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1. That this proposal be forwarded to the President for approval. 
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COVER PAGE AND SUMMARY SHEET

Campus:  University at Albany                                                 Date:  August 30, 2004
Proposed Program Title   Industrial & Organizational Psychology 
Proposed Degree/Certificate  Master’s of Arts  
HEGIS Classification and Number  __Industrial Psychology ___2008___________

Department(s) or Academic Unit(s) to Offer Program  Department of Psychology 
Proposed First Enrollment Date  September, 2005
Brief Summary of Proposal (250 words): 

The proposed master’s program in Industrial & Organization (I & O) Psychology is designed to serve students who want either pre-doctoral training or practitioner-oriented training.   The program will operate within the broader structure of the current doctoral program in I & O psychology but with a different emphasis, consistent with the notion that master's level students will typically be consumers of knowledge rather than producers of new knowledge.  

A minimum of 36 credits of approved coursework will be required for the master's degree.  Two tracks will be offered to students:  a thesis and non-thesis track. Students choosing the thesis option will write a master’s thesis that reports the results of a scholarly investigation of a phenomenon of importance to the field of I & O psychology.  This option is targeted at students who anticipate further training at the doctoral level.  Students in the non-thesis track will take internship credits or additional coursework instead of completing a thesis.  The non-thesis option is targeted at students seeking a career in applied or organizational settings. All students will be required to complete satisfactorily a written comprehensive examination covering the field of I & O psychology. The exam will cover topics and issues that are of substantive relevance to all I & O psychologists, irrespective of their individual interests. The competency areas for the exam will be drawn from guidelines for graduate education published by the Society of Industrial and Organizational Psychology (SIOP). 

	
	Year 

  I
	Year

  II 
	Year 

  III
	Year       IV
	Year 

  V

	Projected Number of Students (Headcount) 
	

	   Full-Time
	3
	6
	6
	6
	6

	   Part- Time
	0
	1-2
	1-2
	1-2
	1-2

	Projected Number of New Faculty *
	

	   Full-Time 
	0
	0
	0
	0
	0

	   Part-Time
	0
	0
	0
	0
	0

	Projected Number of New Support Staff
	

	   Full-Time
	0
	0
	0
	0
	0

	   Part-Time 
	0
	0
	0
	0
	0


* No new faculty lines have been authorized for the program so projections reflect what current faculty and resources can accommodate.  If new faculty lines are authorized within the first 5 years, projected headcount would increase.  See Tables 3 and 5 in the program description for estimates if new lines are authorized. 










[Continued]

NUMBER OF EXISTING FACULTY WHO WILL PARTICIPATE IN PROGRAM

IN YEAR 1

	
	Full-Time
	Part-Time
	Regular (Tenured)
	Regular (Untenured)

	Professor
	
	
	
	

	Associate Professor
	1
	
	1
	

	Assistant Professor
	2
	
	
	2

	Instructor
	
	
	
	


If program will lead to certification or licensure, please indicate field or specialty.  

 N/A

If special accreditation will be sought, please:  a) list accrediting bodies and b) indicate when you plan to seek accreditation. 


N/A

Please indicate location(s) and projected enrollment for any off-campus offering of this program.   


NONE

Will students be able to complete all requirements for the program at the off-campus site(s)?


N/A

IDENTIFY EXISTING PROGRAMS IN RELATED AND SUPPORTING DISCIPLINES

	
	STUDENTS
	FACULTY

	Program Title
	Full-Time
	Part-Time
	Full-Time
	Part-Time

	I & O psychology Ph.D. program
	12
	6
	3
	0

	Organizational Studies Ph.D.  (School of Business)
	8
	6
	14 

(affiliate members in multi-disciplinary program)
	0

	
	
	
	
	


GRADUATE ACADEMIC PROPOSAL:

MASTER’S PROGRAM IN INDUSTRIAL & ORGANIZATIONAL (I & O) PSYCHOLOGY

I. PROGRAM DESCRIPTION 

The purpose of the program is to provide professional and pre-doctoral training in the understanding and application of psychological principles in the workplace. This goal is consistent with University’s mission to develop professional programs that promote knowledge in the scientific community and benefit the local corporate community. A focused educational program is proposed that provides workforce training for professionals in New York and the country.  This program should help establish and strengthen relationships between the University and the local corporate community.  Graduates should have ample employment opportunities as specialists in large companies, consulting firms, government agencies, and research organizations. Graduates who complete a research thesis option will be qualified to enter doctoral programs in I & O psychology.

The master’s program will be contained within the broader structure of the Department’s doctoral program in I & O psychology. The Department of Psychology has offered a Ph.D. degree in I & O psychology since 1989.  Since then, 24 doctoral degrees have been granted and program applications and enrollment are consistently high.  The Department of Psychology does not currently offer any professional master’s programs, but students enrolled in any of the Department’s five doctoral programs (clinical, cognitive, biopsychology, I & O, and social/personality psychology) may choose to obtain a Master of Arts degree while in their doctoral program by meeting specific requirements (i.e., completing a master’s thesis and passing an oral exam).  Approximately half of the doctoral students in the I & O program have obtained a Master’s degree during the course of their study.  This proposal seeks to establish a program for students who seek a master’s as their professional or terminal degree. 

Rationale. There have been dramatic changes in the nature of the workplace over the past few decades.  Technological, social, political, and economic forces have produced dramatic changes in how goods and services are produced.  As a result of these changes, I & O psychology has become an important part of the business and corporate world. Many companies are looking to hire I & O psychologists to help their company adapt to dynamic work environments.  According to the Bureau of Labor Statistics, I & O psychology is likely to remain competitive for at least the next decade.  

Applications to and enrollment in graduate programs in I & O psychology have been steadily increasing over the past several years.  The latest comprehensive study of enrollment in master’s programs was conducted by the American Psychological Association (APA) in 1998.  That year, 5,765 students applied to master’s programs in I & O psychology, of which 1,627 were accepted.  More students applied to I & O programs than to all other types of master’s programs in psychology except clinical and counseling psychology.   The Department of Psychology at Albany routinely offers two sections of an undergraduate course in I & O psychology each semester (a total of approximately 250 seats) and they typically fill to capacity.  The I & O faculty receive about 20-30 applications from undergraduates for directed research each semester, of which 10-15 are accepted.  Thus, the interest in the field of I & O psychology is strong both nationally and internally. 

Curriculum.  The curriculum for the proposed master's program in I & O psychology follows the Society of Industrial and Organizational Psychology (SIOP) guidelines for master's level education.  It is a competency-based program, designed to provide students with the knowledge, skills, behavior, and capabilities necessary to function as a master’s level I-O practitioner or to continue with graduate studies at the doctoral level.  The basic competency areas defined by SIOP are: 

a.  Research methods and analysis skills.   Master-level I & O psychologists should have knowledge of the methods, procedures, and techniques useful in the conduct of empirical research in laboratory and field settings.  They should also have knowledge of the various descriptive and inferential statistical techniques that are used in the analysis of data generated by empirical research.  Also, we believe that master's-level students should be skilled in using major statistical software packages designed for social science research so they can perform appropriate analyses for applied research projects in work organizations. 

b.  Core Content Domains in I & O Psychology.  Master's-level training should emphasize the core competency areas identified by the SIOP.  These content areas include: 

· the ethical, legal, and professional contexts within which the master’s level I-O practitioner will operate.

· Measurement of individual differences

· Criterion theory and development

· Job and task analysis

· Employee selection and placement

· Performance appraisal and development

· Training: theory, program design, and evaluation

· Work motivation 

· Attitude theory

· Small group theory and process

· Organizational theory and development

c.  Fields of psychology.   I & O psychology draws heavily from work in other fields of psychology, in particular, with social psychology, psychometrics, motivation, cognitive psychology, and personality. Master’s level I-O practitioners should be familiar with the relevant perspectives and applications from these areas and hence should have courses in (a) acquired or learned bases of behavior (i.e., cognitive psychology, thinking, motivation, emotion), (b) social bases of behavior (social psychology), and (c) individual differences (personality theory, human development). 

These competency areas will be covered in the proposed program through a combination of formal course work (see below), supervised research, student-initiated research (Master's thesis), and supervised experience (e.g., internships, practica). 

Degree Requirements & Course Descriptions: 

36 hours of graduate credit including (a) 6 hours of statistical methods and research methodology, (b) 18 hours of core courses, (c) 6 hours of electives outside the I & O field, and (d) 6 hours of thesis, supervised internship or advanced coursework.  The course offerings and descriptions of currently approved coursework in each of these areas are listed below:  

Statistical Methods and Research Methodology (6 credits, required): 

Psy 510  Statistics and Experimental Methods I

Basic statistical concepts, applications of the concepts, and an introduction to experimental design in the behavioral sciences. Topics include probability theory, classical null hypothesis significance testing and alternatives, and correlation/regression methods. Introduction to statistical computing with the use of standard software. This is the first course in a two semester sequence along with Psy 511. Prerequisite: Psy 210 or an equivalent course and permission of instructor. 

Psy 511  Statistics and Experimental Methods II 

Advanced methods in regression and multiple regression. Analysis of variance techniques associated with experimental methods in the behavioral sciences, and general linear models. Analysis of categorical data and an introduction to non-parametric statistics. Statistical computing applications of these methods with standard software packages. 

Core Content Courses (18 credits, required)  

Psy 641 Survey of Organizational Psychology

Advanced survey of theory and research on the behavior of individuals and groups in organizations. Topics include organizational design, group processes and decision-making, organizational theory, and employee attitudes.

Psy 751  Work Motivation

Provides a knowledge of human motivation as it affects organizational processes. Emphasis on major theories of human motivation and the relation between motivational process and organizational variables. Other issues include job design, reward systems and social influences on motivation. 

Psy 752  Survey of Personnel Psychology

Advanced survey of theory, research, and applications in major topical areas of personnel psychology. Topics covered should include performance appraisal, personnel selection, training and development, uses and development of psychological tests, and human engineering.

Psy 753  Psychometric Theory and Research 

Major emphasis on classical and modern measurement theories and their applications. Includes psychological construct measurement, scale construction, and recent developments such as Item Response Theory.  

Psy 754 Training, Evaluation, and Development

Psychological principles and methods for planning and analysis of training performance in an organizational development framework. Needs assessment; computer assisted simulation, and behavior modification approaches to training; training and transfer effects; design and experimental evaluation of training techniques. 

Psy 781 Current topics and professional issues in I & O Psychology  [new course to be proposed]

Ethical and professional issues involved in the practice of industrial and organizational psychology. 

Advanced Electives 

Psy 613 Multivariate Analysis (3) 

An overview of multivariate statistical methods as they pertain to psychological research. Techniques discussed include multiple regression; multivariate analysis of variance; discriminant analysis; principal components; canonical correlation; factor analysis; cluster analysis. Prerequisites: Psy 510 and 511 or equivalents. 

Psy 644 Human Factors (3) 

Study of limitations and capabilities in human skilled behavior, including perceptual, motor and cognitive activities. Emphasis on interaction of human behavior and the task environment. 

Psy 668 Group Dynamics (3) 

Analysis and evaluation of concepts, hypotheses, techniques, and results of research in group dynamics. The study of the following group processes: communication, decision making, cooperation and competition, cohesion, social facilitation and inhibition, leadership and group roles. 

Psy 736 Research Methods in Psychology (3) 

Introductory, graduate-level treatment of a variety of research-related issues germane to psychology and closely related disciplines. The topics considered include the scientific method, elements of the research process, alternative strategies for operationalizing variables, sampling, psychometrics, experimental research, non-experimental research, research artifacts and non-traditional research. Prerequisite: Psy 510 or equivalent. 

Psy 780 Advanced Topics in I & O Psychology (3) 

Advanced research seminar in topic area in industrial-organizational psychology. 

Out of Area Electives (6 credits)  

Psy 603 Survey of Cognitive Psychology (3) 

The research literature and theoretical positions in the area. Provides preparation for advanced work. 

Psy 604 Survey of Development Psychology (3) 

The research literature and theoretical positions in the area. Provides preparation for advanced work. 

Psy 605 Social Psychology (3) 

The research literature and theoretical positions in the area. Provides preparation for advanced work.  

Admission Requirements.  Applicants will be required to submit (1) Graduate Record Examination (GRE) verbal and quantitative scores, (2) official transcripts of all undergraduate and graduate coursework, and (3) letters of recommendation.  Although an undergraduate degree in psychology is not required, applicants will be required to demonstrate satisfactory completion of 15 credit hours of psychology courses including a statistics and methodology course.  Priority for admission will go to full-time students. 

Impact on Other Programs

The Master’s program in I & O psychology is expected to have minimal impact on the Department’s undergraduate major in psychology.  Access to or time-to-graduate from existing undergraduate programs should not be affected by the new master’s program.  The master’s curriculum takes advantages of current graduate courses that are being offered on a regular basis by faculty in the Psychology Department and will have minimal effect on the  teaching load and course offerings of the I & O faculty. 

The proposed program should not have a major affect on existing graduate programs at the University.  It does not overlap with master’s programs in other disciplines or colleges within the University and thus will not be in direct competition with them for students.  It should not detract from enrollment in the doctoral program in I & O psychology because it will attract students with different professional interests.  The program may actually provide a new pool of highly qualified and well-trained students for the doctoral program if some of the best master’s students decide to pursue a doctoral degree. 

The student/faculty ratio will not be affected at the undergraduate level, although it will increase at the graduate level for faculty in I & O area and those teaching graduate courses that are part of the curriculum (e.g., statistics and methodology courses, out of area courses).  Currently, the ratio of graduate students (FTE) to full-time faculty in the I & O area is 4.5:1.  Currently, 3-4 doctoral students are admitted to the doctoral program each year.  If the master’s program is approved, the number of doctoral students will most likely drop to 2-3, which is in line with current funding capabilities for doctoral students.  Thus, after two years into the Master’s program, the ratio of total graduate students to faculty in the I & O area is expected to be approximately 6:1, and is expected to stabilize at this level.   

Course Offerings, First Three Years.  

The graduate courses to be taught in the first three years will follow the current structure for graduate courses in the Department.  Each semester there will be a mix of required core courses, I-O electives, and out-of-area electives.  The program is designed to allow students to finish the requirements for the Master or Arts degree in two years or less.  Most of the required courses will be taught each year; others will be offered every other year but staggered so that students have the opportunity to take all pertinent courses within a two year time frame. The first three year plan is as follows (courses marked with an asterisk are taught by I-O psychology faculty):  

First Year, Fall Semester 


First Year, Spring Semester

Psy 510 Stat. & Experimental Methods I
Psy 511 Stat. & Experimental Methods II

Psy 641 Organizational Psychology*
Psy 752  Personnel Psychology*

Psy 605  Social Psychology

Psy 751 Work Motivation*

Psy 603 Cognitive Psychology

Psy 644  Human Factors 

First Year, Summer

Field research or internship 

Second Year, Fall Semester

Second Year, Spring Semester

Psy 510 Stat. & Experimental Methods I
Psy 511 Stat. & Experimental Methods II

Psy 641 Organizational Psychology*
Psy 752  Personnel Psychology*

Psy 605  Social Psychology 

Psy 754 Training & Development*



Psy 603  Cognitive Psychology 

Psy 753 Psychometric theory*

Psy 736 Research Methods

Thesis (Psy 699)* or Internship/practicum (Psy 756)*

Psy 781 Current topics/Professional issues*
Psy 668 Group Dynamics (or other elective)  

Psy 613 Multivariate Statistics* 

Second Year, Summer

Field research or internship 

Third Year, Fall Semester


Third Year, Spring Semester

Psy 510 Stat. & Experimental Methods I
Psy 511 Stat. & Experimental Methods II

Psy 641 Organizational Psychology*
Psy 752 Personnel Psychology*

Psy 605  Social Psychology

Psy 751 Work Motivation*

Psy 603 Cognitive Psychology

Psy 780 Special Topics: Performance Appraisal  

Psy 736 Research Methods 

Student Advising, Supervision, and Evaluation 

Each student admitted to the program will be assigned a faculty advisor, who will help the student register for courses and develop a preliminary program of study.  After starting their first semester, students may choose to switch advisors.  Upon entry to the program and prior to the completion of 12 credit hours, students will develop in consultation with their advisor a plan of study that outlines the program track (thesis or non-thesis) and courses that will lead to completion of the program.  Students will consult with their advisors prior to each course registration period and receive advice on course selection, internship or field experiences, etc.  

The student’s advisor will be responsible for tracking his or her progress during the academic year.  At the end of each academic year, the I & O faculty will meet as a group to review and evaluate student progress and academic standing.  Faculty evaluations will be summarized in written feedback provided to the students by the Program Director.  Consistent with the University’s standards for satisfactory academic standing, students will be expected to maintain a 3.0 grade point average in all resident graduate courses.  

Students choosing the thesis track will follow University regulations for completion of the thesis. All students will have to pass a written comprehensive examination after finishing their core courses. The examination committee for this exam will be comprised of three full-time I & O faculty. 

Significant resources and support. 

The proposed program will be supported by the academic structure and physical resources that exist for the current graduate programs in the Department of Psychology.  Students will have access to faculty members’ research facilities and computer labs, as well as the University’s library holdings.  Those choosing the thesis track will benefit from programmatic lines of research established by faculty members and their doctoral students. Master’s-level research projects should be enriched by the Department’s ongoing research efforts.  Departmental graduate assistantships will not be allocated to students in the master’s program; however, students may be eligible for external fellowships. 

II.  FACULTY 

Currently, there are three full time faculty members who will implement the program.  Kevin Williams, Associate Professor and director of the Ph.D. program in I & O psychology, will serve as the Master’s program coordinator.  The faculty and their teaching responsibilities for the core courses in the program are: 

Sylvia Roch, Assistant Professor

Personnel Psychology (Psy 752)






Training & Development (Psy 754)

Linda Shanock, Assistant Professor

Organizational Psychology (Psy 641)






Group Dynamics (Psy 668)  


Kevin Williams, Associate Professor 
Work Motivation (Psy 751)







Psychometric Theory (Psy 753) 







Professional & Ethic Issues (Psy xx)

Vitae for the full-time faculty are in Appendix A.  Adjunct faculty in the Department of Psychology who will contribute to the program by teaching elective courses and mentoring students include Gary Yukl (Professor, Department of Management, University at Albany), Tom Taber (Professor, Department of Management, University at Albany), Wendy Becker (Assistant Professor, Department of Management, University at Albany), and Michael Kalsher (Associate Professor, Department of Cognitive Science, Rensselaer Polytechnic Institute).  

There are no immediate changes anticipated in the I & O faculty.  The College of Arts and Science administration has not authorized any new positions for the program, nor are any reductions anticipated.  Initial enrollment projections for the program are modest in order to ensure quality graduate education for both the doctoral and master’s programs.  If new faculty lines are authorized for the program, enrollment figures will increase. 

The I & O faculty do not have any current or pending external support. The faculty have applied for  external support in the past and have proposals in preparation. 

D.  Students 

Admission procedures.  Prospective students must submit a formal application for admission to the Office of Graduate Admissions.  This application must include official transcripts from all previous colleges, letters of reference, standardized test scores (GREs), and a statement of interest.  Applicants are expected to hold a bachelor’s degree a recognized college or University.  Although an undergraduate degree in psychology is not required, applicants must have undergraduate preparation in an area relevant to I & O psychology.  To receive strong consideration for admission, applicants should have a minimum of a 3.0 undergraduate grade point average.  Scores from both the GRE General Test and Advanced Subject Test in Psychology will be required.  To receive strong consideration, applicants should have a minimum score of 1000 on the combined test and 500 on the advanced test. 

Student body.   Table 4 presents the anticipated geographic origin and racial/ethnic characteristics of students in the proposed program.  The student body is likely to reflect the demographic make-up of the discipline and the University at Albany student population.  A survey conducted by the American Psychological Association revealed that 75% of first year, full-time master’s students in psychology programs in the U.S. were female.  In recent years, approximately 75% of the students in the I & O doctoral program at Albany have been female, and approximately 70% of the undergraduate majors in psychology are female.  Thus, the majority of students in the program are likely to be female.  About 80% of students in master’s programs in psychology in the U.S. are white; African-Americans, Hispanics, and Asians each comprise about 5-7% of full-time master’s programs.  These percentages are similar to those for the doctoral programs at the University of Albany.  Since a goal of the proposed program is to have a diverse, attempts will be made to recruit qualified minority students to the program.  

It is anticipated that the majority of students will be from New York State, and the upstate region in particular (See Table 4).  There are no other master’s programs in I & O psychology in upstate New York and given the high demand that exists for an I & O program, the proposed program should draw well from the upstate region.  Additionally, the program should draw well from other states, especially in the Northeast.  The directory of graduate programs in I & O published by the Society for Industrial and Organizational Psychology lists just six I & O master’s programs in the Northeastern U.S. None of these programs are large,  nor do they have doctoral programs to draw upon for advanced courses and research opportunities.  The fact that we have an established doctoral program will enrich the quality of a master’s program at Albany, and should increase our ability to recruit top-level students. 

Financial Support.  Departmental graduate assistantships will not be allocated to students in the master’s program.  However, students may be eligible for University fellowships and financial aid, as well as fellowships provided by external organizations and professional societies (e.g., American Psychological Association).  

E.  Facilities 

The proposed program will be served well by the existing University and Department facilities.  The University’s library holdings and acquisitions support the Department’s five doctoral programs and provide access to all the top-tier journals in I & O psychology.  The Library’s interlibrary loan policies have been upgraded and provide excellent access to articles and volumes that it does not possess.  The University library also provides students with off-campus access to databases and online journals. 

The Department has the physical facilities and equipment necessary for support of graduate study and research in I & O psychology.  The doctoral program in I-O psychology has a research facility that includes two research suites, configured for group or individual studies; microcomputers dedicated for graduate student research, with access to the Internet and the University’s network and server; statistical software packages for data analysis; multi-media presentation equipment; and video and audio recording equipment.  

Technical assistance for the computers and networks is provided to graduate programs by the College of Arts and Sciences.

Given current space constraints within the Department, students in the proposed program will not have dedicated office space.  Students may be accommodated by individual faculty members within their own allocated space, but it is not anticipated that students will have their own offices.  Study and/or meeting space will be available to students in the University libraries and Department conference rooms. 

The classrooms to be used for the proposed programs are the same ones used currently by the doctoral programs in Psychology.  The majority of courses will be taught in computer based teaching facilities – classrooms with multimedia presentation equipment and Internet connections and computer workstations. 

There are no projected capital expenditures for this program (see Table 6). 

F.  Costs and Resources

Faculty/Staff and Enrollment.  Table 3 presents the projected staff for the proposed program.  Currently, there are no new lines allocated for the program, so the existing full-time faculty in the I & O doctoral program will oversee the program at its conception.  Two scenarios for projected staff over the first five years of the program are presented in Table 3.  Scenario A assumes no growth in faculty size over the first five years of the program.  This scenario is associated with modest student enrollment projections (see Table 5).  Since the courses for the Master’s program are currently offered to doctoral students in the Department, new students can be accommodated in the classroom fairly easily.  However, to ensure quality advising, mentoring and thesis supervision, the number of students admitted to the master’s program would have to be relatively small.  Under this scenario, projected enrollment is seen as stabilizing around 6-8 students (6.5 – 7 FTE). 

Scenario B reflects enrollment growth that is anticipated if new faculty are hired as the program becomes established.  For illustrative purposes, Scenario B assumes a new hire in year 3 and year 5 of the program.  Under this scenario, projected enrollment will rise steadily during the five year projection period  and would likely continue to growth in subsequent years. 

Expenditures.   There are no capital facilities or capital expenditures anticipated for this program (Table 6).  Table 7 presents the projected expenditures for faculty, staff, facilities, and student support for the proposed program.  The costs to start this program should be negligible because no new faculty lines are needed to accommodate the modest enrollment projections and the Department of Psychology already offers the graduate courses that will be offered to the Master’s students.  Thus, for Scenario A projected expenditures are from existing resources.  For Scenario B, projected costs are associated with the addition of new faculty lines. Expenditures for all other categories are negligible. There are no projected expenditures for the proposed program in other Departments (see Table 8). 

Revenue.  Table 9 presents the projected revenue for the proposed program.  Tuition represents the major source of revenue for this program.  All of the revenue generated by this program will be from new sources rather than existing sources.  For these projections, tuition revenue was based on the Spring 2004 Tuition and Fee Chart for the University at Albany.  A tuition increase had just gone into effect for the 2003-2004 academic year and historical patterns suggest that tuition tends to remain stable for a few years after an increase.  Thus, for purposes of these projections, the 2004 tuition and fee figures were used for all five years in Table 9.  These projects were based on an estimate of 75% resident and 25% non-resident student enrollment. 

The revenue figures in Table 9 reflect tuition revenue for new graduate students only.  New hires may also have a positive impact on revenue generated through undergraduate FTE.  Also, If the program reaches the size projected in Scenario 2, it may be possible to generate additional revenue after year 5 through student placements in field projects and internships in companies.  Such possibilities are not considered in the revenue estimates in Table 9. 

Institution:  University at Albany                                      Date:  August 30, 2004

Program:     Industrial & Organizational Psychology        Degree:       M.A.               
TABLE 3

PROJECTED STAFF FOR THE PROPOSED PROGRAM 

I. Scenario A:  Stable Scenario (assuming current faculty size)  

	Faculty/Staff
	1st Year

2005-2006
	2nd Year

2006-2007
	3rd Year

2007-2008
	4th Year

2008-2009
	5th Year

2009-2010

	Faculty
01. Full-Time

02. Existing

03. New
	3

3

0
	3

3

0
	3

3

0
	3

3

0
	3

3

0

	Faculty

04. Part-Time

05. Existing

06. New 
	0

0

0
	0

0

0
	0

0

0
	0

0

0
	0

0

0

	Faculty

07. Full-Time Equivalents (FTE)

08. Existing FTE

08. New FTE
	3

3

0
	3

3

0
	3

3

0
	3

3

0
	3

3

0


II. Scenario B:  Growth Scenario  (new lines authorized) 

	Faculty/Staff
	1st Year

2005-2006
	2nd Year

2006-2007
	3rd Year

2007-2008
	4th Year

2008-2009
	5th Year

2009-2010

	Faculty
01. Full-Time

02. Existing

03. New
	3

3

0
	3

3

0
	4

3

1
	4

4

0
	5

4

1

	Faculty

04. Part-Time

05. Existing

06. New 
	0

0

0
	0

0

0
	0

0

0
	0

0

0
	0

0

0

	Faculty

07. Full-Time Equivalents (FTE)

08. Existing FTE

08. New FTE
	3

3

0
	3

3

0
	4

3

1
	4

3

1
	5

3

2






   Institution:  University at Albany    Date:    8/30/04
                                                   Program:     Industrial-Organizational Psychology
                                                   Degree:        M.A.

TABLE 4

STUDENT CHARACTERISTICS

A. Anticipated Geographic Origin of Students in the Proposed Program

      Indicate the percent from:                                                 Full-time        Part-time
      01.  County in which the program will be offered                25%                90%

02. Remainder of Regents Post-secondary Region

in which the program will be offered                            25%                10%

      03.   Remainder of New York State                                      25%                  0%

      04.   Other State                                                                     24%                  0%

      05.   Foreign                                                                             1%                  0%

                                                                                                 _________      _________

      06.  Total                                                                               100%                100%

B. Anticipated Racial/Ethnic Characteristics of Full-Time and Part-Time Students (Headcount) in the Proposed Program
                                                                                              Percent

07. Non-resident Alien  





< 1%

08. Black, Non-Hispanic





   7%

09. American Indian or Alaskan Native



  < 1%

010. Asian  or Pacific Islander




   5%

011. Hispanic






    7%

012.  White, Non-Hispanic                                                         ___80%______

013.   Total                                                                                   100%                                                               

Institution:  University at Albany                                      Date:  August 30, 2004
Program:     Industrial & Organizational Psychology        Degree:       M.A.               
TABLE 5

PROJECTED ENROLLMENT FOR THE PROPOSED PROGRAM 

	Enrollment
	1st Year

(2005-2006)
	2nd Year

(2006-2007)
	3rd Year

(2007-2008)
	4th Year

(2008-2009)
	5th Year

(2009-2010)

	Scenario A
01. Full-Time Students          

02. Part-Time Students

03. Total

04. Full-Time Equivalent (FTE)

05. Existing FTE

06. New FTE
	3

0

3

3

0

3
	6

1-2

7-8

6.5-7.0

0

6.5-7.0
	6

1-2

7-8

6.5-7.0

0

6.5-7.0
	6

1-2

7-8

6.5-7.0

0

6.5-7.0
	6

1-2

7-8

6.5-7.0
0

6.5-7.0

	Scenario B
07. Full-Time Students

08. Part-Time Students

09. Total

10. Full-Time Equivalent
	Enrollment Goals for Scenario B (see Table 3) 

	
	3

0

3

3


	6

1-2

7-8

6.5-7.0
	8

3-4

11-12

9.5-10.0
	8

3-4

11-12

9.5-10.0
	12-15

5-6

15-18

14.5-18.0


Note:  Scenario A assumes current faculty size (no growth); Scenario B assumes new lines authorized (See Table 3) 

Institution:  University at Albany                                      Date:  August 30, 2004

Program:     Industrial & Organizational Psychology        Degree:       M.A.               
TABLE 6

PROJECTED CAPITAL EXPENDITURES FOR THE PROPOSED PROGRAM 

	Expenditures
	1st Year

2005-2006
	2nd Year

2006-2007
	3rd Year

2007-2008
	4th Year

2008-2009
	5th Year

2009-2010

	01. Capital Facilities


	0
	0
	0
	0
	0

	02. Equipment (Capital Expenditures)
	0
	0
	0
	0


	0

	03. Total Capital Expenditures
	0
	0
	0
	0
	0


Institution:  University at Albany                                      Date:  August 30, 2004

Program:     Industrial & Organizational Psychology        Degree:       M.A.               
TABLE 7

PROJECTED EXPENDITURES FOR THE PROPOSED PROGRAM

I. Scenario A:  Stable Scenario (assuming current faculty size)  

	Expenditures
	1st Year

2005-2006
	2nd Year

2006-2007
	3rd Year

2007-2008
	4th Year

2008-2009
	5th Year

2009-2010

	 Faculty (incl. fringe)
01. From Existing Resources 

02. From New Resources

03. Total 
	$258,752

0

$258,752
	$265,834

0

$265,834
	$273,809

0

$273,809
	$277,217

0

$277,217
	$278,637

0

$278,637

	Administrative Staff

01. From Existing Resources 

02. From New Resources

03. Total
	0

0

0
	0

0

0
	0

0

0
	0

0

0
	0

0

0

	Clerical Staff

01. From Existing Resources 

02. From New Resources

03. Total
	0

0

0
	0

0

0
	0

0

0
	0

0

0
	0

0

0

	Student Support

01. From Existing Resources 

02. From New Resources

03. Total
	0

0

0
	0

0

0
	0

0

0
	0

0

0
	0

0

0

	Facilities 
01. From Existing Resources 

02. From New Resources

03. Total
	0

0

0
	0

0

0
	0

0

0
	0

0

0
	0

0

0











[continued]
TABLE 7

PROJECTED EXPENDITURES FOR THE PROPOSED PROGRAM (continued)

II. Scenario B:  Growth Scenario (assuming new hires)  

	Expenditures
	1st Year

2005-2006
	2nd Year

2006-2007
	3rd Year

2007-2008
	4th Year

2008-2009
	5th Year

2009-2010

	Faculty (incl. fringe)
01. From Existing Resources 

02. From New Resources

03. Total 
	$258,752

0

$258,752
	$265,834

0

$265,834
	$273,809

$78,095

$351,904
	$277,217

$79,230

$356,447
	$278,637

$79,230

$357,867

	Administrative Staff

01. From Existing Resources 

02. From New Resources

03. Total
	0

0

0
	0

0

0
	0

0

0
	0

0

0
	0

0

0

	Clerical Staff

01. From Existing Resources 

02. From New Resources

03. Total
	0

0

0
	0

0

0
	0

0

0
	0

0

0
	0

0

0

	Student Support

01. From Existing Resources 

02. From New Resources

03. Total
	0

0

0
	0

0

0
	0

0

0
	0

0

0
	0

0

0

	Facilities 
01. From Existing Resources 

02. From New Resources

03. Total
	0

0

0
	0

0

0
	0

0

0
	0

0

0
	0

0

0


Institution:  University at Albany                                      Date:  August 30, 2004

Program:     Industrial & Organizational Psychology        Degree:       M.A.               
TABLE 8

PROJECTED EXPENDITURES FOR THE PROPOSED PROGRAM

IN OTHER DEPARTMENTS  

	Expenditures
	1st Year

2005-2006
	2nd Year

2006-2007
	3rd Year

2007-2008
	4th Year

2008-2009
	5th Year

2009-2010

	Faculty 

  New Resources
	0

0
	0

0
	0

0
	0

0
	0

0

	Equipment 

  New Resources
	0

0
	0

0
	0

0
	0

0
	0

0

	Other 


	0
	0
	0
	0
	0

	Total (Other Departments)

  New Resources 
	0

0
	0

0
	0

0
	0

0
	0

0


Institution:  University at Albany                                      Date:  August 30, 2004

Program:     Industrial & Organizational Psychology        Degree:       M.A.               
TABLE 9

PROJECTED REVENUE RELATED TO THE PROPOSED PROGRAM

I. Scenario A:  Stable Scenario (assuming current faculty size)  

	Expenditures
	1st Year

2005-2006
	2nd Year

2006-2007
	3rd Year

2007-2008
	4th Year

2008-2009
	5th Year

2009-2010

	Tuition Revenue 

01. From Existing Resources 

02. From New Resources

03. Total 
	0

$13,635

$13,635
	0

$35,172

$35,172
	0

$35,172

$35,172
	0

$35,172

$35,172
	0

$35,172

$35,172

	State Revenue

01. From Existing Resources 

02. From New Resources

03. Total
	0

0

0
	0

0

0
	0

0

0
	0

0

0
	0

0

0

	Other Revenue

01. From Existing Resources 

02. From New Resources

03. Total
	0

0

0
	0

0

0
	0

0

0
	0

0

0
	0

0

0

	Grand Total 

01. From Existing Resources 

02. From New Resources

03. Total
	0

$13,635

$13,635
	0

$35,172

$35,172
	0

$35,172

$35,172
	0

$35,172

$35,172
	0

$35,172

$35,172











[continued]
TABLE 9

PROJECTED REVENUE RELATED TO THE PROPOSED PROGRAM (continued)

II. Scenario B:  Growth Scenario (assuming new hires)  

	Expenditures
	1st Year

2005-2006
	2nd Year

2006-2007
	3rd Year

2007-2008
	4th Year

2008-2009
	5th Year

2009-2010

	Tuition Revenue 

01. From Existing Resources 

02. From New Resources

03. Total 
	0

$13,635

$13,635
	0

$35,172

$35,172
	0

$47,013

$47,013
	0

$47,013

$47,013
	0

$80,391

$80,391

	State Revenue

01. From Existing Resources 

02. From New Resources

03. Total
	0

0

0
	0

0

0
	0

0

0
	0

0

0
	0

0

0

	Other Revenue

01. From Existing Resources 

02. From New Resources

03. Total
	0

0

0
	0

0

0
	0

0

0
	0

0

0
	0

0

0

	Grand Total 

01. From Existing Resources 

02. From New Resources

03. Total
	0

$13,635

$13,635
	0

$35,172

$35,172
	0

$47,013

$47,013
	0

$47,013

$47,013
	0

$80,391

$80,391


External Review -Evaluation Report

	Campus
	Albany

	Proposed Program

Title and Award
	Master of Arts Program in Industrial/Organizational Psychology

	Evaluators
	Dr. Paul Sackett, University of Minnesota

Dr. Kurt Kraiger, University of Tulsa

	Date of Evaluation
	May 5, 2005


I.        Program
1.
Assess program purpose, structure, and requirements as well as formal mechanisms for program administration and monitoring.
The purpose is to offer an applied terminal masters degree in Industrial and Organizational (I & O) Psychology, an area in which the department already has a well-established Ph.D. program. This is a model which exists at a number of schools (i.e., pairing a terminal masters with a Ph.D. in I & O Psychology). As the coursework for such masters programs is already in place (i.e., the courses are currently offered for the Ph.D. students), a terminal masters program can be added without imposing significant additional instructional requirements. The proposal calls for creating one new course on ethnical and professional issues,

The program structure and requirements are consistent with current models for graduate educations in I & O Psychology. The program has four components: a) a two-course statistics sequence, b) a 6-course set of required core course in I & O psychology, c) two elective courses in related areas of psychology (e.g., social or cognitive psychology) , and d) an option of either conducting thesis research, or pursuing additional elective coursework.

The program is not designed to incur additional administrative costs. The assumption is that the advising loads of faculty in the I & O area will increase as faculty take on the additional duties of advising and overseeing the masters students (see III-4 below).
The director of the I & 0 program would presumably add direction of this masters program to his/her oversight duties. As long as the masters program remains small, the additional administrative load is modest.

2.
Comment on the special focus of this program as it relates to the discipline. What are plans and expectations for continuing program development and self​-assessment?


1 & O psychology is a field that endorses the scientist/practitioner model. It is inherently an applied field, dealing with the study of people at work. At the doctoral level, the majority of Ph.D's take positions in applied settings as consultants or as in-house psychologists within an organization. About one-third take academic positions. Thus graduate training focuses on a sound grounding in topics of psychology applied to work settings, paired with research methodology and quantitative methods training to insure that even those who do not take careers as producers of original research are

well trained to interpret research findings and make informed decisions about applying research findings in practice. The proposed curriculum fits this model well.

3.
Assess the breadth and depth of coverage in terms of faculty availability and expertise, regular course offerings and directed study, and available support from related programs. What evidence is there of program flexibility and innovation?
The proposed curriculum is broad and deep, covering the range of I & O psychology in accordance with the Education and Training guidelines put forth by the Society for Industrial and Organizational Psychology. The course offerings cover the full range of the field, with appropriate coverage of supporting fields in statistics and research methodology and in other topical areas within psychology. The proposed courses are already offered by the current faculty. Re questions of flexibility and innovation: the program offers flexibility in elective choices and in the choice of a thesis vs. non​thesis option. As presented, the program does not claim an innovative or novel focus: it proposes systematic coverage of the major topics within the field of I & O psychology.

4.
Discuss the relationship of this program to undergraduate and other graduate programs (if any) of the institution. Consider interdisciplinary programs, service function, joint research projects; support programs, etc.

The program does not appear to conflict with existing programs. In some universities masters programs in I & O psychology compete with MBA programs which have a human resource management focus. We find that Albany's MBA program focuses on technology and on information systems, and thus we do not see conflict with the MBA program. The program does have a relationship with the Department of Management, as several well-recognized scholars in Management have adjunct appointments in psychology; course taught by these faculty are useful electives for students in the proposed masters program.

5.
What evidence is there of need and demand for the program locally, in the State, and in the field at large? What is the extent of occupational demand for graduates? What evidence is there that it will continue?

There is evidence that the field of I & O psychology is thriving. As the program proposal notes, the last American Psychological Association study of masters programs found large number of applicants (over 5000), with about l/4th accepted. That study was in 1998; there is evidence of continued growth. There are now roughly 100 masters programs in I & O psychology which are listed on the Society for I & O Psychology's (SIOP) web site. Each lists the date of first degree granted; a scan reveals many programs established since 2000. SIOP membership continues to grow rapidly. Attendance at the annual conference has grown from 700 to over 3500 over the last 20 years. The field is at essentially full employment.

Locally, there are no nearby competing programs The proposal documents the high local interest in the field among undergraduates (250 students per semester in an undergraduate elective course; 20-30 undergraduate students per year applying to participate in directed research with faculty). 

II.      Faculty

l.
What is the caliber of the faculty, individually and collectively, in regard to training, experience, research and publication, professional service, and recognition in the field?


The caliber of the faculty is excellent. There are three faculty members whose central identity is as 1 & O psychologists.  Our sense is that this is well above what is typical for a masters program; many have 1 or 2 I & O psychologists.
The senior faculty member, Kevin Williams (Ph.D., 1984), is a well-regarded scholar in the areas of goal setting and performance evaluation, who also contributes to the literature on a range of other topics. His appointment to the editorial boards of several of the very top journals in the field (Journal of Applied Psychology, Academy of Management Journal) attests to his recognition in the field. Sylvia Roch (Ph.D., 1997) is a regular contributor to the literature on the topics of performance ratings and organizational justice. Linda Rhoades Shanock (Ph.D., 2001) studies job attitudes and work motivation, and has a strong record of publication in the area of organizational support.

2.
What are the faculty members' primary areas of interest and expertise? How important to the field is the work being done? Discuss any critical gaps. 


Faculty interests are noted above. All are active researchers; all publish in appropriate and recognized outlets.

In its most basic form, the field splits into “I” topics and "O” topics, with  "I" focusing on actions taken and decisions made by the organization (i.e., selecting and training new organization members), and "O" focusing on the experience of organization members (e.g.. motivation. work attitudes. reactions to organizational policies and practices). In terms of teaching, Roch focuses on the "I" side. with courses in personnel selection and training. Williams and Shanock focus on the "O" side, with courses on topics such as work motivation and group dynamics. With 3 core faculty. a wide range of topics are covered. Other topics are covered by adjunct faculty. For example, Gary Yukl,  in the management department is one of world's leading scholars in the area of leadership.

3.   Assess the composition of faculty in terms of diversity (race, gender, seniority). 

The faculty vary in gender (2 female. l male) and experience (21, 8, and 4 years post Ph.D.).

4.
Evaluate faculty activity in generating funds for research, training, facilities, equipment, etc.

None of the faculty report current grant support. We note that this is not unusual in the field of l & O psychology as the field does not align closely with the  funding priorities of federal agencies. This is not a field where external funding is required in order to carry out a good research program.

5.  Assess the faculty in terms of size and qualification for the areas of specialization which are to be offered. Evaluate faculty workload,  taking into consideration responsibility for undergraduate and other graduate programs (if any). What are plans for future staffing?

Current faculty size and qualifications provide a good fit to the current Ph.D. program, and the program makes a sound case that a small masters program (i.e. about 6 FTC students) can be accommodated with no change in faculty resources. The proposal does offer a second option (“Scenario B”), in which the program grows to 15-18 FTE. That scenario is accompanied by a projection of additional faculty: we agree that a larger program would indeed require additional resources, as student advising. internship placement, and job placement become substantial activities.

We note that the Scenario B plan for additional staffing (p. 11 of the proposal) calls for one additional faculty member in year 3 and a second in year 5. The program expenditure proposal on p. 16, however, only budgets for one additional faculty member through year 5. Thus Scenario B offers roughly a "break-even" scenario if enrollment and tuition revenue rises to the projected 15-18 new FTEs and one new, faculty member is added. The addition of a second faculty member would result in expenditures that would not be covered by projected new tuition revenue.

Can a 15-18 FTE program can be undertaken with the additional of only one faculty member? Our sense is that this may be possible, but would advise careful review with the current faculty, as the current proposal is predicated on the assumption of two new faculty members. If a 15-18 student program is undertaken with only one new hire, it is likely that some type of course release for a faculty member will be needed to permit the time needed for administrative aspects of this larger program. such as internship placements.

6.
Discuss credentials and involvement of adjunct and support faculty

The Department of Management offers useful support for the program. Three faculty members in Management have adjunct appointments in psychology. Two of these are very well recognized scholars (Gary Yukl, Tom Taber); the third (Wendy Becker) is a relative new assistant professor. Courses offered in Management by these

individuals, and by others without a formal affiliation with Psychology. offer an important and rich resource for the I & O program.

III. Students
1.
Comment on the student clientele the program seeks to serve, and assess plans and projections for student recruitment and enrollment.

The proposal documents the high interest in the field of I & O psychology among Albany undergraduates. and also the large number of applicants to I & O masters programs nationally. As the proposal notes, there appears to be a large and growing employment market for individuals with an M.A. in I & O psychology. In the experience of one reviewer (who has worked such M.A. programs for over 20 years),

graduates with an M..A. in I & O psychology typically find relevant work that is satisfying both in terms of salary and opportunities to use skills and knowledge acquired in graduate school.

Regarding planned recruitment efforts, SUNY-Albany's undergraduates appear to be one potential source of applicants to the new program. The I & O faculty can select undergraduates who have demonstrated potential to be applied researchers.

The Society for Industrial and Organizational Psychology offers an exceptional web site, with information on graduate programs in the U.S. and worldwide. This has become the primary source of information for students interested in the field. and thus there is a ready mechanism for making information about a new masters program available to students seeking to pursue a masters in this field.

2.
What are the prospects that recruitment efforts and admissions criteria will supply a sufficient pool of highly qualified applicants and enrollees?

We believe the prospects for a pool of applicants are good. The lack of other nearby programs, despite high population density, makes it likely that the program will be attractive to students throughout the region.

When prospective students visit campus, it will be easy to use the presence of the Ph.D. program to market the M.A. program (e.g., having a doctoral program ensures that faculty are active in research leading to up-to-date classroom instruction and more research opportunities for M.A. students). In some ways, the presence of the M.A. program may also be used to market the doctoral program as applicants for the Ph.D. program may see greater opportunities for fieldwork or applied training in coursework as a result of the dual emphasis.

The admissions criteria are typical. for an M.A. program and should result in capable students who represent the department and university well upon graduation.

3.
Comment on provisions for encouraging participation of persons from underrepresented groups. Is there adequate attention to the needs of part-time, minority, or disadvantaged students?

Diversity in student recruitment is not addressed in the proposal. The proposal states a desire to admit students who are diverse with respect to race and gender. Most graduate programs in I & O share this value, although it is often difficult to achieve such diversity among applicants who are accepted. The reviewers have no reason to believe that the I & O faculty will not strive to encourage participation from persons among under-represented groups.

Several additional points are worth making. First, since standardized tests are used as criteria for both the doctoral and masters program at SUNY-Albany. and given evidence that some minority groups score lower on average then whites on such tests, it may prove to be the case that members of some protected groups will have an easier time getting into the M..A. program than the Ph.D. program. This holds the potential for diversifying the student population across programs. That is, if the department offers only a doctoral program, some minorities may not score well on enough on their GREs to exceed threshold for acceptance into the Ph.D. program.   However, if these minority applicants exceed the desired cut score for the M.A. program, they would still have an opportunity to attend graduate school at SUNY-Albany. Thus, having both a Ph.D. and an M.A. program should create more opportunities for some ethnic minorities.

Second, more minorities may apply to either program if either: a) the core 1 & O faculty includes one or more ethnic minorities: b) the graduate curriculum includes courses that promote multi-cultural perspectives (e.g. "Managing Workforce Diversity”).  Current I-O faculty and university administration are encouraged to
consider efforts such as these to create a climate maximally conducive to the recruitment of competent minority applicants.

Third, enrollee projections in the proposal include both full-time and part-time students. Accordingly, it appears that the current faculty intend to enroll part-time students in the M.A. program.

4.
Assess the system for monitoring students' progress and performance and for advising students regarding academic and career matters.

 Students in the program will be expected to complete a thorough comprehensive exam that assesses knowledge and skills in all core areas of the field of I & O psychology. There are not sufficient details in the proposal to evaluate specific plans for the comprehensive exam; however, the plan to offer such an exam is a good one. Such a capstone exam provides a formal opportunity for faculty to ensure that graduates of the M.A. program will adequately represent the university. In addition, by being clear about the content from the time students start the program, the I & O faculty can encourage broader learning by students. For example, if students understand that they may he tested on principles of organization development (OD), they will take it upon themselves to read up on the topic even if they do not take a formal course on OD. If SUNY-Albany has an instructional support system like Blackboard or WebCT, a perpetual course can be established online dedicated to comprehensive exams that provide study guides, key readings, practice data bases, etc.

Regular meetings are planned between students and faculty (after 12 semester hours and at the end of the first year). At the end of the year, students receive written feedback on their performance. This provides sufficient advising to the students. though represents something of a time burden to faculty. Again, students may be best served by communicating to them as early as possible the criteria on which they will receive feedback.

Regarding advising, the reviewers share a concern regarding the ratio of students to faculty in the program. Under the assumption of no new faculty, the proposal calls for additional 7 to 8 students admitted per year. Given the number of current full​time and part-time students in the Ph.D. program, there could be up to 34 students enrolled across programs under the advisement of only three faculty.

Note that the proposal indicates that when the new M.A. program begins, fewer Ph.D. applicants will be admitted. Nonetheless, the advisee-faculty ratio is still high. This concern may be offset somewhat by a thorough program handbook that describes procedures, enrollment information. etc. Alternatively, the department and college can support the I & O faculty by creating an additional position in the area.

5.
Discuss prospects for placement or job advancement.

Our experience is that masters programs have been successful in placing their graduates, commonly within the human resource function in various organizations, or with psychological consulting firms. As the proposal notes, the current economy (both nationally and regionally) would seem to support the development of another applied program training M.A.-level practitioners.

We do note that a new program will need to exert some time and energy in building awareness within the local and regional business community. Internships are commonly a first step to employment after graduation and faculty efforts to develop a network of internship placements also tend to pay off in terms of placement.

The number of graduates per year would seem to be not so large so as to flood regional job markets. At the present time, relatively few I & O practitioners seek licensure in order to practice. It is possible that at some point in the future, the field of I & O psychology may endorse licensure. Such an act could restrict file work activities of M.A.-level practitioners. However, any such changes are well in the future and should not affect current plans to offer M.A. training.

Placement may also refer to the extent to which graduates of the program enter competitive doctoral programs, as the program includes separate tracks for students seeking either pre-doctoral training or practitioner-oriented training. Only the former are encouraged to complete a thesis. By offering separate tracks and research opportunities, the program affords its students a tailored education that increases their chances of moving successfully to their next career level (compared to a "one-size fits all" program).
.

IV.  Resources
1.
What is the institution's commitment to the program as demonstrated by the operating budget, faculty salaries, and research support, the number of faculty lines  relative to student numbers and workload support for faculty by non-academic  personnel, student financial assistance, and funds provided for faculty professional development and activities, colloquia, visiting lecturers, etc. 


Institutional support for the program seems to be minimal. The proposal contains cost breakdowns with or without additional faculty lines. Presumably, the I & O faculty must first establish that there is a demand for the program before additional resources (i.e., new faculty) are added. However, there is an expectation that any new faculty will be "paid for" by additional students, meaning that the I & O faculty will always be faced with a higher workload than they now hold.

It is true that M.A. students require less time outside the classroom than doctoral students. So, it is tempting to conclude that the time cost of 14 to 15 additional students is simply more exams to grade and four or five feedback meetings twice a year. However, when some of these students enter the pre-doctoral track. they will be doing a thesis that may be as time-consuming as those done by doctoral students. Depending on the norms and standards that develop, these theses may be of somewhat lower quality than research by doctoral students, so that faculty are putting in the same amount of time but less likely to be rewarded with a co-authorship on a publication. In addition. for the fieldwork components of the program to succeed, faculty will need to spend time cultivating internship sites. meeting with site supervisors, and ensuring quality work experiences for the students. In sum, the program will create tremendous service demands on the existing faculty and it is disconcerting there this is as little institutional support as there is.

One strategy for rewarding the faculty for their extra work is to use some of the revenue to create a fund (e.g..,  $10,000) for faculty development. This fund could be

used to bring in outside speakers, fund travel, or provide buyouts for existing faculty on a rotating basis.

It is also noted that departmental graduate assistantships will not be awarded to M.A. students. It is reasonable that doctoral students remain the top priority for such awards. However, it is worth recognizing that many top-caliber M.A. applicants will receive such funding at other institutions. Accordingly, this strategy can have a negative impact on recruitment efforts. Alternative approaches are either l ) to make M.A. students eligible for assistantships but ranked below doctoral students; or 2) to identify and make available sources of funding on campus that are less attractive to doctoral students because they lack research and teaching responsibilities (e.g., administrative positions).

2.
Discuss the adequacy of physical resources and facilities e.g., library, computer, and laboratory facilities, internship sites, and other support services for the program, including use of resources outside the University.

It is somewhat difficult to evaluate fully the facilities without a campus visit. However, the proposal notes that the existing library, research, and instructional facilities will be sufficient for use by M.A. students. Since the department already has a doctoral program in I & O psychology presumably any facilities that are adequate for that purpose will be adequate for the M.A. program as well.

It is worth noting that there will be no dedicated office space for the M.A. students. This is not atypical for masters' programs, but will have consequences for the socialization of students and development of a healthy climate in the program. One aspect of an M.A. program that proves difficult for the faculty to manage is the climate. In contrast to doctoral programs where most students are there for approximately five years, students in M.A. programs are there for only two years, and are often working during their second year. There are fewer opportunities for students to observe and adopt the habits and attitudes of more advanced students. When these students lack their own space, the problem is exasperated. It is recommended that the department seek to find some common space that could be used as a lounge, even if it is not functional as working space.

V. Comments
1.
Summarize the major strengths and weaknesses of the program as proposed with particular attention to feasibility of implementation and appropriateness of objectives for the degree offered.

The primary strengths of the program as proposed are: 1) I & O psychology represents a career track with strong employment opportunities in the foreseeable future for M.A. graduates; 2) by offering both a doctoral and M.A. program, the I & O area can leverage the strengths of each in terms of providing unique educational experiences for students in the other program; 3) the M.A. program as proposed appears flexible and attentive to student development.

The primary weaknesses are: 1) the burden on faculty with respect to advising and program development: 2) the lack of funding (assistantships) for high caliber M.A. students; 3) the absence of dedicated office space for M.A. students.

While we are concerned about the workload for faculty, the program as proposed is feasible and should contribute to the graduate education programs at SUNY-Albany.

2.
In what ways will this program make a unique contribution to the field? In the case of doctoral programs, please address in particular the likelihood of the proposed program achieving national prominence.

There is no obvious unique contribution of the program as proposed. However, I & O concentrations with both doctoral and terminal M.A. programs are less common than Ph.D.-only or M.A.-only programs.

3.
Include any further observations important to the evaluation of this graduate program proposal and provide any recommendations for the proposed program. Although not discussed in the proposal, applicants to the department's Ph.D. program may constitute a valuable resource for identifying strong candidates for the M.A. program. It may be anticipated that there are doctoral applicants who are not quite strong enough for the Ph.D. program, or lack a sufficiently strong research emphasis. Such applicants may be rejected for the Ph.D. program, but encouraged to attend the M.A. program without completing a separate application.

Program’s Response to External Review

Proposed Program:  
Master of Arts Program in Industrial/Organizational Psychology 

(November 1, 2005)

The faculty in the Industrial and Organizational Psychology (I & O) program have read the evaluation report by Dr. Paul Sackett and Dr. Kurt Kraiger and have considered the implications of their comments for our program.  Before providing our response, we would like to thank Professors Sackett and Kraiger for their thoughtful and comprehensive review.  We are pleased with their evaluation and believe that they provide an excellent review of the program.  For the most part, their review confirms the strengths and weaknesses of the proposed program that were outlined in our Letter of Intent.  The major concerns raised by Professors Sackett and Kraiger were related to the size and staffing of the proposed program.  We will address these and other concerns and issues below.   Our response follows the structure of the external review. 

I.  Program 

The reviewers’ comments on the program’s purpose, structure, curriculum, and demand (comments I.1 – I.5) support the rationale for the program that is outlined in our Letter of Intent.  The reviewers concluded that (1) the proposed program is consistent with current models for graduate education in I & O psychology, (2) the proposed curriculum provides systematic coverage of the field of I & O, (3) there is ample need and demand for the program, and (4) the program does not conflict with existing programs on campus.  

The reviewers noted that “as long as the master’s program remains small, the additional administrative load is modest.”  Concerns about the size of the program are raised frequently by the reviewers and will be addressed in more detail below.    

II. Faculty 

The reviewers commented on the high caliber of the I & O faculty and its diverse research interests (comments II.1 – II.3).   They note (comment II.4) the lack of current grant support for the I & O area, but also note that this is not atypical of I & O programs because the field is not aligned closely with funding priorities of federal agencies.  It should be noted, however, that faculty have applied for grants with non-federal agencies in the past.  Also, Professors Roch and Shanock currently have a proposal under review at NSF. 

Comment II.5 raises a concern about staffing under the two scenarios outlined in our Letter of Intent.  At issue is the cost effectiveness of the hiring plan under Scenario B, which calls for two additional hires (one in year 3 and one in year 5 of the program) and 15-18 new FTEs by year 5.  The reviewers correctly point out that a second hire in year 5 may result in expenditures that would not be covered by projected tuition revenue.  New hires, however, would fit into the Department’s strategic hiring plan and contribute in a broader sense to the undergraduate and graduate programs in the Department.  For example, the new hires would be able to teach courses in research methodology that are currently taught by faculty associated with other graduate programs in the Department; these faculty would then be able to address other teaching needs within the Department.  In addition, new hires in I & O would contribute significantly to new initiatives proposed by the Department for undergraduate assessment and the departmental honors program. 

We agree with the reviewers that the viability of a 15-18 student program with only one additional faculty member is questionable.  After careful review, we feel that the program should be scaled back to 12-13 students if only one additional faculty member is hired.   

III. Students 

The reviewers confirm our projections for student recruitment and enrollment (Comments III.1 and III.2).  The proposed program is likely to attract a large number of qualified applicants and the presence of a Ph.D. program can be used to market the M.A. program.   We have been very successful in attracting qualified doctoral students by listing our program on the web site for the Society for Industrial and Organizational Psychology.  This is the primary source that prospective applicants use to identify graduate programs in I & O psychology.  We will use this site to market our M.A. program.   

The Letter of Intent did not elaborate on our recruitment strategies for encouraging participation of persons from underrepresented groups (Comment III.3).  To reach out to minority groups, we will send recruiting material to historically Black colleges and professional societies that represent the interests of ethnic minority groups (e.g., Association of Black Psychologists; National Association of Hispanic Psychologists).  As the reviewers indicate, the proposed master’s program holds the potential for increasing minority enrollment by creating opportunities for ethnic minorities who may not score well enough on standardized tests to gain admittance to doctoral programs.  Having both a Ph.D. and an M.A. program would allow ethnic minorities who perform well in the master’s program the opportunity to pursue a doctoral degree.  Thus, the proposed program may increase minority participation in the profession of I & O psychology. 

The reviewers make several good suggestions regarding methods for monitoring student progress and performance (Comment III. 4).  The University has the instructional support systems in place to adopt their suggestions for encouraging broader learning by students (e.g., “perpetual” on-line courses via WebCT).  The area director will be responsible for providing students with annual feedback regarding their progress toward their degree.  Also, steps will be taken to make sure the students know the criteria on which they will receive feedback.  We share the reviewers’ concern regarding the ratio of students to faculty in the program, especially if no lines are added.   Without new lines, a small program with 5-8 master’s students is possible, as outlined in our Letter of Intent; more resources would be needed if the program were to grow in size.  pindeed new hires are essential for the program to be viable.  

We recognize the time commitment needed to establish internships opportunities (Comment III. 5).  We have been working during the past few years on establishing internship placements.  This past year we placed 100% of our first and second-year doctoral students (equivalent to master’s level students) in applied internships with state and federal agencies or private companies).  We are making significant in-roads in the local community and this should help us develop a sound internship program for master’s students. 

IV. Resources

It was difficult for the external reviewers to evaluate the physical resources and facilities without a campus visit, but we are confident that the resources and facilities are adequate. The library, computer, and support services have been excellent for our doctoral program and will be able to accommodate the master’s program easily.  

V. Comments 

The reviewers’ summary comments capture the strengths and potential weaknesses of the program as proposed.  There is clearly a demand for the program and we feel that we can leverage the strength of our Ph.D. to “jump start” the M.A. program.  We also think that the M.A. program has the potential to help our doctoral program by providing a pool of highly qualified students. 
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Sylvia Gabriele Roch
Office Address

Dept. of Psychology

University at Albany

Albany, NY 12222

(518) 442-5962

roch@albany.edu

Employment

9/01 to present

Assistant Professor in the Psychology Department at the University at Albany, State University of New York

9/97 -- 5/01

Assistant Professor in the Institute of Psychology at the Illinois 




Institute of Technology.

9/96 – 5/97

Instructor in the Institute of Psychology at the Illinois Institute of Technology

Education
Texas A & M University

Ph.D. 

1997

Major:

Industrial/Organizational Psychology

Dissertation:
The Effect of Rater Motivation on the Accuracy of Performance Appraisal: 




An NPI Approach

Advisor:
David Woehr, Ph.D.





Texas A & M University
M.S. 

1994  

Major: 
Industrial/Organizational Psychology

Thesis: 
Social Value Orientation and Environmental Uncertainty in Resource                               Dilemmas

Advisor: 
Charles D. Samuelson, Ph.D. 


Rice University

B.A. 

1991  

Majors: 
Psychology, Policy Studies, and German

Publications

Roch, S. G., & Ayman, R. (In Press). An investigation of the effect of communication medium on the relationship between accuracy perceptions and decision accuracy. Group Dynamics.

Adams, S., Roch, S. G., & Ayman, R. (In Press). Communication medium and member familiarity:  Effects on time, accuracy, and satisfaction.  Group and Organizational Management.


Roch, S. G., & Ayman, R., Newhouse, N., & Harris, M.  (2005).  Effect of rater audience, identifiability, and conscientiousness on rating inflation. International Journal of Selection and Assessment, 13, 53-62.

Roch, S. G., & O’Sullivan, B. J. (2003).  Frame of reference rater training issues: 

Recall, time, and behavior observation training.  The International Journal of Training and Development, 7(2), 93-107.


Roch, S. G., Lane, J. A. S., Samuelson, C. D., Allison, S. T., Dent,  J.  L. (2000). Cognitive load and the equality heuristic:  A two stage model of resource overconsumption in small groups. Organizational Behavior and Human Decision Processes, 83(2), 185-212.

Roch, S. G. & Samuelson, C. D. (1997). Social value orientation and environmental uncertainty in resource dilemmas. Organizational Behavior and Human Decision Processes,  70(3), 221-235.

Woehr, D., & Roch, S. G. (1996). Context effects in performance evaluation: The impact of ratee gender and performance level. Organizational Behavior and Human Decision Processes, 66(1), 31-41.

Clause, C. S., Kaiser, R. B., & Roch, S. G. (1995). Using socialization literature to shed light on the first year transition. The Industrial/Organizational Psychologist, 33(2), 91-95.

Manuscripts Under Review


McNall, L. A. & Roch, S. G. Effects of electronic monitoring type on organizational justice and privacy.  Submitted to Journal of Applied Social Psychology.

Roch, S. G. An investigation of motivational factors influencing performance ratings: Rating audience and incentive.  Submitted to Managerial Psychology.

Roch, S. G. Performance evaluations conducted by rater teams:  Increasing behavioral and rating accuracy.  Submitted to Personnel Psychology

Roch, S. G., & Shanock, L. R. Clarifying interpersonal and interactional justice.  Submitted to Journal of Organizational Behavior.


Roch, S. G., & Zlatoper, K. Organizational justice issues: Job satisfaction, organizational commitment, and type of employment.  Submitted Human Resource Management Journal.

Working Papers

Nelson, S., Ayman, R., & Roch, S. G. The relationship of leader efficacy, gender, and leader emergence: The impact of communication medium.
Paquin, A. R., Sanchez-Ku, M. L., & Roch, S. G. An investigation of cross-cultural differences in the effective implementation of ProMES. 


Roch, S. G., & Zlatoper, K. Organizational justice issues: 

Job satisfaction, organizational commitment, and type of employment. 

Sternburgh, A., & Roch, S. G. Differences in fairness perceptions of performance appraisal formats.

Presentations  

McNall, L. A. & Roch, S. G. (2004, April).  Effects of electronic monitoring type on organizational justice and privacy.  Presented at the Society for Industrial and Organizational Psychology, Chicago, IL.

Roch, S. G. (2004, April). Group performance ratings: Investigating behavioral and rating accuracy.   Presented at the Society for Industrial and Organizational Psychology, Chicago, IL.
Roch, S. G., & Shanock, L. R. (2004, April). A new interactional justice measure: Clarifying interpersonal and interactional justice. Presented at the Society for Industrial and Organizational Psychology, Chicago, IL.
Roch, S. G., Ayman, R. A., & McNall, L. (2003, April).  Effect of rater audience, identifiability, and intrinsic motivation on ratings. Presented at the Society for Industrial and Organizational Psychology, Orlando, Florida.

Zlatoper, K., & Roch, S. G. (2003, April). Exploration of justice and shift: Satisfaction, commitment, and turnover intentions.  Presented at the Society for Industrial and Organizational Psychology, Orlando, Florida.

Nelson, S., Ayman, R., & Roch, S. G. (2002, August).  The relationship of leader efficacy, gender, and leader emergence:  The impact of communication medium.  Presented at the meeting of the American Psychological Association, Chicago, IL.

Roch, S. G. (2002, April).  Group performance appraisal: Increasing rating accuracy.  Presented at the Society for Industrial and Organizational Psychology, Toronto, Canada.
Adams, S J., Roch, S. G., & Ayman, R. (2002, April). Communication medium and member familiarity:  Effects on time and accuracy.  Presented at the Society for Industrial and Organizational Psychology, Toronto, Canada.


Roch, S. G. (2001, June).  The effect of social value orientation and type of previous group interaction on request size in a resource dilemma.   Presented at the 2001 Social Dilemma Conference, Chicago, IL.


Roch, S. G., Ayman, R., Newhouse, N., & Connor, M. (2001, April). Impact of rater audience, identifiability, and conscientiousness on rating level .  Presented at the Society for Industrial and Organizational Psychology, San Diego, CA.


Roch, S. G., & Zlatoper, K. (2001, April). An exploration of organizational justice’s impact on commitment and satisfaction.  Presented at the Society for Industrial and Organizational Psychology, San Diego, CA. 


Sternburgh, A., Roch, S. G. (2001, April). Differences in fairness perceptions of performance appraisal formats.   Presented at the Society for Industrial and Organizational Psychology, San Diego, CA.

O’Sullivan, B. J., & Roch, S. G. (1999, April). FOR and FOR/observational trainings’ effects on rating accuracy and recall.  Presented at the annual meeting of the Society for Industrial and Organizational Psychology, Atlanta, GA.

Roch, S. G. (1997, October). Careers and competencies of I/O Psychologists.  Invited presentation at the monthly meeting of the Chicago Industrial Organizational Psychologists, Chicago, IL.
Roch, S. G., & Woehr, D. J. (1997, August). The effect of rater motivation on the accuracy of performance appraisal:  An NPI approach.  Presented at the annual meeting of the American Psychological Association, Chicago, IL.


Roch, S. G., Lane, J., Allison, S., & Samuelson, C. D. (1996, April).  Effect of cognitive busyness on request size in a resource sharing task. Presented at the annual meeting of the Society for Industrial and Organizational Psychology, San Diego, CA.

Roch, S. G. (1996, January). Organizational communication exercise. Presented at the Eighteenth Annual National Institute on the Teaching of Psychology, St. Petersburg, Florida.

Roch, S. G. & Woehr, D. (1995, August). Context effects in performance evaluation: The impact of ratee gender and performance level. Presented at the annual meeting of the American Psychological Association, New York, NY.
Roch, S. G. & Samuelson, C. D. (1995, August). Social value orientation and environmental uncertainty in resource dilemmas.  Presented at the annual meeting of the American Psychological Association, New York, NY.

Roch, S. G., Lane, J., Miyashiro, B. A., Thomas, L., & Samuelson, C. D. (1995, July). Interactive effect of role schemas and justification on resource use decisions. Presented at the annual meeting of the American Psychological Society, New York, NY.

Miyashiro, B., Roch, S. G., & Samuelson, C. D. (1994, July). The relationship between descriptive and injunctive norms in a resource allocation task. Presented at the annual meeting of the American Psychological Society, Washington D.C.

Woehr, D., & Roch, S. G. (1994, April). The effect of frame-of-reference training on rating accuracy and behavioral recall. Presented at the annual meeting of the Society of Industrial and Organizational Psychology, Nashville, Tennessee.

Technical Reports 
Troy, Mark E., & Roch, S. G. (1996). A survey of graduate/professional students at Texas A&M. (Research Report No. 101) College Station, TX: Measurement and Research Services.

Maldegen, R., & Roch, S. (1995). Quality action team investigating instructor evaluations. College Station, TX: Food Safety Inspection Service (division of the United States Department of Agriculture).

Troy, Mark E., & Roch, S. G. (1995). Reported gains by graduating seniors, Spring 1995. (Data Summary #157) College Station, TX: Measurement and Research Services.

Troy, Mark E., & Roch, S. G. (1995). MSC programming committee survey results. College Station, TX: Measurement and Research Services.

Troy, Mark E., & Roch, S. G. (1995). A summary of student ratings of courses in the College of Liberal Arts. (Data Summary #151) College Station, TX: Measurement and Research Services.

Roch, S. & Gottesfeld, N. (1993). Training proposal for the position of Food Service Supervisor. College Station, TX: Food Services Center, Texas A & M University. 

Consulting Experience 

1999 – 2001

Assessment Center.  Served as a member of a three-person team that designed and implemented an assessment center for undergraduate students.

1999 – 2000

Assessment Center.  Served as an assessor in an assessment center evaluating employees and managers at C.N.A. Insurance.

1996


Assessment Center. Served as an assessor in an assessment center for first line supervisors for Food Safety Inspection Service (division of the United States Department of Agriculture). 

6/95 - 6/96

Survey Experience. In the context of an internship with Measurement and Research Services, implemented, analyzed, and reported various surveys conducted by the office.

10/94 - 5/95

Performance Appraisal Design Team.  Served as a member of a team consisting of two I/O consultants and four upper level managers in the Food Safety Inspection Service to design a performance appraisal feedback system for first line supervisors.

Research Interests 

Performance Appraisal: Areas of interest include rater motivation, accountability, team ratings, and format issues.  Current projects investigate the difference between team ratings of performance versus individual ratings, the influence of rater accountability on performance ratings, the role of the behavioral specificity of items on rater agreement, and the relationship between perceived rating accuracy and rating accuracy. 

Justice:   Areas of interest include the relationship between procedural, distributive, and interactive justice and various organizational outcomes. Current projects include two survey studies investigating justice and outcomes such as organizational commitment, job satisfaction, and performance. 

Group Decision Making:  Two areas of group decision-making are among my interests:

Social Dilemmas: Areas of interest include social value orientation, uncertainty, and cognitive processes when determining request size from a common pool of resources.  Current projects include an investigation of the relationship between social value orientation, type of group interaction, and requests from a common resource pool.

Computer Mediated Communication.  Areas of interest include the impact of computer mediated communication on group outcomes and process.  Current projects investigate normative and informational influence in computer mediated communication, the relationship between perceived decision accuracy and decision accuracy, and the role of member familiarity.

Advising: 

University at Albany

I am currently serving as an advisor for four students working on their 600 projects and one student working on his dissertation.  In addition, I am also serving as an advisor for an undergraduate honors thesis.

Illinois Institute of Technology

I have served as the advisor for the following students.  These include only students who have completed their master’s thesis.


O’Sullivan, B. J. (1998). The effects of frame-of-reference (FOR) training and a combined FOR and Observational training (FOR/OBS) Program on Rating and Observational Accuracy.  


Barr, M. (1999).  The Moderation Effect of Goal Orientation on Self-Efficacy.


Davis-Lenane, D.  (2000). An Examination of Selection Predictors of Decision-Making for Upper Level Managers


Newhouse, N. (2000). The Moderating Effects of Self-Monitoring and Affect on Accountability in Performance Appraisal


Sternburgh,  A.  (2000). The Effects of Rating Formats and Ethical Frameworks on Perceptions of Organizational Justice of a Performance Appraisal


Adams, S. J. (2001).  The Impact of Communication Medium and Member Familiarity on Decision Time, Satisfaction, and Decision Accuracy.

Teaching Experience  

University at Albany


  Graduate Courses 


Survey of Personnel Psychology 


Training and Development Seminar


Performance Appraisal Seminar


Group Dynamics Seminar

  Undergraduate Courses


Industrial and Organizational Psychology 

Illinois Institute of Technology

Graduate Courses


Decision Making Seminar


Social Basis of Behavior


Performance Appraisal Seminar

Undergraduate Courses


Industrial/Organizational Psychology


Social Psychology

Grants

Illinois Institute of Technology Research Grant # 2330

Amount:   
$10,000

PI:   

Roya Ayman, Sylvia Roch, and Matthew Bauer

Professional Memberships
American Psychological Association (1993-present)

Society for Industrial and Organizational Psychology (1993-present)

Society for Judgment and Decision Making (1998 - present)

Linda Rhoades Shanock

University at Albany, State University of New York ( Department of Psychology ( SS 360 ( Albany, NY 12222  ( Phone: 518-442-2590 ( E-mail: shanock@albany.edu

Education

Ph.D., Social Psychology, University of Delaware, August, 2001 

M.A., Human Behavior and Organizational Psychology, Kean University, May, 1995

B.S., Psychology, Virginia Polytechnic Institute and State University, June, 1991

Research Interests 

Job Attitudes 

Organizational Support Theory

According to organizational support theory, employees form general beliefs concerning how much the organization values their contributions and cares about their well-being (perceived organizational support). Employees, in turn, feel a sense of obligation to care about the organization and help it reach its objectives.  My findings indicate that organizational practices such as fairness, reward opportunities, and supervisory style affect support perceptions, and that support leads to enhanced employee commitment, performance, mood, and reduced turnover. I am also interested in cross-cultural influences on perceptions of support, individual differences as related to support perceptions, support as a buffer of work stress, and supervisor and coworker influences on perceived support.

Work  Motivation 

Psychological Flow and Intrinsic Motivation

Intrinsic motivation refers to enjoyment or interest in a task for its own sake. I study the effects of reward and other environmental influences on intrinsic motivation and related outcomes, and the role of personality and cross-cultural factors in these relationships. Related to intrinsic interest is the concept of flow (optimal experience). Csikszentmihalyi contends that performing a challenging task with a high level of skill produces a distinctive subjective experience called flow, which is supposed to be a highly enjoyable state. I am interested in researching predictors of the flow state, effects of distractions on whether people can experience flow, whether groups experience flow, and individual differences as related to flow.

Teaching Experience
University at Albany, State University of New York, Department of Psychology,  Albany, NY

 (9/02-present)

Assistant Professor
Courses Taught: 

Group Dynamics, Multivariate Analysis, Organizational Psychology, Industrial/Organizational Psychology

Research Project Committees Served:

Member - dissertation committee of Tae Young Han

Member – Master’s thesis committee of Roy Gunnarson

University of Delaware, Department of Psychology, Newark, DE (9/97-8/01)

Instructor 

Courses Taught: Industrial/Organizational Psychology, Undergraduate Statistics Lab

Teaching Assistant: 

Courses: General Psychology, Social Psychology, Applied Social Psychology, Undergraduate and Graduate Statistics, General Psychology research pool 

Linda Rhoades Shanock
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Publications 

Eisenberger, R., & Shanock, L. (2003). Rewards, intrinsic motivation, and creativity: A case study of conceptual and methodological isolation. Creativity Research Journal, 15, 121-130.

Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: A review of the literature. Journal of Applied Psychology, 87, 698-714.

Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I., & Rhoades, L. (2002). Perceived supervisor support: Contributions to perceived organizational support and employee retention. Journal of Applied Psychology, 87, 565-573. 

Rhoades, L., Eisenberger, R., and Armeli, S. (2001). Affective commitment to the organization: The contribution of perceived organizational support. Journal of Applied Psychology, 86, 825-836.

Eisenberger, R., & Rhoades, L. (2001). Incremental effects of reward on creativity. Journal of Personality and Social Psychology, 81, 728-741.

Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., & Rhoades, L.  (2001). Reciprocation of perceived organizational support. Journal of Applied Psychology, 86, 42-51.

Eisenberger, R., Rhoades, L., & Cameron, J. (1999).  Does pay for performance increase or decrease perceived self-determination and intrinsic motivation?  Journal of Personality and Social Psychology, 77, 1026-1040. 

Conference Papers
Shanock, L. (2004, April). When supervisors feel supported: Relationships with subordinates’ perceived supervisor support, affective commitment, and performance. Presented at the Society for Industrial and Organizational Psychology annual meeting, Chicago, IL.

Roch, S. G., & Shanock, L. (2004, April). A new interactional justice measure: Clarifying interpersonal and interactional justice. Presented at the Society for Industrial and Organizational Psychology annual meeting, Chicago, IL.

Jones, J., Eisenberger, R., Stinglhamber, F., Shanock, L., & Tenglund, A. (2004, April). High skill and challenge at work: Optimal experience for whom? Presented at the Society for Industrial and Organizational Psychology annual meeting, Chicago, IL.

Eisenberger, R., Shanock, L., & Aselage, J.  (2003, October). Positive effects of reward on creativity. Society for Experimental Social Psychology annual meeting, Boston, MA.

Eisenberger, R., & Shanock, L. (2003, May). Reward increases perceived self-determination, intrinsic task interest, and creativity. Association for Behavior Analysis annual meeting, San Francisco, CA.

Shanock, L. (2003, April). Perceived Organizational Support: Relationships with Psychological Contracts, Fairness, and Affectivity (Symposium Discussant). Society for Industrial and Organizational Psychology annual meeting, Orlando FL.
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Conference Papers, ctd.
Eisenberger, R., Stinglhamber, F., & Rhoades, L. (2002, April). Fairness and perceived organizational support: Contributions of collectivism and competitiveness. Society for Industrial and Organizational Psychology annual meeting, Toronto, Canada.

Eisenberger, R., & Rhoades, L. (2001, August). Incremental effects of reward on creativity. Academy of Management annual meeting, Washington, D.C.

Sucharski, I., Stinglhamber, F., Eisenberger, R., Vandenberghe, C., & Rhoades, L. (2001, August). Perceived supervisor support: Contributions to perceived organizational support and employee retention. Academy of Management annual meeting, Washington, D.C.

Rhoades, L., Eisenberger, R., and Armeli, S. (2000, August). Employee Commitment to the Organization: The Role of Perceived Organizational Support. Academy of Management annual meeting, Toronto, Canada.

Eisenberger, R., & Rhoades, L. (2000, May). Effects of reward on intrinsic motivation: Negative, neutral, and positive. Association for Behavior Analysis, Washington, D.C. 

Rhoades (1999, May).  Perceived Organizational Support: Commitment is a two-way street. (Symposium Discussant). Society for Industrial and Organizational Psychology annual meeting, Atlanta, GA.

Eisenberger, R., Armeli, S.,  Lynch, P. D., & Rhoades, L. (1999, May).  Perceived organizational support, felt obligation, and employee performance. Society for Industrial and Organizational Psychology annual meeting, Atlanta, GA.

Eisenberger, R., Rhoades, L., & Cameron, J. (1998, June). Pay for performance increases perceived self-determination, perceived competence, and task interest.  Invitational Conference on Personality and Social Behavior, Highland Beach, Florida. 
Grants/Awards
Shanock, L. (2004, Spring).The National Honor Society in Psychology, University at Albany Chapter, Excellence in Teaching Award, and Excellence in Student Advisement and Mentoring Award.

Shanock, L. (2004, April). When supervisors feel supported: Relationships with subordinates’ perceived supervisor support, affective commitment, and performance. Travel Award, College of Arts and Sciences, University at Albany.

Shanock, L. (2003, April). Perceived Organizational Support:  Relationships with Psychological 


            Contracts, Fairness, and Affectivity. Travel Award, College of Arts and Sciences, University at 

              Albany.

Eisenberger, R., & Rhoades, L. (2001, August). Incremental effects of reward on creativity. Awarded Best Paper in the Organizational Behavior Division, Academy of Management annual meeting, Washington, D.C.

Rhoades, L. (2000, November). Affective commitment to the organization: The contribution of perceived organizational support. Travel Award, University of Delaware.
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Grants/Awards, ctd.
Rhoades, L. (1998, June). Enhancing employee interest and performance with performance-based rewards. Project Development Award, University of Delaware.

Service

Service to the profession

Reviewer - Journal of Organizational Behavior, Special Issue on Employment Relationships (Fall 2002)

Reviewer - SIOP annual conference submissions (Fall 2003)

Judge, Upstate New York Junior Science in High School Humanities Symposium (February, 2004)

Reviewer – Organizational Behavior and Human Decision Processes (July, 2004)

Service to the university
Volunteer - University at Albany Presidential Scholar Days, Academic Fair Volunteer (Spring 2003)

Faculty Marshal - University at Albany Undergraduate Graduation Ceremony, (Spring 2003, Fall 2003, Spring 2004)

Volunteer - Freshman Parent Summer Orientation Volunteer (Summer 2003)

Friends of the Library Talk (Fall 2003)

Service to the psychology department

Member - Psychology Department Space Committee (Fall 2002-present)

Ad Hoc Member - Psychology Department Graduate Committee (Spring 2003-present)

Co-advisor, Psi Chi, the national honor society in psychology, (Fall, 2003 – present)

Professional Affiliations
American Psychological Association

Society for Industrial/Organizational Psychology

Academy of Management

CURRICULUM VITA
Kevin J. Williams
Office: 







Home:

  Department of Psychology





 19 Mountainwood Drive

  The University at Albany,





 Scotia, NY 12302

  State University of New York 


 


(518) 399‑5268

  1400 Washington Avenue

  Albany NY 12222  (518) 442‑4849

EDUCATION
   Ph.D. (Psychology)
 University of South Carolina (1984) 

   M.A.  (Psychology)  University of South Carolina (1982)

   B.A. ‑ State University of New York, Plattsburgh (1980)

ACADEMIC POSITIONS
1997 ‑ present 
Associate Professor 




Program Director, Industrial-Organizational Psychology PhD Program,



Department of Psychology, University at Albany SUNY

1992 - 1997
Associate Professor , Department of Psychology, University at Albany SUNY

1987 ‑ 1992  
Assistant Professor, Department of Psychology, University at Albany, SUNY

1984 ‑ 1987      
Assistant Professor, Department of Psychology,  Rensselaer Polytechnic Institute, 




Troy NY

RESEARCH INTERESTS

(1) human motivation and performance: self-regulatory processes that guide goal strivings and goal revision over time

(2) work-family interaction: psychological outcomes associated with balancing multiple roles,

(3) the psychology of blame: the social-cognitive processes that underlie the allocation of blame for accidents.   

(4) performance evaluation:  cognitive models of  performance appraisal.

TEACHING INTERESTS
Work Motivation & Organizational Behavior, Psychometric Theory, Research Methods and Statistics, Personnel/Human Resource Management, Group Dynamics, Sports Psychology 

PROFESSIONAL ACTIVITY

Editorial Boards:

  Journal of Applied Psychology (1994 ‑ 2002)

  Academy of Management Journal (1996 - 1999)

  Journal of Personality and Social Psychology (1991 ‑ 1993)

  Group and Organization Management (1993 ‑ 2003)

Ad Hoc Reviewer:

  Organizational Behavior and Human Decision Processes,  Group and Organizational Studies 

  Journal of Management,  Personnel Psychology,  Journal of Organizational Behavior 

Professional Committees:

  Society for Industrial and Organizational Psychology
     SIOP Conference Program Committee (1989 ‑1991, 1993-1994)

     Membership Committee (1992‑1994)

     APA Conference Program Committee (1993-1994)

     Director, 5K Fun Run (1994 - 2003) 
Academy of Management
     Executive Committee member, Human Resources Division  (1994-1997; 1998-2000)

     Co-Coordinator, Human Resources Division Doctoral Consortium (1995 - 1997) 

  Conference Program Committee, Human Resources Division (1989‑91)

PUBLICATIONS
JOURNAL ARTICLES & BOOK CHAPTERS

Williams, K.J., Kalsher, M.J., & Laughery, K.  (In Press).  Allocation of responsibilities for injuries.  In M. Wogalter (Ed.), Handbook of Warnings.  Hillsdale, NJ: Lawrence Erlbaum Associates. 

Kalsher, M.J., & Williams, K.J. (In Press).  Behavioral compliance:  Theory, methodology, and results.  In M. Wogalter (Ed.), Handbook of Warnings.  Hillsdale, NJ: Lawrence Erlbaum Associates. 

Paige-Smith, D., Laughery, K.R., Williams, K.J., & Kalsher, M.J. (In Press).  Jury decision making in civil litigation: Compensatory and punitive awards.  In M. Wogalter (Ed.), Handbook of Warnings.  Hillsdale, NJ: Lawrence Erlbaum Associates.

Vredenburgh, A.G., Longden, S., Williams, K.J., & Kalsher, M.J. (in press). Evaluating latex glove container warnings in a realistic setting.  International Journal of Industrial Ergonomics.
Donovan, J., & Williams, K.J. (2003).  Missing the mark: Effects of time and causal attributions on goal revision in response to goal-performance discrepancies.  Journal of Applied Psychology, 88,  379-390.

Fortunato, V. & Williams, K.J. (2002).  The moderating effects of dispositional affectivity on performance and task attitudes in a goal setting context.  Journal of Applied Social Psychology.  32, 2321-2353. 

Gonzales, P., Blanton, H., & Williams, K.J. (2002).  The effects of stereotype threat and double-minority status on the test performance of Latino women.  Personality and Social Psychology Bulletin, 28, 659-670. 

Slagle, J, Weinger, M.B., Dinh, M.T., Brumer, V.V., & Williams, K. (2002).  An Assessment of the intra- and inter-rater reliability of an established clinical task analysis methodology.  Anesthesiology. 96:1129-1139 


Hoff, T., Whitcomb, W., Williams, K., Nelson, J., and Cheesman, R. (2001).  Characteristics and work experiences of hospitalists in the United States.  Archives of Internal Medicine, 161, 851-858.

Williams, K.J., Donovan, J.J., & Dodge, T.L. (2000). Self-regulation of performance: Goal establishment and goal revision processes in athletes. Human Performance, 13, 159-180.

Weinger M.B., Schumann C.M., Macario A, Williams K.J., Kalsher M.J., Smith B, Troung P, Kim A (2000).  Quantitative description of the workload associated with airway management procedures. Journal Clinical Anesthesiology .

Stone, D. & Williams, K.J. (1997).  Implications of the American with Disabilities Act for Employee Selection.  Human Resource Management Review, 7, 203-231.  

Williams, K.J., & Alliger, G.M.  (1994). Role stressors, mood spillover, and perceptions of work‑family conflict in employed parents.  Academy of Management Journal, 37(4), 837-868. 

Racicot, B.M. & Williams, K.J. (1994).  Perceived invasiveness and fairness of drug testing procedures for current employees.  Journal of Applied Social Psychology. 

Alliger, G.M. & Williams, K.J. (1993).  Using signal‑contingent experience sampling methodology to study work in the field: A discussion and illustration examining task perceptions and mood.  Personnel Psychology, 46, 525‑549. 

Williams, K.J. (1992).   The analytic and intuitive frameworks for performance appraisal.  Human Resource Management Review, 2, 1‑8. 

Alliger, G.M., & Williams, K.J. (1992).  Relating the internal consistency of scales to rater response tendencies.  Educational and Psychological Measurement, 52, 337‑343.

Williams, K.J., & Lillibridge, J.R. (1992).  Perceived self‑competence and organizational behavior. In K. Kelley (Ed.), Issues, theory, and research in industrial/organizational psychology (pp. 155‑184).  Amsterdam: North Holland.

Lillibridge, J.R., & Williams, K.J. (1992). Another look at personality and managerial potential:  Application of the five‑factor model.  In K. Kelley (Ed.), Issues, theory, and research in industrial/organizational psychology (pp. 91‑115).  Amsterdam: North Holland.  

Williams, K.J., Suls, J., Alliger, G.M., Learner, S.M., & Wan, C.K. (1991). Multiple role juggling and daily mood states in working mothers: An experience sampling study.  Journal of Applied Psychology, 76(5), 664‑674.

Alliger, G.M., & Williams, K.J. (1991).  Affective congruence and the employment interview.  In Advances in information processing, (Vol. 4, pp. 31‑43).  Greenwich, CT: JAI Press.

Williams, K.J., & Williams, G.M. (1991). Applications of social psychology to school employee evaluation and appraisal.  In F.J. Medway & T.P. Cafferty (Eds.), School psychology: A social psychological perspective.  Hillsdale, NJ: Erlbaum.  

Williams, K.J., & Lillibridge, J.R. (1990).  The identification of managerial talent: A proactive view. In K.R. Murphy & F.E. Saal (Eds.), Psychology in organizations: Integrating science and practice (pp. 69‑94). Hillsdale, NJ: Erlbaum Associates.

Williams, K.J., Williams, G.M., & Ryer, J.A. (1990). The relation between performance feedback and job attitudes among school psychologists. School Psychology Review, 19, 550‑563. 

Williams, K.J., Cafferty, T.P., & DeNisi, A.S. (1990).  The effect of appraisal salience on recall and ratings.  Organizational Behavior and Human Decision Processes, 46, 217‑239.

Alliger, G.M., & Williams, K.J. (1989).  Confounding among measures of leniency and halo.  Educational and Psychological Measurement, 49, 1‑10.

Meglino, B.M., DeNisi, A.S., Youngblood, S.A., & Williams, K.J. (1988).  Effects of realistic job previews: A comparison using an enhancement and a reduction preview. Journal of Applied Psychology, 73, 259‑266.

DeNisi, A.S., & Williams, K.J. (1988). Cognitive approaches to performance appraisal.  In G.R. Ferris & K.M. Rowland (Eds.), Research in personnel and human resources    management (Vol. 6, pp. 109‑155).  Greenwich, CT: JAI Press.   (reprinted in: G.R. Ferris & K.M. Rowland (Eds.), Performance evaluation, goal setting, and feedback. Greenwich, CT: JAI.)

Williams, K.J., DeNisi, A.S., Meglino, B.M., & Cafferty, T.P. (1986). Initial decisions and subsequent performance ratings. Journal of Applied Psychology, 71, 189‑195.

Cafferty, T.P., DeNisi, A.S., & Williams, K.J. (1986).  Search and retrieval patterns for performance information:  Effects on evaluations of multiple targets. Journal of Personality and Social Psychology, 50, 676‑683.

Williams, K.J., DeNisi, A.S., Blencoe, A.G., & Cafferty, T.P. (1985). The role of appraisal purpose: Effects of purpose on information acquisition and utilization.  Organizational Behavior and Human Decision Processes, 35, 314‑329.

PROCEEDINGS PAPERS
Kalsher, M.J., Williams, K.J.,   (2003).  Separating the effects of quality of warning and information distribution practices:  a case of cascading responsibility.  Proceedings of the Human Factors and Ergonomic Society. 47  

Vredenburgh, A., Longden, S., Williams, K., & Kalshter, M. (2003).  Medical product labeling: The evaluation of latex glove warnings in a realistic setting.  Proceedings of the Human Factors and Ergonomics Society, 47, 1554-1557. 

Kalsher, M.J., Williams, K.J., & Denio, S. M. (2001).  Allocating blame for airbag deployment injuries: Separating manufacturers’ blame from personality responsibility.  Proceedings fo the Human Factors and Ergonomics Society, 45, 1458-1462. 

Williams, K.J., Kalsher, M. J., Maru, M., & Wogalter, M.S. (2000). Emphasizing non-obvious hazards using multi-frame pictorials and color on allocation of blame.  Proceedings of the Human Factors and Ergonomics Society.  

Kalsher, M.J., Gallo, J., Williams, K.J., & Wogalter, M.S. (2000).  High levels of behavioral compliance in a realistic product assembly task.  Proceedings of the Human Factors and Ergonomics Society. 

Vredenburgh, A.G., Weinger, M.B., Williams, K.J., Kalsher, M.J., Macario, A. (2000).  Developing a technique to measure anesthesiologists' real-time workload.  Proceedings of the Human Factors and Ergonomics Society.  

Kalsher, M.J., Wogalter, M.S., & Williams, K.J. (1999).  Allocation of responsibility for injuries from a “hidden” hazard.  Proceedings of the Human Factors and Ergonomics Society. 

Williams, K.J., Cafferty, T.P., & DeNisi, A.S. (1985). Appraisal Salience: I. The effect of performance objectives on the recall and rating of performance information. Proceedings of the 22nd Annual Meeting of the Southern Management Association, 121‑123.

Williams, K.J., Wickert, P., & Peters, R.D. (1985). Appraisal salience: II. Effects of instructions to subjectively organize information. Proceedings of the 22nd Annual Meeting of the Southern Management Association, 124‑126. 

Williams, K.J., Meglino, B.M., DeNisi, A.S., & Cafferty, T.P. (1984). The effects of initial appraisal decisions on subsequent performance ratings. Proceedings of the 21st Annual Meeting of the Southern Management Association, 1, 68‑70.

Williams, K.J., Blencoe, A.G., DeNisi, A.S., & Cafferty, T.P. (1983).  The effect of appraisal purpose and outcome on rater information search.  Proceedings of the 16th Annual Convention of the American Institute for Decision Sciences, 1, 

DeNisi, A.S., Cafferty, T.P.,  Williams, K.J., Blencoe, A.G., & Meglino, B.M. (1983).  Rater information acquisition strategies: Two preliminary experiments.  Proceedings of the 43rd Annual Convention of the Academy of Management, 169‑172.

DeNisi, A.S., Cafferty, T.P., Williams, K.J., Blencoe, A.G., & Meglino, B.M. (1983). Appraisal purpose and information utilization.  Proceedings of the 43rd Annual Convention of the Academy of Management, 306‑309.

DeNisi, A.S., Cafferty, T.P., Williams, K.J., Meglino, B.M., & Blencoe, A.G. (1982). Appraisal purpose and information utilization.  Proceedings of the 15th Annual Convention of the American Institute for Decision Sciences,  

REFEREED PAPERS & SYMPOSIA PRESENTED AT CONFERENCES:
Han, T.Y. & Williams, K.J. (2004).  A Triarchic Model of Performance:  Task, Contextual, and Adaptive Performance. Paper presented at the annual meeting of the Society for Industrial & Organizational Psychology, Chicago, IL.

So, W.Y., & Williams, K.J. (2004).  Mood and pooling of unshared information in group decision making.  Paper presented at the annual meeting of the Society for Industrial & Organizational Psychology, Chicago, IL.

Schneeberger, N. A. & Williams, K.J. (2003).  Why Women “Can’t” Do Math: The Role of Cognitive Load in Stereotype Threat Research.  Paper presented at the annual meeting of the Society for Industrial & Organizational Psychology, Orlando, FL. 

Robinson, G.R. & Williams, K.J. (2003).  Predicting expatriate success through social cognitive theory.  Paper presented at the annual meeting of the Society for Industrial & Organizational Psychology, Orlando, FL.

Han, T.Y. & Williams, K.J. (2003).  Multilevel Approach to Individual and Team Adaptive Performance.  Paper presented at the annual meeting of the Society for Industrial & Organizational Psychology, Orlando, FL.

Dodge, T. & Williams, K.J. (2002, April).  The influence of implicit theories on performance attributions and expectancies. Paper presented at the annual meeting of the Society for Industrial & Organizational Psychology, Toronto, Canada. 

Robinson, G.  & Williams, K.J. (2002, April).   Implicit theories of ability and performance appraisal processes.  Paper presented at the annual meeting of the Society for Industrial & Organizational Psychology, Toronto, Canada

Auerbach, M. & Williams, K.J. (2002, April).  An experience sampling study of the antecedents of vitality. Paper presented at the annual meeting of the Society for Industrial & Organizational Psychology, Toronto, Canada

Kierein, N. & Williams, K.J. (2002, April). Understanding negative attitudes toward affirmative action promotion decisions. Paper presented at the annual meeting of the Society for Industrial & Organizational Psychology, Toronto, Canada.

Cummings, K.M., & Williams, K.J. (2001).  Reactions to peer and supervisory appraisals in constrained and unconstrained situations.  Paper presented at the annual meeting of the Southeastern Psychological Association, Atlanta, GA.

Cummings, K.M., & Williams, K.J. (2001, February).  Attributions for performance and performance ratings: The influence of perspective.  Paper presented at the annual meeting of the American Association of Behvaioral and Social Sciences, Las Vegas, NV. 

Donovan, J.J., & Williams, K.J. (2000, April).  The impact of goal hierarchies, progress, and anticipated emotions on goal revision.  Paper to be presented at the annual meeting of the Society for Industrial and Organizational Psychology, New Orleans, LA.  

Radosevich, D.J., & Williams, K.J. (2000, April).  A longitudinal examination of self-regulatory processes in a multiple-goal environment. Paper to be presented at the annual meeting of the Society for Industrial and Organizational Psychology, New Orleans, LA.

Auerbach, M.A. & Williams, K.J. (2000, April).  The effect of work and family centrality on role boundary permeability. Paper to be presented at the annual meeting of the Society for Industrial and Organizational Psychology, New Orleans, LA.

Gunnarsson, R. & Williams, K.J. (2000, April).  Family life cycle and the job satisfaction-life satisfaction relationship. Paper to be presented at the annual meeting of the Society for Industrial and Organizational Psychology, New Orleans, LA.

Fortunato, V. & Williams, K.J. (1999, April).  Predictors of personal goal revision on a complex task. Paper to be presented at the annual meeting of the Society for Industrial and Organizational Psychology, Atlanta, GA.

Sterling, J. & Williams, K.J., (1999, April).  Newcomer socialization: The impact of goal orientation, self-efficacy, and desire for control on proactive behaviors. In D.A. Major (Chair), Current issues in organizational socialization research.  Symposium to be presented at the annual meeting of the Society for Industrial and Organizational Psychology, Atlanta, GA.

Donovan, J.J. & Williams, K.J. (1999, April).  Contexual, dispositional, and cognitive influences on goal revision.  Paper to be presented at the annual meeting of the Society for Industrial and Organizational Psychology, Atlanta, GA.

Williams, K.J., Donovan, J. J., & Dodge, T.L. (1997, May).  Personal goal revision in an achievement context.  In K.J. Williams (Chair), Reactions to goal-performance discrepancies:  Effects of personality and performance context.  Symposium presented at the annual meeting of the Society for Industrial and Organizational Psychology, St. Louis, MO. 

Donovan, J.  & Williams, K.J. (1996, August).  Dynamic self-regulation in recreational runners.  Paper presented at the annual meeting of the Academy of Mangement, Cincinatti, OH. 

Quade, J.G. & Williams, K.J. (1994, April). Mood and self-regulation:  The effect of affect on self-cognitions and performance.  In K.J. Williams (Chair), Affect, self-cognitions, and performance:  Are mood states and productivity related?  Symposium presented at the annual meeting of the Society for Industrial and Organizational Psychology, Nashville, TN.

Taber, T.D. & Williams, K.J. (1993, April).  A study of the beneficiaries of pro‑social behavior.  Paper presented at the annual meeting of the Society for Industrial and Organizational Psychology, San Francisco, CA. 

Williams, K.J. (1992, May).  Modeling the process used in the day‑to‑day management of work and family roles.  In M. S. Taylor and K. J. Williams (Chairs), Balancing work and nonwork roles: Factors that maximize payoffs and minimize conflict.  Symposium presented at the annual meeting of the Society for Industrial and Organizational Psychology, Montreal, Canada. 

Quade, J.G. & Williams, K.J. (1992, May).  The influence of mood on the encoding of performance information.  In K.J. Williams (Chair), Performance appraisal processes: Effects of rater stereotypes, expectations, and affect.  Symposium presented at the annual convention of the Society for Industrial and Organizational Psychology, Montreal, Canada.  

Paullay, I.M., Alliger, G.M., Stone, E.F., & Williams, K.J. (1992, May). Construct validation of job involvement and work centrality scales.  Paper presented at the annual convention of the Society for Industrial and Organizational Psychology, Montreal, Canada.

Williams, K.J. (1991, April).  Daily mood states in employed women:  Variation, antecedents, and consequences.  In J. Feldman (Chair), Affect as cause and consequence of behavior in organizations.  Symposium presented at the annual meeting of the Society for Industrial and Organizational Psychology, St. Louis, MO.

Alliger, G.M., & Williams, K.J. (1991, April).  Applications of experience sampling methodology to the study of work behavior.  In R.J. Klimoski (Chair), Advances in research methods and data analytic strategies.  Symposium presented at the annual meeting of the Society for Industrial and Organizational Psychology, St. Louis, MO.

Williams, K.J., & Alliger, G.M. (1989, August). Affect and the cognitively active rater: Examining the role of affect in performance decisions.  In R.L. Cardy (Chair), The theoretical and applied utility of cognitive personnel research.  Symposium presented at the annual meeting of the Academy of Management, Washington, D.C. 

DeNisi, A.S., Robbins, T., & Williams, K.J. (1989, April).  Retrieval vs. computational memory models: What we remember vs. what we use.  In The relationship between memory and judgment: Implications for performance appraisal.  Symposium presented at the annual meeting of the Society for Industrial and Organizational Psychology, Boston, MA.

Williams, K.J., Alliger, G.M., & Pulliam, R. (1988, April).  Rater affect and performance ratings: Evidence for the moderating effects of rater perceptions. Paper presented at the annual meeting of the Society for Industrial and Organizational Psychology, Dallas, TX.

Rosenbaum, A.C., & Williams, K.J. (1988, August).  Personality and situational variables affecting the cognitive appraisal of stress. Paper presented at the annual meeting of the American Psychological Association, Atlanta, GA.

Alliger, G.M., & Williams, K.J., (1988, June). Affective congruence and the employment interview. Paper presented at the 2nd annual conference on Decision Making and Information Processing, School of Management, SUNY Buffalo, Buffalo, NY.

Williams, K.J., & Keating, C.W. (1987, April). Affect and the processing of performance information.  In G.H. Dobbins (Chair), Affect in Human Resource Management: Implications for appraisals, promotions, and sanctions. Symposium presented at the annual meeting of the Society of Industrial and Organizational Psychology, Chicago, IL.

Williams, K.J. (1987, April). Cognitive research in I/O Psychology: Challenges for the future.  Symposium presented at annual meeting of the Society for Industrial and Organizational Psychology, Atlanta, GA.

Williams, K.J., (1986, August). Interpersonal affect in performance appraisal: Evidence for the asymmetry of positive and negative affect. Paper presented at the meeting of the Academy of Management, Chicago, IL.

Keating, C.W., & Williams, K.J. (1986, August). Affect and categorization: A replication and extension.  Paper presented at the meeting of the American Psychological Association, Washington, DC.

DeNisi, A.S., & Williams, K.J. (1986, April). The purpose of performance evaluation: A cognitive interpretation. In J. Cleveland (Chair), The role of purpose in the performance appraisal process. Symposium presented at the annual meeting of the Society of Industrial and Organizational Psychology, Chicago, IL.

DeNisi, A.S., Williams, K.J., Cafferty, T.P., & Meglino, B.M. (1985, August).  Cognitive processes and performance appraisals: The role of information acquisition and organization.  In R.L. Cardy (Chair), Information processing research in performance appraisal: A consideration of the approach, findings, and implications. Symposium presented at the meeting of the Academy of Management, San Diego, CA.

Williams, K.J., DeNisi, A.S., Cafferty, T.P., & Meglino, B.M. (1984, August).  Performance ratings as a function of information organization and appraisal purpose. Paper presented at the meeting of the American Psychological Association, Toronto, Ontario, Canada.

Cafferty, T.P., DeNisi, A.S., & Williams, K.J. (1984, August). The organization of behavioral information in memory. Paper presented at the meeting of the American Psychological Association, Toronto, Ontario, Canada.

Williams, K.J., DeNisi, A.S., Cafferty, T.P. (1983, August).  Schema‑based expectations: The role of attributions for maintenance and change. Paper presented at the meeting of the American Psychological Association, Anaheim, CA.

Laughlin, J.E., & Williams, K.J. (1983). Implementation of an adaptive forecasting model based on limited data and elicited predictive distributions. Paper presented at the meeting of the International Symposium of Forecasting, Philadelphia, PA.

Meglino, B.M., Williams, K.J., Mobley, W., & Youngblood, S.A. (1982, March). A longitudinal analysis of the effect of anxiety on turnover. Paper presented at the meeting of the Southeastern Psychological Association, New Orleans, LA.

DeNisi, A.S., Cafferty, T.P., Meglino, B.M., Williams, K.J., & Blencoe, A.G. (1982, July). Rater information search strategies: A proposed new approach to studying the appraisal process and some preliminary results. Paper presented at the meeting of the International Association of Applied Psychology, Edinburgh.

Cafferty, T.P., Meglino, B.M., DeNisi, A.S., Williams, K.J., & Blencoe, A.G. (1982, August). Search strategies and performance appraisal ratings.  In A.S. DeNisi (Chair), Cognitive approaches to the study of performance appraisal: Some empirical findings. Symposium presented at the meeting of the American Psychological Association, Washington, DC.

Conferences: Consortium, Discussant, Chair Roles
Discussant,  Longitudinal studies of work-family conflict, in S. Payne (Chair).  Symposium presented at the annual meeting of the Society for Industrial and Organizational Psychology, Chicago, IL (April, 2004). 

Discussant, Goal-Perception Discrepancy Production: Current Practical and Theoretical Issues, in J. Vancouver (Chair). Symposium presented at the annual meeting of the Society for Industrial and Organizational Psychology, Toronto, Canada. (April, 2002).

Discussant, in L.T. Eby (Chair), Examining work and family research through a methodological lens.  Symposium presented at the annual meeting of the Society for Industrial and Organizational Psychology, New Orleans, LA, April 2000.  

Panelist, in L. B. Hammer (Chair), Theory, or lack thereof, in work-family research.  Panel discussion presented at the annual meeting of the Society for Industrial and Organizational Psychology, Atlanta, GA, April, 1999.

Chair, Reactions to goal-performance discrepancies:  Effects of personality and performance context.  Symposium presented at the annual meeting of the Society for Industrial and Organizational Psychology, St. Louis, MO., April 1997.  

Panelist,  Human Resources Division doctoral consortium, Academy of Management, August, 1997. 

Chair, Affect, self-cognitions, and performance:  Are mood states and productivity related?  Symposium presented at the annual meeting of the Society for Industrial and Organizational Psychology, Nashville, TN, April 1994. .

Chair, The role of negative affectivity in I/O psychology research.  Symposium, Society for Industrial and Organizational Psychology, San Francisco, CA, May, 1993. 

Chair, Performance appraisal processes: Effects of rater stereotypes, expectations, and affect.  Symposium presented at the annual convention of the Society for Industrial and Organizational Psychology, Montreal, Canada, May 1992. 

Co‑Chair (with M. Susan Taylor), Balancing work and nonwork roles: Factors that maximize payoffs and minimize conflict.  Symposium to be presented at the annual meeting of the Society for Industrial and Organizational Psychology, Montreal, Canada, May 1992. 

Panelist/presenter,  Cognitive models of performance appraisal.  Doctoral Consortium, Personnel/Human Resources Division, Academy of Management, Chicago IL, August, 1986.

Discussant, paper sessions, annual meeting of the Academy of Management: Miami Beach, FL, August, 1991, and Las Vegas, NV, August, 1992. 

Discussant, paper sessions, Southern Academy of Management, Orlando, FL, 1985

Discussant and moderator, Intuitive vs. analytical approaches to performance appraisal, panel discussion and debate presented at the annual meeting of the Academy of Management, San Francisco, CA, August, 1990.

Chair, Cognitive research in I/O Psychology: Challenges for the future.  Symposium presented at the annual meeting of the Society for Industrial and Organizational Psychology, Atlanta, GA, 1987.

Technical Reports 

Meglino, B.M. DeNisi, A.S., Youngblood, S.A., Williams, K.J., Johnson, W.E., Randolph, W.A., & Laughlin, J.E. (1983). Formulation and analysis of counter attrition strategies in the U.S. Army.  Final report prepared for Army Research Institute (MDA 903‑79‑C‑0435), University of South Carolina.

FUNDED GRANTS (P.I.s)
Williams, K.J. (Principle Investigator), Psychological adjustment to multiple role occupancy.  Faculty Research Award Program, University at Albany, State University of New York, April 15, 1991 ‑ April 15, 1992.  ($3,500)

Williams, K.J. (Principle Investigator), The role of affect in interpersonal judgments.  Paul Beer Fund, School of Humanities and Social Sciences, Rensselaer Polytechnic Institute, January 1 ‑ December 31, 1985.  ($2,100).

OTHER GRANT ACTIVITY

Consultant, Non-Routine Events in Clinical Anesthesiology.  Veteran Administration Health Services, 2001-2004.  Matthew B. Weinger, Principal Investigator.  

CONSULTING EXPERIENCES 

Psychometric and statistical analysis services provided for various projects: 


Academy of Certified Archivists (national certification examination)


New York State, Office of Alcohol and Substance Abuse Services (licensing examination for alcohol and substance abuse counselors)


New York State, Department of Education and Professional Licensing (licensing examination for ophthalmic dispensing opticians and contact lens fitters)


NYS Ophthalmic Board of Examiners (job analysis and role delineation study; construction of licensing examination) 


Veterinary Hospital Managers Association (international certification examination)


Andersen Consulting Group (statistical analyses and reports related to personnel issues)

AWARDS, HONORS
Neidich Family Fellowship Award, Department of Psychology, University of South Carolina, 1983.

Sigma Xi Graduate Career Research Award for the Social and Behavioral Sciences, University of South Carolina, 1984.

Distinguished Paper Award, Southern Management Association, Southern Academy of Management Conference, 1984.

Best Paper Award, Conference on Decision Making and Information Processing, School of Management, State University of New York at Buffalo, 1987.

PROFESSIONAL SOCIETIES
American Psychological Association 

Society for Industrial and Organizational Psychology

ACADEMIC SERVICE AND COMMITTEES
University at Albany, State University of New York:

University Service:

   Faculty Mentor Program, (1988 ‑ 1995).

   Undergraduate Summer Orientation (1988 ‑ 1989)

   Summer Orientation Planning Conference (1994)

   Committee on Nominations and Elections (1997-1999)

College of Arts and Sciences Committees:

   College Academic Committee, 1988‑1991.

Middle States Acreditation Committee, 1999. 

Department of Psychology Committees:  

Director of Undergraduate Advising, 1994-present.

Assessment Committee, 1992-1994

   Executive Committee, 1990‑1991, 1998-1999

Graduate Admissions Committee, 1988‑89, 1990‑91, 1992‑93, 1997-1999

   Human Subjects Research Committee, 1987‑1994.

   Human Subject Pool Coordinator, 1987‑1992. 

   Search Committee, I/O position, 1988‑1989.

Chair Search Committe, I/O position, 1998-1999. 

   Social Functions Committee, 1987‑1999.

   Doctoral Dissertation Committees: Chair ‑ 12, Member ‑ 22.

   Master's Thesis Committees: Chair ‑ 4, Member ‑ 6.

Organizational Studies Ph.D. Program
   Assessment Committee, 1990‑1992

   Admission Committee, 1992‑1993, 1997-1998

   Ph.D. Qualifying Examination Committee, 1988‑1999

Head Coach, Men’s and Women’s Cross Country, 1994-2001; Assistant Cross Country and Track and Field Coach, 1988 – 1994

    New England Collegiate Conference Coach of the Year, 1997, 1998

    Collegiate Track Conference Coach of the Year, 1994, 1997


 27 All-Americans, 2 Individual NCAA (III) Champions

    3rd place NCAA National Championships, 1992, 1993


