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The purpose of this study was to replicate and expand upon the survey research by
Erffmeyer and Mendel (1990) on the perceived relevance of graduate training in
industrial-organizational (I-O) psychology at the terminal master’s level. A review of the
literature discussed core competencies, as well as the advantages of internship
experiences and thesis requirements. Results indicated that graduates view their training
as well targeted towards knowledge and skills they regard as useful at their internship,
first job, and current position. Results also indicated that graduates viewed their
internship experiences as highly beneficial and worthwhile experiences, regardless of
their supervisor. Results additionally indicated that graduates value the thesis requirement
significantly more than current students and view the knowledge, skills, and abilities
associated with completing a thesis as high in usefulness. Implications and limitations of
these findings are discussed, and directions for future research on master’s level I-O
training are discussed.
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Introduction
The purpose of this research is to replicate and expand upon the survey research
by Erffmeyer and Mendel (1990) on the perceived relevance of graduate training in
Industrial-Organizational (I-O) psychology at the terminal master’s level. A review of the
current literature regarding terminal master’s level training in I-O psychology follows
this introduction and is intended to provide an overview of the characteristics of a typical
I-O master’s program. Core competencies are discussed, as well as the advantages of
internship experiences and thesis requirements. The consistency of terminal master’s
programs relative to the Society for Industrial and Organizational Psychology (SIOP)
guidelines for master’s level training is assessed and the career experiences of current I-O
master’s level practitioners are explored. Following the literature review, the current
study is summarized and hypotheses are presented.
Review of Literature
I-O psychology could easily be described as a field that is still trying to establish
its identity and make its presence known in business and throughout society in general
(Bott, Stuhlmacher, & Powaser, 2006; Gasser et al. 1998; Shoenfelt, Stone, & Kottke,
2013). Many people are still unaware of what an I-O psychologist is trained to do and do
not know how to differentiate between psychologists who are health care providers and
those that work in other capacities (Thayer, 1988). As the field itself is still struggling for
recognition, it is not surprising that information on the training and education of I-O
psychologists has been lacking as well, particularly at the terminal master’s level. A
terminal master’s is different from a master’s degree received as part of the completion of
a doctoral program. For the sake of this literature review, a terminal master’s program
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refers to a graduate school program lasting one to three years that is intended to provide
students with the knowledge necessary to enter the workforce upon its completion (Lowe,
1993). Lowe estimated that there were at least 55 terminal master’s programs as of 1993,
which was a threefold increase from the previous decade. Currently, there are over 130
master’s programs listed on the SIOP website (http://www.siop.org/gtp/GtpLookup.asp).
Despite the growing number of master’s level I-O programs, until recently little research
existed on the content, structure, and relevance of their training. There likely are several
contributing factors to this lack of research, including the American Psychological
Association’s (APA) requirement of a doctoral degree to become a licensed psychologist
and the lack of APA guidelines for I-O master’s programs (APA, 1978). Similarly, the
SIOP requires a doctoral degree for full membership. Thus, even the organization that
guides the field has somewhat segregated a large number of people working in the
discipline. However, with the increase of professionals entering the workforce with I-O
master’s degrees, more attention has been given to studying these programs. More
knowledge of the content of these programs could be very beneficial in standardizing the
training received and further legitimizing the degree. Information on the makeup of other
programs could help program leaders to better develop the training offered in their
programs. Furthermore, information on the types of positions in which master’s level I-O
graduates are working would allow program leaders to better prepare their students for
career options available after graduation.
The relevant literature on master’s level training in I-O psychology will be
discussed and an overview of the characteristics of these programs will be provided. The
nature of the training provided as well as the core competencies generally covered also
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will be discussed. Additionally, the value of internship experiences and thesis
requirements is considered. Finally, the consistency of terminal master’s programs with
SIOP’s guidelines will be examined and the relevance of the training received to the jobs
master’s level I-O graduates are procuring is evaluated.
Characteristics. As researchers have begun to pay more attention to master’s
level I-O training, a picture of the typical terminal master’s program has emerged. As
previously mentioned, a terminal master’s program in psychology takes approximately
two academic years to complete. Lowe (1993) pulled information from several resources
and found that a typical I-O master’s program is housed in a psychology department and
enrolls between 12 and 16 new students per year. The majority of these students are fulltime, with varying numbers of part-time students depending on the program. Lowe
pointed out that, in this way, master’s level I-O programs commonly differ from doctoral
programs, which usually admit fewer students, nearly all of which are full-time. Doctoral
students also are more likely to receive financial aid, while master’s level students are
more likely to be employed either full-time or part-time while in the program. Doctoral
and master’s level programs do however have similar student/teacher ratios according to
Lowe, with about four students per faculty member.
According to Rivers (as cited in Lowe, 1993), many of the earliest master’s
programs were founded in the 1970’s or 80’s and normally require courses that focus on
I-O content, statistics, and research design. It should be noted that the relatively short
history of terminal I-O master’s programs likely has also contributed to the lack of
research on the topic. Koppes (1991) found that the majority of programs try to offer an
equal number of courses in both personnel and organizational psychology. Students may
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be required to take courses in both areas; however, some programs allow their students to
specialize in either industrial or organizational psychology. Koppes also noted that
programs vary in the amount of importance placed on covering the core principles of
general psychology, stating that some programs may require completion of courses such
as individual differences or offer them as electives. Conversely, Lowe found that nearly
half the programs she collected information on did not place any emphasis on covering
the core of psychology and instead had curriculum more focused on technical training in
I-O. She reasoned that programs vary their coverage of the core of psychology and
technical I-O training because there is a limit to what can be covered in a two-year
program. There are very few undergraduate institutions offering industrial/organizational
psychology as a major; so, it stands to reason that students entering master’s level
programs are more familiar with the core principles of psychology than they are the
technical skills required to be an I-O psychologist. If students are expected to be able to
enter the workforce upon completion of the terminal master’s degree without continuing
their education at the doctoral level, then it is understandable that many programs may
feel the need to offer more technical training. The Guidelines for Education and Training
at the Master’s Level in Industrial/Organizational Psychology (SIOP, 1994), proposed by
the Master’s Education subcommittee of the SIOP Education and Training committee,
even stated that core psychological competencies may be learned at the undergraduate
level, further supporting many program’s decision to offer more technical skills training.
Lowe contended that, if there are in fact two models of master’s level training in I-O
(core of psychology focused or technically focused), then this information should be
made well known to program applicants since it may have a profound impact on their
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training and future abilities. She believed that those who graduate from programs with a
technical skills focus may be more technically skilled upon entering the workforce but
less capable of dealing with the actual human behavior in a real world setting and less
likely to identify professionally with psychology. The link to psychology is what
differentiates I-O psychologists from other business management and human resources
practitioners, and diminishing this component of the training may make it more difficult
for master’s level I-O programs to be recognized as a distinct form of training.
Master’s Thesis. Completing a master’s thesis and developing the skills needed
to oversee, design, conduct, and finish an entire research project also serve to distinguish
“the master’s level I-O psychologist as a behavioral scientist in the scientist/practitioner
tradition from a human resources practitioner who is likely to hold a bachelor’s or
master’s degree in business administration, with little or no substantive research
training,” as explained by Bray (as cited in Shultz & Kottke, 1996, p. 166). SIOP (1994)
agrees with this emphasis on research training. The Guidelines for Education and
Training at the Master’s Level in Industrial/Organizational Psychology list data
collection and analysis skills as essential competencies, specifically research methods and
statistical methods/data analysis skills. This substantial commitment to establishing I-O
psychology as a scientifically based field makes the findings of Erffmeyer and Mendel’s
(1990) survey of master’s level I-O graduates all the more surprising.
The graduate respondents in the Erffmeyer and Mendel (1990) study gave the
thesis a comparatively low usefulness ranking (9th most useful out of 13 total courses) at
both their first full-time job and current full-time job. These findings are particularly
disconcerting given that the thesis is likely the most difficult component of the program
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for students to complete and may even prevent some students from graduating, as noted
by the authors. On the other hand, because there is no licensure requirement to practice IO psychology, one could argue that a required thesis serves as a barrier, preventing less
capable students from entering the field and thus raising the bar of master’s level training.
Nevertheless, a thesis requirement does have other disadvantages. It reduces the total
number of students that can be admitted into the program, requires a considerable amount
of work from both students and supervising faculty, and there can be monetary costs
associated with doing quality research (Shultz & Kottke, 1996). However, despite the
numerous drawbacks of requiring a thesis, both Shultz and Kottke, and Erffmeyer and
Mendel posited that the thesis satisfies an important “pedagogical purpose” and that
future research should seek to identify this purpose. Still, students and graduates may not
realize the pedagogical purposes for the thesis and may see it only as a necessary hurdle
to complete the degree.
Shultz and Kottke (1996) stated that the master’s thesis can develop skills in
competencies that will be needed by graduates seeking employment, such as organizing,
problem solving, critical thinking skills, oral and written communication skills,
interpersonal and organizational survival skills, and the ability to evaluate previous
research literature. The authors asked 21 master’s level I-O graduate students to rank
which of the competencies (excluding critical thinking and ability to evaluate previous
research) they thought they would develop by completing a thesis. The development of
organizing skills, written communication skills, and problem-solving skills was apparent
to nearly all the students, but the organizing, organizational, and interpersonal skills
developed through scheduling meetings and coordinating with advising faculty were not
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observed as consistently. These findings support the conclusions of Erffmeyer and
Mendel as well as their recommendation that future research focus on increasing the
perceived relevance of the thesis requirement. Coincidently, another common component
of many master’s level I-O programs (Lowe, 1993) may help students to see the
relevance of completing a thesis. In a survey study of internship sponsors, McCulloch
(1995) found that organizations sponsoring internships usually pursued applicants who
displayed basic research skills in statistics, research design, and computer applications.
Internship Experience. The internship experience allows students the unique
opportunity to apply their academic knowledge to real-world problems faced in
organizations. Interns gain invaluable experience navigating the realities of working in an
organizational setting and must learn to deal with complicated problems and
organizational agendas, find solutions that are both theoretically sound and practical, and
produce quality work despite time constraints (McCulloch, 1995). Erffmeyer and
Mendel (1990) found that students who participated in internships viewed them as very
beneficial and valuable experiences.
Shoenfelt, Kottke, and Stone (2012) surveyed organizational hosts and interns and
made recommendations for locating internship sites and ensuring mutually beneficial
internship experiences. The authors stated that it is essential for members of the host
organization to have an understanding of I-O psychology in order to properly utilize their
intern. The authors also placed an important emphasis on the framing of the internship
and asserted that for master’s students and employers to benefit from the experience,
considerable supervision, structure, and monitoring are required. It is recommended that
the intern and site supervisor have an early meeting to detail the expectations of the
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internship and that the projects assigned are appropriate for the competencies and
capabilities of the intern. Additionally, the authors recommended that the faculty
supervisor communicates with the student and site supervisor to help mediate the
relationship and address any concerns either party might have.
Hays-Thomas and Kass (2003) surveyed graduates who had participated in
internships and found that requiring presentations following completion of an internship
increases the internship’s benefit. Having to discuss the activities completed during the
internship and answer questions about the work performed helped to prepare students for
the job interviews that will follow graduation. The authors also posited that internship
presentations benefit those who have not yet completed an internship by providing them
with potential internship contacts, as well as an idea of what types of internships and
career paths are available, what the internship experience is like, and how to secure an
internship of their own. Participation in an internship also will likely help alleviate early
career difficulties faced by master’s level graduates and improve their likelihood of future
success. In a survey of 53 graduates of I-O psychology master’s level programs, Cable
(2013) found that the most frequently cited career difficulty was “career establishment
and gaining entry to the first job/position.” By participating in the internship experience,
students can build their social network and hopefully make contacts that will allow them
to quickly find a job after graduation. In this same vain, Judge, Kammeyer-Mueller, and
Bretz (2004) found early career success to be a crucial factor in later career
achievements. When asked what they would share with students interested in a master’s
degree in I-O psychology, survey respondents most frequently gave advice on how
students could establish their careers, recommending gaining work experience while
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studying, networking, and applying for jobs early. The first two recommendations are
clearly accomplished by internship participation. It also is not uncommon for students to
receive full-time positions following graduation with the organization with which they
interned. Therefore, the internship experience can be seen as an early job application as
well as an extended interview. McCulloch (1995) suggested that of the few problems
organizations had with interns, they most commonly found them to be too academic (i.e.,
lacking business savvy, overly technical/academic writing style) in a nonacademic
environment. Internships provide students with invaluable work experience that can help
them adjust to the demands of the business world and be better prepared to enter the
workforce. Given that early career success can affect long-term career accomplishment,
easing the transition into the working world should be of the utmost importance to
terminal I-O master’s programs.
Shoenfelt, Stone, and Kottke (2013) asserted that internships are very valuable in
developing employability. In their article, the authors responded to an article by Hogan,
Chamorro-Premuzic, and Kaiser (2013) that suggested that employability research has
been largely ignored by most I-O psychologists’ research activities. Hogan et al. defined
employability by three components: rewarding (R), ability (A), and willingness (W)
behaviors. Rewarding behaviors are exhibited through interpersonal skills; ability is
demonstrated through knowledge of relevant competencies; and willingness is reflected
through motivation to fit into the organizational culture by being compliant with
organizational demands. Shoenfelt et al. argued that educators of undergraduates and
master’s level I-O students have addressed employability as an important factor in the
sustainability of I-O programs. Furthermore, the authors advanced that there is a
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significant amount of research indicating that internships are a valuable instrument for
developing rewarding skills, which Hogan et al. specified as the most vital to
employability (assuming selection ensures ability and that employees are motivated). The
results of the internship host survey supported this claim, as integrity and professionalism
(two skills associated with the rewarding component) were rated as the top prerequisite
skills for interns beginning their internships. Based on their own research and their
review of the literature, Shoenfelt et al. concluded that internships are an efficient means
for developing the skills that lead to greater employability. In particular, internships build
the social skills necessary for understanding organizational culture and maintaining longterm employability.
In summary, the content and characteristics of typical terminal master’s level I-O
psychology programs have been detailed and the advantages of a thesis requirement and
internship experience have been explored. The remainder of the literature review will
discuss the ability of master’s level training to prepare students for employment, the
terminal master’s consistency with SIOP’s guidelines, and the career experiences of I-O
master’s graduates.
Preparation for Employment. The Erffmeyer and Mendel (1990) case study on
perceived relevance of graduate training is one of the earliest studies to research master’s
level employment. The article is frequently cited in other studies of graduate level
psychology training and their findings have prompted further research on I-O terminal
master’s programs. To this point, only the study’s findings on internships and thesis
requirements have been discussed. The study’s primary focus was assessing graduates’
perceptions of the sufficiency and relevance of the coursework they completed to job
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requirements. The authors found that almost all graduates had found employment in
relevant areas and were receiving competitive starting salaries. Graduates considered
their master’s courses to be well targeted at preparing them for employment and useful in
their current positions. Courses that covered personnel, training, and psychological
measurement were regarded as the most valuable.
In a more general study of the first jobs held by master’s psychology graduates,
Blanchard and Hays-Thomas (1999) supported the findings of Erffmeyer and Mendel
(1990). Blanchard and Hays-Thomas surveyed graduates in their first psychology-related
position and asked them to rank how often they performed various tasks. Across the areas
of I-O, general, school, counseling/career psychology, and guidance counseling, there
was a relationship between the tasks trained in graduate school and the tasks performed
on the job. This study is representative of the recent shift to emphasizing tasks or
competencies in research on master’s level I-O programs rather than specific courses or
curriculum (Trahan & McAllister, 2002).
Schippmann, Hawthorne, and Schmitt (1992) also examined the importance of
various tasks performed by I-O graduates on their current job. The authors surveyed
graduates from both masters and doctoral programs and found a significant overlap in the
tasks performed in their current jobs, as well as some mutually exclusive tasks and
responsibilities. There also were several less traditional I-O tasks (i.e., compensation,
training, and data analysis) that were more frequently performed by master’s level
graduates than by doctoral graduates. Respondents to the survey were asked to assess
where a person would attain the competency to perform the various tasks. Based on their
findings, Schippman et al. contended that graduate training programs should emphasize

11

the important tasks that cannot be learned on the job. Another more recent study of
master’s level training in I-O by Trahan and McAllister (2002) also expanded on the
research begun by Erffmeyer and Mendel (1990) by incorporating SIOP’s Guidelines for
Education and Training at the Master’s Level in Industrial/Organizational Psychology
(1994) into their research. In the following section, the consistency of terminal master’s
level training with the SIOP guidelines will be examined to illustrate the relevance of the
training being provided by terminal masters programs.
Consistency with SIOP Guidelines. Trahan and McAllister (2002) cited the
sample size (1 program) and the dimensions on which the program were rated as the two
major limitations of the Erffmeyer and Mendel (1990) study. The Erffmeyer and Mendel
study predated the creation of SIOP’s Guidelines for Education and Training at the
Master’s Level in Industrial/Organizational Psychology (1994), so the program was rated
on the important competencies identified by Wesolowski and Fields (1987) that were
actually intended to be for doctoral level psychologists. As Schippman et al. (1992)
noted, although there are similarities in the tasks performed by both masters and doctoral
graduates, there are mutually exclusive responsibilities that make the use of the
competencies proposed by SIOP exclusively for master’s level training a more
appropriate methodology. The four main competencies are: 1) core psychological
domains, 2) data collection and analysis skills, 3) core industrial-organizational domains,
and 4) additional industrial-organizational domains that are desired but not essential (e.g.,
consumer behavior). Trahan and McAllister broadened the sample size to 53 master’s
level I-O programs to improve the study’s generalizability, as suggested by Erffmeyer
and Mendel. Trahan and McAllister developed a survey focused on data collection and
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analysis competencies, core I-O competencies, and additional I-O competencies. The
authors’ used repeated measures ANOVA and Tukey’s HSD post hoc tests to reveal a
pattern of competency coverage that mimics the groupings listed in the Guidelines for
Education and Training at the Master’s Level in Industrial/Organizational Psychology.
Overall, the extent to which a competency was deemed important in the workplace
relatively reflected its coverage in graduate programs. The results of the study also
revealed that the competencies least covered by graduate programs (compensation, labor
unions, and consumer behavior) were rated as the competencies of least importance on
the job. One notable finding was revealed when competency rankings were measured in
terms of coverage. Statistics and research methods were rated as the areas most covered
by graduate programs but were only rated as being of average importance to the
graduates’ job. However, it may be that difficulty of content may require more coverage
on the topic, regardless of importance. Erffmeyer and Mendel found similarly low
importance ratings for statistics and research design. In a survey study, Cable (2013)
found statistics to be the aspect of master’s programs least relevant to career experiences.
Trahan and McAllister postulated that there is evidence supporting high variability in the
usefulness of those competencies and warned that if a program chose to de-emphasize
those competencies, it would likely limit the types of jobs available to its graduates. On
the whole, Trahan and McAllister’s results suggest that master’s level I-O programs are
effectively covering the competencies proposed by SIOP. Attitude Theory was the only
core competency that received ratings below the scale mean and all nonessential
competencies received significantly lower ratings than the core competencies.
Collectively, the research by Erffmeyer and Mendel, Trahan and McAllister, and
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Cable shows that typical master’s level I-O programs have been capably and thoroughly
covering the competencies, tasks, and skills that are most relevant to careers in I-O
psychology for over 30 years. Additionally, the research by Cable provides insight to
what the future needs of master’s level training may be based on the career experiences
of active practitioners.
Career Experiences. There are several interesting and noteworthy findings from
Cable’s (2013) research on the career experiences of master’s level graduates. Lending
further support to the relevance and importance of a required thesis, nearly half of
respondents to the survey cited “research, and the associated skills developed through
conducting, reviewing, and analysis” (Cable, 2013, p. 8), as the most relevant aspect of
their master’s program to their present career experiences. Also, by comparing the
responses given for the most and least relevant aspects of their master’s program, Cable
reasoned that the knowledge, skills, and abilities supporting the activities relating to
research, recruitment and selection, and performance management and appraisal are
predominantly relevant to I-O psychology careers.
According to Cable (2013), the most frequently cited career difficulty
encountered by master’s level graduates is career establishment. However, competition
for jobs, limited career progression, perceptions of job over qualification, required
relocation to secure a job, and a perceived lack of understanding in industry of what I-O
psychology offers were all cited multiple times as career difficulties encountered by
master’s level graduates. Although there is likely very little master’s programs can do to
ease these difficulties, survey respondents did suggest that university programs could do
more to create realistic expectations regarding job opportunities and better prepare
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students to enter the workforce. Respondents also suggested that the profession could do
more to promote itself, further supporting the idea that the field of I-O psychology as a
whole needs to seek greater recognition and establish itself as a legitimate field of study.
Conclusions and the Current Study
Although there has long been a dearth of information regarding terminal master’s
level I-O psychology programs, the increasing attention being paid to these programs will
undoubtedly help to increase the knowledge available on their relevance. However, as
this review of the literature showed, generally speaking terminal master’s level I-O
psychology programs have excelled at preparing their graduates for the workforce (Cable,
2013; Erffmeyer & Mendel, 1990; Trahan & McAllister, 2002). Although the field of I-O
psychology is still seeking recognition and establishment in industry, members of the
discipline can be encouraged by the rapid increase in the number of master’s level I-O
psychology programs and number of people entering the field.
As previously mentioned, the research by Erffmeyer and Mendel (1990), Trahan
and McAllister (2002), and Cable (2013) show a pattern of consistent competency
coverage by terminal master’s level programs since their inception. The current study is a
follow up to the original study by Erffmeyer and Mendel that will seek to address the job
requirements of terminal I-O master’s level graduates as they are today and the perceived
relevance of the coursework completed by graduates. I will be expanding upon the
research of Erffmeyer and Mendel by giving the survey to current students in the WKU IO Terminal Master’s program as well as to past graduates. The ratings of perceived
relevance and adequacy of training from current students will then be compared to those
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of graduates. Hypotheses were developed based on the literature review and previous
findings and are detailed in the following section.
Hypotheses
As the previous research by Erffmeyer and Mendel (1990), Trahan and McAllister
(2002), and Cable (2013) have shown, terminal master’s level I-O programs have
sufficiently and consistently covered relevant competencies that prepare graduates for the
workforce. Based on this information, the following hypothesis is predicted:
Hypothesis 1: Graduates will rate their training as well targeted towards
knowledge and skills they regard as useful for their employment at their
internship position, their first job after graduation, and their current position.
Shoenfelt, Kottke, and Stone (2012) detailed the numerous benefits of an
internship experience for I-O graduate students and the many competencies students can
develop through their internship experiences. Hay-Thomas and Kass (2003) also
discussed how the benefits of internship experiences can extend to first year program
members by helping them prepare for locating an internship themselves and identifying
what types of career paths are available. Shoenfelt, Stone, and Kottke (2013) also
affirmed that internships are an effective means for developing employability, as defined
by Hogan et al. (2013); thus:
Hypothesis 2a: Graduates will view their internships as beneficial experiences.
Hypothesis 2b: Graduates will recommend internship experiences to future WKU
I-O graduate students.
Furthermore, Shoenfelt, Kottke, and Stone (2012) asserted that it is important for
those within the host organization that are supervising the internship to have some
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understanding of the discipline of I-O psychology. The authors support this by stating
that it is easier to convince those who already employ I-O psychologists of the value of
an I-O student’s skill set and that these kinds of hosts can ensure a proper environment
for the student. Therefore, the following is hypothesized:
Hypothesis 2c: Students whose internships were supervised by I-O psychologists
will rate their internships as more beneficial than will students whose internships
were not supervised by I-O psychologists.
Hypothesis 2d: Students whose internships were supervised by I-O psychologists
will be more likely to recommend internship experiences to future students than
will students whose internships were not supervised by I-O psychologists.
SIOP’s Guidelines for Education and Training at the Master’s Level in
Industrial/Organizational Psychology (1994) list many of the skills associated with
completing a thesis (e.g. data collection; analysis skills) as critical competencies. Shultz
and Kottke (1996) also asserted that the master’s thesis can develop skills in
competencies such as organizing and problem solving that will be required of graduates
seeking employment. Therefore, despite the thesis requirement receiving a comparatively
low usefulness ranking in the initial study by Erffmeyer and Mendel (1990), the
following hypothesis is predicted:
Hypothesis 3: Graduates will rate the knowledge, skills, and abilities (KSAs)
required to complete a thesis as relatively high in usefulness.
Based on the previous literature (Errmeyer & Mendel, 1990; Shultz & Kottke,
1996), the value of a thesis requirement appears to be in its ability to develop
competencies in key areas relating to employability. Thus, it seems unlikely that students
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currently enrolled in the program would value the thesis requirement as much as
graduates who have had a chance to see its worth in the workplace. Accordingly, the
following hypothesis is predicted:
Hypothesis 4: Graduates will value the thesis requirement significantly more than
will students currently enrolled in the program.
Method
Participants. Participants are current WKU I-O Terminal Master’s students who
entered the program in either 2012 or 2013 (n = 19) and previous graduates of the
program who started in the program between 1981 and 2011 (n = 54). Thus, a total of 73
responses were received from a mailing list of 122 participants for a 60% response rate.
Procedure. The survey was administered electronically using an online survey
software platform. The survey instrument was divided into six sections: background
information, internship activities, job information, program courses, job hunting
activities, and consistency with SIOP guidelines (see Appendix A). The background
information section requested demographic information and whether or not the student
completed their thesis on time. The internship activities section of the survey requested
relevant internship information such as whether or not the student participated in an
internship, who supervised their internship, their pay, responsibilities, and if they would
recommend an internship to future students. The job information section addressed the
graduates’ first full-time position upon graduating from the program and their current job.
This section also requested information on the job settings, types of activities completed,
and salary. In the program courses section, the relevance and suitability of the graduate
curriculum in preparing graduates for their jobs was addressed. Respondents were also
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asked to rate the adequacy of the training as well as the importance of knowledge of
statistical issues, research/measurement issues, and I-O content issues in relation to their
jobs. Adequacy was rated using a 5-point scale ranging from completely inadequate (1) to
completely adequate (5). Importance was rated using a 5-point scale ranging from
extremely unimportant (1) to extremely important (5). The thesis requirement section
asked how completion of a thesis impacted skills such as project management and data
analysis. Impact was rated using a 5-point scale ranging from strongly disagree (1) to
strongly agree (5). Yes-No items were rated on a three-point scale of “No,” “Not Sure,”
or “Yes.” The job hunting activities section requested information on job hunting
activities such as number of interviews before accepting a position and how long the job
search took. The consistency with SIOP guidelines section asked graduates whether or
not they feel their graduate training was consistent with SIOP’s Guidelines for Education
and Training at the Master’s Level in Industrial/Organizational Psychology (1994).
Students currently enrolled in a terminal master’s program were given an alternative form
of the survey instrument (see Appendix B) that did not include inapplicable questions
(i.e. job information, job hunting activities).
Results
A total of 20 analyses were conducted on the survey data. A Bonferroni correction
was used to control for the familywise error rate. Accordingly, p < .0025 was used as the
criterion for statistical significance.
In order to test Hypothesis 1, mean ratings of adequacy of competency coverage
and competency importance to internship, first job, and current position were computed.
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Below, Table 1 shows the mean ratings of adequacy of competency coverage, and
competency importance to internship, first job, and current position. Correlations of the
36 mean ratings of adequacy with the 36 mean ratings respectively of competency
importance to internship, competency importance to first job, and competency
importance to current position were calculated by correlating the adequacy vector in
Table 1 with the internship, first job, and current job vectors, respectively. The resulting
correlation coefficients may be found in the first row of Table 1.
Hypothesis 1 predicted that graduates (n = 36) would rate their training as well
targeted towards knowledge and skills they regard as useful for their employment at their
internship, first job, and current job respectively. As indicated in Table 1, Hypothesis 1
was supported, as mean ratings of adequacy of competency coverage were highly
correlated with mean competency importance ratings of graduates’ internship positions (r
= .66), first jobs after graduation (r = .79), and current jobs (r = .70).
Hypothesis 2a predicted that graduates would view their internships as highly
beneficial experiences. To test Hypothesis 2a, a one-sample t-test was performed against
a critical value of 3 (i.e., the value of the middle rating anchor; see Appendix A). The
results of the one-sample t-test showed that students who completed an internship
perceived their internship experience as beneficial (M = 3.47, SD = .88; 5-point scale);
t(46) = 3.64, p < .05. Therefore, based on these findings, Hypothesis 2a was supported.
An analogous one-sample t-test was performed to test Hypothesis 2b. A critical value of 2
(i.e., the value of the middle rating anchor “No,” “Not Sure,” “Yes”) was used to see if
students who completed an internship would recommend an internship experience to
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Table 1
Means (Standard Deviations), and Correlations for Ratings of Training Adequacy, Importance for Internship,and Importance for First
and Current Job
Competency
Adequacy
Internship
First Job
Current Job
Correlation with Mean Adequacy Ratings
.666**
.790**
.700**
Reliability & Validity
4.78 (0.64)
3.57 (1.37)
4.04 (1.27) 3.78 (1.22)
Employee Selection
4.75 (0.65)
3.51 (1.47)
3.58 (1.60) 3.68 (1.45)
Statistical Methods/Data Analysis
4.69 (0.71)
3.61 (1.13)
4.06 (1.09) 3.9 (1.28)
EEO Law
4.65 (0.82)
3.26 (1.29)
3.66 (1.52) 3.60 (1.57)
Job & Task Analysis
4.61 (0.80)
4.07 (1.28)
3.90 (1.40) 3.68 (1.35)
Methods of Research
4.60 (0.73)
3.02 (1.41)
3.58 (1.40) 3.51 (1.45)
Rating Scale Construction & Use
4.58 (0.86)
3.93 (1.27)
4.27 (1.06) 3.98 (1.22)
Test Theory Development & Use
4.57 (0.76)
2.93 (1.31)
3.79 (1.27) 3.35 (1.33)
Criterion Theory & Development
4.50 (0.81)
2.70 (1.19)
3.20 (1.40) 3.10 (1.36)
Experimental Design
4.50 (0.76)
2.65 (1.40)
2.98 (1.55) 3.14 (1.43)
Questionnaires
4.45 (0.91)
4.00 (1.12)
4.30 (0.86) 4.06 (1.11)
Motivation Theory
4.42 (0.84)
3.00 (1.33)
3.14 (1.26) 3.61 (1.29)
Performance Appraisal & Feedback
4.41 (0.83)
3.98 (1.06)
3.66 (1.30) 3.80 (1.31)
Social Psychology
4.36 (0.85)
3.11 (1.39)
3.04 (1.17) 3.35 (1.35)
Alternative Selection: Interviews, Assessment Centers 4.31 (0.79)
3.26 (1.40)
3.57 (1.41) 3.43 (1.47)
Training: Theory, Program Design, and Evaluation
4.29 (0.92)
3.50 (1.41)
3.64 (1.24) 3.66 (1.29)
Uniform Guidelines
4.29 (0.96)
2.95 (1.25)
3.10 (1.48) 2.94 (1.46)
Ethics
4.28 (1.03)
3.38 (1.34)
3.67 (1.40) 3.71 (1.40)
Professional Standards & Principles
4.24 (0.83)
3.56 (1.32)
3.59 (1.37) 3.49 (1.43)
Quasi-Experimental Design
4.22 (0.92)
2.44 (1.28)
2.96 (1.35) 2.88 (1.30)
Organizational Theory
4.20 (1.06)
3.23 (1.31)
3.22 (1.39) 3.60 (1.14)
Leadership
4.18 (1.05)
3.34 (1.38)
3.51 (1.33) 3.90 (1.23)
Organization Development
4.14 (1.11)
3.37 (1.42)
3.34 (1.30) 3.62 (1.12)
Attitude Theory (Satisfaction, Commitment, Fairness)
4.08 (0.95)
2.79 (1.34)
3.10 (1.45) 3.24 (1.45)
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Table 1 Continued
Competency
Measure Theory
Learning & Cognition
Group Process
Generalizability Theory, IRT, & Causal Modeling
Small Group Theory and Process
Labor Law
Human Factors
Compensation & Benefits
Industrial & Labor Relations
Biological Bases
Career Development Theory
Consumer Behavior
**. Correlation is significant at the 0.01 level (2-tailed)

Adequacy
4.04 (1.04)
3.88 (1.08)
3.84 (0.93)
3.82 (1.02)
3.78 (1.00)
3.75 (1.15)
3.51 (1.16)
3.35 (1.34)
3.24 (1.19)
3.18 (1.02)
3.18 (1.05)
2.88 (1.19)
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Internship
2.55 (1.19)
2.91 (1.41)
2.70 (1.36)
2.05 (1.13)
2.74 (1.29)
2.91 (1.27)
2.74 (1.53)
3.07 (1.52)
2.84 (1.23)
1.95 (0.98)
2.53 (1.28)
1.91 (1.04)

First Job
3.16 (1.33)
3.02 (1.35)
2.88 (1.25)
2.61 (1.37)
2.80 (1.19)
3.08 (1.54)
2.92 (1.29)
3.04 (1.58)
2.84 (1.51)
1.98 (1.04)
2.69 (1.43)
2.45 (1.32)

Current Job
3.00 (1.49)
3.33 (1.41)
2.98 (1.18)
2.61 (1.30)
2.94 (1.31)
3.22 (1.52)
3.02 (1.30)
3.10 (1.57)
2.88 (1.45)
2.10 (1.20)
3.06 (1.44)
2.88 (1.39)

future students. The results of the one-sample t-test showed that alumni (M = 2.91, SD =
.28) would recommend an internship to future students, t(46) = 22.24, p < .05; thus,
Hypothesis 2b was supported.
Hypothesis 2c expanded Hypotheses 2a and 2b, predicting that students whose
internships were supervised by I-O psychologists (n = 11) would rate their internships as
more beneficial experiences than would students whose internships were not supervised
by an I-O psychologist (n = 32). To test Hypothesis 2c, an independent samples t-test was
performed. The results of the independent samples t-test revealed there was no significant
difference, t(41) = .73, p > .05, in the perception of how beneficial the internship was
between internships supervised by I-O psychologists (M = 3.27, SD = .65; 5-point scale)
and internships not supervised by I-O psychologists (M = 3.50, SD = .95). Hypothesis 2d
also was tested using an independent samples t-test. The results revealed there was no
significant difference, t(41) = -1.04, p > .05, between students whose internships were
supervised by I-O psychologists (M = 3.00, SD = .00; 3-point scale) and those whose
internships were not supervised by I-O psychologists (M = 2.91, SD = .30) in whether or
not they would recommend an internship experience to future students. Therefore,
Hypotheses 2c and 2d were not supported.
Hypothesis 3 predicted that graduates (n = 42) would rate the KSAs required to
complete a thesis as relatively high in usefulness. Similar to Hypotheses 2a-2c, a onesample t-test was performed against a critical value of 3 (i.e., the value of the middle
rating anchor of the 5-point scale; see Appendix A). As indicated in Table 2 below, the
results of the one-sample t-test found alumni ratings of usefulness of thesis KSAs to be
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significantly greater than moderately beneficial for all but one KSA (i.e., interpersonal
skills). Therefore, Hypothesis 3 was partially supported.
Hypothesis 4 predicted that graduates (n = 52) would value the thesis requirement
significantly more than students currently enrolled in the program (n = 16). To test
Hypothesis 4, an independent samples t-test was performed. The results of the
independent samples t-test revealed that graduates (M = 3.94, SD = 1.16; 5-point scale)
valued the thesis requirement significantly more, t(66) = 2.64, p > .05, than did current
students (M = 3.00, SD = 1.51). Thus, Hypothesis 4 was supported. An examination of
the ratings of the benefits of thesis indicated no significant difference between current
first-year students with no thesis experience (M = 2.50, SD = 1.38) and current secondyear students currently completing their thesis (M = 3.30, SD = 1.57).
Table 2
Results of One-Sample t-test on Ratings of Usefulness of Thesis KSAs
KSA
Mean (SD)
t
df
Written Communication Skills
4.55 (.63) 15.85 41
Technical Writing Skills
4.50 (.60) 16.34 41
Data Analysis Skills
4.48 (.63) 15.09 41
Data Management Skills
4.43 (.74) 12.55 41
Appraisal of Previous Research Literature 4.43 (.70) 13.16 41
Time Management Skills
4.33 (.75) 11.45 41
Critical Thinking Skills
4.29 (.74) 11.23 41
Organizing Skills
4.26 (.77) 10.66 41
Project Management Skills
4.24 (.82)
9.77 41
Problem Solving Skills
4.14 (.81)
9.10 41
Organizational Survival Skills
3.70 (.99)
4.46 39
Oral Communication Skills
3.52 (.97)
3.50 41
Interpersonal Skills
3.43 (1.13) 2.46 41
**. t value is significant at the 0.0025 level (Bonferroni Corrected)
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Sig (1-tailed)
.000**
.000**
.000**
.000**
.000**
.000**
.000**
.000**
.000**
.000**
.000**
.0005**
.009

Discussion
The results of the current investigation indicate that the I-O master’s program
under study has done reasonably well in teaching competencies that are well targeted to IO internships, the first job, and currently held positions. As previously noted, the
Erffmeyer and Mendel (1990) study, on which this study is based, predated the SIOP
Guidelines for Education and Training at the Master’s Level in Industrial/Organizational
Psychology (1994) that outlined master’s level competencies; Erffmeyer and Mendel
instead used the doctoral level competencies identified by Wesolowski and Fields (1987).
The current study elected to use the competencies put forth in the SIOP Master’s
Guidelines as they better reflect the targeted competencies for a terminal master’s
program and include those competencies that are exclusive to master’s level training
(Schippman et al., 1992). Nevertheless, consistent with the initial findings of Erffmeyer
and Mendel, the high correlations in Table 1 indicate that alumni perceived the training
they received prepared them very well for the job demands at their internship, first job,
and current position. Additionally, competencies receiving the lowest training adequacy
ratings (i.e., consumer behavior, career development theory, biological bases) received
comparatively low importance ratings across all three employment conditions. Consumer
behavior, career development theory, and biological bases are knowledge areas not
specifically taught in the program under study; these competencies are presumed to have
been covered at the undergraduate level.
Consistent with the Erffmeyer and Mendel (1990) study, the results of the current
study also found that alumni who participated in internships viewed them as very
beneficial and worthwhile experiences. Given the numerous advantages of participating
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in an internship outlined in previous research (Hays-Thomas & Kass, 2003; McCulloch,
1995; Shoenfelt et al., 2012; Shoenfelt et al., 2013), it is encouraging that alumni view
the internship as a valuable experience and would recommend an internship to future
students. Additionally, the results indicate that when seeking internships, it is not
paramount that a student work with an I-O psychologist, as either way it was found to be
a beneficial and recommended experience. It is important to note however, that Shoenfelt
et al. (2012) indicated the importance of internship supervisors being familiar with I-O
skills and appropriate tasks, but not necessarily being an I-O psychologist. Regardless,
Shoenfelt et al. recommended an early meeting between the internship site supervisor and
intern detailing the expectations of the internship, as well as regular communication
between the intern and the faculty supervisor to ensure a successful internship experience
for all involved.
An important issue raised in the Erffmeyer and Mendel (1990) study was the
relatively low usefulness ranking the thesis requirement received in comparison to the
amount of time and effort it requires from both students and supervising faculty. As
previously discussed, the authors posited that despite their findings, the thesis cleary
satisfies a “compelling pedagogical purpose” (p. 407). The results of the current survey
supported the “pedagogical purpose” theory proposed by Erffmeyer and Mendel, as the
thesis experience was viewed as beneficial by alumni and moderately beneficial by
current students. Another noteworthy finding was that interpersonal skills was the only
KSA involved in completing a thesis that was not rated as significantly useful. As
previously noted, Shultz and Kottke (1996) also found that the interpersonal skills
developed through working on a thesis were not as apparent to master’s level I-O
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students as the development of other thesis related KSAs. Although scheduling and
regularly coordinating and communicating with a supervising faculty member should
serve to improve interpersonal skills, it appears those completing a thesis either do not
recognize the interpersonal skill development or do not value it to the extent of other
KSAs developed while working on a thesis.
As in the Erffmeyer and Mendel (1990) study, only the graduates and current
students of one university were surveyed; therefore, caution should be exercised in
generalizing these findings to other master’s level I-O programs. Yet, anecdotally, based
on interaction among program directors at numerous SIOP conferences, the I-O master’s
program under study is quite similar to many other I-O master’s programs. Additionally,
although the response rate to the survey was satisfactory (73 responses, from a mailing
list of 122 participants; 60%), whether responses from those who did not complete the
survey would have altered the results is not known. The survey respondents were
contacted through e-mail and 52 of those emails were rejected. Thus, some alumni did
not respond because their e-mail address on file with the program was not their current email address. Future research could use a more extensive sample and increase the
response rate to cultivate potentially more representative program evaluations. Including
additional I-O programs in the evaluation could lead to more generalizable findings.
Conclusion
Although there has long been a dearth of information regarding terminal master’s
level I/O psychology programs, the increasing attention being paid to these programs will
undoubtedly help to increase the knowledge available on their relevance to I-O jobs and
the adequacy of the training they provide. However, despite a lack of normative
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information on other programs and a lack of SIOP official guidelines until 1994,
generally, terminal master’s level I/O psychology programs have done well in preparing
their graduates for the workforce (Cable, 2013, Erffmeyer & Mendel, 1990; Trahan &
McCallister, 2002). The findings of the current study lend further support to this notion.
In half the time of most doctoral programs, master’s level programs have been equipping
graduates with comparable skills and the ability to perform tasks similar to those of
doctoral graduates (Kottke, Shoenfelt, & Stone, 2014; Lowe, 1993). Through applied
coursework, internship experiences, and thesis requirements, master’s programs strive to
provide graduates with the real-world experience necessary to establish successful careers
as practitioners (Erffmeyer & Mendel). The career experiences of master’s graduates
suggest that new graduates will likely have little trouble finding relevant employment in
their field of study and garnering reasonably competitive salaries (Cable). Although the
field of I/O psychology is still seeking recognition in industry, members of the discipline
can be encouraged by the rapid increase in the number of master’s level I/O psychology
programs and number of master’s graduates finding employment in the field.
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Appendix A
WKU I/O Graduate Program Survey Alumni
Q1 First Name:
Q2 Last Name:
Q3 Maiden Name:
Q4 Year of graduation from WKU I/O Master's program:
Q5 Phone Number:
Q6 Email Address:
Q7 What is your mailing address?
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Q8 How adequate was the graduate training you received on the following topics?
Completely
Inadequate

Somewhat
Inadequate

Neither
Inadequate
or
Adequate

Somewhat
Adequate

Completely
Adequate

Alternative
Selection:
Interviews,
Assessment
Centers











Attitude Theory
(Satisfaction,
Commitment,
Fairness)











Biological
Bases











Career
Development
Theory











Compensation
& Benefits











Consumer
Behavior











Criterion
Theory &
Development











EEO Law











Employee
Selection











Ethics











Experimental
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Design
Generalizability
Theory, IRT, &
Causal
Modeling











Group Process











Human Factors











Industrial &
Labor Relations











Job & Task
Analysis











Labor Law











Leadership











Learning &
Cognition











Measure
Theory











Methods of
Research











Motivation
Theory











Organization
Development











Organizational
Theory











Performance
Appraisal &
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Feedback
Professional
Standards &
Principles











QuasiExperimental
Design











Questionnaires











Rating Scale
Construction &
Use











Reliability &
Validity











Small Group
Theory and
Process











Social
Psychology











Statistical
Methods/Data
Analysis











Test Theory
Development &
Use











Training:
Theory,
Program
Design, and
Evaluation
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Uniform
Guidelines











Q9 Did you complete a thesis on time (i.e. by the summer following your second year)
while in WKU's I/O Master's program?
 No
 Not sure
 Yes
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Q10 The indicated skill was improved by completing a thesis:
Strongly
Disagree

Slightly
disagree

Neither
Agree nor
Disagree

Agree

Strongly
Agree

Project
Management
Skills











Data
Management
Skills











Data Analysis
Skills











Technical
Writing Skills











Time
Management
Skills











Organizing
Skills











Problem
Solving Skills











Oral
Communication
Skills











Written
Communication
Skills











Interpersonal
Skills











Organizational
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Survival Skills
Critical
Thinking Skills











Appraisal of
Previous
Research
Literature











Q11 How beneficial was your thesis experience?






Not beneficial at all
Somewhat beneficial
Moderately beneficial
Beneficial
Very beneficial

Q12 Did you complete an internship while in WKU's I/O Master's program?
 No
 Not sure
 Yes

Q13 With which organization did you intern with?

Q14 Who within the organization supervised your internship?

Q15 Was your supervisor an I/O psychologist?
 No
 Not sure
 Yes
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Q16 Were there any I/O psychologists working in the organization?
 No
 Not sure
 Yes

Q17 What was your total compensation for the internship?













Unpaid
$1 - $1,000
$1,001 - $2,000
$2,001 - $3,000
$3,001 - $4,000
$4,001 - $5,000
$5,001 - $6000
$6,001 - $7,000
$7,001 - $8,000
$8,001 - $9,000
$9,001 - $10,000
Greater than $10,001

Q18 How long was your internship?

Q19 How beneficial was your internship experience?






Not beneficial at all
Somewhat beneficial
Beneficial
Very beneficial
Moderately beneficial

Q20 Would you recommend an internship experience to a future WKU I/O Master's
student?
 No
 Not sure
 Yes
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Q21 How important was the training you received on the following topics in relation to
your INTERNSHIP position?
Extremely
Unimportant

Somewhat
Unimportant

Neither
Unimportant
or Important

Somewhat
Important

Extremely
Important

Alternative
Selection:
Interviews,
Assessment
Centers











Attitude Theory
(Satisfaction,
Commitment,
Fairness)











Biological
Bases











Career
Development
Theory











Compensation
& Benefits











Consumer
Behavior











Criterion
Theory &
Development











EEO Law











Employee
Selection











Ethics
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Experimental
Design











Generalizability
Theory, IRT, &
Causal
Modeling











Group Process











Human Factors











Industrial &
Labor Relations











Job & Task
Analysis











Labor Law











Leadership











Learning &
Cognition











Measure
Theory











Methods of
Research











Motivation
Theory











Organization
Development











Organizational
Theory











Performance
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Appraisal &
Feedback
Professional
Standards &
Principles











QuasiExperimental
Design











Questionnaires











Rating Scale
Construction &
Use











Reliability &
Validity











Small Group
Theory and
Process











Social
Psychology











Statistical
Methods/Data
Analysis











Test Theory
Development &
Use











Training:
Theory,
Program
Design, and
Evaluation
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Uniform
Guidelines











Q22 How many positions did you apply for before accepting your first position following
graduation?

Q23 How many interviews did you go on before accepting your first position following
graduation?





Fewer than 5
5 to 10
11 to 15
More than 15

Q24 How long did you search for a job before accepting your first position following
graduation?






Less than 1 month
1 to 3 months
4 to 6 months
6 months to 1 year
More than 1 year

Q25 What was the title of your first position after graduation?

Q26 Who was your first employer?
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Q27 How useful was your I/O degree in obtaining your first job?






Not at all helpful
Somewhat helpful
Moderately helpful
Helpful
Very helpful

Q28 How long was your tenure at your first job?

Q29 What was your starting salary at your first job?









$30,001 - $40,000
$40,001 - $50,000
$50,001 - $60,000
$60,001 - $70,000
$70,001 - $80,000
$80,001 - $90,000
>$90,001
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Q30 How important was the training you received on the following topics in relation to
your FIRST job?
Extremely
Unimportant

Somewhat
Unimportant

Neither
Unimportant
or Important

Somewhat
Important

Extremely
Important

Alternative
Selection:
Interviews,
Assessment
Centers











Attitude Theory
(Satisfaction,
Commitment,
Fairness)











Biological
Bases











Career
Development
Theory











Compensation
& Benefits











Consumer
Behavior











Criterion
Theory &
Development











EEO Law











Employee
Selection











Ethics











42

Experimental
Design











Generalizability
Theory, IRT, &
Causal
Modeling











Group Process











Human Factors











Industrial &
Labor Relations











Job & Task
Analysis











Labor Law











Leadership











Learning &
Cognition











Measure
Theory











Methods of
Research











Motivation
Theory











Organization
Development











Organizational
Theory











Performance
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Appraisal &
Feedback
Professional
Standards &
Principles











QuasiExperimental
Design











Questionnaires











Rating Scale
Construction &
Use











Reliability &
Validity











Small Group
Theory and
Process











Social
Psychology











Statistical
Methods/Data
Analysis











Test Theory
Development &
Use











Training:
Theory,
Program
Design, and
Evaluation
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Uniform
Guidelines







Q31 What is your current position title?

Q32 Who is your current employer?

Q33 How useful was your I/O degree in obtaining your current job?






Not at all helpful
Somewhat helpful
Moderately helpful
Helpful
Very helpful

Q34 How long have you been employed at your current job?

Q35 What is your salary at your current job?







$50,001 - $75,000
$75,001 - $100,000
$100,001 - $125,000
$125,001 - $150,000
>$150,000
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Q36 How important was the training you received on the following topics in relation to
your CURRENT job?
Extremely
Unimportant

Somewhat
Unimportant

Neither
Unimportant
or Important

Somewhat
Important

Extremely
Important

Alternative
Selection:
Interviews,
Assessment
Centers











Attitude Theory
(Satisfaction,
Commitment,
Fairness)











Biological
Bases











Career
Development
Theory











Compensation
& Benefits











Consumer
Behavior











Criterion
Theory &
Development











EEO Law











Employee
Selection











Ethics
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Experimental
Design











Generalizability
Theory, IRT, &
Causal
Modeling











Group Process











Human Factors











Industrial &
Labor Relations











Job & Task
Analysis











Labor Law











Leadership











Learning &
Cognition











Measure
Theory











Methods of
Research











Motivation
Theory











Organization
Development











Organizational
Theory











Performance
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Appraisal &
Feedback
Professional
Standards &
Principles











QuasiExperimental
Design











Questionnaires











Rating Scale
Construction &
Use











Reliability &
Validity











Small Group
Theory and
Process











Social
Psychology











Statistical
Methods/Data
Analysis











Test Theory
Development &
Use











Training:
Theory,
Program
Design, and
Evaluation
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Uniform
Guidelines











Q37 What percent of your current job uses I/O knowledge?

Q38 Are there any other I/O psychologists working for your organization?
 No
 Not sure
 Yes

Q39 In what ways did the WKU I/O program prepare you well for your career?

Q40 In what ways was the WKU I/O program deficient in preparing you for your career?

Q41 Were you a SIOP (Society for Industrial/Organizational Psychologists) member as a
student?
 No
 Yes
 Don't Remember

Q42 Are you currently a SIOP member?
 No
 Yes

Q43 If you are not a SIOP member, what led to your decision to not seek membership?

Q44 How would SIOP need to change for you to become a member?
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Q45 If you are not a member of SIOP, what benefits could SIOP offer to incline you to
join?

Q46 How consistent was your graduate training with <a
href="http://www.siop.org/guidelines.aspx">SIOP’s Guidelines for Education and
Training at the Master’s Level in Industrial/Organizational Psychology (1994)</a>?






Not at all consistent
Somewhat consistent
Consistent
Very Consistent
Moderately consistent

Q47 Do you currently read any I/O journals?
 No
 Yes

Q48 Which I/O journals are you currently reading?
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Appendix B
WKU I/O Graduate Program Survey Current Student
Q1 Thank you for agreeing to participate in the WKU I-O Program Evaluation Survey.
Your help is greatly appreciated!
Q2 Year you started the WKU I/O Master's program:
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Q3 How adequate is the graduate training you have received on the following topics?
Completely Somewhat
Neither
Somewhat Completely
Inadequate
Inadequate Inadequate
Adequate
Adequate
or
Adequate
Alternative
Selection:
Interviews,
Assessment
Centers











Attitude Theory
(Satisfaction,
Commitment,
Fairness)











Biological
Bases











Career
Development
Theory











Compensation
& Benefits











Consumer
Behavior































Employee
Selection











Ethics











Experimental
Design











Generalizability
Theory, IRT, &
Causal
Modeling











Group Process
Human Factors
















Industrial &
Labor Relations











Job & Task











Criterion
Theory &
Development
EEO Law
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Analysis
Labor Law











Leadership











Learning &
Cognition
Measure
Theory





















Methods of
Research











Motivation
Theory











Organization
Development











Organizational
Theory
Performance
Appraisal &
Feedback





















Professional
Standards &
Principles











QuasiExperimental
Design











Questionnaires































Small Group
Theory and
Process











Social
Psychology











Statistical
Methods/Data
Analysis











Test Theory
Development &











Rating Scale
Construction &
Use
Reliability &
Validity
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Use
Training:
Theory,
Program
Design, and
Evaluation











Uniform
Guidelines
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Q4 The indicated skill has been improved by working on a thesis:
Strongly
Slightly
Neither
Agree
Disagree
disagree
Agree nor
Disagree
Project
Management
Skills

Strongly
Agree































Technical
Writing Skills











Time
Management
Skills











Organizing
Skills











Problem
Solving Skills











Oral
Communication
Skills











Written
Communication
Skills











Interpersonal
Skills











Organizational
Survival Skills











Critical
Thinking Skills











Appraisal of
Previous
Research
Literature











Data
Management
Skills
Data Analysis
Skills
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Q5 How beneficial has your thesis experience been thus far?
 Not beneficial at all
 Somewhat beneficial
 Moderately beneficial
 Beneficial
 Very beneficial
Q6 Did you complete an internship while in WKU's I/O Master's program?
 No
 Not sure
 Yes
Q7 With which organization did you intern with?
Q8 Who within the organization supervised your internship?
Q9 Was your supervisor an I/O psychologist?
 No
 Not sure
 Yes
Q10 Were there any I/O psychologists working in the organization?
 No
 Not sure
 Yes
Q11 What was your total compensation for the internship?
 Unpaid
 $1 - $1,000
 $1,001 - $2,000
 $2,001 - $3,000
 $3,001 - $4,000
 $4,001 - $5,000
 $5,001 - $6000
 $6,001 - $7,000
 $7,001 - $8,000
 $8,001 - $9,000
 $9,001 - $10,000
 Greater than $10,001
Q12 How long was your internship?
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Q13 How beneficial was your internship experience?
 Not beneficial at all
 Somewhat beneficial
 Beneficial
 Very beneficial
 Moderately beneficial
Q14 Would you recommend an internship experience to a future WKU I/O Master's
student?
 No
 Not sure
 Yes
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Q15 How important was the training you received on the following topics in relation to
your INTERNSHIP position?
Extremely
Somewhat
Neither
Somewhat Extremely
Unimportant Unimportant Unimportant Important
Important
or Important
Alternative
Selection:
Interviews,
Assessment
Centers











Attitude Theory
(Satisfaction,
Commitment,
Fairness)











Biological
Bases











Career
Development
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Compensation
& Benefits











Consumer
Behavior































Employee
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Ethics











Experimental
Design











Generalizability
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Causal
Modeling











Group Process
Human Factors
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Job & Task
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Development
EEO Law
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Analysis
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Methods of
Research











Motivation
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Small Group
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Social
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Statistical
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Test Theory
Development &











Rating Scale
Construction &
Use
Reliability &
Validity
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Use
Training:
Theory,
Program
Design, and
Evaluation











Uniform
Guidelines
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Q16 How important do you think the training you have received on the following topics
will be in relation to your FIRST job?
Extremely
Somewhat
Neither
Somewhat Extremely
Unimportant Unimportant Unimportant Important
Important
or Important
Alternative
Selection:
Interviews,
Assessment
Centers











Attitude Theory
(Satisfaction,
Commitment,
Fairness)











Biological
Bases











Career
Development
Theory











Compensation
& Benefits











Consumer
Behavior
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Experimental
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Generalizability
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Group Process
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Development
EEO Law

61

Analysis
Labor Law











Leadership











Learning &
Cognition
Measure
Theory





















Methods of
Research











Motivation
Theory











Organization
Development











Organizational
Theory
Performance
Appraisal &
Feedback





















Professional
Standards &
Principles











QuasiExperimental
Design











Questionnaires































Small Group
Theory and
Process











Social
Psychology











Statistical
Methods/Data
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Use
Training:
Theory,
Program
Design, and
Evaluation











Uniform
Guidelines











Q17 Are you currently a SIOP member?
 No
 Yes
Q18 If you are not a SIOP member, what led to your decision to not seek membership?
Q19 How would SIOP need to change for you to become a member?
Q20 If you are not a member of SIOP, what benefits could SIOP offer to incline you to
join?
Q21 How consistent do you think your graduate training is with SIOP’s Guidelines for
Education and Training at the Master’s Level in Industrial/Organizational Psychology
(1994)?
 Not at all consistent
 Somewhat consistent
 Moderately consistent
 Consistent
 Very consistent
Q22 Do you currently read any I/O journals?
 No
 Yes
Q23 Which I/O journals are you currently reading?
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