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PREFACE

Dedicated to the memory of Frank J. Landy and his many contributions to the
science, practice, and teaching of industrial and organizational psychology.

In the first five editions of this book, we pursued the premise that the world of work in the
21st century was very different from what it had been in the 20th century. That premise
is even more relevant today and worth repeating. Today’s workplace is technological and
multicultural. Work is often accomplished by teams rather than by single individuals. In
any given company or department, there is greater diversity in terms of demographic char-
acteristics, interests, and styles than in past decades. Although mental and physical abilities
remain important attributes for predicting job success, other attributes such as person-
ality, interpersonal skills, and emotional intelligence are receiving increased attention.
A satisfying life is increasingly defined as striking a balance between work and non-work.
In addition, the psychological stability of work may be at an all-time low. Mergers, acqui-
sitions, downsizing, outsourcing, the challenges to financial and housing markets, and
rapidly changing technologies have all made the idea of lifelong employment at one com-
pany, or even in one occupation, an elusive dream. This text ties together all of these
themes in a way that explores the rich and intriguing nature of the modern workplace.
An important thing to keep in mind in studying I-O psychology is that work is complex
and cannot be reduced to a set of equations or principles. In the real world, all of the com-
ponents of work, the work environment, and, most importantly, the people who populate
the workplace interact in complicated ways. For example, in considering organizational
and individual effectiveness, we cannot think of hiring strategies in a vacuum. Hiring is
pre- ceded by recruiting and screening. It is followed by training and socialization. Once
the individual joins the organization, there are issues of satisfaction, performance, rewards,
and motivation. The way the organization is designed, both psychologically and physically,
can limit or enhance productive efforts and worker emotions. This textbook necessarily
treats these topics one at a time, but no topic covered in the text can really stand alone.
In the real world, the topics are related, and we will show these relationships in the text.

Objectives for the Sixth Edition

The first five editions of this text were warmly received by both instructors and students,
not only in the United States but internationally as well. The objectives for this sixth edi-
tion are to retain the accessibility of the first five editions, incorporate the latest research
findings, and provide organizational applications of the principles of I-O psychology.

Accessibility A continuing goal of this book is to package information in a way that
makes it accessible to students and instructors. The sixth edition retains the 14-chapter
format, which we believe provides a comfortable way to present the substance of I-O
psychology. We have also retained the four-color design, which brings I-O psychology to



life, especially with the use of color photographs. The art program also engages students
with New Yorker and Dilbert cartoons, carefully chosen to emphasize the point at hand.

Cutting-Edge Topics As has been the custom in earlier editions, this edition provides
the most important citations for topics rather than all relevant citations. This edition
presents many new topics, including green behaviors, job embeddedness, job crafting,
incivility at work, mindfulness interventions, and abusive supervision. There is new
or expanded coverage of many topics including the contributions of I-O psychology to
society, integrity tests, forced distribution rating systems, personality-based human
capital resources, training critical thinking skills, workplace coaching, sexual harassment
awareness training, generational differences in the workplace, employee engagement,
telecommuting, organizational justice, applicant reactions to selection procedures, diversity
training, leader-member exchange theory, charismatic leadership, team training, and
organizational climate.

Structure of the Book: Parts, Chapters, and Modules

Because the field of industrial and organizational psychology is so broad, the text is broken
into three parts. Part I, “Fundamentals,” addresses the basics of the field by examining what
I-O psychologists do and where they do it, as well as the methods we use to accomplish
research and application. Part II, “Industrial Psychology,” considers topics in personnel
psychology such as individual differences, assessment, job performance, job analysis, per-
formance evaluation, staffing, and training. Part III, “Organizational Psychology,” exam-
ines organizational topics such as motivation, work attitudes, stress and workplace health,
fair- ness, leadership, work teams, and organizational change.

Within each chapter, concepts and topics have been further divided into stand-alone
modules, which offer a great deal of flexibility for learning and instruction. A module con-
sists of material that is relatively homogeneous within a particular chapter. As examples,
one module might deal with the historical development of a concept, the second with mod
ern approaches, the third with applications of the concept, and the fourth with related
concepts. Some chapters have as few as three modules, whereas others have four or five
modules, depending on how much material is covered by the chapter. Each module ends
with a sum mary of the main points and a list of glossary terms.

Every module can be considered valuable in one way or another. Nevertheless, covering
every module may not be compatible with every course syllabus. Thus, each module has
been designed as a stand-alone unit, permitting the instructor to cover or skip any particu-
lar module. As an example, an instructor might cover the first three modules in a chapter
but choose to skip the final module on “Specialized Topics.” This modular approach gives
instructors maximum flexibility. In addition to covering or deleting a module within a
chapter, or changing the order of modules within a chapter, an instructor can assign mod-
ules across chapters, in essence creating a new “chapter.” For example, an instructor might
assign a module on statistics from Chapter 2, a module on job analysis from Chapter 4, and
amodule on assessment from Chapter 3 to create a “validity” chapter. Although we believe
that the modules within a chapter complement one another, instructors might prefer a
different order of modules.

As you read through the book, you will notice that a given topic may appear in several
different chapters. That is not a mistake or oversight. The fact is that some topics have rel-
evance in many different chapters, and to mention them only once presents too simplistic
a view of work dynamics. As an example, competencies are higher-order forms of ability,
personality, interests, and attitudes. Competency modeling is an enhanced form of job
analysis. Competencies can be learned, and there are both leader competencies and team
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competencies. This means that you will see the term “competency” in several chapters.
Even though you will see the term often, it will be treated from a different perspective each
time it appears. You will see similar treatments of issues related to work/family balance.
This balance is important in the attitudes that an individual holds toward work and organi-
zations. Balance is also important in addressing work stress and work design. So “balance”
will appear in multiple chapters. We hope that this method of treatment provides a richer
understanding of the effects of work on people and people on work.

Supplements for Students and Instructors

Work in the 21st Century offers several supplements to enhance learning processes and
teaching activities. The supplements are available on the text’s website: www.wiley.com/
go/conte/workinthe21stcentury6be

Website for Instructors The instructor side of the Work in the 21st Century website
contains all the material instructors need for course design, and it is a convenient way to
access the Instructor’s Manual, Test Bank, PowerPoint slides, Internet resources for each
chapter, and supplementary material.

Instructor’'s Manual The Instructor’s Manual includes learning objectives, chapter
outlines, glossary terms, and suggestions for class discussions and activities.

PowerPoint Slides This package of 30-50 slides per chapter includes lecture outlines in
addition to figures and tables from the text. The slides can be used as is or customized to
match your course design and goals.

Test Bank This array of 30-50 multiple-choice items per chapter covers all the important
concepts with factual and applied questions as well as questions of a more conceptual
nature to facili-tate critical thinking.

Website for Students

The student side of the Work in the 21st Century website at www.wiley.com/go/conte/
workinthe21stcenturybe contains the Student Study Guide and Workbook as well as links
to a variety of Internet resources for further exploration.

Student Study Guide and Workbook

Available on the student side of the website, this study guide is a valuable tool for max-
imizing students’ understanding of material and preparation for exams. The guide was
developed in close conjunction with the textbook and facilitates the instructor’s course
design by providing students with the same learning objectives, chapter outlines, and glos-
sary terms as the Instructor’s Manual. In addition, it includes practice exam questions and
exercises for each chapter. The workbook exercises, based on organizational issues that
I-O psychologists are often asked to study and resolve, promote active learning, critical
thinking, and practical applications of the ideas and concepts discussed in class and in
the textbook.
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MODULE 1.1

The Importance of
I-O Psychology

The Importance of Work in People’s Lives

Most adults devote the majority of their waking weekday (and often weekends as
well!) to work. High school and college students, too, find themselves using a great
deal of their discretionary hours in part-time jobs, particularly during the summer
months. For many, this is a greater devotion of time and energy than to any other sin-
gle waking human activity. For this reason alone, we can assume that work is impor-
tant to people. Then there is the fact that most people need to earn money, and they
do so by working. But the experience of work goes well beyond the simple exchange
of time for money.

Although many people have mixed feelings about their jobs, research indicates
that most people would keep working even if they had the opportunity to stop. The
National Research Council, in a book about the changing nature of work (NRC,
1999), adds support to this observation. When asked the question “If you were to get
enough money to live as comfortably as you would like for the rest of your life, would
you continue to work or would you stop working?” the percentage of people report-
ing that they would continue working has averaged approximately 70 percent since
at least 1973. A follow-up study found that although this percentage had declined
slightly in the years from 1980 to 2006, the majority (68%) of people surveyed still
reported that they would continue working if they won the lottery (Highhouse,
Zickar, & Yankelevich, 2010). This is dramatic evidence of the centrality of work
(Arvey, Harpaz, & Liao, 2004) as a noneconomic experience. This is strong testi-
mony to the meaning of work—not a particular job, but the experience of working—
in defining who we are.

The importance of work is further confirmed by talking to people who are about
to lose or who have lost their jobs. As we will see, work is a defining characteristic of
the way people gauge their value to society, their family, and themselves.

The Concept of "Good Work”

Gardner (2002) notes that psychology has often ignored how workers actually
“conceptualize their daily experiences—the goals and concerns they bring to
the workplace.” He goes on to characterize what he calls “good work” (Gardner,
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Csikszentmihalyi, & Damon, 2001). Good
work is work that “exhibits a high level of
expertise, and it entails regular concern
with the implications and applications of an
individual’s work for the wider world” (Gard-
ner, 2002, p. B7). These concepts have been
turned into an extensive endeavor, called
the “GoodWork Project,” which is directed
toward identifying and, if possible, creating
good work. As the project leaders point out,
good work is tougher to do than it might
seem. “Pressure to keep costs low and profits
high, to do more in less time, and to ful-
fill numerous life roles, including that of a
parent, a spouse, a friend, (a student!!), a
worker, can all make cutting corners tempt-
ing”. This “corner cutting” leads to what
the researchers call “compromised” work: American I-O psychologist David Morris screened applicants in Iraq for
work that is not illegal or unethical, but that  several years.
still undermines the core values of a trade
or a profession—the lawyer who creates opportunities for billing extra hours, the
plumber who uses inferior, cheaper materials for a repair.

Martin Luther King, Jr., captured the essence of good work eloquently: “If a man
is called to be a street sweeper, he should sweep streets even as Michelangelo painted,
Beethoven composed music, or Shakespeare wrote poetry. He should sweep streets
so well that all heaven and earth will pause to say, ‘Here lived a great street sweeper
who did his job well’” (King, 1956).

Consider the role of an I-O psychologist who worked in Iraq to hire and train the
new Iraqi police force. David Morris is an I-O psychologist who had been helping
cities and states in the United States select police officers until September 2004.
He decided to trade “his comfortable house in Alexandria, Virginia for a bunk bed
in the converted office of Baghdad’s former police training facility” (Dingfelder,
2005, p. 34). Every day, Morris and his staff of 15 administered various tests to up to
300 candidates for possible hire. He and his staff could have earned as much if not
more screening applicants for the Philadelphia, or Atlanta, or Dallas police force.
But instead, they did such screening in Baghdad to help with the restoration of civil
order to Iraq. This is good work as well.

The interesting aspect of “good” and “bad” work is that the individual worker and
the employer together have the power to define good work or to transform good
work into bad and vice versa. A disreputable accounting firm can cheat and mislead
clients and the public, thus engaging in bad work; that same firm and its employees
could be doing good work if they are helping people to manage their money and
protect their retirement plans. Good work is not simply the province of politicians or
soldiers or relief workers.

Gardner describes the depressing consequences of settling for “bad” work:

Photo courtesy of David Morris

We resign ourselves to our fate. It is difficult to quit one’s job, let alone one’s whole pro-
fession, and few in midlife . . . have the fortitude to do so. As a result, . . . few feel in a
position where they can perform good work. (Gardner, 2002, p. B7)
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industrial-organizational
(I-O) psychology The
application of psycho-
logical principles, theory,
and research to the

work setting.

The study of work by I-O psychologists and students (you!) is potentially “good
work” because it enables individuals to develop and use skills and to use them
for the benefit of someone other than simply themselves. I-O psychologists have
also broadened their focus of study to consider the experience of work. Since the
mid-1990s there has been a rapid and substantial increase in I-O research related
to the feelings that workers bring to and take from the workplace. In addition,
there has been a dramatic increase in research directed toward work-life balance
issues. Thus, I-O psychology has recognized that the “experience” of work is more
complex than simply tasks and productivity and accidents. You will see the results
of this research in Chapter 9.

Authenticity: A Trend of Interest to I-O Psychologists

I-O psychology often incorporates cultural shifts and changes. In the past few years,
“authenticity”—referring to that which is real, genuine, not artificial—has become
a popular concept in America. You will see references to “authentic” coffee, music,
clothing and furniture lines, foods, and so forth. The attraction of authenticity may
also be reflected in some popular TV reality shows such as American Idol, Ice Road
Truckers, and The Deadliest Catch, as well as some less dramatic shows dealing with
changing families or embarking on a new diet to lose weight. A popular book (Gilm-
ore & Pine, 2007) argues that, in a world where virtual reality is becoming increas-
ingly prevalent, authenticity is “what consumers really want.”

In I-O psychology, we might extend the definition of authenticity to a more philo-
sophical level: “an emotionally appropriate, significant, purposive, and responsible
mode of human life” (McKean, 2005, p. 106). Viewing authenticity in that way, we
can see authenticity reflected in the search for “good work” and inspirational lead-
ership. In fact, the term “authentic leadership,” which had not appeared in the
literature before 2002, is now a widely addressed topic in the popular press and in
the research literature (Gardner, Cogliser, Davis, & Dickens, 2011). We will cover
this form of leadership in Chapter 12. In various chapters, we will take note of what
appears to be the search for authenticity in work and organizations.

What Is I-O Psychology?

Throughout this book we will use the term I-O psychology as a synonym for
industrial-organizational psychology. The simplest definition of industrial and orga-
nizational psychology is “the application of psychological principles, theory, and
research to the work setting.” In everyday conversation, I-O psychologists are often
referred to as work psychologists. Don’t be fooled, however, by the phrase “work
setting.” The domain of I-O psychology stretches well beyond the physical bound-
aries of the workplace because many of the factors that influence work behavior
are not always found in the work setting. These factors include things like family
responsibilities, cultural influences, employmentrelated legislation, and nonwork
events (reflect, for example, on how the terrorist attacks of September 11, 2001,
changed the working life of most people).

Even more significant is the influence of personality on work behavior. Although
an individual’s personality may actually influence work behavior, his or her person-
ality is often influenced by events that occurred before he or she began full-time
employment. In addition, I-O psychologists are concerned about the effect of work
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on nonwork behaviors. Spouses and children
are well aware of the effect of a “bad day at
work” on home life. I-O psychology concen-
trates on the reciprocal impact of work on
life and life on work.

We can also think of I-O psychology as a
combination of knowledge and skills that
can be applied in a wide diversity of settings
rather than just in the arena of traditional
work. The example of David Morris helping
to select the Iraqi police force is one of
those examples. In a similar vein, I-O psy-
chologists are helping to revise the test given
to individuals seeking U.S. naturalization
(Ulewicz, 2005).

A more formal definition of I-O psychol-
ogy, approached from the perspective of the

Chris Warham/Shutterstock

I-O psychologist and what he or she does, has  1-O psychologists have become involved in a number of humanitarian issues,
been adopted by the Society for Industrial including poverty reduction and partnering with global aid/development

and Organizational Psychology (an associa- groups
tion to which many I-O psychologists belong
and which we will refer to in this text by the acronym SIOP):

Industrial-Organizational (called I-O) Psychologists recognize the interdependence of
individuals, organizations, and society, and they recognize the impact of factors such as
increasing government influences, growing consumer awareness, skill shortages, and
the changing nature of the workforce. I-O psychologists facilitate responses to issues
and problems involving people at work by serving as advisors and catalysts for business,
industry, labor, public, academic, community, and health organizations.

They are:

Scientists who derive principles of individual, group, and organizational behavior
through research; Consultants and staff psychologists who develop scientific knowledge
and apply it to the solution of problems at work; and Teachers who train in the research
and application of Industrial-Organizational Psychology. (http://www.siop.org/history/
crsppp.aspx. © 2012 Society for Industrial and Organizational Psychology, Inc. All
Rights Reserved. Reprinted by permission of SIOP, www.siop.org.)

Refer to Tables 1.1 and 1.2 for lists of the common areas of concentration for I-O
psychologists and the common job titles they hold. A series on the SIOP website (http://
www.siop.org/ psychatwork.aspx) called “Psychology at Work: What do I-O psycholo-
gists really do?” provides profiles of I-O psychologists that include how they became
interested in I-O psychology, what a typical day is like, what aspects of the job are most
challenging, why I-O psychology matters, and advice to future I-O psychologists.

Traditionally, I-O psychology has been divided into three major concentrations:
personnel psychology, organizational psychology, and human engineering. We will
briefly consider each of them. Even though we will talk about them separately, they
often overlap considerably, as we will see.

Personnel psychology (often seen as part of human resources management,
or HRM) addresses issues such as recruitment, selection, training, performance

Society for Industrial and
Organizational Psychology
(SIOP) An association to
which many I-O psycholo-
gists, both practitioners
and researchers, belong.
Designated as Division 14
of the American Psycho-
logical Association (APA).

personnel psychology
Field of psychology that
addresses issues such as
recruitment, selection,
training, performance
appraisal, promotion,
transfer, and termination.
human resources
management (HRM) Prac-
tices such as recruitment,
selection, retention, train-
ing, and development of
people (human resources)
in order to achieve
individual and organiza-
tional goals.
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organizational psychology
Field of psychology that
combines research from
social psychology and
organizational behavior
and addresses the emo-
tional and motivational
side of work.

human engineering or
human factors psychology
The study of the capacities
and limitations of humans
with respect to a particular
environment.

[ree i )

Common Areas of Concentration for I-O Psychologists

Selection and placement

Developing tests

Validating tests

Analyzing job content

Identifying management potential

Defending tests against legal challenge

Training and development

Identifying training and development needs

Forming and implementing technical and managerial training programs
Evaluating training effectiveness

Career planning

Organizational development

Analyzing organizational structure

Maximizing satisfaction and effectiveness of employees
Facilitating organizational change

Performance measurement

Developing measures of performance
Measuring the economic benefit of performance
Introducing performance evaluation systems

Quality of work life

Identifying factors associated with job satisfaction

Reducing stress in the workplace

Redesigning jobs to make them more meaningful

Engineering psychology

Designing work environments

Optimizing person-machine effectiveness

Making workplaces safer

Source: Adapted from http://www.siop.org/history/crsppp.aspx. © 2012 Society for Industrial and
Organizational Psychology, Inc. All Rights Reserved. Reprinted by permission of SIOP, www.siop.org.

appraisal, promotion, transfer, and termination. The approach assumes that people
are consistently different in their attributes and work behaviors and that information
about these differences can be used to predict, maintain, and increase work perfor-
mance and satisfaction.

Organizational psychology combines research and ideas from social psychology
and organizational behavior. It addresses the emotional and motivational side of
work. It includes topics such as attitudes, fairness, motivation, stress, leadership,
teams, and the broader aspects of organizational and work design. In some senses,
it concentrates on the reactions of people o work and the action plans that develop
as a result of those reactions. Both work and people are variables of interest, and
the issue is the extent to which characteristics of the people match the character-
istics or demands of the work. Of course, organizational psychology has implica-
tions for performance, but they may not be as direct as is the case with personnel
psychology.

Human engineering (also called human factors psychology) is the study of the
capacities and limitations of humans with respect to a particular environment. The
human engineering approach is almost the opposite of the personnel approach.
Remember, in the personnel approach the goal is to find or fit the best person to
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Common Job Titles for I-O Psychologists

Staff member, manager, director, vice president of:
Personnel

Human resources

Organizational planning

Personnel development

Organizational development
Management development

Personnel research

Employee relations

Training

Affirmative action

Assistant, associate, full professor of:
Psychology

Management

Organizational behavior

Industrial relations

Human resources

Corporate consultant

Private consultant

Research scientist: private sector
Research scientist: government
Research scientist: military
Research scientist: test publisher

the job. In the human engineering approach, the task of the human engineer is to
develop an environment that is compatible with the characteristics of the worker.
The “environmental” aspects this may include are quite diverse; among them are
tools, work spaces, information display, shift work, work pace, machine controls, and
even the extent to which safety is valued in the organization or work group. Human
engineering, more than personnel or organizational psychology, integrates many dif-
ferent disciplines. These disciplines include cognitive science, ergonomics, exercise
physiology, and even anatomy. For that reason, we will touch only lightly on topics
that form the core of human engineering—work design and safety in the workplace.
Nevertheless, if human engineering interests you, there are many excellent texts in
the area (e.g., Salvendy, 2006; Wickens & Hollands, 2000; Wickens, Lee, Gordon, &
Liu, 2004).

In the past few pages, you have seen a number of examples of the capabilities
of the I-O psychologist. The most striking characteristic of the profession is that
research is actually used to address a concrete problem or issue. There is a clear con-
nection between research conducted using the tools of science and the practice of
I-O psychology. This emphasis on the application of scientific knowledge is known as
the scientist—practitioner model. This does not mean that every practicing I-O psy-
chologist must also be an active researcher or that every I-O psychologist who does
research must be an active practitioner. It simply means that science and practice
are both important parts of I-O psychology. As an example, real problems related to
medical accidents and mistakes in operating rooms lead to research on safety culture
in hospitals. Similarly, university-based research on team training is tested in hospital
environments. An excellent popular version of the scientist-practitioner model can

scientist—practitioner
model A model that

uses scientific tools and
research in the practice of
I-O psychology.



Chapter 1T What Is Industrial and Organizational Psychology?

be seen in the TV show CSI: Crime Scene Investigation. A badly decomposed body is
found and a team of forensic practitioners (i.e., the detectives) bring back samples
of clothing, skin, teeth, and so forth to the laboratory for analysis (by the scientists).
Sometimes they do their own analysis and sometimes they have more skilled col-
leagues do the analysis. But regardless of who actually does the analysis, it is done for
one reason—to find the murderer. I-O psychology is a bit less exciting than detective
work, but the underlying motivation is the same—to address a real issue or problem
in the workplace.

I-O Psychology’s Contributions to Society

I-O psychologists have become increasingly interested in building sustainable
and environmentally conscious organizations (Huffman, Watrous-Rodriguez,
Henning, & Berry, 2009). Several I-O psychologists have described efforts to lead
the way in helping organizations to be more sustainable (e.g., DuBois & DuBois,
2010; Jackson & Seo, 2010). Some of these efforts include organizational initia-
tives that were implemented for traditional business purposes (e.g., cost savings,
process efficiency) but can in turn yield environmental benefits, which are also
known as eco-benefits (Klein, Sanders, & Huffman, 2011). For example, organiza-
tional policies involving online testing and assessment (Chapter 3), telecommuting
(Chapter 9), and compressed workweeks (Chapter 9) have all been linked with
environmental sustainability. Klein and colleagues (2011) note that I-O psycholo-
gists can guide organizations in identifying and measuring their eco-benefits and
in promoting these benefits as another important outcome that can be considered
along with more traditional outcomes such as individual, team, and organizational
performance. The electronics company Panasonic (2011) announced major new
eco-sustainability goals (e.g., double the number of drop-off locations in its elec-
tronics recycling program from 800 to 1,600 sites, reduce greenhouse gas emissions
at its headquarters by half) that are likely to be adopted by other organizations. I-O
psychologists can help lead the way in documenting both intended and unintended
eco-benefits in organizations. Huffman and Klein (2013) edited a book entitled
Green organizations: Driving change with I-O psychology that provides a number of excel-
lent examples of interventions that encourage sustainable and socially responsible
behaviors.

I-O psychologists Deniz Ones and Stephan Dilchert (2012) have been study-
ing and measuring employee green behaviors, which are individual actions that
contribute to or detract from environmental sustainability goals at work. They
identified five dimensions of green behavior: conserving (e.g., finding new uses
for discarded or surplus items), avoiding harm (e.g., disposing of waste properly),
transforming (e.g., using innovations to reduce environmental impact), influencing
others (e.g., persuading others to use environmentally responsible products), and
taking initiative (e.g., behaving in environmentally responsible way even when it
is inconvenient). In a recent study on green behaviors, Norton and colleagues
(2017) collected survey data from employees across 10 workdays. They found
that the relationship between green behavioral intentions and next-day employee
green behavior (conserving water, recycling, avoiding waste, saving energy, and
using resources efficiently) was positive only when employees perceived that their
workplace was supportive of such green behaviors. The study of employee green
behaviors is a promising area that is likely to grow in interest among I-O psychology
researchers and practitioners.
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In one of the broadest and most ambitious extensions of I-O psychology, Stuart
Carr, a New Zealand I-O psychologist, has suggested ways in which I-O psychologists
can bring their expertise to bear on humanitarian issues (Carr, 2007). Along with
other I-O psychologists such as Lori Foster Thompson and Adrian Furnham, Carr
has been working to promote prosocial applications of psychology called humanitar-
ian work psychology: the application of I-O psychology to the humanitarian arena,
especially poverty reduction and the promotion of decent work, aligned with local
stakeholders’ needs, and in partnership with global aid/development groups (Carr,
2013; Carr, MacLachlan, & Furnham, 2012). Carr suggests that our expertise in areas
such as team building and training, stereotypes, organizational justice, and mental
models is exactly the type of knowledge and skill necessary for bringing together
the essential coalition of governments, aid organizations, and private industry. Carr
and colleagues have formed a global network of fellow I-O psychologists interested
in addressing the I-O contributions to reducing world poverty (search for “gohwp”
on the Web).

An example of another program that demonstrates I-O psychology’s contribu-
tions to society is Northeastern University’s Cultural Agility Leadership Lab, which
is directed by I-O psychologist Paula Caligiuri. This program has partnered with the
Peace Corps to connect corporate-sponsored international volunteers with nongov-
ernmental organizations (Boutelle, 2016). This partnership provides volunteers with
valuable international experiences while providing nongovernmental organizations
with much needed expertise from these volunteers (Caligiuri, Mencin, & Jiang,
2013). This program and the work by Carr demonstrate how I-O psychologists can
contribute to society and make a difference in some of the major global challenges
of the 21st century.

A related trend in I-O psychology is a focus on corporate social responsibility
(CSR), which is defined as organizational actions and policies that take into account
stakeholders’ expectations as well as economic, social, and environmental perfor-
mance (Aguinis & Glavas, 2012). CSR activities can include employee volunteering,
donating a portion of sales to a charity, donating a portion of profits to school prod-
ucts for needy children, and having a portion of proceeds from sales go to vitamins
and clean water for new mothers and their children. CSR activities can be good for
the company (in terms of enhanced reputation) and good for the community. I-O
psychology research will continue to investigate these CSR activities and how they
relate to a variety of employee and customer attitudes and behaviors (Bauman &
Skitka, 2012).

Evidence-Based I-O Psychology

I-O psychologists have become increasingly focused on making evidence-based
decisions in their work in organizations. Cascio and Aguinis (2018) have updated
their well-known Applied Psychology in Talent Management textbook with “Evidence-
Based Implications for Practice” in every chapter. Many of these evidence-based impli-
cations are based on empirical research conducted by I-O psychologists. This trend
can also be seen in the human resources (HR) field with Rousseau and Barends’
(2011) discussion about how to become an evidence-based HR practitioner. They
suggest that HR practitioners use a decision-making process that combines critical
thinking with use of the best available scientific evidence. I-O psychologists are well
positioned to develop and utilize evidence-based practices as they have adopted the
scientist—practitioner model to guide the field as well as to guide the training of I-O
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