete internally, and schools to compete with other schools, which can dis-
tort research priorities. Additionally, the article flags serious consequences to the field: (a) it may dis-
courage work that is important but less rewarded in elite outlets, such as replication studies, null results;
and (b) it may also reinforce inequality, because success in publishing can depend partly on training,
mentorship, institutional resources, and professional networks. Although addressing a will require more
targeted and systemic effort, | unpack b in this column, along with practical ideas for how to do research
work despite such pressures.

Navigating Systemic Pressures

Dr. Aguinis noted that performance management is widely considered broken, and academia is no ex-
ception. The idea of studying A-journal counting, therefore, stemmed from wanting to inspect a perfor-
mance management system in academia as an industry like any other. He stressed that successful per-
formance, that is, sustained publishing in top journals, depends on deep expertise in research methods,
and framed it as a prerequisite to be a published researcher. He said,
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The best surgeons know their tools. ... So, if you want to be the best in your field, you should know
your tools. In our field, these tools are research methods ... And that’s not just data crunching or data
analysis.

Scientific Rigor

Taken together, my conversation with Dr. Aguinis pointed to key practical insights for researchers seek-
ing to publish in top journals.

1. Successful research should reflect early alignment among theory, design, sampling, measurement,
analysis, and proposed implications. Therefore, consider designing your research with publication
standards in mind.

2. Practices like reporting effect sizes, confidence intervals, preregistration, sharing supporting materi-
als (e.g., analysis syntax, codes), and explaining analytic decisions increase trust, and subsequently
favorable editorial decisions. Therefore, prioritize transparency.

3. Pressures to publish increase unethical behaviors (e.g., selective reporting, HARKing® [Kerr, 1998;
Murphy & Aguinis, 2019]), but they damage your credibility as well as that of the field. So, avoid
guestionable research practices at all costs!

4. Mismatches between theoretical claims and design choices are a common reason for rejection, so
match your methods to your research hypotheses.

5. Top journals prioritize theoretical contributions, yet they should be linked to meaningful problems.
Therefore, balance methodological and theoretical rigor of your work with its practical significance.

6. Editors respond positively to manuscripts that clearly fit into a broader program of inquiry. Build a
coherent research program so that your work is a part of cumulative, connected studies rather than
an isolated “one-off” paper.

Use of Artificial Intelligence (Al)

Our conversation would have been incomplete without a discussion of Al use in research. Dr. Aguinis
described Al as a powerful research assistant, but only in the hands of experts. Specifically, referring to
his very recent work (Aguinis, 2026), he noted a set of four principles we should follow when using Al in
our research process:

7. Trust but verify Al output; know your methods: Al is only as good as its user; implement guardrails;
and explicitly consider situations when Al fails.

Transparency

Without verification and clear guardrails, Al can amplify errors rather than improve your work. There-
fore, use Al cautiously and acknowledge its use.

What | took from our conversation is that publishing in A-journals still matters for an academic career,
but journal labels are only proxies for intellectual value. Dr. Aguinis advises us to aim high but prioritize
meaningful contribution. Specifically, keep in mind:

8. Strong manuscripts explain not only whether relationships/effects occur but how and why they oc-
cur by clarifying mechanisms, boundary conditions, and alternative explanations. So, hone your re-
search methods and analysis skills.



Upskilling

Dr. Aguinis highlighted a limitation in I1-O psychology and management training, where most doctoral
programs provide just 4 to 5 years of training (far less than the extended apprenticeships common in
fields such as biology). To address this issue, he recommended:

9. Using practical tools such as checklists and flowcharts designed to support researchers (see Aguinis
[2025] and Leong & Austin [2023] for related resources, and numerous free online tools available on
his website). These tools are specifically designed to guide scholars through key steps in the re-
search process, from initial planning and design to data analysis, interpretation, and reporting.

Importantly, these tools can be used iteratively throughout a research project and adapted to different
types of studies, helping novice and experienced researchers alike to reflect on their choices and avoid
common pitfalls. Especially for graduate students, Dr. Aguinis advises engaging in as many research pro-
jects as possible to be able to learn and develop research and analysis skills. To become a top performer,
he recommends:

10. Considering and expanding in three areas (see the CORE model of performance; Marshall et al.,
[2024]): Capacities (C): possessing the required knowledge, skills, and abilities to do the research;
Opportunities (O): demonstrating that you can do research; and Relationships (RE): leveraging one’s
professional network and connections to be able to collaborate, seek support, and so on. The more
you have these three, the higher and better your performance will be.

As promised, | want to revisit the issue of inequity for researchers from non-Tier 1 institutions, who may
not have access to resources and networks that a small set of scholars from elite institutions do. They
disproportionately dominate A-journal publications. When questioned about such inequity of access, Dr.
Aguinis shared a few tips that may help resolve it. He noted that the conferences, such as those of SIOP
and the Academy of Management, could serve as venues for meeting potential collaborators from other
institutions and are in fact resulting in an increasing number of multi-institutional research collabora-
tions. Especially postpandemic, virtual collaborations are normalized and have extended beyond na-
tional boundaries and time zones. He encouraged junior scholars to:

11. Proactively reach out to senior researchers as most senior scholars are willing to support their
early-career colleagues. It is a sure-shot way of extending one’s reach and access to top researchers in
the field.

Reflections and Next Steps

We all operate in this research publication ecosystem, so the pressures are inescapable (more so for some
than others). Although it will take a while to dismantle the “publish or perish” culture (and practices like A-
journal counting), we could, by ensuring that we conceptualize, conduct, and publish high-quality research,
play our part to change things from within the system. Careful attention to scientific rigor and transparency
in our research, and our continuous upskilling as researchers will help us change things faster!

As our conversation was nearing its end, | was curious about Dr. Aguinis’s motivation for investigating
publication practices. His response reflected a desire to improve research practices through research
itself. It was a reminder that improving the system is not separate but a part of our scholarly task. It also
reinforced a broader lesson that is worth noting: Although we pursue the research questions that most
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interest us, we also have a responsibility to stay vigilant about the state of our research practices and
think critically about the systems within which we work.

This column focused on the pressures that shape publishing and how to navigate them. Assuming you
have published successfully, the next logical step is to disseminate your research work. Ensuring that re-
search reaches the audiences (that can use it and/or benefit from it) is as important as producing it. Be-
sides fellow researchers and practitioners, the target audience could be organizational leaders, policy
makers, and other stakeholders, depending on the scope and topic of your published research.

In the following column, | will speak with Dr. Piers Steel, who is a professor in the Organizational Behav-
ior and Human Resources area and is the Brookfield Research Chair at the Haskayne School of Business
at the University of Calgary, Canada. We connected during the 2026 SIOP conference when we discussed
his dissemination efforts for a free, open-science, cloud-based platform, Hubmeta, which Dr. Steel and
his colleagues developed with the goal of increasing efficiency of meta-analytic research. This next con-
versation will explore why dissemination matters, what it looks like in action, and how researchers can
think more intentionally about the consequences and reach of their work. So, stay tuned!

Author Note

Share your comments, feedback, or your “publication stories” by emailing bharati.belwalkar@gmail.com
or reaching out via LinkedIn: https://www.linkedin.com/in/bharatibelwalkar/.

| acknowledge using Microsoft CoPilot for editorial support; however, the interview transcript analysis
and insights are original.

R&R = revise and resubmit; DOI = digital object identifier.
Note
1 HARKing is “presenting a post hoc hypothesis... as if it were, in fact, an a priori hypotheses.” (Kerr, 1998, p.196)
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Why Leadership Matters in the Age of Al: Implications for I-O Psychology

Pooja Vijayakumar
Papa John's International

Artificial intelligence is fundamentally reshaping how organizations operate, make decisions, and manage
talent. In recent years, several major organizations including Amazon, Meta, Microsoft, Oracle, Atlassian,
Salesforce, Citigroup, and UPS and so on have implemented significant workforce reductions, including
within human resources and other support functions (e.g., Business Insider, 2026). Concurrently, organiza-
tions such as Deloitte and Zoom have scaled back employee benefits, including paid time off (PTO), paren-
tal leave, and pension-related offerings (e.g., Business Insider, 2026). Notably, these organizations fre-
qguently cite artificial intelligence (Al) driven efficiencies and broader cost optimization strategies as key
drivers of these decisions. This trend is particularly concerning, as market-leading firms often set industry
benchmarks, which are subsequently emulated across sectors. Although Al can enhance decision-making
and improve operational efficiency, it cannot replace the strategic judgment required to balance business
performance with employee well-being. This article underscores the role of human resource (HR) leaders
as critical organizational stewards who ensure that workforce considerations remain central to strategic
discussions, especially during periods of significant technological disruption.

From an I-O psychology perspective, Al is fundamentally reshaping organizational priorities, resource
allocation, and decision-making structures (Estep, 2026). These shifts can inadvertently weaken em-
ployee-centered domains such as inclusion, parental leave advocacy, and broader people strategy,
thereby undermining internal corporate social responsibility (CSR). For example, Al-driven hiring tools
trained on historical data may systematically disadvantage candidates with parental leave gaps, assign-
ing them lower evaluations despite equivalent qualifications, thereby reinforcing existing biases in em-
ployment decision-making (The Hill, 2024). CSR is defined as the “continuing commitment by business to
behave ethically and contribute to economic development while improving the quality of life of the
workforce and their families as well as the local community and society at large” (Holme & Watt, 2000,
p. 8). More specifically, internal CSR refers to “how organizations engage in a socially responsible way
towards their employees” (Mory et al., 2016, p. 1397), encompassing practices such as work-life bal-
ance, employment stability, diversity, employee development, and meaningful workforce participation.
Current trends suggest a growing divestment from these employee-centered initiatives.

Al and Talent Management

Al is increasingly embedded in core talent management processes, including recruitment, performance
management, succession planning, and workforce analytics. Al-driven tools increasingly automate trans-
actional HR processes such as candidate screening, onboarding workflows, and performance tracking
(SHRM, 2024). Although this shift has the potential to elevate HR into a more strategic function, in prac-
tice it often results in role reduction or restructuring particularly when leadership continues to perceive
HR as primarily administrative (Elliot, 2026). Consequently, inclusion-related functions, especially those
not directly tied to short-term, measurable ROl may be scaled back, consolidated, or absorbed into
broader roles (People Matters, 2025), reducing dedicated focus on diversity and inclusion.

Although Al has the potential to enhance inclusion, for example, by identifying pay disparities or detect-
ing biased language in job descriptions (Forbes, 2026b), its effectiveness depends entirely on the quality
of underlying data and assumptions. Without appropriate oversight, Al-driven decisions may exacerbate
bias. This concern is reinforced by findings from the U.S. Equal Employment Opportunity Commission



(2023) and the National Bureau of Economic Research (2024), which highlight the legal and ethical risks
associated with poorly validated algorithms. More broadly, Al adoption raises concerns related to pri-
vacy, fairness, and bias (Nag et al., 2025), all of which have direct implications for internal CSR policies.

Although much of the current discourse surrounding Al focuses on the divestment of employee-cen-
tered initiatives and the potential for algorithmic bias in talent-related decisions, a less explored yet
equally critical question remains: Who will advocate for employees as organizations navigate rapid tech-
nological transformation?

The Role of I-O Psychologists

I-O psychologists play a critical role in ensuring that Al-driven HR systems are scientifically valid, legally
defensible, and ethically sound. This includes validating selection systems, conducting adverse impact
analyses, and ensuring compliance with regulatory frameworks such as EEOC guidelines. Additionally, |-
O psychologists leverage data to demonstrate the business value of inclusion and advocate for evidence-
based HR practices (Dhanani et al., 2025). Their expertise is particularly vital in designing employee-cen-
tered policies, including benefits frameworks that link parental leave, flexibility, and well-being to key
organizational outcomes such as retention, engagement, and performance (Hausmann Group, 2025). In
doing so, I-O psychologists help organizations move beyond short-term cost considerations toward sus-
tainable workforce strategies.

However, despite increasing demand for these capabilities, I-O roles face significant challenges. With
rising investments in Al, these roles are often rebranded as generic “people analytics” or “HR technol-
ogy” functions, diminishing their scientific rigor. There is also evidence of reduced investment in long-
term organizational research and development. The Society for Human Resource Management (SHRM,
2026) cautions organizations against over-reliance on metrics without contextual interpretation, under-
scoring the risk of undervaluing I-O expertise.

Furthermore, recent evidence indicates that HR leaders are frequently excluded from strategic Al deci-
sion-making. A 2026 study reported that approximately half of HR teams are consulted only during im-
plementation rather than during the design phase of Al initiatives (Forbes, 2026a). This marginalization
reinforces the perception of HR as a process administrator rather than a strategic partner, limiting the

influence of I-O psychologists on critical organizational decisions (Bowker, 2025; Elliot, 2026).

The Critical Role of HR Leadership (HR Champions)

The presence of strong HR leadership is essential for ensuring that internal CSR policies are prioritized
and effectively implemented. HR champions including CHROs and senior HR leaders serve as key advo-
cates for employee well-being, inclusion, and organizational culture. Their influence is particularly im-
portant in maintaining a balance between technological advancement and human-centered strategy.
Empirical evidence supports this assertion. Research demonstrates that organizations with senior HR
representation at the executive or board level are more likely to implement progressive workplace poli-
cies, such as flexible work arrangements and employee development initiatives, thereby strengthening
internal CSR outcomes (Vijayakumar et al., 2021).

However, structural gaps in HR leadership persist. Analyses of Fortune 200 companies reveal that a
measurable proportion operates without a designated CHRO, including firms such as Berkshire Hatha-
way and AutoNation (Talent Strategy Group, 2021). More recent studies confirm that this gap continues



(Talent Strategy Group, 2024). The absence of executive-level HR leadership often results in fragmented
people strategies and diminished advocacy for employee-centered policies, contributing to the erosion
of internal CSR.

Al adoption is fundamentally reshaping organizational practices, with significant implications for internal
corporate social responsibility (CSR) such as employee benefits, inclusion, and employee development.
Specifically, Al-driven transformation places internal CSR at risk, particularly when efficiency and cost prior-
ities overshadow employee-centered practices. Therefore, the central argument of this paper is that the
future of responsible Al adoption is not solely a technology issue; it is fundamentally a leadership issue.
Although industrial-organizational (I-O) psychologists possess the expertise to guide the ethical and evi-
dence-based implementation of Al in the workplace, their ability to drive meaningful impact is contingent
upon strong leadership support. In this context, influential HR champions such as chief human resources
officers (CHROs), senior HR executives, and board-level HR leaders serve as critical enablers of internal CSR
by embedding people-centered priorities into strategic decision-making. Acting as strategic partners, em-
ployee advocates, and change agents, these leaders ensure that initiatives related to inclusion, employee
well-being, work-life balance, and ethical workforce practices are not deprioritized amid technological
transformation. By maintaining a strong voice at the executive level, HR champions align internal CSR with
business objectives, safeguard investments in human capital, and create the conditions necessary for I-O
psychologists to implement equitable and sustainable workforce practices. In the absence of such leader-
ship, organizations risk deprioritizing employee well-being and long-term workforce effectiveness, ulti-
mately undermining both organizational performance and broader societal impact.

In conclusion, organizations that maintain strong HR leadership during technological transformation will
be better positioned to protect employee well-being, preserve inclusive workplace practices, and sustain
long-term organizational effectiveness. In contrast, organizations that marginalize HR leadership risk
eroding internal CSR, weakening employee trust, and sacrificing long-term workforce health for short-
term efficiency gains. As Al continues to reshape the workplace, the role of HR champions may become
more important than ever in ensuring that technological progress remains aligned with human progress.
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Leveraging I-O Psychology During Times of Uncertainty and Ambiguity

Elizabeth Kolmstetter, Mariangela Battista, Shephard, W., Cox, G., Kamen, S., Osicki, M., Sara P. Weiner

Source note: Based on a May 2, 2026, SIOP Annual Conference in New Orleans, LA, roundtable discus-
sion chaired by Mariangela Battista. Quotations are lightly cleaned for readability; specific speaker
names are intentionally omitted. The authors served as joint facilitators of this roundtable and thank
participants for engaging in thoughtful and meaningful conversations about the uncertainties faced
and potential mitigations.

Introduction

This may be the defining question for industrial-organizational (I-O) psychology practice today: When the
rules are shifting, the tools are evolving, and the social contract at work feels increasingly fragile, how can
organizations remain fair, humane, evidence-based, and accountable? That question energized a SIOP
roundtable at the 2026 annual conference, where I-O psychologists engaged in a practical, candid, and
deeply felt conversation about what it means to practice amid converging uncertainty. The discussion was
not abstract. It reflected the real pressures practitioners face as they advise leaders, protect fairness, sup-
port managers and employees, evaluate emerging technologies, and help organizations make sound deci-
sions in conditions where clarity is partial, stakes are high, and the ground keeps shifting.

I-O psychologists are accustomed to complexity. The field is grounded in the science of work and the ap-
plication of research to organizational, group, and individual programs, including job analysis, selection,
training, performance management, organizational design, leadership, employee experience, and
change (SIOP, 2024). Fink and Napper (2025) emphasized that I-O practitioners help leaders design,
manage, and improve systems related to manager and team effectiveness, employee listening, job archi-
tecture, organizational wellness, psychological safety, and change management. That systems orienta-
tion matters now more than ever because the uncertainty facing organizations is not a single change
event and does not affect a single domain. It is multifaceted and all-encompassing: shifting regulations
and legal interpretations, organizational fear around Diversity, Equity, and Inclusion (DEI) and fairness,
manager strain and declining engagement, and the rapid diffusion of artificial intelligence into
knowledge work.

Three themes dominated the discussion: preserving fairness amid regulatory changes and uncertainty;
supporting leaders and motivating employees amid instability; and adopting Al without compromising
critical thinking, ethics, or human accountability.

Roundtable theme Core I-O question

DEl, fairness, and regulatory uncer- | How can organizations preserve fairness and lawful inclusion when lan-

tainty guage, metrics, and programs are being scrutinized or restricted by fed-
eral policy?

Leadership, respect, and engage- How can leaders create stability, trust, motivation, and sustainable

ment workplaces when managers themselves are stressed and disengaged?

Al and knowledge work How can organizations use Al as a tool for augmentation without erod-
ing human judgment, agency, privacy, and accountability?




1. Fairness Under Regulatory Changes and Uncertainty

The first discussion focused on the changing regulatory environment and its impact on DEl-related work,
particularly for federal agencies and contractors. Roundtable background included recent executive or-
ders affecting federal DEI programs and contractor requirements, litigation over those orders, and a
2026 Department of Justice settlement with IBM.

e EO 14151, “Ending Radical and Wasteful Government DEI Programs and Preferencing” (January 20,
2025): Directed federal agencies to eliminate DEI offices, positions, materials, performance require-
ments, programs, contracts, and grants.

e EO 14173, “Ending lllegal Discrimination and Restoring Merit-Based Opportunity” (January 21,
2025): Revoked EO 11246, ended OFCCP enforcement of federal contractor affirmative action require-
ments, and required contractors to certify they do not operate prohibited DEI programs.

e EO 14398, “Addressing DEI Discrimination by Federal Contractors” (March 26, 2026): Required fed-
eral contracts and subcontracts to prohibit “racially discriminatory” DEI practices, permit audits of con-
tractor DEI programs, and warned of penalties including termination or debarment.

e April 2026 IBM settlement: IBM agreed to pay $17 million to resolve DOJ allegations that it unlawfully
used race, sex, and other protected characteristics in compensation, hiring, promotion, interviews, and
development opportunities tied to diversity targets.

e National Association of Diversity Officers in Higher Education v. Trump (Case 1:25-cv-00333): On
February 21, 2025, a Maryland federal district court temporarily blocked key portions of the January
2025 DEIl executive orders; on March 14, 2025, the Fourth Circuit stayed the injunction, allowing the or-
ders to proceed during appeal. (The injunction remained in effect at the time of the SIOP roundtable.)

The discussion was not a legal analysis. It was an applied I-O conversation about what happens inside
organizations when fear, ambiguity, values, and compliance pressure collide.

Participants described organizations responding in four broad ways: halting work that might be per-
ceived negatively by the federal government; discontinuing DEl-labeled activities while continuing EEO
and civil rights obligations; continuing as before and accepting risk; or rebranding and modifying pro-
grams so that lawful fairness work continues, with changes to language, metrics, and structure. The
fourth path appeared most common. DEI titles were being replaced with terms such as employee expe-
rience, belonging, justice, or well-being. Employee Resource Groups and affinity groups were being dis-
continued or reframed to focus on leadership development, allyship, and universal participation. Some
demographic analyses, DEI dashboards, and subgroup reporting were being limited or removed.

How do companies continue to ensure that we have fairness in the way we do things, and that
there is diversity within the company, when we are not allowed to even track any of this?

For I-O psychologists, this is the central measurement dilemma. Fairness is difficult to manage if organi-
zations stop examining whether experiences and outcomes differ across groups. At the same time, par-
ticipants recognized that many organizations operate in a high-fear environment, where even routine
analysis may be viewed as risky. The practical contribution for I-O psychologists is to help organizations
separate legal requirements from fear-based overcorrection, preserve lawful and job-related fairness
practices, and keep managers focused on inclusive, respectful leadership behaviors that do not depend
on a formal DEl label.



Participants also identified a possible silver lining: broader language may invite people who previously
felt excluded from identity-specific programs to participate more fully. Universal inclusion, allyship, em-
ployee experience, and intersectionality may provide a path to broader engagement, provided organiza-

tions do not use those terms as substitutes for addressing real barriers.

Organizational response

Primary risk

1-O contribution

Stop all related work

Fairness monitoring, employee trust,
and early warning signals may be lost.
EEO and civil rights obligations may be
blurred with discretionary DEl initiatives.

Partner with legal counsel to clarify what
is required, what must stop or change,
and what can continue. Document deci-
sions and communicate clearly.

Stop DEl-labeled pro-
grams; continue EEO/civil
rights requirements

Valuable data and initiatives may be lost,
and employees may misinterpret changes
as abandonment of fairness or values.

Maintain lawful, job-related fairness
practices; sustain legally required ac-
tions; explain changes transparently.

Continue as before

Potential legal, contract, reputational, or
political exposure.

Review programs for job-relatedness, ac-
cess, consistency, outcomes, documen-
tation, and defensibility. Advise on risk
mitigation.

Rebrand and modify

Language may change without meaning-
ful inclusion, or needed analysis may be
avoided.

Translate fairness values into lawful be-
haviors, manager expectations, em-
ployee listening, open-access develop-
ment, and inclusive work design.

2. Leadership When Managers Are Also Struggling

The second discussion shifted from regulatory uncertainty to leadership in an ever-unstable environ-
ment. Participants described a sharp shift in their managers' lived experience. Supervisors who once felt
competent, accomplished, and empowered are now navigating political and social divisions, market
pressures, Al-driven change, resource cuts, COVID-related aftereffects, employee well-being needs, and
the expectation that they remain “always on” for their teams.

Managers are now expressing higher levels of stress, loneliness, and just pure unhappiness at

work, even as they want to do well.

This is a critical point for I-O practice. Many leadership interventions implicitly assume that managers
are the delivery mechanism for organizational change, yet managers’ effectiveness depends not only on
skill but also on the demands, resources, uncertainty, and emotional load embedded in their roles. The
Job Demands-Resources (JD-R) model emphasizes that high job demands can produce strain and burn-
out when not balanced by resources such as autonomy, feedback, role clarity, and social support (Bak-
ker & Demerouti, 2007). More recent research linking leadership and JD-R theory reinforces the idea
that leadership effectiveness is shaped by the work context surrounding leaders, not simply by individ-
ual capability or training (Tummers & Bakker, 2021). In practice, this means that when managers are de-
pleted, lonely, demoralized, or unsure, organizations should not respond only with another toolkit or
training course. Roundtable participants shared examples to address the constant strain and fatigue
among managers, such as clarifying priorities, identifying what to stop doing, strengthening peer and
senior-leader support, setting boundaries around change load, and building a more realistic model of
sustainable leadership.



Respect emerged as one of the most important levers of leadership. Participants described it as founda-
tional to trust, collaboration, innovation, inclusion, and performance. Respect is not merely interper-
sonal niceness; it is a condition that creates psychological safety. Edmondson’s (1999) research defines
psychological safety as a shared belief that a team is safe for interpersonal risk taking, enabling people
to speak up, ask questions, admit mistakes, and challenge assumptions without fear of embarrassment
or punishment. In this sense, respect must be “all ways”: respect for the team and respect for the man-
ager. When respect is mutual and embedded in the team climate, it enables productive disagreement,
risk-taking, early surfacing of problems, and engagement under unstable external conditions.

The most hopeful leadership frame holds that uncertainty and possibility are linked. Leaders cannot al-
ways restore certainty, but they can help people avoid the threat-rigidity response, which narrows at-
tention and leads people or organizations to rely on familiar routines when adaptive behavior is needed
(Staw et al., 1981). Leaders must not “freeze” during uncertainty; instead, they must create conditions
for learning, experimentation, and adaptation. Furr and Furr (2022) likewise frame uncertainty as a
source of possibility, arguing that people can learn to navigate the unknown by reframing it, taking ac-
tion, and using practical tools to discover new options. In that sense, uncertainty can become the raw
material for innovation rather than merely a source of threat, especially when leaders encourage small
steps, rapid learning, shared sensemaking, and disciplined testing of new ideas (West & Farr, 1990).

We are teaching leaders to reframe uncertainty as a learning opportunity for their team. OK, so
we aren’t sure what to do, let’s decide on something we can pilot test. You never fail when you’re
learning.

Participants also emphasized self-care and boundaries as leadership practices. Hobbies, decompression,
sleep, meditation, reduced smartphone notifications, and separate work and personal devices may
sound simple, but they have significant implications for I-O psychology practice: sustainable perfor-
mance depends on recovery. Research on work recovery identifies psychological detachment, relaxa-
tion, mastery experiences, and control over nonwork time as mechanisms for recovering from job de-
mands (Sonnentag & Fritz, 2007). The stressor-detachment model further suggests that when people
cannot mentally disengage from work, job stressors are more likely to carry over as strain and impaired
well-being (Sonnentag & Fritz, 2015). For leaders, this means that self-care and boundary management
are not peripheral wellness activities; they are central to effective leadership. Leaders cannot consist-
ently model “calm in the storm,” respect, and adaptability if their own nervous systems are continually
overloaded.

Leadership challenge

What leaders need to do

Why it matters

Uncertainty and ambiguity

Take small steps, experiment, and
keep teams moving forward.

Freezing spreads through teams; action
creates momentum and learning.

Declining respect and civility

Model mutual respect in everyday in-
teractions and disagreement.

Respect enables psychological safety,
trust, inclusion, collaboration, and per-
formance.

Manager depletion

Clarify priorities, reduce unnecessary
demands, strengthen support, build
boundaries, and foster recovery.

Managers cannot support others sus-
tainably if they are depleted.

Technology and policy dis-
ruption

Treat human experience as central to
implementation.

Technology and policy changes suc-
ceed or fail through people.




3. Al, Knowledge Work, and Human Accountability

The third discussion focused on artificial intelligence and its disruption of knowledge work. Participants
did not frame Al as purely negative. Al can improve data analysis, content creation, client service, work-
flow efficiency, and organizational capacity. The group's concern was overreliance, especially when Al
becomes a substitute for thinking rather than a tool that supports it.

Several participants raised concerns that students, interns, and early-career professionals may rely on
generative Al before they have developed sufficient domain knowledge to evaluate its output. The con-
cern was not merely about cheating or shortcuts. It was about professional formation: if people do not
grapple with concepts, evaluate evidence, test assumptions, and build judgment, they may lose agency
over their expertise. UNESCOQ’s guidance on generative Al in education and research emphasizes that
although generative Al may appear easy to use, sophisticated outputs require skilled human input and
critical evaluation before use (Miao & Holmes, 2023). Similarly, emerging research on student overreli-
ance on Al dialogue systems suggests potential risks to critical cognitive capabilities, including critical
thinking, analytical reasoning, and decision-making (Zhai et al., 2024). The leadership and developmen-
tal challenge, therefore, is not to discourage Al use but to ensure that early-career professionals learn to
use it as a tool for inquiry, critique, and augmentation rather than as a substitute for the effortful devel-
opment of expertise.

The group also discussed Al as a strategic issue. From a business-profit perspective, participants de-
scribed the current technological change as an “Al arms race.” From an organizational effectiveness per-
spective, Al agents and chatbots enable teams to redesign work, expand service capacity, and operate
with fewer additional hires. The I-O question is therefore not whether Al will affect work, but how work
should be redesigned to augment Al while preserving human judgment and accountability.

There is value in the tool, but humans still need to be intentionally included in decision-making
processes.

Participants repeatedly emphasized the intentional use of Al. Organizations should clarify when Al is an
aid and when it is a hindrance; what data Al tools can access or capture; where data are stored; who can
access them; and where human review is required. These questions are especially important in settings
involving sensitive employee, client, patient, or assessment data. For I-O psychologists, Al adoption is
not merely a technology implementation issue. It spans work design, selection, training, ethics, perfor-
mance, culture, and leadership. The field is well-positioned to help organizations define appropriate use,
preserve human accountability, build critical evaluation skills, and redesign workflows to augment rather
than deskill people.

Al question for I-O psychologists

Why it matters

Where should Al augment work, and where should it
not be used?

Clarifies appropriate use and protects judgment-sensi-
tive tasks.

What human knowledge is required to evaluate Al
output?

Prevents deskilling and preserves early-career exper-
tise.

What data are captured, stored, reused, or exposed?

Protects privacy, confidentiality, and employee trust.

Who is accountable for Al-assisted work?

Ensures that responsibility remains with people, not
tools.

How should jobs and workflows be redesigned?

Moves Al from ad hoc use to intentional work design.




4. What This Moment Asks of I-O Psychology

Taken together, the roundtable revealed a profession at the complex intersection of law, leadership,
technology, ethics, and human experience. The uncertainty participants described is not temporary
noise around otherwise stable systems. It has become part of the operating environment, with im-
portant implications for I-O practice.

Implication What I-O psychologists can contribute

Translate values into defensible systems Help organizations preserve fairness through job-related, evi-

dence-based, legally grounded practices.

Separate law from fear

Support leaders in distinguishing actual requirements from over-
correction, rumor, and fear-based decision making.

Make respect measurable and actionable Treat respect as a leadership behavior linked to psychological

safety, trust, innovation, inclusion, and performance.

Support managers as humans

boundaries, and sustainable performance.

Rebuild capacity for learning and resilience | Help teams experiment, reflect, recover, and adapt rather than

freeze in the face of uncertainty.

Shape responsible Al adoption

Guide work design, governance, training, privacy, and accounta-
bility for Al-enabled work.

The common thread is accountability. Organizations remain accountable for fairness even as language
and civil rights applications evolve. Leaders remain accountable for respect and the employee experi-
ence, even when they are strained. People remain accountable for decisions and outputs, even when Al
assists with the work. I-O psychologists can and must help organizations maintain these accountabilities
while adapting to new contexts and constraints.

Conclusion

The SIOP roundtable made clear that uncertainty is not a side issue for the profession. It is now a central
feature of organizational life. Drastic changes to executive orders and regulations, complex legal risks,
rising social divisions, Al disruption, and managerial depletion are reshaping the conditions under which
people work and the conditions under which I-O psychologists practice. These roundtable themes
should be understood as practitioner perspectives rather than formal legal guidance, consensus recom-
mendations, or empirical findings.

The opportunity for the field is to bring clarity, build adaptability and resilience at all levels, and avoid
treating the environment as simple or one-dimensional. I-O psychologists can help organizations ask
better questions to cut through uncertainty and design measures that account for complexity: What
does the law actually require? Which fairness signals are being lost? What data are needed to under-
stand risk and opportunity? What do managers really need to lead sustainably? Where does Al help, and
where does it threaten judgment or trust? Which human capabilities must be developed and protected
as work changes?

In uncertain times, the value of I-O psychology may be less about providing a single perfect answer and
more about helping organizations keep their footing: evidence over fear, respect over reaction, learning
over freezing, and human accountability over abdication to technology.

Design leadership systems that address manager strain, recovery,
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I1-O at Work Series, the Intersections of Service and Science:
A Career Journey in I-O Psychology From the Military Community Perspective

Destinee Prete
Veteran & MIL Spouse and Full-time Next Mission Hunter Extraordinaire
Sponsored by SIOP’s Military and Veterans Inclusion, D& Subcommittee

The I-O at Work Series is proud to spotlight a look at the career journey of the military community in
partnership with SIOP’s Military and Veterans Inclusion Committee to highlight how I-O is used through-
out one’s career from the service member’s and/or spouse’s perspective during active duty/reserve,
transition to civilian, and postduty life.

This spotlight explores the I-O career journey of Dr. Destinee Prete from her perspective as a veteran
and military spouse who is currently stationed in Europe and will be looking for new employment as
they return to the states next year.

If you have another I-O at Work spotlight work role you’d like to see highlighted in the series, please
contact T/P, the SIOP committee chairs, and subcommittee leads for the community of interest. Please
use the M\VI’s inquiry form for areas related to the military/veterans, their dependents, or Department of
Defense (DoD).

Introduction
There’s a Little I-O in Every Workrole

What | love most about our field of practice is that there is a little bit of I-O integrated in every role in
the workplace. Even when you are not positioned in a position explicitly titled I-O, there are countless
ways to leverage our science to address a variety of organizational functions, challenges, and opportuni-
ties. One of the unique aspects of our field is the marketing challenge it presents; many people have
never heard of I-O psychology, even though they interact with its elements daily. As practitioners, we
get the distinct opportunity to help others understand what our field is by directly embedding ourselves
into the solutions we create. For me, the most meaningful path has been working in roles that intersect
with service, specifically military service.

The I-O Career Journey and Components
I-O in Active Military Service

| have a servant’s heart and have always gravitated toward service-connected roles. | began my career
as a medical service corps officer in the United States Army. My experiences in the military fundamen-
tally shaped how | view leadership and my own place within organizations. The military is an incredible
organizational ecosystem; although highly focused on career pathing, it is also deeply people oriented.
For example, the military follows a "rank-in-person" structure, meaning that personnel move up in rank,
position, and career trajectory based on personal development and performance. Everyone has a clearly
identified role and understands their responsibilities and expectations.


https://docs.google.com/forms/d/e/1FAIpQLSfXsQKiEYj4qMvMVkZrpoFvqJhqPywf4r7Vo0MEdcOPTjHcaw/viewform?usp=header

Furthermore, every individual in the military develops not only hard, technical skills based on their occu-
pational specialty but also critical soft skills, including leadership, agility, resilience under stress, and un-
paralleled communication skills. These are highly sought-after capabilities in the civilian workforce, as
they are notoriously difficult to develop within traditional corporate norms. The military also utilizes a
structured performance system embedded with performance metrics and leadership potential assess-
ments, which are concepts definitely worth mirroring in the civilian ecosystem. Additionally, everyone
works toward a common goal. That mission focus underpins the camaraderie, morale, drive, and moti-
vation of individuals and teams. It creates a powerful shared identity that translates seamlessly into the
civilian workforce. Ultimately, organizations have a lot to learn from the military’s processes, and they
stand to gain immensely by bringing veterans into their workplaces

I-0 in Transition From Military Service to Civilian Career

At the close of my military career, | had 9-month-old twin boys and was pregnant with my third son. Leav-
ing the Army was a hard decision but | knew that | needed to focus on my family and considered additional
goals of mine. | decided to enroll in a PhD program in I-O psychology. Initially, | had a hard time connecting
with my peers, who were predominantly in corporate leadership roles, as | had just transitioned from the
military into the roles of a stay-at-home mother and a military spouse (my husband is active duty Army). In
an effort to connect, | began using parallels from my time in the service in my academic responses and
studies. | quickly realized how many intersections existed between I-O psychology and the military-con-
nected community. This realization lit a fire in me. Not only did | identify significant gaps in research and
practice, but | also discovered an intense passion for advocating for this population. | started networking
and found a small force of trailblazers working to showcase the importance of our military-connected com-
munities within 1-O. This became the impetus for my ongoing advocacy, leading me to conduct my disser-
tation on women veterans and their transition from the military to the civilian workforce.

I-O in the Civilian Career as a Veteran and Military Spouse

My postmilitary career began in the veteran transition space, working for the DoD's Transition Assistance
Program and serving in several roles within the Department of the Army. | witnessed the personal strug-
gles of transitioning service members trying to self-promote to the civilian workforce while simultaneously
engaging with corporate leaders on the "value of a veteran." This challenging dichotomy, coupled with my
following experience as a program manager at the Department of State overseeing over 150 personnel,
propelled me to dive deeper into I-O pathways. | quickly learned a lot about people and found myself div-
ing deeper into topics like people analytics, change management, and data-driven decision-making. Alt-
hough these roles were not I-O in title, | became competent in many areas that are I-O in nature. In every
role that | took on, | became a consultant, applying research and best practices to improve company pro-
cesses and solve workplace challenges. | quickly learned that the secret to employment in our field isn't
necessarily seeking an "I-O" title but rather finding ways to bring I-O practices into your daily work.

Following the completion of my PhD, | was hired into a specialized I-O role by an organization contracting
with the DoD and the intelligence community. Much of my work focused on psychometrics and highly
technical analysis. This broadened my portfolio and challenged me to explore new pathways of service-
connected opportunities. From there, | moved to a nonprofit organization, leading their certification and
psychometrics programs while connecting service members and veterans to valuable credentials.



Later, | transitioned to a consulting firm supporting the DoD, specifically focusing on space and work-
force strategy. My team acted as a think tank of innovation, tackling everything from creating predictive
models and performing job task analyses to conducting focus groups and military essentiality studies.

The Link Between an I-O, Career Military Spouse Identity, and Giving Back

The primary reason | have navigated so many different roles across my career path is inextricably linked
to my identity as a military spouse. My husband’s career has necessitated frequent relocations, and bal-
ancing these moves with raising three boys, who were toddlers when | first entered the civilian work-
force and are now teenagers, required me to seek out roles that offered flexibility. Although managing
my career, studies, and motherhood was exceptionally challenging, every opportunity was worth the
effort. These experiences fueled my desire to advocate for other military spouses; | intimately under-
stood the struggle of maintaining meaningful employment, articulating my value, and overcoming the
stigma of being viewed by organizational leaders as a "temporary" asset.

Currently, my family is stationed in Germany, where we moved less than a year ago. Overseas employ-
ment is notoriously difficult for military spouses to secure, but | was fortunate to find a role | truly love:
serving as a Family Readiness Support Assistant for a military brigade. In this position, | help soldiers and
their families connect with the right resources and support at the right time. Although it is not a role ex-
plicitly titled I-O, | find opportunities to bring our science into the workplace every single day! For example,
| created a holistic readiness framework to help leaders balance their approach, identify gaps, and target
interventions. | also conducted an organizational culture and dynamics assessment that leverages both or-
ganizational and behavioral indicators related to readiness. Additionally, my data background has allowed
me to shape how we gather and integrate family data across systems and processes. Above all, | love that
my role allows me to constantly remind leaders to consider the "human" factor in every decision they
make. As always, | have positioned myself to continue serving the communities | love. True to the cycle of
military life, my family will be relocating once again in the summer of 2027 to Anchorage, Alaska, where |
will once more be seeking meaningful employment and new opportunities to apply my I-O expertise.

Throughout my entire journey, | have relentlessly advocated for the skills and capabilities of our service
members, veterans, and military spouses. | am incredibly proud of my work with SIOP, particularly in
helping transition the Military and Veterans Inclusion Committee into a full standing committee. Be-
tween mentoring thousands of service members, veterans, spouses, and early-career I-O practitioners,
to advocating on Capitol Hill for gainful employment initiatives, | have sought every possible opportunity
to champion the intersection of I-O psychology and the military community.

Q&A: Supporting the Military-Connected Community in the Workforce, as an I-O
What are the common misconceptions the labor market has about veterans and/or military spouses?

1. Veterans:
A pervasive misconception about veterans is that they are rigid, rely solely on a chain of command,
and struggle to function without explicit orders. In reality, the military operates in highly volatile,
uncertain, complex, and ambiguous (VUCA) environments. Veterans are incredibly agile, innovative
problem solvers who are trained to adapt and lead when plans fail.



2. Military spouses:
For military spouses, the most damaging misconception is that they are "unreliable" or "temporary" em-
ployees due to frequent relocations. What the labor market often misses is that military spouses are
master logisticians, highly adaptable, and incredibly resilient. Their varied life experiences often make
them empathetic leaders and quick learners who can seamlessly integrate into new teams and cultures.

What little things can HR/recruiters do to better support and evaluate veteran and/or military spouse
capabilities?

HR and recruiters can start by looking past exact job title matches and focusing on competencies. Career
coaches and performance development specialists can complement these efforts by working with veter-
ans and military spouses to reframe their experiences and present their skills using language that reso-
nates within the civilian workplace environment and the specific industry.

1. Get past the jargon and ask clarifying questions.
Military resumes can be laden with jargon, so recruiters should feel empowered to ask clarifying
questions like, "Can you tell me how your experience in [military role] translates to the skills required
for this position?"

2. Recognize the trust and responsibility from a young age.
Recruiters should recognize the massive scale of responsibility many veterans hold at a very young
age, such as managing millions of dollars in equipment or leading dozens of personnel in their early
20s.

3. Seek to understand and reframe the story for spouses and dependents.
For military spouses, recruiters can intentionally offer remote, flexible, or portable work options,
and view a nontraditional or "gappy" resume not as a lack of commitment but as a byproduct of
their service to the country.

What little things can I-Os build into their projects to better support and represent the veteran and/or
military spouse perspective and capabilities?

I-Os hold the keys to systemic organizational change.

1. Include veteran and military spouse as demographic identifiers.
A simple yet highly effective starting point is inclusive demographic data collection; I-Os should en-
sure that "veteran" and "military spouse" are included as distinct demographic identifiers in climate
surveys, engagement surveys, and HRIS systems to enable better people analytics.

2. Invite veteran and spouses unique perspectives and experiences in focus groups:
When conducting Job task analyses (JTAs) or competency modeling, I-Os should intentionally recruit
veterans and spouses for focus groups to ensure their unique cognitive diversity and experiences are
represented in organizational frameworks.

3. Map military competencies to civilian competency models
Finally, when designing selection systems or leadership development programs, |-Os can explicitly
map military competencies (like those developed in formal military schooling) to civilian compe-
tency models to create clearer pathways for hiring and promotion.
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Work-related flow (WRF) refers to a state of deep absorption, enjoyment, and motivation in a work ac-
tivity (Bakker et al., 2008). During flow, people are optimally challenged, possess clear goals, receive un-
ambiguous feedback, merge action and awareness, feel concentrated and in control, lose self-conscious-
ness, experience time transformation, and act for intrinsic task enjoyment rather than external rewards
(Nakamura & Csikszentmihalyi, 2002). As a musician, | (Ryan) often experience deep flow during music
making; time slips away, and the activity increases in meaning. Upon entering graduate school, | wanted
to learn how to apply this flow experience as it relates to workers and workplaces.

Although the concept of flow has gained increased attention through daily conversation and social me-
dia, its scientific foundations are often overlooked. Modern research demonstrates positive connections
between flow and worker well-being, yet the construct remains rarely emphasized within occupational
health psychology (OHP) contexts. This gap limits the utility of flow in both research and practice, stifling
its potential as a valuable construct in the field.

Drawing from a recent meta-analysis on the nomological net of WRF (Liu et al., 2023), we developed a
multiple-choice survey to assess WRF knowledge in the OHP community. These items cover core theory in
I-O psychology, relationships to commonly studied constructs such as work engagement, and OHP topics
such as burnout and workplace safety. With this project, we hope to bring greater attention to the value of
flow in the workplace and inspire the study and application of its principles more intentionally.

We sampled 50 participants from the OHP community who identified as academics (38%, n = 19), practi-
tioners (18%, n = 9), and graduate students (38%, n = 19; multiple selections allowed), with 4 partici-
pants not reporting their role. Participants primarily identified as women (64%, n = 32) and White (76%,
n = 38), and most reported a highest education level of either a doctoral (44%, n = 22) or a master’s de-
gree (36%, n = 18). On average, participants were 34.5 years old (SD = 11.9, range = 23—72 years), re-
flecting a broad span of early-career OHP students and professionals to more established veterans.



Before the knowledge items, we asked participants to rate their confidence in WRF understanding, as
well as their self-perceived knowledge of the literature surrounding the construct. Using a 4-point Likert
scale from 1 = strongly disagree to 4 = strongly agree, paired-samples t-tests indicated significant de-
creases from pre- to postsurvey in confidence in understanding WRF (pre: M = 3.22, SD = 0.58; post: M =
2.83,SD =0.56), t(47) = 4.50, p < .001, d = 0.69, and in perceived knowledge of WRF research findings
(pre: M =2.42,SD =0.81; post: M=2.13,SD =0.61), t(47) = 3.71, p < .001, d = 0.38. This pattern sug-
gests that participants overestimated their understanding of WRF and its empirical literature. In other
words, exposure to evidence-based items about WRF appeared to prompt metacognitive recalibration,
revealing previously unrecognized gaps in knowledge that are conceptually similar to Dunning-Kruger
effects, where people become more aware of what they do not know.

To evaluate the robustness of these effects, we conducted post-hoc power analyses for the paired-sam-
ples tests based on the observed effect sizes in RStudio. For changes in confidence (d = 0.69), the sample
(n = 48) provided very high statistical power (1 - B = .997), suggesting this effect is unlikely to reflect low
power. In contrast, power for changes in perceived knowledge (d = 0.38) was more modest (1 - =.73),
falling below the common .80 benchmark, so this smaller effect warrants caution and replication in a
larger sample. Before the knowledge items, we asked participants to describe personal experiences of
WREF (if applicable). After reading its formal definition, most participants reported having experienced
WRF (86%, n = 43), 4% (n = 2) denied experiencing it, one participant was unsure, and 8% (n = 4) did not
respond. Common words used to describe the experience included variations of “focus” (34%, n = 17),
“engagement” (24%, n = 12), and “immersion” (16%, n = 8). Other commonly reported sentiments in-
cluded enjoyment (14%, n = 7), ease (10%, n = 5), and motivation (10%, n = 5). Many participants dis-
closed feeling free from distractions (14%, n = 7), with some even reporting reduced awareness of basic
physiological needs (6%, n = 3). Although not explicitly prompted, several participants volunteered activ-
ities in which they have experienced WRF, such as writing (10%, n = 5) and data analysis (10%, n = 5).

Who Can Experience WRF?

We began by asking a simple question: Who can experience flow at work? To probe their understanding,
we presented several tempting but narrow options: “highly skilled individuals at the top of their field

” u

(e.g., professional athletes, Nobel winners),” “people working in creative or artistic professions (e.g.,
musicians, writers),” and “those working in high pressure environments (e.g., surgeons, pilots).” Despite
these plausible distractors, nearly all participants (98%, n = 49) correctly selected “mostly anyone, re-
gardless of profession or skill level.” Only one participant indicated uncertainty. This result underscores
a key point: although people in high-pressure or creative roles may more readily experience flow, the
capacity for flow is not exclusive to these contexts. With proper conditions, almost anyone can experi-

ence this state.

Consistent with the idea that “mostly anyone” can experience flow, we also asked participants to esti-
mate which demographic groups are most likely to experience WRF. Nearly half (48%, n = 24) correctly
chose no significant differences between demographic groups, whereas others believed that workers
with longer tenure (16%, n = 8), with a college education (4%, n = 2), or women (2%, n = 1) experience



flow most often, and 30% (n = 15) reported that they did not know. Taken together, these responses
align with the broader literature suggesting that flow is a broadly accessible state rather than one con-
fined to specific identities.

Flow in Work and Leisure

We next examined how OHP professionals and graduate students think about flow along the work—non-
work divide. When asked whether people experience flow more often in work or in leisure activities,
participants were split: 34% (n = 17) believed that flow is more prevalent in work, 24% (n = 12) believed
it is more prevalent in leisure, and nearly half (42%, n = 21) indicated that they were unsure. The evi-
dence, however, suggests that higher frequencies occur at work, as work activities are often more struc-
tured in ways that support flow (e.g., clear goals, immediate feedback, optimal challenges) than typical
leisure activities (Csikszentmihalyi & LeFevre, 1989). Subsequent experience-sampling studies have repli-
cated and extended this pattern: Engeser and Baumann (2016) found that employees reported the high-
est flow during work, with slightly but significantly lower flow during active leisure (e.g., sports, arts) and
substantially lower flow during passive leisure (e.g., watching television, scrolling social media), even
though leisure was characterized by more positive affect overall. Their findings reinforce the notion that
although people often prefer leisure, everyday work is more likely to facilitate conditions under which
flow actually occurs.

Related Organizational Theories and Measures of WRF

As for where flow fits into commonly studied theories in I-O psychology and OHP, 76% of participants (n
= 38) recognized that theories of motivation (e.g., self-determination theory; Ryan & Deci, 2000), stress
(e.g., job demands-resources theory; Bakker & Demerouti, 2007), and work design (e.g., job characteris-
tics model; Hackman & Oldham, 1975) frequently provide the theoretical foundation for flow research.
The majority of participants (76%, n = 38) correctly indicated that justice theories, such as the organiza-
tional justice taxonomy (Colquitt et al., 2001), are not as commonly used in this literature, with 24% of
participants expressing uncertainty.

Although justice theory has not traditionally been central to flow research, it offers a promising avenue for
future work examining whether different forms of perceived injustice reduce opportunities to experience
flow. Such injustices may act as stressors or ruminations that distract employees, consume cognitive re-
sources, and hinder optimal engagement in work tasks, making this a rich area for future research.

We also presented several common approaches to measuring WRF, along with one potential misconcep-
tion. We asked participants to identify which is not commonly used: daily diary/experience sampling meth-
ods (ESM), quantitative validated scales, qualitative interviews, and biomarkers via smartwatch technol-
ogy. Sixty-eight percent of participants (n = 34) correctly selected smartwatch-based biomarkers as the
least common approach, whereas 14% (n = 7) incorrectly chose quantitative validated scales, with the re-
maining responses distributed across the other options. In fact, much of the early research on flow was



conducted by Csikszentmihalyi, who derived the construct from qualitative interviews ranging from ath-
letes to artists describing flow as feeling “carried along” during a task (Csikszentmihalyi, 1990). Validated
scales such as the Flow State Scale and Dispositional Flow Scale (Jackson et al., 2008) continue to dominate
research on WRF, and ESM is especially useful for for capturing these transient states, despite the irony of
interrupting flow to measure it. Although research on the neurophysiology of flow is developing (Durcan et
al., 2024), leveraging smartwatch-based physiological data remains a viable path for future work.

Relationships to Other Constructs

One question | often receive as a flow researcher is this: Aren’t we already measuring the same thing
with engagement? Although the constructs share similarities, particularly when work engagement is
conceptualized in terms of vigor, dedication, and absorption (Schaufeli et al., 2002), there are important
distinctions. WRF is a short-term, task-specific episode of intense absorption, intrinsic enjoyment, and
optimal challenge, whereas work engagement is a more pervasive, relatively stable state toward one’s
work in general (Yan & Donaldson, 2022). Practically, flow-oriented efforts are best suited to supporting
peak experiences in specific activities, whereas engagement-oriented efforts focus on sustaining ongo-
ing work-related energy and well-being over time.

We asked participants to identify which is not a key difference between the constructs: (a) flow is a
short-term, fleeting experience, whereas work engagement represents an enduring, relatively stable
state of mind; (b) flow occurs during specific tasks or activities, whereas work engagement pertains to
work life in general; (c) flow is experienced only during creative tasks, whereas work engagement ap-
plies to all types of tasks; and (d) flow fluctuates substantially within-person across time and activities,
whereas work engagement fluctuates moderately on a daily basis. Not surprisingly, 46%, (n = 23) cor-
rectly identified that the misconception is that flow occurs only during creative tasks. The remaining re-
sponses were distributed across the other options, with 12% (n = 6) indicating they did not know. These
responses highlight that, although flow and engagement are related, people still hold important miscon-
ceptions about how they differ.

Like many constructs in psychology, flow emerges from the interplay between individual behaviors and
situational conditions. To explore this relationship, we asked participants how people can actively en-
hance their own likelihood of experiencing flow by selecting from several mechanisms: (1) identifying
and removing hindrance demands, (2) engaging in proactive behaviors like self-leadership, (3) striving to
earn a greater income, or (4) there is no reliable way to increase one’s chances of experiencing flow.
Participants overwhelmingly selected identifying and removing hindrance demands as the primary
method for increasing flow (56%, n = 28). However, contrary to expectations, Liu et al. (2023) found no
significant relationship between hindrance demands and flow. In fact, neither challenge nor hindrance
demands showed a significant correlation with flow. Instead, proactive behaviors emerged as the
strongest individual predictor of flow, aligning with 28% of participants (n = 14) in our study. This finding
is consistent with the self-determination model of flow (Bakker & Van Woerkom, 2017), which empha-
sizes the central role of personal agency and self-initiated action in fostering flow.



However, flow is not determined solely by individual behavior. To explore the role of broader influences,
we also asked participants to consider antecedents in relation to flow that extend beyond personal ac-
tions, such as (1) social support from peers, (2) job tenure, (3) positive leadership styles (e.g., transfor-
mational leadership), and (4) age. Participant responses were mixed: 14% (n = 7) selected social support
from peers, 20% (n = 10) selected job tenure, 24% (n = 12) identified positive leadership styles, and 42%
(n =21) indicated that they were unsure. Interestingly, positive leadership behaviors also correlate
highly with flow, suggesting that external direction and support, combined with individual effort, help
employees achieve more satisfying and immersive work experiences.

When considering outcomes of flow within an OHP context, burnout emerges as a paramount topic.
When asked which statement best describes the relationship between flow and burnout, most partici-
pants (80%, n = 40) correctly recognized that flow can coexist with burnout; as noted in Liu et al.’s
(2023) meta-analysis, flow experiences are temporary and often fail to address chronic stressors or on-
going recovery needs. However, it is worth noting that recent studies excluded from that meta-analysis,
such as Weintraub et al. (2021), found that flow experiences were negatively associated with burnout,
utilizing ESM. This remains an encouraging but underexplored area, warranting more longitudinal re-
search to examine whether flow experiences buffer against, or simply coexist with, burnout across occu-
pational contexts.

Given that workplace accidents and injuries represent another major focus within OHP, we sought to
explore participants’ beliefs about relations between flow and risk-taking behavior. When prompted
about this potential connection, nearly half of the participants (48%, n = 24) indicated a belief that flow
is uncorrelated with risk-taking behavior, while 20% (n = 10) believed there is a relationship, 30% (n =
15) reported that they did not know, and one participant did not respond. We identified this as a com-
mon misconception among OHP professionals, as the meta-analysis reported a moderate-to-strong posi-
tive relationship between flow and risk-taking. From an applied standpoint, this misconception under-
scores the need for OHP education and training to address how flow may contribute to safety-critical
workplace behaviors. This also reflects emerging work on the “dark side” of flow. Future studies in this
area could examine topics such as the relationship between flow and workaholism, the neglect of basic
physiological or psychological needs during intense flow states, and other potentially maladaptive out-
comes. While these cautionary perspectives highlight potential risks associated with flow, it is important
to note that scholars overwhelmingly view flow as a net-positive experience with well-being and perfor-
mance benefits.

Interventions for WRF

Building on this perspective, several survey items assessed participants’ knowledge of targeted strate-
gies to increase the likelihood of employees experiencing WRF. For instance, we asked participants
which would be effective suggestions for a manager wanting to facilitate flow in the workplace. Alt-
hough 7 participants (14%) indicated that opportunities for job crafting (i.e., manipulating aspects of
one’s work to fit personal preferences) would be an effective approach, 2 participants (4%) were unsure,
and 2 (4%) did not respond, the overwhelming majority selected “All of the above,” which included job



crafting, playful work design (i.e., intentionally incorporating fun and stimulating elements into work
tasks), and the assessment and use of individual strengths (i.e., aligning tasks with what employees nat-
urally do well). Together, these approaches can increase employees’ immersion, enjoyment, and sense
of fit with their work, thereby fostering WRF.

Because clear goals are a key antecedent of WRF, we also asked participants about a specific intervention:
nudges, or subtle behavioral influences that guide choices without coercion. Drawing on Weintraub and
colleagues’ 2021 study, we formulated an item assessing knowledge of the outcomes associated with a
daily goal-setting nudge intervention. The majority of participants (54%, n = 27) correctly endorsed that all
listed outcomes were associated with daily nudges, including increased flow, daily performance, and work
engagement, plus lower daily stress, while roughly one quarter (26%, n = 13) indicated that they did not
know. This suggests that many OHP professionals are aware (or could guess) that brief, low-cost interven-
tions such as nudges can have broad, positive effects on employees’ experience and functioning at work,
although a sizable minority may still be unfamiliar with this emerging line of research.

Moreover, we presented participants with a list of potential intervention steps that could be used to en-
hance flow experiences at work (i.e., setting clear and meaningful goals, providing structured guidelines
that reduce autonomy, giving unambiguous and constructive feedback, and designing work to balance
challenges with employees’ skill levels) and asked them which would be the least effective. Although
structure in work activities is important for facilitating flow—especially for employees with lower skill
levels on the task—reducing autonomy can undermine opportunities to engage in the activity autoteli-
cally, given the loss of decision latitude. As a result, this option was considered the least effective step
for enhancing flow. The vast majority of participants (86%, n = 43) correctly identified reduced auton-
omy as potentially harmful for flow. This conveys that many OHP professionals recognize the im-
portance of preserving employees’ sense of choice and self-direction when it comes to flow-enhancing
interventions.

Willingness to Champion WRF

The survey concluded with the item “l would educate my colleagues about work-related flow,” rated on
the same Likert scale as used above. The majority of respondents indicated some level of agreement (n
= 26), while a substantial portion still expressed disagreement (n = 22). This pattern suggests a promising
start to engaging more OHP professionals in conversations about WRF, but also indicates that additional
effort is needed to demonstrate its relevance for research and practice. It is also possible that those who
disagreed simply do not view WRF as aligned with their interests or primary areas of work, underscoring
the importance of clearer communication about when and for whom this construct is most useful.

Taken together, these patterns point to several implications for OHP education and practitioner devel-
opment. Our findings suggest that many professionals are familiar with the language of flow but lack

deeper conceptual literacy, for example, accurately distinguishing WRF from work engagement, or rec-
ognizing both its potential benefits and risks (e.g., links with risk-taking). Training programs may there-
fore need to devote more explicit attention to WRF conceptualization and assessment, including when



to use state versus trait measures, how to deploy experience sampling, and how to interpret emerging
physiological indicators alongside established self-report tools. Finally, competencies in designing flow-
conducive yet ethically grounded interventions, such as aligning challenge-skill balance, autonomy, and
feedback with broader goals of health, recovery, and safety, could help practitioners integrate WRF
more responsibly into coaching, job redesign, and safety initiatives.

Conclusion

Altogether, our findings highlight both the openness and hesitations within the OHP community and
point to a valuable opportunity for future outreach, education, and collaboration around WRF. At the
same time, these conclusions should be interpreted in light of limitations, including our small sample (n
=50), reliance on custom items developed for this survey, the usual constraints of self-report survey
data (e.g., response and selection biases), and the fact that our interpretation of the WRF literature
draws heavily on a 2023 meta-analysis that omits more recent studies and some earlier work. Lastly, as
mentioned, given that flow is reaching mainstream audiences, this work underscores fruitful opportuni-
ties to examine misconceptions about other trending I-O psychology topics such as GenAl, DEI, and hy-
brid work.

Table 1: Tips for Fostering Flow in Work and Life

Tips for Fostering Flow in Work and Life

1. Set clear daily goals and define 5. Proactively craft your job toward
what success looks like before tasks that use your strengths and
you start. feel meaningful.

6. Add playful elements or
variety to keep challenge
engaging.

2. Break big, challenging tasks
into smaller steps that match
your current skills.

3. Reduce nonessential
distractions during
focus periods.

. Practice self-leadership skills
such as planning, self-monitoring,
and reframing obstacles.

8. Cultivate supportive conditions,
including autonomy and
constructive leadership.

4. Seek timely, specific feedback
on your progress.

OO
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Introduction

Artificial intelligence (Al), particularly large language models (LLMs) such as ChatGPT, is rapidly trans-
forming the practice of industrial-organizational (I-O) psychology. These tools are already being used
across core |-0 functions, including job analysis, applicant screening, and adaptive training (Aguinis et
al., 2024). At the same time, concerns surrounding bias, ethical use, and overreliance remain prominent
(Carmichael, 2024; Chen, 2023). Scholars forecast that Al will fundamentally reshape I-O practice within
the next five years (Gutierrez & Landers, 2024; Weiner et al., 2024), creating an urgent need to recon-
sider how graduate training prepares students for this evolving landscape.

In response to this shift, the present paper describes a case study of how one university integrated Al
competencies into their I-O psychology graduate curriculum. The goal of this paper is twofold: (a) to pro-
vide a practical, competency-based framework that other programs can adapt when incorporating Al
into their training, and (b) to stimulate dialogue within the field regarding effective approaches to Al in-
tegration in I-O education. Rather than offering a prescriptive “one-size-fits-all” solution, this case illus-
trates a structured, iterative approach to curriculum transformation that may serve as a template or
starting point for other programs as they prepare students for impactful careers.

Traditional I-O competencies (e.g., data literacy, ethical reasoning, and domain expertise) remain essential.
However, they must now be applied within Al-augmented contexts. For example, SIOP (2023) emphasized

that Al-based assessments must meet the same standards of validity, reliability, fairness, and transparency
as traditional methods, despite differences in how those standards are evaluated. This reinforces the need
for integrated competency development rather than treating Al as an isolated technical skill.

Theoretical and Educational Rationale for Al Integration

Emerging research suggests that integrating Al into higher education can enhance student engagement,
critical thinking, and preparedness for Al-augmented work environments. For example, Walter (2024)
highlighted the importance of prompt engineering, Al literacy, and critical thinking as foundational skills,
with students reporting increased confidence in applying Al tools following exposure.

However, these benefits are not without caveats. Lin and Chen (2024) demonstrated that Al-integrated
learning environments can both enhance creativity and engagement (via interactivity, personalization,
idea generation) while also constraining creativity and motivation (via rigid structures, disengagement,
and performance anxiety). This duality underscores a key implication: Al integration must be intentional
and structured to maximize benefits while mitigating risks.
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Additionally, Al is already reshaping instructional practices. Educators are using tools such as ChatGPT to
adapt curricula, revise lesson content, and personalize learning experiences (Karatas et al., 2025). This
suggests that Al is not only a content domain but also a pedagogical tool, further reinforcing the need
for competency-based integration.

Project Overview and Al Competency Model

To address the growing need for structured Al training in I-O psychology, a university-supported initiative was
developed to design and implement an Al competency model for graduate education in I-O psychology at the
University of Texas at Arlington. This project was guided by an essential research question: “What are the
core competencies that |-O graduate students need to develop in school to use Al successfully in the field?”
The project followed a three-phase approach consisting of needs assessment, curriculum transformation,
and evaluation, with each phase building toward the integration of Al competencies into existing coursework.

Phase 1: Needs Assessment

The first phase, conducted in spring 2025, focused on identifying the Al-related competencies needed
for effective practice in I-O psychology. Consistent with established training design principles, a needs
assessment serves as a critical first step to ensure that training is aligned with actual job demands and
organizational requirements (Goldstein & Ford, 2002). To ensure the model reflected real-world applica-
tion, we used a multimethod approach that combined existing research, job analysis data, and input
from practicing professionals.

We began by reviewing recent literature on artificial intelligence in organizational contexts, with particular
attention to how generative Al is being used in applied settings and what skills are required for effective
use. Scholarly databases (including the university library resources and Google Scholar) were used to iden-
tify research on generative Al applications in I-O-related fields, competency requirements for Al-integrated
work, and broader discussions of ethical and practical implications (e.g., Aguinis et al., 2024; Archidivilli et
al., 2024; Ekuma, 2024; Grafmann & Schermuly, 2021). This review was complemented by examining ex-
isting competency frameworks (e.g., Al in Government Act of 2020) to identify broadly relevant Al capabili-
ties. Together, these sources helped establish an initial foundation and informed the selection of I-O-rele-
vant roles for further analysis using O*NET (National Center for O*NET Development, 2026).

To ground the model in actual job demands, we reviewed I-O—related roles within O*NET and extracted
representative job tasks across domains such as training, talent management, consulting, and analytics.
Associated job tasks were extracted and consolidated into a comprehensive list of distinct activities repre-
sentative of applied I-O work, particularly those aligned with master’s-level training and early-career prac-
titioner roles. This step ensured that competency development was grounded in actual job demands ra-
ther than abstract skill definitions. Given this applied focus, the resulting competency model is most di-
rectly applicable to practice-oriented graduate programs. Programs focused on training academics and re-
searchers (e.g., PhD programs) may require additional competencies not fully captured in the current
model.

We then conducted semistructured interviews with |-O practitioners to better understand how Al is cur-
rently being used and what capabilities are most critical for success. The interview protocol was developed
iteratively and focused on areas such as current Al use, prompt development, and workflow integration.
For example, participants were asked, “Could you describe how you currently incorporate Al tools into
your daily work?” and “How do you develop prompts or queries to obtain useful, context-specific results?”



A total of 12 subject matter experts (SMEs) representing a range of applied roles (e.g., leadership develop-
ment, training, analytics) participated in these interviews. The majority were alumni of the program (n =
11), with one additional participant recruited via referral. Participants primarily held master’s degrees in |-
O psychology (n = 10), with one holding PhD and one completing a PhD while working. SMEs reported be-
tween 1 and 10 years of professional experience in the field. Their responses were systematically coded by
members of the research team to identify recurring themes and competency domains, with discrepancies
resolved through discussion and consensus. Initial coding drew from existing frameworks, but additional
competencies emerged directly from the data, reflecting how practitioners are adapting to Al in real time.

This process resulted in an initial set of 29 competencies, which were then consolidated into 12 higher or-
der competencies based on conceptual overlap and practical relevance. Notably, the resulting competen-
cies extended beyond technical skills to include areas such as critical evaluation, adaptability, collabora-
tion, and ethical judgment; highlighting the importance of human-centered capabilities in Al-supported
work.

Following competency consolidation, detailed descriptions and illustrative behaviors were developed for
each higher order competency. This resulted in 58 illustrative behaviors that reflect how these compe-
tencies are enacted in practice (e.g., refining Al-generated outputs, selecting appropriate tools, and en-
suring ethical data use). These behaviors were designed to support both instruction and assessment by
translating abstract competencies into observable actions.

Finally, a survey was administered to SMEs to assess two dimensions: instructional priority, defined as
how important is it that a given task be taught or developed during a graduate I-O psychology program,
and the proficiency at entry, defined as the level of proficiency a graduate should possess upon entering
the workforce to perform this task effectively. Together, these dimensions capture both the importance
of a task for practice and the extent to which graduates are expected to already demonstrate compe-
tence, allowing for the identification of potential training gaps.

Results indicated that instructional priority consistently exceeded proficiency at entry (average differ-
ence = 0.47), suggesting meaningful skill gaps that graduate training should address. A weighted scoring
approach was used to identify the most critical competencies, resulting in a final set of eight competen-
cies and 20 key behaviors that informed subsequent curriculum integration (see Table 1).

Table 1
Al Competency Model for I-O Practice
Competency Definition lllustrative behaviors
Change Advocating for the responsi- | ¢ Communicate the value of Al tools by aligning them
leadership & | ble adoption of Al by demon- with organizational goals and motivating teams to em-
advocacy strating its connection with brace new solutions.
organizational priorities, em- | ¢  *Highlight unique human capabilities—like critical
phasizing the benefits, and thinking and contextual judgment—to complement
reinforcing the necessity of Al use and reinforce professional value.

human judgment in Al-sup-
ported practices.




Content Using Al to generate, refine, Convert complex ideas or frameworks (e.g., road
generation & | iterate, and translate content maps, leadership models) into concise summaries us-
refinement | of various formats for organi- ing Al, then integrate into presentation slides.
zational and work-related Leverage Al writing tools to polish existing content—
goals. scripts, job descriptions, or lesson plans—while retain-
ing human tone and intent.
Maintain quality by reviewing Al-generated drafts for
style, grammar, and content consistency before finaliz-
ing deliverables.
Critical Validating accuracy, detect- *|dentify and correct inaccuracies in Al-generated

evaluation &
fact checking

ing bias, and correcting Al-
generated outputs through
source verification, iterative
refinement, and thoughtful
analysis before workplace ap-
plication.

outputs by comparing them against independently
verified data or trusted external sources.

Review Al-generated proposals or content and itera-
tively adjust prompts until results meet organizational
standards for tone, structure, and relevance.
*Conduct manual quality checks—including data tri-
angulation or parallel analysis—before distributing or
acting on Al-assisted outputs.

Use chain-of-thought tools or model reasoning views
to diagnose misinterpretations in Al responses and re-
vise inputs accordingly.

Design assessments or prompts that require candi-
dates or users to explain their reasoning behind Al-
generated responses, ensuring true understanding and
not blind acceptance.

Curiosity &
adaptive
learning

Proactively exploring emerg-
ing Al solutions, unlearning
outdated habits, and updating
practices to keep pace with
technological advancements.

Seek out and experiment with new Al tools or fea-
tures, adjusting workflows as technologies evolve.

Data privacy

Safeguarding sensitive infor-

Screen inputs for confidential or personally identifia-

& mation and upholding ethical ble information (PIl) and redact sensitive fields before
governance | standards to ensure fair, se- submission to Al tools.
cure, and compliant Al use. Audit Al outputs for potential bias or risk and inter-
vene when automated suggestions may lead to unfair
or noncompliant outcomes.
Human- Exercising discernment to Distinguish between tasks that benefit from Al automa-
centered balance Al automation with tion and those that require human oversight, reserving
judgement | human oversight, ensuring complex or sensitive work for manual handling.

decisions and communica-
tions preserve ethics, empa-
thy, and contextual under-
standing.

Use Al to generate first drafts or options, then conduct
thorough human review to ensure quality, contextual
accuracy, and ethical alignment.

*Maintain a human-in-the-loop policy for decision-
making, using Al outputs as advisory input while pre-
serving final judgment for people leaders.

Preserve authenticity and human connection in com-
munications by personalizing Al-generated content,
especially in sensitive situations.

Advocate for human expertise by highlighting intui-
tion, ethical reasoning, and contextual awareness in
conversations about Al adoption.




Knowledge-

strategic
integration

Applying specialized discipli- | o
based nary knowledge to shape
how Al is used, ensuring that
its contributions are both an- | e
alytically sound and meaning-
fully connected to an organi-
zation’s long-term priorities.

Clarify the purpose and intended outcome of Al-as-
sisted tasks to ensure outputs contribute to broader
organizational goals.

Synthesize domain-specific research (e.g., 10 psychol-
ogy, organizational behavior) alongside Al outputs to
ensure accurate, evidence-based insights.

Note: *Special consideration illustrative behavior (highest rated behaviors)

Collectively, this needs assessment produced a competency model grounded in practitioner input and
real-world job demands. Importantly, the model emphasizes not only technical Al skills but also the
broader capabilities required for effective human—Al collaboration, including critical evaluation, ethical
reasoning, and strategic integration. These findings served as the foundation for embedding Al compe-
tencies into the graduate training program at UTA.

Phase 2: Curriculum Transformation

The second phase, completed in summer 2025, focused on translating the competency model into ac-
tionable instructional practices. Rather than introducing standalone Al courses, faculty integrated com-
petencies directly into existing graduate courses by revising syllabi and embedding targeted assignments
aligned with specific skills. This approach was designed to make Al use context-specific and immediately

relevant to core I-O tasks.

Instructional activities emphasized applied use of Al in ways that mirror professional practice, including
evaluating Al-generated outputs, refining Al-assisted work products, and integrating Al tools into com-
mon I-O functions such as data analysis, training development, and assessment design. To support im-
plementation, faculty were provided with both general and course-specific assignment templates that
could be adapted to different content areas.

General strategies that can be applied across courses were provided to faculty (see Table 2). These activ-
ities focused on developing foundational competencies such as critical evaluation, human-centered
judgment, and adaptive learning by engaging students in tasks like critiquing Al outputs, refining
prompts, and exploring new tools. Examples of how these strategies can be embedded within specific I-
O courses were also provided (see Table 3), illustrating how Al integration can be tailored to domain-
specific learning objectives (e.g., psychometrics, organizational behavior, and training).

Table 2

General Suggestions for Curriculum Transformation

Strategy

Description

Competencies mapped

Case-based simulations

Present students with real-world
HR/I0O scenarios that involve

flawed or incomplete Al outputs.

Ask students to critique, refine,
and validate results.

Critical evaluation & fact
checking
Human-centered judgment

Prompt refinement challenges

Give students vague or poorly
structured prompts and ask
them to revise them for clarity,
context, and task fit.

Prompt engineering
Content generation &
refinement




Al-augmented assignments

Have students draft something
using Al (e.g., job descriptions,
training outlines) and then revise
it with human input, emphasiz-
ing tone, ethics, and clarity.

Content generation &
refinement
Human-centered judgment

Tool exploration logs

Ask students to experiment
with a new Al tool or feature
each week and reflect on its
usefulness, limits, and ethical
risks.

Curiosity & adaptive learning
Data privacy & governance

Team presentations on Al use
cases

Assign groups to research and
present emerging uses of Al in
HR or OB, highlighting potential
benefits, risks, and organiza-
tional strategy implications.

Change leadership &
advocacy
Strategic foresight

Table 3

Course-Specific Suggestions for Curriculum Transformation

Strategy

Description

Competencies mapped

Al tool validation lab (psycho-
metrics)

Students use Al to generate as-
sessment items, then validate
them using psychometric meth-
ods (e.g., item difficulty, dis-
crimination).

Content generation &
refinement

Critical evaluation &
fact checking

Leadership & advocacy memo

Students draft a change man-

Change leadership &

then revise using best practices
from instructional design.

(oB) agement plan using Al to advo- advocacy
cate for ethical Al adoption in Content generation &
their organization. refinement
Training script generation (em- | Students prompt Al to generate Content generation &
ployee training) outlines for a training session, refinement

Prompt engineering

Onboarding content redesign
(business psychology)

Students use Al to draft
onboarding documents, then
personalize content for tone,
clarity, and engagement.

Content generation &
refinement
Human-centered judgment

Phase 3: Implementation and Evaluation

The final phase, conducted from fall 2025, involved implementing Al-integrated instructional activities
and evaluating their effectiveness. Al-based assignments and instructional strategies were deployed
across multiple graduate courses, with implementation occurring in two waves to allow for iterative re-
finement based on early experiences. Evaluation efforts included student and faculty surveys assessing
perceived competency development, reactions to Al-integrated instruction, and knowledge assess-
ments. These measures were designed to capture both subjective experiences (e.g., confidence, per-
ceived usefulness) and indicators of learning related to Al competencies. This phase emphasized not




only the deployment of Al-integrated curriculum but also the systematic collection of feedback to in-
form ongoing refinement of instructional approaches.
Preliminary Findings and Insights

Five out of 15 graduate students completed the end-of-semester survey. The sample was primarily fe-
male (80%) and represented both master’s (60%) and doctoral (40%) 1-O psychology students. The aver-
age age of participants was 26 years. Students were enrolled across multiple courses that incorporated
Al-related content, including Organizational Behavior, Employee Training, and an I-O Psychology Intern-
ship course. These results should be interpreted cautiously given the small sample size but provide initial
insight into student experiences with Al-integrated instruction.

Student Survey

We first examined students’ perceived Al self-efficacy following exposure to Al-integrated coursework.
Overall, students reported relatively high levels of confidence in their ability to use Al effectively (M = 4.08,
SD = .69), using a 5-point scale where anchors ranged from 1 = strongly disagree to 5 = strongly agree. In
particular, students felt most confident in their ability to combine Al outputs with their own expertise to
make informed decisions and to use Al responsibly in professional settings. Students also reported strong
capability in identifying when Al could improve their work processes. Comparatively lower, though still
positive, ratings were observed for adapting to new Al tools and using Al efficiently for task completion,
suggesting some variability in applied fluency despite generally high confidence. See Table 4 for results.

Table 4
Al Self-Efficacy Results
Al self-efficacy 1] SD
| am confident in my ability to use Al tools to complete work-related tasks efficiently. 3.60 .80
| feel capable of identifying when Al can improve my work processes. 4.20 .40
| can adapt to new Al tools or features without extensive instruction. 3.80 .75
| know how to combine Al outputs with my own expertise to make informed decisions. | 4.40 .49
| feel prepared to use Al responsibly in a professional setting. 4.40 .49
Al self-efficacy composite 4.08 .69

We next examined competency development using two complementary indicators: competency, reflect-
ing students’ current ability to perform Al-related behaviors, and mastery, reflecting the extent to which
those abilities improved as a result of Al-integrated coursework (see Table 5). Across competencies, stu-
dents reported relatively high levels of perceived ability, with composite scores generally above the mid-
point of the scale. The highest competency ratings were observed for content generation and refine-
ment (M = 4.27), followed by change leadership (M = 4.10) and critical evaluation and fact checking (M =
4.08), suggesting that students felt most capable in using Al in applied, task-oriented competencies to
produce and refine work outputs, communicate its value, and evaluate Al-generated information.

In contrast, lower competency ratings were observed for human-centered judgment (M = 3.44) and
knowledge-based strategic integration (M = 3.30), indicating that more complex, integrative skills involv-
ing contextual decision-making and domain-specific application of Al may be less developed. Notably,
these competencies also showed higher variability, suggesting inconsistent experiences or understand-
ing across students.



Patterns for perceived mastery differed somewhat from competency levels. The greatest reported im-
provements were observed in Data Privacy and Governance (M = 3.80), indicating that students per-
ceived substantial growth in their ability to manage sensitive information and evaluate risks associated
with Al use. Moderate gains were observed in critical evaluation and fact checking (M = 3.00) and hu-
man-centered judgment (M = 2.96), suggesting that coursework may have supported development in
evaluative and oversight-related skills.

Alternatively, lower mastery ratings were observed for curiosity and adaptive learning (M = 1.80) and
knowledge-based strategic integration (M = 2.40), indicating more limited perceived growth in develop-
ing habits of ongoing Al exploration and in integrating Al with domain-specific expertise.

Table 5
Student’s Self-Report Competency and Mastery Ratings
Competency Mastery
Competency lllustrative behavior rating rating
M SD M SD
Communicate the value of Al tools by aligning them with
organizational goals and motivating teams to embrace 4.00 .63 2.80 .98
new solutions.
Chasr;ﬁs 1((9:?-;:1er- Highlight unique human capabilities—like critical thinking
and contextual judgment—to complement Al use and rein- | 4.20 .75 3.00 | 1.10
force professional value.
CL composite 4.10 .70 290 | 1.04
Convert complex ideas or frameworks (e.g., road maps,
leadership models) into concise summaries using Al, then 4.20 .75 2.40 | 1.02
integrate into presentation slides.
Content gener- Leverage Al writing tools to polish existing content—
. . scripts, job descriptions, or lesson plans—while retaining 4.20 .40 2.80 | .75
ation & refine- .
human tone and intent.
ment (CGR) — - —
Maintain quality by reviewing Al-generated drafts for
style, grammar, and content consistency before finalizing 4.40 .49 3.20 | .75
deliverables.
CGR composite 4.27 .57 2.80 91
Identify and correct inaccuracies in Al-generated outputs
by comparing them against independently verified data or 4.20 .75 3.20 .75
trusted external sources.
Review Al-generated proposals or content and iteratively
Critical evalua- | adjust prompts until results meet organizational standards 4.00 .63 2.40 .80
tion & fact for tone, structure, and relevance.
checking Conduct manual quality checks—including data triangula-
(CEFQC) tion or parallel analysis—before distributing or acting on 4.20 .75 3.20 .75
Al-assisted outputs.
Use chain-of-thought tools or model reasoning views to di-
agnose misinterpretations in Al responses and revise in- 4.00 .63 3.20 .75
puts accordingly.




Design assessments or prompts that require candidates or
users to explain their reasoning behind Al-generated re-
sponses, ensuring true understanding and not blind ac-
ceptance.

4.00

.63

3.00

1.10

CEFC composite

4.08

.69

3.00

.89

Curiosity &
adaptive learn-
ing (CAL)

Seek out and experiment with new Al tools or features,
adjusting workflows as technologies evolve.

3.60

.80

1.80

.98

CAL composite

3.60

.80

1.80

.98

Data privacy &
governance
(DPG)

Screen inputs for confidential or personally identifiable in-
formation (PIl) and redact sensitive fields before submis-
sion to Al tools.

3.60

1.50

3.80

75

Audit Al outputs for potential bias or risk and intervene
when automated suggestions may lead to unfair or non-
compliant outcomes.

3.60

1.50

3.80

75

DPG composite

3.60

1.50

3.80

.75

Human-cen-
tered judge-
ment (HCJ)

Distinguish between tasks that benefit from Al automation
and those that require human oversight, reserving com-
plex or sensitive work for manual handling.

3.60

1.50

3.20

1.33

Use Al to generate first drafts or options, then conduct
thorough human review to ensure quality, contextual ac-
curacy, and ethical alignment.

3.40

1.02

3.00

.63

Maintain a human-in-the-loop policy for decision-making,
using Al outputs as advisory input while preserving final
judgment for people leaders.

3.40

1.36

3.00

1.10

Preserve authenticity and human connection in communi-
cations by personalizing Al-generated content, especially
in sensitive situations.

3.20

1.33

2.60

1.02

Advocate for human expertise by highlighting intuition,
ethical reasoning, and contextual awareness in conversa-
tions about Al adoption.

3.60

1.50

3.00

1.10

HCJ composite

3.44

1.36

2.96

1.08

Knowledge-
Based Strategic
Integration
(KBSI)

Clarify the purpose and intended outcome of Al-assisted
tasks to ensure outputs contribute to broader organiza-
tional goals.

3.40

1.36

2.40

1.36

Synthesize domain-specific research (e.g., I-O psychology,
organizational behavior) alongside Al outputs to ensure
accurate, evidence-based insights.

3.20

1.33

2.40

1.02

KBSI composite

3.30

1.35

2.40

1.20

Taken together, these results suggest that Al-integrated coursework may be particularly effective in sup-
porting applied, task-oriented competencies (e.g., content generation, evaluation, and responsible use),

while more complex competencies involving strategic integration, adaptability, and human-centered
judgment may require more sustained instructional emphasis.




Student Course Feedback

Students also provided feedback on their courses that integrated Al into the coursework. Student feed-
back across courses was generally positive, with participants reporting that Al integration supported
learning, increased confidence, and was relevant to course objectives (see Table 6). In both the I-O In-
ternship and Organizational Behavior courses, students reported relatively strong agreement that Al im-
proved their understanding of course material (M = 4.00—-4.33) and that Al-related activities aligned with
course goals (M = 4.33-4.50). Students in these courses also indicated increased confidence in using Al
in academic or professional settings and expressed strong support for including Al skill-building activities
in future coursework. However, responses from the employee training course were more mixed. Alt-
hough students still reported that Al supported their understanding (M = 4.00), lower ratings were ob-
served for perceived relevance, confidence gains, and support for future inclusion.

Table 6
Student Feedback on Course-Specific Al Integration
1-0 internship Organlzaflonal Emp.lo.yee
behavior training
Questions M SD M SD M SD

The use (?f Alin [Fleld-?] improved my un- 4.00 1.00 4.33 47 4.00 1.00
derstanding of the subject matter.
The Al-related assignments or activities 450 50 433 a7 350 50
felt relevant to the course goals.
| feel more confident using Al tools in aca-
demic or professional settings because of 4.50 .50 4.00 .82 3.00 .00
[Field-1].
| would support the inclusion of Al skill-
building activities in future psychology or 4.50 .50 4.33 47 3.50 .50
I-O courses.

Note: “[Field-1]” auto-populated with the respondent’s corresponding course title in the survey software.

Qualitative responses from students provided additional context and revealed three consistent themes
across courses (see Table 7). In the internship course, Al was primarily used as a targeted, self-directed
tool for career development, with one student noting it helped “improve my confidence during inter-
views” and helped with summarizing job materials, reflecting practical but unstructured use. In organiza-
tional behavior, students emphasized a shift toward greater acceptance of Al, noting that tools were
“not viewed as negatively” as in prior experiences and that integration into coursework were viewed
positively, highlighting the role of faculty framing in shaping attitudes. In contrast, feedback from Em-
ployee Training reflected that although Al could be utilized, it was not formally and explicitly integrated
into assignments, echoing the need for more structured guidance for integration. Taken together, these
patterns suggest that students perceive the greatest value when Al is intentionally embedded into
coursework, whereas passive or optional use may limit perceived relevance and skill development.

Across student responses, a key takeaway emerged: Structured, competency-based integration is critical
for maximizing engagement and skill development, whereas permissive or ad hoc use may limit the per-
ceived value of Al in coursework.



Table 7

Qualitative Themes by Course

Course

Theme

Description

Example quote

-0
internship

Targeted, self-
directed use

Al used independently for practical ca-
reer tasks (e.g., interview prep, job ma-

“Al has helped me come up with
prompts on how to improve my
confidence during interviews and

terials); limited structured integration . . ”
summarize key points...

Faculty openness fostered positive atti-

Normative ac- . . .
tudes toward Al; integration viewed as

Organizational
ceptance and

behavior forward-looking even without standout . . ”
encouragement o trying to integrate Al...
activities
Permitted but Al allowed but not embedded into as- . .
Employee . . . . . o Did not have Al-related assign-
.. minimally inte- signments or instruction; limited inten- o m
training ments other than we could use it.

grated use  tional exposure

“Al tools aren’t viewed as nega-
tively... pretty cool the program is

Faculty Survey

Faculty responses revealed meaningful variation in how Al was integrated across courses but converged
on several core patterns (see Table 8). In organizational behavior, Al was deliberately embedded into
course design through revised learning objectives, structured assignments, and explicit policies empha-
sizing responsible use and transparency. This approach positioned Al as a tool for augmentation, sup-
porting idea generation and refinement rather than replacement, while also fostering open discussion
and norm setting around appropriate use. Similarly, the internship course incorporated Al through itera-
tive, applied activities (e.g., resume refinement, mock interviews), with instructor scaffolding and feed-
back shaping how students engaged with Al in practice. Consistent with student feedback, the employee
training course reflected a more permissive but less structured approach, where Al use was allowed but
not systematically integrated into assignments. Across courses, faculty identified key facilitators and bar-
riers to integration. Effective implementation was associated with clear instructional scaffolding, align-
ment with course objectives, and active learning strategies that embedded Al into meaningful tasks. Bar-
riers noted by faculty included time constraints, variability in faculty expertise and comfort with Al, and
uncertainty around best practices.

Table 8
Faculty Al Integration Themes by Course

Organizational Cross-course

Domain . I-0 internshi Employee trainin -
behavior P ploy g insight
. Fully embedded into Permitted but not  Degree of struc-
Integration L . Integrated through ap- . )
objectives, assign- . ) . ... embeddedin ture varies sub-
approach . plied, iterative activities .
ments, and policy coursework stantially

Clear scaffolding
(prompt-building, re-
vision cycles, trans-
parency require-
ments)

Guided practice (mock
interviews, resume re-
finement, Al-assisted
feedback)

Minimal scaffolding; Structured design
primarily optional  drives engage-
use ment and learning

Instructional
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Summary Insight

Taken together, these findings suggest that Al-integrated coursework is effective in developing applied,
task-oriented skills but may be less effective in fostering higher order competencies without deliberate
instructional support. Most importantly, the results indicate that how Al is integrated—through struc-
tured, intentional design—plays a central role in shaping both student outcomes and perceptions.

Future Guidance: Lessons Learned and Best Practices

The findings from this project highlight several practical considerations for faculty integrating Al into I-O
psychology coursework. Across both student and faculty perspectives, a consistent pattern emerged: Al
integration is most effective when it is intentionally designed, structured, and aligned with competency
development rather than treated as optional or ad hoc.

First, one of the clearest lessons is that simply permitting Al use is insufficient. Courses that treated Al as
optional saw lower perceived relevance, confidence gains, and engagement, whereas structured inte-
gration into assignments and learning objectives produced stronger outcomes. This indicates that Al
should be embedded directly into instructional design through activities that require students to actively
use, critique, and refine Al-generated outputs rather than treating it as an optional tool.

Second, students readily develop basic Al skills (e.g., content generation), but more complex competen-
cies (e.g., human-centered judgment and strategic integration) require explicit scaffolding. Faculty



should design activities that require students to justify Al-assisted decisions, evaluate outputs for accu-
racy and bias, and iteratively refine their use of Al. These approaches reinforce human oversight and
support development of higher order skills.

Third, aligning Al activities with real-world I-O tasks also appears critical. Courses that incorporated ap-
plied assignments, such as resume development, training design, or proposal refinement, were per-
ceived as more valuable and engaging. Situating Al use within authentic professional contexts helps stu-
dents understand how these tools support, rather than replace, domain expertise and improves trans-
ferability to applied settings.

Fourth, from the faculty perspective, uncertainty around how to begin integrating Al was a primary bar-
rier. Providing ready-to-use resources (e.g., assignment templates, example prompts, and repositories of
Al-integrated activities) may reduce this barrier and facilitate adoption. Clear guidelines for ethical Al
use can further support implementation without requiring faculty to develop materials independently.

Fifth, faculty development is also essential, as variability in expertise and comfort with Al remains a chal-
lenge. Workshops that include general Al overviews, practical classroom applications, and discipline-spe-
cific examples may help build confidence. Effective facilitation requires that faculty establish a baseline
level of proficiency with Al tools and their applications. Faculty must be proactive in developing this com-
petence to responsibly guide students in their use. Importantly, faculty do not need to be technical ex-
perts; rather, they can serve as facilitators who guide students in developing effective and responsible Al
use. Similar to how instructors teach students to use tools like SPSS or R without requiring expertise in
their underlying codebase, faculty can guide Al use by focusing on application, interpretation, and critical
evaluation.

Finally, given the rapid evolution of Al, a competency-based approach is more sustainable than focusing
on specific tools. Emphasizing transferable skills (e.g., critical evaluation, ethical reasoning, and adaptive
learning) ensures that students can apply these capabilities across changing technologies and contexts.

These findings offer insight not only into the development and implementation of Al competencies
within one I-O graduate program, but also into how students and faculty respond to these efforts in
practice. As Al becomes increasingly embedded in organizational contexts, there is a growing need for I-
O practitioners who can not only leverage these tools but also critically evaluate their outputs, apply
them responsibly, and integrate them effectively into organizational systems.

By presenting this case study, the current paper provides a practical, competency-based framework that
other I-O programs can adapt when integrating Al into their curricula. Although specific implementation
strategies may vary across programs, the broader principles outlined here—such as structured integra-
tion, alignment with applied tasks, and emphasis on transferable competencies—offer a foundation for
curriculum development.

More broadly, this work is intended to contribute to an ongoing conversation within the field regarding
how best to prepare future I-O psychologists for an Al-integrated workplace. As programs continue to
experiment with different approaches, sharing these experiences can help establish best practices, iden-
tify common challenges, and support more consistent and effective training across institutions.
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Appendix A
Subject Matter Expert (SME) Interview Protocol

Introduction

e Purpose: Introduce yourself, clarify the study’s objectives (i.e., how Al usage in HR/IO roles can
shape the Al competencies that I-O psychology students need).

e Confidentiality and consent: Explain confidentiality measures and request permission to record &
transcribe.

e Interview structure: Mention the semi-structured format; there are main questions plus potential
follow-ups.

1. Role & Al responsibilities

Main question

1. “Could you briefly describe your role and how you currently incorporate Al tools or techniques into
your daily tasks or responsibilities?”

Follow-up questions

e “Which specific tasks do you handle that involve Al, and how frequently?”

e “How did Al first become part of your work routine? Was it your idea, or was it part of an organiza-
tional initiative?”

2. Organizational objectives & Al goals

Main question

2. “Which organizational objectives or challenges are you aiming to solve by using Al, and why did these

become priorities?”

Follow-up questions

e “Could you give an example of a key pain point Al helps address (e.g., time savings, improved accu-
racy, better candidate matching)?”

e “What factors led leadership to invest in Al solutions (e.g., cost reduction, strategic differentiation,
or something else)?”

3. Tools & methods

Main question

3. “What Al tools, platforms, or methods (e.g., chatbots, predictive analytics, machine learning) do you
rely on most often, and for which specific tasks?”

Follow-up questions

e “Is your choice of Al tools shaped by corporate policy or personal preference?”

e “Have you tried multiple Al solutions? What made you settle on your current toolset?”

4. Developing Al prompts & providing context

Main question

4. “How do you develop prompts or queries for Al systems (like ChatGPT) to ensure you get useful, con-

text-specific results? Could you give examples?”

Follow-up questions (prompt engineering focus)

e “How do you refine or iterate on your initial prompts to get more accurate or actionable insights
from AI?”

e “What strategies do you use to ensure the Al receives enough context (like data, background info, or
constraints) to generate meaningful results?”

e “Have you developed or discovered any prompting best practices (e.g., structured formatting, spe-
cific keywords) that reliably improve Al output quality?”



e “Do you find yourself reusing or standardizing certain prompt structures, and if so, how do you doc-
ument or share them within your team?”

5. Automation versus manual tasks

Main question

5. “Which parts of your role are now automated or partially automated through Al, and which tasks do

you still prefer to handle manually?”

Follow-up Questions

e “What categories or ‘buckets’ of tasks (e.g., communication, data aggregation) do you find easiest to
automate?”

e “Are there areas where you deliberately avoid using Al, and if so, why?”

6. Verification & governance

Main question

6. “When Al provides recommendations or analyses, how do you verify the information? Do you have

any governance frameworks or checks in place to ensure accuracy and compliance?”

Follow-up questions

e “What steps do you take if the Al’s suggestions look questionable? Who do you consult or what ex-
ternal data sources do you rely on?”

e “Are there guidelines or protocols (organizational or personal) that outline how to validate Al out-
puts?”

7. Organizational context & Al policy

Main question

7. “Is Al use in your function personally driven, or is it institutionally encouraged? What is your organiza-

tion’s official stance on Al tools?”

Follow-up questions

e “Do you feel organizational support (e.g., resources, training, top management buy-in) for Al us-
age?”

e “Are there formalized Al governance policies or disclaimers you must follow?”

8. Ethical, bias, & fairness concerns

Main question

8. “Have you encountered concerns around ethics, bias, or fairness with Al tools? How do you address

potential biases or privacy issues when using Al?”

Follow-up questions

e “Could you describe a real incident or close call where Al recommendations seemed biased or ethi-
cally problematic?”

e “How do you handle ambiguity or incomplete data in your prompts to prevent Al from producing
irrelevant or misleading responses?”

9. Required skills & competencies
Main question
9. “What new skills or competencies did you (or your team) need to develop to effectively interpret,
manage, or implement Al outputs in your HR/IO context?”
Follow-up questions
e “Did you or others undergo specific training or certification programs?”



e “Which skills (technical, analytical, ethical, communication) have proven most critical to using Al
effectively?”
10. Measuring impact & Al benefits
Main question
10. “How do you measure the impact of Al on your performance or productivity? Are there specific KPIs
or metrics you track to gauge success?”
Follow-up questions
e “How has Al changed your job performance, if at all (time savings, better accuracy, improved insights)?”
e “Which benefits have you observed from integrating Al (efficiency, accuracy, deeper insights)?”

11. Challenges & change management

Main question

11. “Did you face any hurdles (technical, cultural, or ethical) when first introducing Al in your function,
and how did you overcome stakeholder pushback?”

Follow-up questions

e “Were there misunderstandings or resistance from employees about Al’s role?”

e “What strategies did you find effective for gaining buy-in from leadership or colleagues?”

12. Al-human collaboration

Main question

12. “How do your own expertise and judgment combine with Al’s outputs? Do you see Al more as an as-
sistant offering suggestions or as a decision-maker?”

Follow-up questions

e  “When do you rely heavily on Al vs. when do you override its recommendations?”

o “Intasks like selection, do you treat Al input as one data point among many, or is it decisive?”

13. Future outlook & evolution

Main question

13. “Which additional aspects of your role (or the organization) do you foresee could be automated

soon, and how do you envision Al evolving in your field over the next few years?”

Follow-up questions

e “Do you predict new opportunities or concerns might emerge (for instance, advanced analytics, ro-
botics integration, or deeper personalization)?”

e “Could you see a shift from more operational tasks to purely strategic tasks once more Al tools are
in place?”

14. Best practices for prompting Al

Main question

14. “Do you have any best practices or lessons learned for crafting better Al prompts or setting up Al

queries, especially to ensure context and accuracy?”

Follow-up questions

e “Could you give a specific example of a well-crafted prompt you used and why it worked better than
a simpler version?”

e “How do you refine or iterate on prompts? Do you do it alone or collaboratively with a team?”



15. Advice for I-O students
Main question
15. “What guidance or lessons learned would you share with |-O students who want to integrate Al into
their future roles? Any pitfalls to avoid or quick wins to pursue?”
Follow-up questions
e “Are there certain Al competencies (ethical oversight, data analytics, coding basics, etc.) they
should prioritize?”
e “Do you see more synergy between Al and I-O psychology in the future?”
Closing
e Thank the SME for their time and insights.
e Confirm if it’s alright to contact them for follow-up questions or clarifications.
e Next steps: Briefly outline how their input will shape the Al competencies to be taught in I-O pro-
grams.

Appendix B
Subject Matter Expert (SME) Competency Survey

Introduction & Welcome!

Thank you for participating in this study. Your insights will help us determine which Al-related compe-
tencies are most critical for I-O psychology graduate students to learn before entering the workforce.
The findings will be used to guide curriculum development at UTA and ensure that future I-O profession-
als are prepared to work effectively with Al-enhanced tools and environments.

Specifically, we are not asking you to assess what you personally do in your job but rather what new I-O psy-
chology graduates should know and be able to do on day one of an entry-level role involving Al-related work.

Your expertise is instrumental in shaping a curriculum that reflects the demands of real-world practice.
Survey Instructions

Please read these instructions carefully. You will be presented with a set of 58 task statements and illus-
trative behaviors grouped under high-level competency areas related to Al use in I-O psychology. For
each item, you will rate two things using the following 0-5 scales:

Scale 1: Instructional Priority

How important is it that this task be taught or developed during a graduate I-O psychology program?

e 0 =Not at all important - Does not need to be taught in a graduate program

e 1 =Slightly important - Might be helpful, but low priority for instruction

e 2 =Moderately important - Some relevance; could be introduced but not emphasized

e 3 =Important - Should be covered at a basic level in the curriculum

e 4 =Veryimportant - Should be taught in detail and practiced in class

e 5 =Essential - Core instructional priority; graduates must learn this to be prepared for an entry-level
position in the field



Scale 2: Proficiency at Entry
What level of proficiency should a graduate possess upon entering the workforce to perform this task
effectively?

0 = No proficiency - Not expected to perform this task at entry-level

1 = Basic awareness - Can recognize or describe the task, but cannot perform it independently

2 = Introductory skill - Can perform the task with significant guidance or support

3 = Intermediate proficiency - Can perform the task with minimal guidance or oversight

4 = Advanced proficiency - Can perform the task independently and accurately

5 = Expert-level proficiency - Can execute, teach, and improve this task without assistance (typically
not expected at entry level**)

**Note: Most tasks will not require a level 5 at entry.

Please be realistic based on what you expect from a new graduate in an applied setting. Estimated time
to complete: 20-30 minutes; Please answer honestly and based on your professional judgement. All re-
sponses are anonymous and will be used in aggregate only. You may skip any items if they do not apply
to you or are not relevant.

Job title

Organization/department

Years of experience

Education level

1. Bachelors

2. Masters
3. PhD
4. Other

Field of study (I-O psychology, human resources, data science, business etc.)




How long have you utilized Al/Al tools/large language models (LLMs) in completing work tasks?

1. 0-1year
2. 1-2vyears
3. 2-3years
4, 3-4 years
5. 4+years

How often do you utilize Al/Al tools/LLMs in completing work tasks?

1. Never

2. Sometimes

3. Most of the time
4. Everyday

Instructional priority Proficiency at entry
[Not at all Important - Essential] |[No Proficiency - Expert-Level]

0 1 2 3 4 5 0 1|2 3 4 |5

1. Compare capabilities and limitations acrossmulti-| O | O | O | | | N [ I [ O N
ple Al platforms to select tools that best align with
user needs and organizational constraints.

2. Create and implement standard operating proce- | J | O g O O O glgolgolalgola
dures for Al tool usage to ensure consistent, secure,
and effective integration in program workflows.

3. Apply foundational knowledge of Al systems— a| a | a | | | N [ I [ O N
such as how LLMs process language—to choose
tools suited to specific output requirements.

4. Operate organizationally licensed Al tools (e.g., pri-| 1 | O g O O O glgolgolalgola
vate LLMs, Copilot) within secure environments and
in accordance with internal compliance protocols.

5. Pilot emerging Al technologies under restricted li-| 3 | O | | | | N T T T O Y I O
censes, document functional outcomes, and share
findings with key stakeholders.

6. Select and deploy Al tools based on both produc- | O | O | | | a I T T T T O A [
tivity potential and adherence to task-specific secu-
rity requirements.

7. Use external Al tools (e.g., Copilot, Gemini)when | O | O | a a a T T O Y I O
internal tools are limited, particularly for automating
spreadsheet functions or debugging simple scripts.

8. Write or modify simple scripts (e.g., Excel macros)) O | O | O | | | g agja|la | aja
to reduce repetitive tasks and embed Al functional-
ity into workflows.

9. Prompt Al tools to identify and troubleshootcode| O | O | O a a | O olao|lo|goja
or runtime errors, accelerating debugging compared
to manual resolution.




10. Generate quick solutions to common technical
challenges—like formulas or syntax issues—by lev-
eraging Al’s rapid response capabilities.

11. Communicate the value of Al tools by aligning
them with organizational goals and motivating teams
to embrace new solutions.

12. Pilot Al-driven process improvements and share
early wins to reduce resistance and demonstrate
feasibility.

13. Act as an internal advocate by informally men-
toring colleagues and sharing best practices for Al
integration, even without a formal policy.

14. Highlight unique human capabilities—like criti-
cal thinking and contextual judgment—to comple-
ment Al use and reinforce professional value.

15. Promote broader Al adoption by packaging suc-
cess stories, prototypes, or client-ready use-cases
into presentations or strategic proposals.

16. Use time saved through Al tools to actively en-
gage with colleagues and stakeholders, such as
mentoring, coaching, or collaborating on projects.

17. Partner with peers across departments or re-
gions to provide accessible Al support, building ca-
pacity and trust in shared tools and practices.

18. Draft training content and learning modules by
feeding structured outlines and goals into Al tools,
then refining outputs for clarity and alignment.

19. Use Al to generate email drafts, templates, and
tone-adjusted communications, then edit them for
audience-appropriate professionalism.

20. Prompt Al to assist with initial brainstorming for
visual design or storytelling elements, especially
when creative direction is unclear.

21. Convert complex ideas or frameworks (e.g., road
maps, leadership models) into concise summaries
using Al, then integrate into presentation slides.

22. Leverage Al writing tools to polish existing con-
tent—scripts, job descriptions, or lesson plans—
while retaining human tone and intent.

23. Use Al to synthesize first drafts of long-format
content (e.g., workshops, e-learning modules),
which are later customized for specific groups.

24. Employ Al to rapidly draft or storyboard multime-
dia elements (e.g., narrated training videos), allowing
faster iteration in design cycles.

25. Maintain quality by reviewing Al-generated
drafts for style, grammar, and content consistency




before finalizing deliverables.

26. Identify and correct inaccuracies in Al-generated
outputs by comparing them against independently
verified data or trusted external sources.

27. Review Al-generated proposals or content and it-
eratively adjust prompts until results meet organiza-
tional standards for tone, structure, and relevance.

28. Conduct manual quality checks—including data
triangulation or parallel analysis—before distrib-
uting or acting on Al-assisted outputs.

29. Use chain-of-thought tools or model reasoning
views to diagnose misinterpretations in Al re-
sponses and revise inputs accordingly.

30. Design assessments or prompts that require
candidates or users to explain their reasoning be-
hind Al-generated responses, ensuring true under-
standing and not blind acceptance.

31. Seek out and experiment with new Al tools or
features, adjusting workflows as technologies evolve.

32. Maintain a regular practice of prompt engineer-
ing, noting what works and updating strategies
based on trial and error.

33. Develop reusable processes and prompt tem-
plates that accelerate adoption of Al in emerging or-
ganizational tasks.

34. Combine hands-on experimentation with struc-
tured upskilling (e.g., courses in coding, statistics, Al
fundamentals) to increase technical fluency.

35. Demonstrate learning agility by proactively un-
learning outdated search habits and refining inputs
to generate higher-quality Al responses.

36. Screen inputs for confidential or personally
identifiable information (PIl) and redact sensitive
fields before submission to Al tools.

37. Consult with security or governance teams
when deploying new Al tools to ensure compliance
with privacy, safety, and storage protocols.

38. Apply prompt-engineering standards that mini-
mize unnecessary data exposure while still achiev-
ing accurate Al responses.

39. Audit Al outputs for potential bias or risk and in-
tervene when automated suggestions may lead to
unfair or noncompliant outcomes.

40. Participate in developing or improving central-
ized Al data pipelines to ensure responsible data ac-
cess and usage across departments.




41. Conduct needs assessments and stakeholder inter-
views to inform Al use cases, ensuring Al-generated
outputs are aligned with real organizational priorities.

42. Synthesize domain-specific research (e.g., 10 psy-
chology, organizational behavior) alongside Al out-
puts to ensure accurate, evidence-based insights.

43. Translate qualitative constructs (e.g., sentiment,
psychological experience) into quantifiable variables
for Al input to preserve human relevance.

44. Apply foundational data-science concepts to
evaluate Al-generated outputs and collaborate ef-
fectively with technical teams.

45. Perform initial data cleaning and organize di-
verse data sources before feeding into Al tools to
improve output quality and relevance.

46. Distinguish between tasks that benefit from Al auto-
mation and those that require human oversight, reserv-
ing complex or sensitive work for manual handling.

47. Use Al to generate first drafts or options, then
conduct thorough human review to ensure quality,
contextual accuracy, and ethical alignment.

48. Maintain a human-in-the-loop policy for deci-
sion-making, using Al outputs as advisory input
while preserving final judgment for people leaders.

49. Preserve authenticity and human connection in
communications by personalizing Al-generated con-
tent, especially in sensitive situations.

50. Advocate for human expertise by highlighting in-
tuition, ethical reasoning, and contextual awareness
in conversations about Al adoption.

51. Design prompts that include key details such as
role, audience, and desired output to generate rele-
vant and actionable Al responses.

52. Begin prompts with a clear action verb and em-
bed specific context (e.g., style, tone, format) to re-
duce ambiguity and increase precision.

53. Test and refine prompt wording by reviewing Al-
generated results, iterating until the outputs meet
the intended purpose.

54. Break down lengthy or complex inputs into
smaller parts to avoid exceeding Al context win-
dows and ensure complete, logical responses.

55. Develop a library of standardized, domain-spe-
cific prompts to streamline recurring tasks and im-
prove team-wide consistency.

56. Track emerging industry trends to inform strate-
gic workforce planning and identify roles at risk of




automation or transformation through Al.

57. Clarify the purpose and intended outcome of Al-| O | OO | O a a | ool a
assisted tasks to ensure outputs contribute to
broader organizational goals.

58. Maintain and update a structured repository of | O | O | | | a [ A R
Al use cases (e.g., Power Bl dashboard) to support
long-term planning, decision-making, and cross-
functional knowledge sharing.

What Al skills or competencies do you believe are missing from this list? Comments/suggestions:

Please describe any specific tasks or projects where you’ve successfully applied Al.

Do you have concerns or barriers that impact Al use in your role?
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Introduction

Workplaces have historically marginalized individuals who identify as LGBTQIA+ (Silimon et al., 2020).
Despite progress, many such individuals to-date still face significant challenges, such as employment dis-
crimination and identity concealment pressure (e.g., Hebl et al., 2020), especially given recent anti-
LGBTQ+ restrictions and legislation (King et al., 2024). Such challenges have reliably produced lower psy-
chological safety, job satisfaction, performance, and higher strain and turnover among LGBTQIA+ indi-
viduals at work. This reality applies not only to the lived experiences of working LGBTQIA+ individuals in
general but also to those of LGBTQIA+ scholars, practitioners, student members, and other affiliates of
SIOP who share similar challenges at work and school. In this TIP summer issue, featuring Pride Month,
we reflect on the SIOP LGBTQIA+ committee’s recent priorities, accomplishments, and insights gained
from its work while acknowledging contributing members. By writing this article, we hope to connect
with members of the LGBTQIA+ community and allies within SIOP. At the core of the LGBTQIA+ commit-
tee, we hope to provide a safe space for professionals with aligned interests, whether their interests are
in research, teaching, practice, or mentorship efforts that elevate the LGBTQIA+ community.

The LGBTQIA+ committee primarily focuses on increasing awareness of LGBTQIA+ issues within organiza-
tions, encouraging research, and promoting LGBTQIA+ voices. The LGBTQIA+ committee is formed by
three subcommittees: the professional-development subcommittee, the awards subcommittee, and the
community-building subcommittee. Each subcommittee is led by a chair, all of whom work closely with the
LGBTQIA+ committee chair, I-Heng (Ray) Wu. The professional-development subcommittee (led by Nick
Salter) provides ongoing learning opportunities to improve members’ professional knowledge, compe-
tence, and effectiveness in their careers. The awards subcommittee (led by Tonya Lucas) reviews eligible
submissions and selects the recipients for the annual LGBT Research Award and LGBTQIA+ Trailblazer
Award. The community-building subcommittee (led by Zhixu “Rick” Yang) designs social initiatives to cre-
ate, strengthen, and sustain relationships among community members. Last, the chair of the LGBTQIA+
committee oversees the deliverables by its three subcommittees, and works with Enrica Ruggs (SIOP Di-
versity and Inclusion Officer), Heather Flattery (SIOP Program Development Manager and Staff Liaison),
Jeff Cucina (2026 SIOP Program Chair), and Vipanchi Mishra (2026 SIOP Program Chair-in-Training).



Recent Initiatives and Accomplishments
Chair

This year, we continued to oversee a research-matching effort, bringing together members of the
LGBTQIA+ community with similar interests to collaborate on submissions for the SIOP conference. Fur-
thermore, two newsletters were published in November 2025 and April 2026, where we highlighted re-
cent updates from our committee and our members. This way, members of the LGBTQIA+ community
can learn about one another, both as professionals and as people. Last, at this year’s SIOP conference,
we connected with prospective committee members through the Commons (an engaging space at the
SIOP conference providing attendees the opportunity to make new connections or reconnect with past
colleagues), hosted a business meeting, and participated in the D&I reception.

Professional-Development Subcommittee

The goal of the professional-development subcommittee was to help develop job-related skills and discuss
issues our community faces in the context of career-readiness. Subcommittee members included Laura John-
son, Daniel Maday, Gloria Gonzalez Morales, and Wiston Rodriguez. Although our primary focus is on
LGBTQIA+ individuals, our events are generally open and accessible to all SIOP members, so all are welcome!
This year, we have been busy with several different projects. Specifically, we hosted two virtual panel discus-
sions on professional development issues, the first titled “Navigating the Job Market as an LGBTQ+ Person”
(January 22, 2026; panel: Angela Acevedo, Mateo Cruz, Matt Huston, Kristen Jaramillo, and Ben Spurlock)
and the second titled “Secret Agents of DEI: Doing LGBTQ Work in Today’s Climate” (April 14, 2026; panel:
Sabrina Volpone, Cindy Dziuba-Liu, Larry Martinez, and Alexandra Zelin). Both sessions were enthusiasti-
cally received by the audience and were engaging deep dives into current issues faced by LGBTQIA+ profes-
sionals in academia and practice. Being LGBTQIA+ in the workplace is a unique experience that comes with
additional considerations and challenges—such as shifts in political climate, backlash over DEl initiatives,
identity disclosure—that others may not experience (Martinez et al., 2017), so having a space to talk about
these topics and connect with others has been invaluable. Our next panel will take place this summer, so
please keep your eye out for the announcement. We hope to see you there!

The professional-development subcommittee is also setting the stage for some larger projects. We are
developing a mentorship program, which we will pilot in the 2026—2027 academic year. As LGBTQIA+
people, navigating one’s career requires thoughtfulness and care. A mentorship program represents a
great opportunity for early-career individuals to learn and grow from people who have shared experi-
ences and can share advice. This program will pair early-career LGBTQIA+ individuals, regardless of their
career path, with seasoned professionals in the field who match their needs and interests. The program
is being developed intentionally, based on four pillars: (a) it is career-oriented, (b) but it is also identity-
informed, (c) it is developmental in nature, and (d) it is structured and intentional. We will pair together
our mentor-mentee dyads this summer and the program will run from September 2026 through April
2027, with a plan to expand the program next year.

In addition to the mentorship program, the professional-development subcommittee is drafting an alter-
native development program dubbed “SIOP Uncommons” which seeks to gather interested volunteers
for a series of “difficult conversations” accompanied by feedback and coaching. The intent for SIOP Un-
commons will be to help refine participant’s negotiation skills by role play of hard topics around identity-
based accommodations, salary negotiation, and other critical conversations which we often discuss the
impacts of but seldom have a chance to experience in a safe, simulated environment. Contact Daniel



Maday with any ideas for difficult conversations that you wish you could have more practice on, and
stay tuned for a survey seeking input sometime in the early summer.

Awards Subcommittee

The awards subcommittee oversaw the nomination, review, and selection process for the two awards
administered by the LGBTQIA+ committee. Subcommittee members included Gary Burns and Joshua
Caraballo.

The LGBT Research Award: The LGBT Research Award is an annual award recognizing the author(s) of a
poster, symposium, or panel that has been accepted to the annual SIOP conference. This award honors
scientifically rigorous contributions that further the field’s understanding of LGBTQIA+ issues in the
workplace. Specifically, the awarded submission would have the potential to advance rigorous, scientifi-
cally grounded understanding of LGBTQIA+ workplace experiences by strengthening theory and evi-
dence, ensuring methodological soundness, and providing organizations with practical guidance for im-
proving conditions for LGBTQIA+ employees. The prize for this award is $1,000, to be split among au-
thor(s) or chair(s) as appropriate. This year, three symposium submissions and six poster submissions
were eligible for the award. Each reviewer evaluated three submissions, though anything from one to
nine was allowed, insofar as all submissions received at least three independent evaluations. The pro-
cess had overall 10 reviewers who evaluated between three and nine submissions, averaging five re-
views each. Each submission received from 4 to 7 ratings, with an average of 5.56 ratings per submis-
sion. Among the nine eligible submissions, the awards subcommittee identified Lindsay Yasmin
Dhanani, David (Dave) Arena, and Matthew Luke Lapalme for their poster titled “Controllability as a
barrier to deontic responses on behalf of LGBT employees” as the recipients of this year’s LGBT Research
Award. The authors found that individuals who believe LGBT identities are a controllable choice show
weaker bystander reactions to discrimination, including less anger at perpetrators, less empathy for tar-
gets, and less willingness to intervene. They conducted two studies to show that perceived controllabil-
ity of LGBT identities dampens both emotional and corrective responses.

The LGBTQIA+ Trailblazer Award: The LGBTQIA+ Trailblazer Award is an annual award that recognizes a
visionary individual whose unwavering dedication has transformed workplace experiences, championed
inclusivity, and driven meaningful advocacy for LGBTQIA+ individuals within organizations. The prize for
this award is $500. This year, we received five exceptional nominations. Rating criteria included the areas
of significant contribution, leadership and advocacy, and evidence of impact. All nominees were rated fa-
vorably and recognized for their contributions to advancing research and practice in LGBTQIA+ issues. The
three members of the awards subcommittee independently completed the ratings; all members confirmed
that they had no conflicts of interest. Based on the collective review and ratings, the awards subcommittee
ultimately recommended Brian Roote as the 2026 LGBTQIA+ Trailblazer Award recipient.

Roote’s career reflected a sustained, research-driven commitment to advancing LGBTQIA+ equity within
SIOP and across the organizations he has served. As Chair of the SIOP LGBTQIA+ committee in 2010, he led
the development and eventual passage of SIOP’s first-ever policy statement supporting LGBTQIA+ em-
ployee rights. Through two years of strategic coalition-building, individual stakeholder engagement, and
extensive benchmarking against APA policy practices, Roote and his team produced a research-grounded
document demonstrating how workplace discrimination harms LGBTQIA+ professionals and organizational
effectiveness. His leadership helped shift SIOP toward the more active public-policy role it embraces today.



Roote’s impact extended well beyond SIOP. At Regeneron, as director of Belonging, Culture and People
Insights, he led initiatives that contributed to the company earning a top score on the Human Rights
Campaign’s 2025 Corporate Equality Index, its first such recognition. He developed an LGBTQ+ equity
program that identified gaps in career conversations, trust with managers, and psychological safety; he
then built targeted interventions to strengthen inclusion and leadership development. Prior to Regen-
eron, at Ernst & Young, he supported and expanded ERGs, created a corporate DEI mentoring board,
and provided DEI coaching across organizational levels. Across roles, Roote has consistently embedded
LGBTQIA+ equity into organizational systems, establishing himself as a thought leader whose work has
improved workplace climates and advanced rights for LGBTQIA+ professionals.

Community-Building Subcommittee

The community-building subcommittee aimed to facilitate spaces where I-O psychologists who identify
as part of, work with, or support the LGBTQIA+ community can connect. Subcommittee members in-
cluded Erica Boucher, Ashley Rhodes, and David Taullahu. Although many of us meet at the SIOP con-
ference or through professional networks, opportunities for LGBTQIA+ members and allies to network,
foster community, and support each other remain limited. Our goal was to address this by creating ac-
cessible, friendly spaces for open conversations and connections.

In this past year, the community-building subcommittee hosted two virtual networking events. The first,
on November 24, 2025, brought together about 15 participants in an informal setting for networking,
subcommittee updates, and meaningful conversations in both one-on-one and small-group formats.
Guided by conversation prompts, participants identified common interests or experiences and reflected
on practices that make professional spaces more welcoming for the LGBTQIA+ community, such as in-
cluding identity-safety cues in the workspace (Johnson et al., 2021) and having allies who have the cour-
age to speak up (Thoroughgood et al., 2021).

The second virtual networking event was held on April 8, 2026, shortly before the SIOP 2026 annual con-
ference, with 10 participants in attendance. This event had a similar purpose and also enabled attendees
to connect before meeting in-person at SIOP. At this event, we were especially fortunate to be joined by
Brian Roote, this year’s SIOP LGBTQIA+ Trailblazer Award recipient. Roote shared reflections on his role
in advancing what became SIOP’s first policy statement supporting nondiscrimination for LGBTQIA+ indi-
viduals in the workplace. He highlighted that when we have clear scientific evidence, I-O psychologists
have both the expertise and the responsibility to help shape more equitable workplaces for people from
all backgrounds. He also reminded attendees that change within a professional community rarely hap-
pens because of one person alone; it emerges through collective effort, thoughtful dialogue, and peo-
ple’s willingness to bring forward ideas that may shape the field in ways they cannot yet anticipate. Par-
ticipants found Roote’s reflections empowering and encouraging.

The discussion also created a space for attendees to brainstorm both the challenges and possibilities in-
volved in supporting the LGBTQIA+ community within SIOP. For example, participants discussed the idea
of adding an optional question about sexual orientation to SIOP’s demographic surveys, which could po-
tentially help the organization better understand the composition, needs, and diversity of its LGBTQIA+
members. This also echoes the recent call for including sexual orientation or gender identity demo-
graphic data on the U.S. STEM workforce (Freeman, 2020). More broadly, the conversation underscored
the importance of creating channels for members to share ideas, identify needs, and envision future di-
rections for the organization.



Across both events, participant feedback was overwhelmingly positive. Attendees especially appreciated
the chance to meet other I-O psychologists who are passionate about similar topics, reconnect with fa-
miliar colleagues, and have low-pressure, genuine conversations.

Attendees also appreciated the opportunity to meet people they might not otherwise have encoun-
tered. For example, in one breakout conversation, a participant who had recently published a book was
paired with someone who was reading it, creating an unexpected and memorable connection between
the author and the reader. At the same time, the feedback provided us with helpful ideas for future
events. In particular, participants expressed interest in seeing more people attend, incorporating fun vir-
tual activities or games, and continuing to refine how we facilitate conversations so that everyone feels
comfortable participating.

Looking ahead, we hope to build on these lessons and continue to strengthen LGBTQIA+ community
building within SIOP. We would love to see more professional members, student affiliates, and allies join
future events, whether they are looking for support, hoping to meet new colleagues, or simply inter-
ested in contributing to a more welcoming professional community. We also welcome additional volun-
teers who would like to help plan and facilitate future community-building activities. These events have
reinforced a simple but important reminder: it is important to have spaces where people can connect,
be seen, and support one another.

How to Get Involved

There are many ways to get involved with the LGBTQIA+ committee, which include, yet are not limited
to, the following means:

e Connecting with the Chair or any committee member.

e Signing up to volunteer on the committee through the SIOP Volunteer System (SVS).

e Submitting a poster, symposium, or panel relevant to LGBTQIA+ issues to the annual SIOP
conference.

e Attending our committee’s meetings and events (e.g., networking events, or the business
meeting and D&I reception at SIOP).

e Serving as a speaker or mentor at one of our events.

e Reviewing for our committee awards.

e Learning more about our committee at the SIOP Commons, on-site at the conference.

Conclusion

We live in a world in which multiple marginalized identities call for meaningful recognition and inten-
tional support. This year, the LGBTQIA+ committee’s initiatives—spanning professional development,
research advancement, and community building—demonstrate how evidence-based, inclusive practices
can be mobilized to enhance belonging, psychological safety, and equitable career development at scale.
We feel particularly grateful for the opportunity to reflect on the committee’s initiatives and accom-
plishments in the past year. Looking forward, we will continue to work on, create, and maintain events
to ensure an invaluable experience for LGBTQIA+ individuals within SIOP. Ultimately, the LGBTQIA+ com-
mittee’s work illustrates how I-O psychology can continue to lead in building equitable workplaces
where LGBTQIA+ individuals are not only protected but empowered, an aspiration that strengthens both
our science and our profession.
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I-O psychologists convened for SIOP’s 415 Annual Conference from April 29 through May 2, 2026. This year
marked SIOP’s third visit to New Orleans, and took place in the newly renovated Ernest N. Morial Conven-
tion Center. The conference was attended by 4,400 I-O academics, practitioners, and students from
around the world. A total of 1,071 presentations, consisting of 588 posters (55% of the presentations) and
483 nonposters (i.e., symposia, special sessions, panel discussion, master tutorials, IGNITE! Sessions, de-
bates, or alternative sessions representing 45% of the presentations), filled a very varied program. The
conference began with an opening plenary session highlighting award winners and the new class of Fel-
lows (see the online 2026 SIOP Salutes brochure for more information). SIOP President Scott Tannenbaum

gave his presidential address, which provided 10 tips for remaining effective and energized throughout
one’s career and practical strategies to implement them. Some examples include recognizing the power of
guestions, improving listening skills, learning to adapt, ongoing learning, working with patience and grace,
and approaching work with curiosity, enthusiasm, and empathy (Tannenbaum, 2026).

The Welcome Reception after the opening plenary included displays of the 10 top-rated posters, based
on the numerical ratings provided by peer reviewers. A list of these posters can be found in Table 1. The
Program Committee sponsors three conference awards in addition to the top posters: John C. Flanagan
Award for Best Student Presentation at the SIOP Conference, the SIOP Best International Paper Award,
and the SIOP Best Lesbian/Gay/Bisexual/Transgender (LGBT) Research Award. Recipients of these
awards are selected from submissions to the peer-reviewed portion of the program. The Program Com-
mittee identifies candidates for these awards (based on the numerical ratings and the eligibility criteria

posted online). Separate committees review the proposals and come to a consensus on the winners.


https://www.siop.org/wp-content/uploads/2026/03/2026-SIOP-Salutes-final.pdf
https://www.linkedin.com/pulse/ten-tips-thriving-work-i-o-psychology-perspective-scott-tannenbaum-kt4ve/
https://www.siop.org/about-siop/awards-recognition/siop-awards/conference-awards/
https://www.siop.org/about-siop/awards-recognition/siop-awards/conference-awards/

Table 1
The 2026 SIOP Top 10 Posters, Selected Based on Numerical Ratings From Peer Reviewers, in Alphabeti-
cal Order by Author

APA citation

Cavanagh, T. M., Kiersch, C., O'Brien, A. (2026, April 30 — May 2). Validating generative Al for scoring
open-ended training assessments [Poster]. Society for Industrial and Organizational Psychology
Annual Conference, New Orleans, LA, United States.

Kim, S. C., Li, J., Fan, J. (2026, April 30 — May 2). Measuring performance-based emotional intelligence
through an Al chatbot [Poster]. Society for Industrial and Organizational Psychology Annual Con-
ference, New Orleans, LA, United States.

Liu, Y., Zhou, L., Xing, Y., & Zhu, Y. (2026, April 30 — May 2). The divergent effects of reality shock on
newcomer socialization [Poster]. Society for Industrial and Organizational Psychology Annual
Conference, New Orleans, LA, United States.

Maladkar, R. M., Jackson, A. T., Loveless, J. P., Hultz, H. & Alaniz, E. (2026, April 30 — May 2). Cross-val-
idating the mindfulness skill scale [Poster]. Society for Industrial and Organizational Psychology
Annual Conference, New Orleans, Louisiana, United States.

Owens, T.L. (2026, April 30 — May 2). Racial and performance dynamics in informal managerial feed-
back [Poster]. Society for Industrial and Organizational Psychology Annual Conference, New Orle-
ans, LA, United States.

Pitcher, B. D., White, J. C., Blachly, B. D., Huey, L., Behrend, T. S., (2026, April 30 — May 2). Al feedback
aids skill acquisition by reducing anxiety depending on goal orientation [Poster]. Society for In-
dustrial and Organizational Psychology Annual Conference, New Orleans, LA, United States.

Qin, G., Agnihotri, N., Huang Y. & Huang, X. (2026, April 30 — May 2). Human versus Al rater: Evalua-
tion of open-ended situational judgment test responses [Poster]. Society for Industrial and Organ-
izational Psychology Annual Conference, New Orleans, LA, United States.

Yoo, S., & Kim, S. (2026, April 30—May 2). Re-evaluation of work engagement: The mediating role of
work demands [Poster]. Society for Industrial and Organizational Psychology Annual Conference,
New Orleans, LA, United States.

Zhou, Y. (2026, Apr 30-May 2). When vision should wait: Why team failure turns vision communication
into distrust [Poster]. Society for Industrial and Organizational Psychology Annual Conference,
New Orleans, LA, United States

Zhu, X., Campion, E. D., Ptashnik, T., Campion, M. A. & Alonso, A. (2026, April 30—May 2). The influ-
ence of remote work enabling HRM practices on organizational outcomes [Poster]. Society for In-
dustrial and Organizational Psychology Annual Conference, New Orleans, LA, United States.

The John C. Flanagan Award for Best Student Presentation at the SIOP Conference is named after John
Flanagan, a now deceased SIOP Member, who created the critical incidents method, founded the Ameri-
can Institutes for Research, and led the Project TALENT study (see Cucina & Bowling, 2016 for more infor-
mation). The award was created to recognize the best SIOP poster that had a doctoral student author. This
year’s Flanagan Award recipient was Siqi He, a doctoral student in management at the University of lowa’s
Tippie College of Business. Her study (“How Employees Respond to Daily Restrictions in Remote Work In-
tensity”) used a diary methodology and found that when employees were restricted from remote work,
their cognitive engagement was lower, which undermined their work productivity on that day. The find-
ings were stronger for employees who were high on psychological reactance (He et al., 2026).



The SIOP Best International Paper Award winner was Artemii Udovenko, who is a doctoral student in
management at University of Memphis’s Fogelman College of Business and Economics. His poster
(“When Understanding Isn’t Enough: Accent Bias and the Competence Penalty in Hiring”) examined the
relationship between accent strength and language background on hiring evaluations in recorded inter-
views. He found that applicants with a foreign accent (especially those who had moderate accent level)
were evaluated lower, even after controlling for how comprehensible they were (Udovenko, 2026).

This year’s SIOP Best Lesbian/Gay/Bisexual/Transgender (LGBT) Research Award winners were Lindsay
Dhanani (an associate professor in the School of Management and Labor Relations at Rutgers Univer-
sity), David Arena Jr. (an associate professor of Management at the University of Texas at Arlington),
and Matthew LaPalme (a research strategist at Amazon). Their poster, “Controllability as a Barrier to
Deontic Responses on Behalf of LGBT Employees,” examined the affective and behavioral outcomes of
misconceptions surrounding the perceived controllability of sexual orientation and gender identity. They
found, across two recall studies, that perceptions of controllability were associated with lower empathy
toward targets of workplace mistreatment and lower anger toward perpetrators of such mistreatment.
Further, these deontic responses led to a lower likelihood of intervention against mistreatment targeted
toward these communities.

Three full days of conference programing began on Thursday morning. Based on informal feedback, at-
tendees were very happy with the conference programming. Formal feedback will be through the 2026
SIOP Annual Conference Survey, which was being administered at the time this report was written.

This year’s conference included Content Area Theme Tracks, which were experimental sets of curated ses-
sions. The Program Committee selected sets of highly rated nonposter sessions, based on numerical rat-
ings from peer reviewers, content area fit, and session type, and scheduled these sessions back-to-back on
the same day in the same room. Four Content Area Theme Tracks were featured each day. At the end of
the day, a joint poster session was held featuring the top 5 to 10 posters from each content area.

The 10 most popular sessions (measured by the number of registrants who added the session to their
Whova agenda) are listed in Table 2. Other conference-related events included the SIOP’s Got Talent
Show, Networking for Introverts, and the closing reception. Selected official photographs from the con-
ference can be found in Figure 1.

Table 2
The 10 Most Popular 2026 SIOP Sessions, as Measured by Attendee’s Whova Agenda Additions (in De-
scending Order of Whova Agenda Additions)

APA citation

Oelbaum, Y. (Chair), Hatem, A., Rosch, Z. |, Le Sante, D. R., & Nesbitt, C. K. (2026, April 30—May 2).
Proactive people analytics: Proactive people analytics solutions: Addressing tomorrow’s problems
today [IGNITE] Society for Industrial and Organizational Psychology Annual Conference, New Orle-
ans, LA, United States.




APA citation

Waclawski, J. (Moderator), Adler, S., Church, A.H., Rogelberg, S.G. & Seaton, G. (2026, April 30—May
2). Rethinking talent management: Challenging conventional assumptions. [Panel]. Society for In-
dustrial and Organizational Psychology Annual Conference, New Orleans LA, United States

Sullivan, T.S., & Hulett, A.L. (Co-Chairs), Carter, N.T., Elliott, J.P., Fink, A.A., Howes, S.S., Nesbitt, C.K.
(Panelists) (2026, April 30—May 2). Hot takes, hot wings: A spicy conversation with I-O psychol-
ogy’s thought leaders [Alternative Session]. Society for Industrial and Organizational Psychology
Annual Conference, New Orleans, LA, United States.

Adler, S., Nelson, M., Smith, A., Festa, R. Heaton, L., Islam, S., & Ward, J. (2026, April 30—May 2).
Binge-worthy leadership development: Leveraging the leadership lessons of popular media [Alter-
native session]. Society for Industrial and Organizational Psychology 41st Annual Conference, New
Orleans, LA, United States.

Lambert, D. D. (Chair), Abraham, J. D., Cucina, J. M., Hough, L. M., Sackett, P. R., Solomonson, A., &
Tippins, N. T. (22026, April 30—May 2026). Cognitive ability in personnel selection: What is its place
today? [Panel Discussion]. Society for Industrial and Organizational Psychology Annual Confer-
ence, New Orleans, LA, United States.

Kriek, H., Kinney, T., Mondragon, N., Maclver, R., van Aggelen, J., & Sherman, R. (2026, April 30—May
2). Generative Al and the future of assessment: From mitigating cheating to embracing innovation
[Panel]. Society for Industrial and Organizational Psychology Annual Conference, New Orleans, LA,
United States.

Church, A. H., Schmidt, G., Chakrabarti, M., Gibby, R. E., Chamorro-Premuzic, T., Sahm, J.V. (2026,
April 30—May 2). The great Al debate: Where Al fits—and where it doesn’t [Debate]. Society for
Industrial and Organizational Psychology Annual Conference, New Orleans, LA, United States.

Buseman, R., Pachmann, E., Sa, M., Voyles, E., & Wooderson, L. (2026, April 30—May 2). How to lever-
age employee listening data to effectively drive change [Alternative Session: Case studies & inter-
active Q&A]. Society for Industrial and Organizational Psychology Annual Conference, New Orle-
ans, LA, United States.

Lam, S. (Chair), Almeida, K. (Panelist), Hartley, J. (Panelist), Stevenson, A. (Panelist), & Thornton, J.
(Panelist). (2026, April 30—May 2). Data is the beginning of wisdom, not the end: People analytics
requires soft skills [Panel]. Society for Industrial and Organizational Psychology Annual Confer-
ence, New Orleans, LA., United States.

DeNunzio, M. M. (Chair), Agnello, P., Agwa, J., Bartkoski, T. J., Caylor, J., Oelbaum, Y., & Yusko, K. P.
(2026, April 30—May 2). Beyond utility: Advancing ROl in talent assessment practices [Panel]. Society
for Industrial and Organizational Psychology Annual Conference, New Orleans, LA, United States.




Figure 1. Photographs from the 2026 SIOP Annual Conference
(Courtesy of SIOP Staff). (a) 2026 SIOP Conference Chair, Jack Ken-
nedy (right), (b) 2026 SIOP Program Chair Trio Jeffrey Cucina,
Vipanchi Mishra, and Joe Allen, (c) a packed SIOP session, (d) and
(e) poster presentations, and (f) the passing of gavel representing
the change in the SIOP presidency from Scott Tannenbaum to
Richard Landers
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The conference concluded with a closing plenary session and reception, featuring a local New Orleans
jazz band and Louisiana cuisine. This year marked the return of the closing plenary that highlighted se-
lected SIOP Award winners and an address by 2026-2027 SIOP President, Richard Landers. In his speech
he emphasized the current challenges facing the field of I-O psychology, including artificial intelli-
gence-driven workforce disruptions, threats to funding and diversity, equity, and inclusion efforts, and
the overall impacts on the discipline. He reaffirmed SIOP’s science—practice mission and goals of advanc-
ing research and practice and supporting education and development. He also described SIOP’s recent
restructuring efforts that support initiatives aimed at promoting member value, visibility, and vitality.
More information about Richard Lander’s speech can be found in this issue of TIP ders, 2026).

The closing plenary also included the official passing of the SIOP gavel from the outgoing president, Scott
Tannebaum, to the incoming president, Richard Landers. The passing of the gavel represents the official
change in SIOP’s leadership (including the SIOP presidency, Executive Board, and Committee volunteers).

Next year’s conference will be held at the Gaylord National Resort & Convention Center in National Har-
bor, MD from April 15-17, 2027. SIOP was previously at this venue in 2019, just before the pandemic.
Some of you may be wondering, where is National Harbor, MD? Is it the same as the Inner Harbor in Bal-
timore? As shown in the map in Figure 2, National Harbor is in the metropolitan Washington area rather
than near Baltimore. It is south of the District of Columbia, just outside the beltway, near the Woodrow
Wilson Memorial Bridge. The area is relatively new and has several hotels, restaurants, shops, and even
a Ferris wheel. Planning for the 2027 SIOP Annual Conference was kicked off by the new Program Chair,
Vipanchi Mishra, while the 2026 conference was taking place in New Orleans. As usual, the call for pro-
posals is scheduled for release in August with a submission deadline in October.

Figure 2: Map showing the location of National Harbor, MD in relation to the greater metropolitan
Washington area. © OpenStreetMap; this map is available under the Open Database License (see open-
streetmap.org/copyright).
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Building Connections, Launching Careers: The 2026 SIOP Consortia

Kristina Bauer
2026 SIOP Consortia Chair

The SIOP Consortia Committee remains committed to advancing the professional development of stu-
dent and early career members through meaningful, career-focused experiences. The 2026 SIOP Consor-
tia served as an important opportunity for learning, mentoring, and networking within the I-O commu-
nity. This year’s programming emphasized fostering connections designed to support continued profes-
sional growth while integrating consortia participants into the broader SIOP conference experience.

The 2026 consortia welcomed 150 registrants and featured 21 thoughtfully curated sessions, with con-
tributions from 45 presenters, panelists, and mentors. These sessions offered attendees rich insights
and valuable guidance for navigating the early stages of their careers. Feedback from participants under-
scored the value of the experience: 89% of those who responded to the postconsortia survey felt the
topics and material would be helpful for their future success, 90% indicated that the Consortia helped
them feel connected to SIOP, and 90% would recommend the consortia to peers. These numbers reflect
the committee’s ongoing commitment to high quality, relevant programming.

Participant feedback also points to broader lessons for career development in I-O psychology. Respond-
ents’ open-ended comments emphasized the value of hearing real career journeys, exploring the range
of roles available to I-Os, gaining practical tools for professional branding and job search preparation,
and building connections with peers and mentors. These themes suggest that career development is
strengthened when professional learning, mentoring, and community building are integrated. Consortia
continue to bridge graduate training and early career experience into a more connected, confident, and
engaged professional identity.

New this year, the Consortia Committee explored the possibility of expanding its programming to in-
clude a Midcareer Consortium, led by a task force including Rachel Callan (Adobe) and Jill May (City of
Chicago). As a first step, the committee pilot tested the concept through an annual conference panel
session, where attendees discussed midcareer challenges and opportunities and offered thoughtful
feedback to guide future planning.

Special thanks to our dedicated committee members and our outstanding student volunteer, Erin Young
(lllinois Institute of Technology), whose support helped ensure the consortia’s success again this year. As
Kristina Bauer (lllinois Institute of Technology) rolls off the committee, the Consortia remains in excel-
lent hands under the leadership of Rachel Smith (Georgia Southern University), who will serve as Chair
next year. We are excited to see Rachel’s vision continue to strengthen the consortia as a space for
learning, mentoring, and connection across the I-O community.

Read on to explore highlights and insights from each of the four individual consortia offered this year.

Master’s Consortium

The 2026 Master’s Consortium successfully transitioned from a fully virtual format to an in-person event,
with 96% of the postevent survey respondents agreeing that an in-person environment worked well.



The consortium included a virtual kickoff session focused on networking and a debrief of the partici-
pants’ Hogan assessment results. Following the structure of previous years, the in-person event featured
sessions representing four broad career paths: external consulting, internal HR and talent management
practices within organizations, public sector and government contracting, and talent assessment. This
exploratory approach to the field continues to be well received by participants, one person noting that,
“every speaker [being from] a different area in I-O showcased how versatile the field is.”

We were joined by a strong group of speakers, including:

e Amy Renshaw (independent consultant) and Kaylen Wood (Korn Ferry): The World of Consulting:
What Is It and How to Excel

e Jason Frizzell (Walmart): Internal Practices & Navigating HR as an |-O Psychologist

e Veronica LeRoy and Anita Pai (DCS Corporation): Public Service: Navigating Government/Public Sec-
tor Contracting

e Paul Fursman (SHL), Monica Elcott (Talogy), Mark Shoemaker (Hogan Assessment Systems), and
Dara Drescher (Valmont Industries): Expert Panel: Inside the Assessment Industry

Across sessions, speakers emphasized the transition from graduate training to applied roles, offering
guidance grounded in their own career journeys and day-to-day experiences as practitioners with mas-
ter’s degrees. Our postevent feedback was largely positive with participants describing the experience
as providing practical tools, generating excitement to be part of the I-O community, and a beneficial pre-
conference activity to get to know other I-Os.

The Master’s Consortium continues to serve as a critical bridge between graduate education and applied
careers. On behalf of cochairs Juliette Lloyd (Hogan) and Brooke Ackerman (Williams), thank you to all
who participated. We look forward to the continued impact these emerging professionals will make in
advancing the science and practice of I-O psychology.

Lee Hakel Doctoral Consortium

This year, over 30 I-O psychology and organizational behavior/human resource management doctoral stu-
dents attended the Lee Hakel Doctoral Consortium at the SIOP conference! Students came from nearly 25
programs at schools across the United States and Canada. Students with an interest in joining academia or
industry upon graduation attended a series of in-person professional development sessions.

The opening segment of the Doctoral Consortium focused on the dissertation process. Two speakers,
Jenna McChesney (Meredith College; winner of SIOP’s 2025 S. Rain Wallace Dissertation Award) and Isa-
bel Skovera (The Port Authority of NY & NJ), discussed their personal experiences, strategies, and tips
for completing a stellar dissertation. They offered complementary perspectives on how to approach the
dissertation with an eye toward careers in academia and industry, respectively. Jenna and Isabel also
fielded a range of audience questions, spanning technical topics (e.g., accessing data and choosing ana-
lytic methods) to more practical concerns (e.g., sustaining motivation and preventing burnout during the
final couple years of a doctoral program).

In the second session, students interested in academic careers joined a discussion with a faculty panel
featuring Andrea Bazzoli (Baruch College), Ricardo Brooks (Penn State University), Elisabeth Silver



(Michigan State University), Claire E. Smith (University of South Florida), and Paige Watson (Auburn Uni-
versity). Those interested in pursuing a career in industry participated in a practice-focused panel with
Sarah Foster (Foster Insights), Ellen Lovell (Perceptyx), Maureen McCusker (Marriott), and Grayson
Sturgis (APTMetrics). Panelists from both tracks shared experiences navigating their respective job mar-
kets and offered practical guidance on how to “ace” various stages of the job search, including search
strategies and selection criteria, and how to stand out in application materials and job interviews.

The third session focused on bridging the gap between academia and industry. Richard Landers (Univer-
sity of Minnesota) and Brent Stevenor (National Registry of EMTs) shared their experiences conducting
practically minded I-O research and offered advice on developing scientific partnerships with academics
and practitioners. They offered practical strategies, examples, and “dos and don’ts” for making I-O re-
search accessible and actionable—and reflected on how developing a scientist-practitioner mindset can
enhance not only individual careers but also broaden the impact of our field overall.

The Doctoral Consortium wrapped up with students choosing one of two sessions to further prepare them
for the field. Some attended a “Responding to Reviewers” boot camp, which was held jointly with the Early
Career Faculty Consortium and led by the editorial team from the Journal of Applied Psychology (JAP). Par-
ticipants were paired with JAP editors and action editors, including Mo Wang (University of Florida), Alicia
Grandey (Pennsylvania State University), Kim French (Colorado State University), lvan Hernandez (Virginia
Tech), Babatunde (Tunde) Ogunfowora (University of Calgary), and Yihao Liu (University of Georgia). The
session focused on best practices for crafting effective (and avoiding ineffective) responses to review-

ers. Other students chose to join the Master’s Consortium for a session by Nicole C. Sellers (Right Manage-
ment) focused on the “Career Compass” model for aligning your professional brand, which featured in-
sights on fostering a professional identity and developing a professional network.

According to the postconsortia survey, the Doctoral Consortium received positive feedback from student
attendees. On average, students indicated that the Doctoral Consortium met their expectations
(4.00/5.00), they learned a great deal throughout the consortium (4.14/5.00), felt the topics and mate-
rial would be helpful for their future career success (4.27/5.00), and they would recommend the Doc-
toral Consortium to other students (4.24/5.00).

Once again, Doctoral Consortium Cochairs Kira Foley (Army Research Institute) and lan Hughes (Texas
A&M University) would like to thank all the attendees, panelists, and contributors who helped make this
year’s Doctoral Consortium a success. We wish all the attendees the very best in their doctoral studies,
careers, and beyond!

Early Career Faculty Consortium

We are pleased to share that the 2026 Early Career Faculty Consortium (ECFC) was a success! ECFC hosted
21 early-career academics from various universities and departments. Participants interacted with es-
teemed midcareer and senior scholars in academic positions across I-O psychology and management.

The consortium kicked off the day with a panel on teaching undergraduate and graduate courses, led by
Courtney Keim (Bellarmine University), Gloria Gonzalez-Morales (Claremont Graduate University), and
José-Maria Peiré (University of Valencia).



Then, participants learned about surviving and thriving through the promotion and tenure process and
managing marketability from tenured faculty, including Mindy Bergman (Texas A&M University), Kim-
berly French (Colorado State University), Larry Martinez (University of Texas Arlington), Phil Thompson
(Virginia Tech University), and Candice Thomas (Arizona State University).

The final panel session discussed research and pipeline tips and tricks. Panelists included Mindy Berg-
man (Texas A&M University), Jose Cortina (Virginia Commonwealth University), and Katina Sawyer (Uni-
versity of Arizona). To finish off the day, the JAP Responding to Reviewers Bootcamp, a session shared
with the Doctoral Consortium, paired participants with JAP’s editors or action editors. Discussion fo-
cused on navigating the four common themes for rejection with review.

Feedback from the consortium was positive, with participants reporting they were satisfied with panels
and the JAP bootcamp. Participants specified that they appreciated hearing from “a range of experi-
ences” and engaging faculty during the Teaching Undergraduate and Graduate Courses Panel. They ap-
preciated “the opportunity to connect directly with the editors” during the JAP bootcamp. Participants
also valued the transparency and informativeness of the panelists from the Promotion and Tenure Pro-
cess Panel, as well as the Managing Marketability and Research & Pipeline Tips panel.

From cochairs Becca Brossoit (Rice University) and Monique Domingo (Louisiana State University):
Thank you to the junior faculty for participating—we wish you all the best in the future! And to the won-
derful panelists, thank you all so much for dedicating your time and making the consortium a success!

Early Career Practitioner Consortium

The 2026 Early Career Practitioner Consortium (ECPC) was attended by 19 practitioners. Designed for prac-
titioners less than 5 years into their I-O careers, this year’s ECPC emphasized the importance of building
professional agility to develop in an applied career and was centered around the following goals:

e Expand their professional network by connecting with peers, mentors, and leaders across diverse
industries and career paths.

e Focus on career growth and transitions through mentoring and discussion designed to support both
new and evolving practitioners.

e Identify individual strengths and development opportunities through the OPQ assessment and
guided interpretation session.

e Gain practical insights into applied I-O work, including internal HR functions, organizational consult-
ing, and data-driven talent practices.

e Develop key skills and confidence to thrive as an applied I-O professional and navigate career pro-
gression effectively.

The consortium included a full program of I-O experts who shared their career histories, lessons learned,
and advice on building agility and developing as an I-O practitioner.

In a preconference virtual event, attendees had the chance to meet their fellow ECPC participants, learn
about the theme of professional agility, and hear how assessment can build self-awareness and enhance
professional development. Participants also received guidance on preparing for ECPC and completing
prework, which included identifying for discussion a challenge they were facing in their current role and
completing SHL’'s Occupational Personality Questionnaire (OPQ).



During the in-person event, ECPC participants heard from distinguished I-O professionals Sara Gutierrez
(SHL), Erica Desrosiers (SC Johnson), Victoria Smoak (Johnson Controls), and Scott Brooks (Org Vitality)
who shared experiences from their illustrious and diverse careers and gave insights into critical experi-
ences that shaped their professional agility. They also provided advice on professional development, dis-
cussed the value of curating and consulting a personal board of directors, and gave tips for strategically
building a career through often unexpected changes and life events.

ECPC Co-Chair Andre Hennig, managing consultant at SHL, talked with attendees about how assess-
ments can be powerful tools not only in their work as practitioners but also in their own development as
I-O professionals. He also provided guidance on interpreting their OPQ results and on building a person-
alized development plan.

Desmond Leung (Intuitive), Michael Durando (Chevron), Kimberly Wrenn (SHL), Rose Fonseca (DICK’S
Sporting Goods), and Steve Young (Caterpillar) served as mentors for the afternoon. In a panel discus-
sion, these mentors shared their personal career experiences, including how they are personally working
to grow professional agility and examples of when they have shown agility. They also shared practical
advice for responding in the moment when you are not sure of the answer, reevaluating success metrics
and goals as needed, and adapting your style to different situations and audiences.

Attendees spent the remainder of the afternoon joining small breakout groups with the mentors. They
brought the challenges they had identified as prework and engaged in rich dialogue with mentors and
other attendees on a variety of topics, including development as practitioners, career aspirations, and
insights from the OPQ. Following the afternoon break, participants had the opportunity to “speed net-
work” with mentors and other participants. This time allowed attendees to strengthen connections with
other I-O practitioners.

This experience helped them feel more connected to SIOP and eager to be involved and network within
the SIOP community. Participants were asked to share what two things they would take away from
ECPC, and a few theme areas were seen around learning more about career paths, how to influence,
and the importance of mentorship, building relationships, and networking. There was a great deal of
positive feedback on the session, with a few comments that stood out below, on what participants will
carry forward:

Keep building my network because you never know which connection will matter in the future.
Importance of influence as a skill, and that leading to impact, even if you don’t have authority.
It’s all about relationships, Science is the foundation. Communication is the bridge. Invest in relationships.

Cochair Andre Hennig and Casey Witherspoon (Target) are energized by the positive impact of the 2026
ECPC and are looking forward to ECPC 2027!



Gender Equality on the Global Stage: Reflections from the 70th Session of the
Commission on the Status of Women and the NGO Parallel Event

Alisha J. Silkey, Alison Eyring, Chelsi Campbell, and Sara P. Weiner
SIOP United Nations Committee

Author Note: Alisha Silkey, Alison Eyring, and Chelsi Campbell are members of the SIOP UN Committee.
Sara Weiner is Past Chair of the SIOP UN Committee. Direct correspondence on this article to the SIOP
UN Committee at siopun@siop.org.

Executive Summary

In March 2026, the SIOP United Nations Committee represented SIOP at the 70th Session of the UN
Commission on the Status of Women (CSW70) and the parallel NGO CSW Forum in New York City. This
article shares observations from those events and identifies opportunities for SIOP and its members to
contribute to the global movement for gender equality at work.

CSW70's priority theme was “ensuring and strengthening access to justice for all women and girls, in-
cluding by promoting inclusive and equitable legal systems, eliminating discriminatory laws, policies and
practices, and addressing structural barriers” (UN Women, n.d., "Themes," para. 1). The theme reflects a
moment the UN characterizes as one where the rule of law is under attack, democratic space is shrink-
ing, and women's and girls' rights are being rolled back while justice systems fail to protect them (UN
Women, 2026). Legal equality remains structurally out of reach for many women and girls worldwide.

The parallel NGO CSW Forum brought together NGOs and civil society to share progress, highlight data,
and advance social justice for women and girls globally. UN Women reported that nearly a quarter of
the Member States! have identified a backlash against “women’s rights” (2025b), and globally it is esti-
mated that women only have access to 64% of the rights enjoyed by men (World Bank, 2024). Our at-
tendance goals were to understand perspectives from UN Member States and other NGOs, learn about
global initiatives promoting fairness at work, and advocate for workplace science that advances fairness
and social justice. We encourage all interested members to continue this advocacy and invite those who
want to engage directly to contact siopun@siop.org.

Background: The UN Commission on the Status of Women

The United Nations (UN) Commission on the Status of Women (CSW) first convened in 1947 and is the UN'’s
principal intergovernmental body for advancing gender equality and women's empowerment. The CSW is a
functional commission of the Economic and Social Council (ECOSOC), the principal UN body responsible for
coordinating the work of the UN system and facilitating engagement with the more than 6,000 NGOs that
hold consultative status. SIOP has held Special NGO Consultative Status with ECOSOC since 2011 and has
actively participated in the work of UN Women, the UN's lead entity for gender equality.

CSW70 The Intergovernmental Sessions
CSW70 took place at the UN Headquarters in New York, NY, from March 9 to 19, 2026. The gathering

brought together representatives of 45 Member States (UN Women, 2025a), UN entities, and ECOSOC-
accredited NGOs from all regions of the world (UN Women, 2026).
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Each CSW produces an Agreed Conclusions document through Member State negotiation, historically
marked by diplomacy and consensus. This year broke with that tradition. For the first time since 1947,
negotiations failed, and a vote was required. The Agreed Conclusions were adopted 37-1-6, with the
United States casting the sole dissenting vote plus six abstentions (United Nations, 2026). The U.S.
sought to revert to the binary definition of gender established in the 1995 Beijing Platform for Action,
proposing text affirming “two biological sexes” and rejecting “radical gender ideology” (United States
Mission to the United Nations, 2026). The majority voted not to consider the proposal. Despite geopolit-
ical tension, the overwhelming majority of Member States reaffirmed their commitment to advancing
women's rights, gender equality, and multilateral cooperation.

The NGO CSW Forum: A Parallel Civil Society Conversation

The NGO CSW is a forum organized by and for NGOs with consultative status to the UN, as well as other
global NGOs, civil society, and individuals, focused on ensuring equal protection of rights for women and
girls. The following are takeaways from several sessions:

Session 1. Mind the Gap: Achieving Gender Justice in the Workplace

This session was presented by the United States Women’s Caucus & International Alliance of Women.
“Women and girls represent half of the population, yet they remain systematically underrepresented in
political, economic, social and sporting decision-making bodies. Despite progress in recent decades, par-
ity is still far from being achieved” (European Women's Lobby, 20264, p. 1). To address this problem, the
session promoted the European Women'’s Lobby PARITY NOW! campaign, launched in early 2026, which
calls for 50-50 parity between women and men in all decision-making bodies across political, economic,
and social spheres (European Women's Lobby, 2026b).

During this session, the broader global trend of democratic backsliding, which has disproportionately
targeted gender equality gains (UN Women, 2025b), was discussed. As gender equality faces one of its
most challenging periods in decades, UN Women is calling on governments, businesses, and civil society
to reinforce their commitments and push back against the decline of gender justice.?

Actions and Opportunities for SIOP Members

In this and other sessions, a theme that emerged was "data-driven justice," which refers to collecting
sex- (or gender-) disaggregated data to understand the predictors and outcomes of workplace injustice
for women. Without this information, institutions struggle to accurately measure women's contribu-
tions, identify barriers, track progress, and design effective, targeted solutions (Le Gall et al., 2026). For
SIOP members who conduct employee, team, leadership, or organizational research, this theme aligns
closely with our expertise. We can advocate for and lead the ethical collection of sex- (or gender-) dis-
aggregated data to better understand workplace experiences across different types of businesses and
sectors, regardless of whether such collection is legally mandated. Sex-disaggregated data are essential
for evidence-based policy and program design, helping pinpoint where women encounter obstacles
within the economic system and ensuring that those most affected by these systems are not rendered
invisible within them (Klein & Marshall, 2022; Le Gall et al., 2026). Armed with data, justice advocates
are better positioned to contribute to policy recommendations on justice for women at work within the
UN, its Member States, and organizations.

The session also highlighted several actions that NGOs and civil societies, like SIOP, can take:



1. Advocate for the ratification and implementation of ILO Convention 190 (Violence and Harass-
ment), the first international treaty to “recognize the right of everyone to a world of work free from
violence and harassment, including gender-based violence and harassment.”

2. Audit organizational policies to ensure they include intersectional perspectives (e.g., protections for
migrant women or women with disabilities).

3. Partner with legal aid clinics to provide "Workplace Justice" workshops for female employees in the
informal sector (e.g., domestic workers, street vendors, agricultural workers, home-based workers,
and other workers who may lack formal employment protections).

Session 2. Reimagining Justice: Decent Work for Women

This panel convened representatives from the International Labour Organization (ILO), the American
Federation of Labor and Congress of Industrial Organizations (AFL-CIO), and labor unions from Ghana
and the United Kingdom to discuss the role of collective bargaining in advancing decent work for
women.? The priorities expressed by the labor organizations aligned closely with two focus areas that
SIOP's UN Committee has prioritized, among others: decent work and reduced inequalities.

In the session, our UN Committee member, Alison Eyring, urged the union representatives and all at-
tendees to draw on decades of science on fair and effective selection, development, and promotion sys-
tems, equitable pay practices, and cross-cultural and gendered understanding of leadership. She pointed
out that science-informed practices are good for women, lead to better business outcomes, and that
“fairness” is a business issue. She further invited the unions to seek out our professional society as fel-
low advocates for workplace justice.

Actions and Opportunities for SIOP Members

SIOP members bring expertise spanning the full employment lifecycle, from selection and job design to
performance management, compensation, leadership development, and organizational climate, placing
the field in a strong position to strengthen organizational justice and reduce inequalities for women at
work. SIOP members can network, collaborate, and share evidence across a broader range of stakehold-
ers, ensuring that scientific findings on gender justice extend beyond academic journals and into the
spaces where policy and practice decisions are made. Evidence linking the positive outcomes of flexible
work (Harrop et al., 2026), caregiver-supportive policies including paid family leave (Bartel et al., 2023),
pay equity (Sitzmann et al., 2026), and workplace design (Vilar-Compte et al., 2021) for both women and
organizations can be drawn on to make the business case for decent work to elected officials, interna-
tional bodies, organizational leadership, labor organizations, and other worker advocacy groups. The
SIOP UN Committee, given its consultative status to the UN, offers an additional outlet for SIOP mem-
bers through periodic opportunities to contribute reports* delivered directly to UN committees.

Session 3. Justice at Work: Implementing ILO Convention 190 to Eliminate Violence and Structural Barriers

This session, organized by the NGO Coalition to End Violence and Harassment in the World of Work, re-
viewed progress and barriers in implementing ILO Convention No. 190 (C190), the Violence and Harass-
ment Convention (ILO, 2019). Adopted in 2019, C190 is the first international treaty affirming every
worker's right to a workplace free from violence and harassment, including gender-based violence.®

As of 2026, the convention had been ratified by 50 of the UN’s Member States (ILO, n.d.b), though nei-
ther the United States nor Turkey, both of whom were referenced and made statements in the session,



have ratified. A Turkish speaker offered a nuanced perspective: Although Turkey has not ratified C190, it
has made meaningful progress in aligning national policy with its provisions. So, although some nations
may not formally ratify a convention, they can take action and implement the spirit of the convention,
sometimes even faster than going through formal ratification. In other words, it is better to implement
without ratifying than to ratify and fail to implement.

Actions and Opportunities for SIOP Members

For SIOP members, this presents an opportunity to use our scientific voice to support preventive practices
and the measurement of workplace violence and harassment, whether or not C190 has been formally rati-
fied in their own nation or the nations in which they consult. I-O psychologists bring expertise in organiza-
tional climate assessment, the design of reporting and accountability systems, bystander intervention
training, and the structural conditions that enable or suppress harassment. As the session made clear,
meaningful implementation can precede ratification, and SIOP members working within organizations can
promote C190-aligned practices at the organizational level even in nonratifying states. Members can also
contribute to the legal and policy process more directly through amicus briefs and expert testimony.

Session 4. Who Fixes the System? Women at Work, Power, and Justice

This session showcased the Australian government’s Rise Initiative (n.d.), a leadership development pro-
gram designed to promote women into senior roles within the real estate industry. The program fea-
tured assigned paid mentors and a strengths-based assessment for participant feedback. Although the
initiative exemplified genuine organizational commitment to women's advancement, it also illustrated a
persistent limitation in applied gender equity work: the reliance on individual-level interventions rather
than systemic change, and the use of evaluations based solely on participant interviews, with no or poor
measures of organizational impact.

The session also featured an informative discussion on intersectionality (Crenshaw, 1989), specifically
around the importance of acknowledging that women's experiences of workplace inequality are not
monolithic, but they are shaped by overlapping identities, ethnicity, disability, sexual orientation, and
class. Although intersectionality has been integrated in organizational research (e.g., Gottardello et al.,
2025; Thatcher et al., 2023), this session was a valuable reminder of its importance in applied and inter-
vention evaluation work, where it can help identify when solutions work for some groups of women but
not others. For example, designing a leadership development program for "women" without under-
standing the experiences of different kinds of women and the impact such programs have on them risks
perpetuating the very inequities such programs intend to address.

In this session, there seemed to be an absence of objective behavioral or organizational outcome
measures and longitudinal follow-up, making it difficult to draw causal inferences about program effec-
tiveness. Although “program effectiveness” and “evaluation” are recurring themes in UN events, the ap-
plication of our science in these areas remains limited.

Actions and Opportunities for SIOP Members

As an NGO composed of scientist—practitioners with consultative status to the UN, SIOP can elevate aware-
ness of how data collection and analysis can be used to assess the impact of interventions designed to de-
velop individual capabilities, determine the effectiveness of programs, and evaluate organizational change
efforts. This type of contribution has precedent: In 2023, the SIOP UN Committee organized and facilitated a



"sounding board" whereby UN stakeholders involved with its #NewWork change initiative met with SIOP
practitioners and researchers, who provided expert guidance on measuring the success and impact of the
change effort (Olson-Buchanan et al., 2023). The committee has also collaborated with SIOP members to de-
liver presentations and webinars to the UN Secretariat on fair and effective selection practices, including top-
ics such as mitigating bias in assessment and leveraging recruitment and selection to support diversity goals.
As the UN faces its greatest funding shortfall and is actively cutting costs to sustain its efforts, the committee
will continue to seek the expertise of SIOP members to provide much-needed resources to promote effective
and fair practices during this period of resource constraint. At the UN, the will to further gender equality is
abundant; our field can provide the rigor to design, implement, and evaluate what actually works.

Session 5. Women in Medicine: Reflecting on Current Inequities in Medicine

This session was organized by the Federation of Medical Women of Canada and included a panel of sur-
geons, all of whom are women. In this session, there was a screening of the documentary 1001 Cuts
(Temkin, 2024), which explored the experiences of surgeons who are women in a profession dominated
by men. The film highlighted the unique challenges women face as surgeons (e.g., gloves that are too
big, operating tables set too high, and a greater likelihood of nurses questioning their instructions) while
also addressing intersectional issues such as racial bias, discrimination, and broader challenges facing
women in the workplace. Based on the panel discussion, it was evident that the extensive research in
our field could benefit those working to solve the issues and challenges faced by women in medicine
and male-dominated careers more broadly.

Actions and Opportunities for SIOP Members

There is an opportunity for SIOP and its members, building on the impactful work of its Visibility Com-
mittee, to continue raising awareness of and showcasing our field of science in the public sector, espe-
cially in healthcare. For SIOP members working in or doing research in healthcare, the film 1001 Cuts® is
an excellent resource.

What SIOP Members Can Do

As a field, we have an opportunity to impact decent, fair, equitable, and safe work and workplaces for all
women. We encourage all SIOP members to keep in mind the following:

Speak the Language of Business

A powerful argument for gender equality in organizational contexts is presenting the business case for
safe, just, and decent work. SIOP and its members can help further these priorities by proactively engag-
ing with businesses and helping them understand the business value of fair and safe workplaces and
making it easier for them to create safe and fair workplaces for everyone.

Be Champions of Rigor

As practitioners, we should celebrate investments in women's advancement while also holding them to
the standards of best practice. Program evaluations based solely on self-report or interviews are insuffi-
cient. We must advocate for, and offer to conduct, evaluations that include objective outcome
measures, longitudinal follow-up, and, where feasible, control conditions.



Exercise Our Professional Agency

Our science is relevant wherever people work: in hospitals, unionized and non-unionized workplaces,
NGOs, government agencies, and community organizations. Building strategic partnerships with labor
unions, public health systems, and international organizations like UN Women would extend the reach
of I-O evidence into spaces where it is urgently needed. To achieve this, we can exercise our professional
agency at the individual level and stay informed on the collective movement advocating for gender
equality and, when possible, contribute to the efforts.

Conclusion

The CSW70 and the parallel NGO CSW series were a demonstration of advocacy and unity, while at the
same time they were a sobering reminder that gaps exist in creating workplaces that are fair, enable all
employees to do their best work, and ensure organizations can take advantage of all the talent available.
As a field, we have decades of research and science-based practice, and we can work to increase our in-
fluence in shaping decisions that affect the majority of the world’s workers.

We invite |-O professionals who are currently engaged in, or interested in supporting, the efforts pro-
moted and advocated at the CSW to reach out to the SIOP UN Committee. Please share your efforts and
ideas, and they can serve to guide our ongoing advocacy for bringing science to work, the workplace,
and workers. We can be reached at siopun@siop.org.

Notes

! Member States refer to the sovereign countries that are members of the United Nations. The official
list of UN Member States is available at: https://www.un.org/en/about-us/member-states.

2 For readers interested in this topic, listen to the CSW70 side event title "Bridging Systemic Gaps: Ad-
vancing Justice for all Women and Girls" freely available on UN TV. https://webtv.un.org/en/as-
set/k1l/k1lgdqr82i

3 To read the official statement from the trade union delegates who spoke at the CSW70 demanding jus-
tice for women workers view https://www.ituc-csi.org/IMG/pdf/tu_statement_on_csw70_fi-
nal_10.10_2025.pdf?43525/47f050e3b6616f9b0fb9e784c7ee545a85449bfa5fd6dal04f234de0a40182¢
3. To learn more about what was shared at this session visit https://www.ituc-csi.org/csw-70-ituc-state-
ment and to learn more about what labor unions are championing this work see https://new.ex-
press.adobe.com/webpage/AXDuqgacgdTQ6E/.

* For example, in 2016, SIOP UN Committee members Alexander Gloss and Lori Foster authored a policy
brief on leveraging big data to support a human-centered approach to sustainable development, which was
submitted in preparation for the UN's 2016 Global Sustainable Development Report (Gloss et al., 2016).

> To access the ILO campaign toolkit to promote the ratification of C190 and learn more about what it entails
view https://brand.ilo.org/d/XdDMx745iKTL/events-and-campaigns#/campaigns/c190-campaign-toolkit.

6 Here is the link to view the trailer for the 1001 Cuts film https://www.youtube.com/watch?v=IXS81NOPGuO
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Members in the Media

Amber Stark
Senior Brand and Content Strategist

Awareness of |-O psychology has been on the rise thanks to articles written by and/or featuring SIOP
members. These are member media mentions found from March 10, 2026, through June 10, 2026. We
share them on our social media, in the SIOP Source, and in this column, which you can use to find poten-
tial collaborators, spark ideas for research, and keep up with your fellow I-O colleagues.

We scan the media on a regular basis but sometimes articles fall through our net. If we’ve missed your
or a colleague’s media mention, please email them to astark@siop.org.

Samuel Blacher with research practice-based insights on why most meetings fail, and how to fix them:
https://www.cio.com/article/4143747/meeting-culture-hidden-costs-pitfalls-and-practical-guide-
lines.html

Matt Howard on social courage in workplaces: https://www.apa.org/monitor/2025/09/courage

Matt Howard on the relationship between home and well-being: https://nautil.us/home-really-is-
where-the-heart-is-1269002

Suzanne Bell on Artemis Il and ARCHeR (Artemis Research for Crew Health and Readiness):
https://www.fox5atlanta.com/video/fmc-k4hwkgrzbzdhhlvx.amp

Note: This is only one of several interviews Bell did as part of her role as lead scientist for NASA's Behav-
ioral Health and Performance Lab and principal investigator for ARCHeR.

Priyanka Dave on workforce upskilling and challenges in Al adoption from a behavioral science perspec-
tive: https://www.inc.com/priyanka-dave/80-percent-of-ai-adoption-efforts-fail-it-has-nothing-to-do-
with-motivation/91301782

Lauren Kiproff-Downer on the current face of joblessness: https://wpln.org/post/episodes/educated-
experienced-and-unemployed/

Richard Landers on bringing psychological expertise into the Al development process from conception:
https://www.apa.org/monitor/2026/06/psychological-expertise-ai-development



mailto:astark@siop.org
https://www.cio.com/article/4143747/meeting-culture-hidden-costs-pitfalls-and-practical-guidelines.html
https://www.cio.com/article/4143747/meeting-culture-hidden-costs-pitfalls-and-practical-guidelines.html
https://www.apa.org/monitor/2025/09/courage
https://nautil.us/home-really-is-where-the-heart-is-1269002
https://nautil.us/home-really-is-where-the-heart-is-1269002
https://www.fox5atlanta.com/video/fmc-k4hwkgrzbzdhhlvx.amp
https://www.inc.com/priyanka-dave/80-percent-of-ai-adoption-efforts-fail-it-has-nothing-to-do-with-motivation/91301782
https://www.inc.com/priyanka-dave/80-percent-of-ai-adoption-efforts-fail-it-has-nothing-to-do-with-motivation/91301782
https://wpln.org/post/episodes/educated-experienced-and-unemployed/
https://wpln.org/post/episodes/educated-experienced-and-unemployed/
https://www.apa.org/monitor/2026/06/psychological-expertise-ai-development

I0tas

Jenny Baker
Sr. Mgr., Publications and Events

John Jasionowicz, Florida State University, is the first author on a new article in
the Southern Management Association Journal of Management. "Bridging the

| Gap: An Integrative Review of Research on Veterans’ Transition to the Civilian

1 Workforce" is available at https://jour-
nals.sagepub.com/doi/10.1177/01492063261456641.
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