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Theme 1 2 

Introduction to Industrial Psychology 

Theme 1: Learning Outcomes 

 Describe the aims of Industrial- Organisational (I-O) Psychology and its relevance in 

organisations.  

 Describe the subfields of I-O psychology and related practice areas. 

 Describe/compare the tasks of I-O Psychologists and human-resource (HR) 

specialists. 

 Explain issues related to training, registration and practice of psychologists in SA. 

 Describe the major factors resulting in the emergence of I-O Psychology. 

 Compare Theory Y & Theory X, and the management implications of these theories. 

 Discuss contemporary challenges facing companies and the role of I-O Psychology 

and Human resource management (HRM). 

 

Industrial Psychology:  

The scientific study of people in their workplaces, applying psychological knowledge, 

theory, and methodology to ensure optimal organisational performance. 

- Subfield of Psychology 

- Applied areas which are utilised in the workplace to acquire and develop employees 

and to manage workplaces. 

 

Psychology: Scientific study of human behaviour and all mental processes that underpin it. 

- With all subfields, theories & research it provides explanations for the ‘what, how 

and why’ of human behaviour. 

- An applied science and profession that uses scientific enquiry. 

 

Importance of I-O Psychology in organisations? 

- Influence human behaviours (e.g. Labourers, entrepreneurs – production and work 

efficiency) to improve work performance. 

- People dynamics play an important role in a company’s sustainability and 

profitability. 

- Relevant for:  Registered Industrial Psychologists working as an internal/ external 

consultant, Human Resources specialist, general managers and scientists or 

researchers. 

- Selection and placement of employees. 

- Training and development. 

- Performance appraisal (assessment). 

- Quality of work-life, stress management etc. 

 

 



Theme 2 1 

Psychological reactions, behaviour & performance 

Theme 2: Learning Outcomes 

 Acknowledge the complexity in organisational performance, and explain the 

implications for the industrial psychologist. 

 Describe the core focus (end goal) of the modern organisation. 

 Define the scope of practice for Industrial Psychologists as described by PBP. 

 Motivate (build a business- case for) well-being in the organisation. 

 Explain the role of behaviour in individual, group and organisational performance. 

 Understand the difference between task performance and contextual performance. 

 Define attitude and identify 3 features of them. 

 Understand theories about how attitudes affect behaviour. 

 Describe the nature, causes, and consequences of job satisfaction and 

organisational commitment. 

 Describe emotional influences on behaviour. 

 Identify perceptual biases and shortcuts and their influences on behaviour. 

 

Organisational Performance: 

 Organisations are complex. 

 Performance works on multiple levels-  1. Individual 

2. Group 

3.Organisational 

 Performance is multi-dimensional. Organisational effectiveness is a function of 

various inter-related performance dimensions. 

 The end goal is more than profit: It is a sustainable organisation. 

-Well-being as a dimension of performance. 

-Behaviour is an integral part of performance 

 

Three level perspective: 

 Organisational performance can be influenced or improved by the IO Psychologist. 

 Three levels are interdependent. 

 

Individual Effectiveness Group Effectiveness Organisational Effectiveness 

- Ability 

- Skill 

- Knowledge 

- Attitude 

- Motivation 

- Stress 

- Cohesiveness 

- Leadership 

- Structure 

- Status 

- Roles 

- Norms 

- Environment 

- Technology 

- Strategic choices 

- Structure 

- Processes 

- Culture 

 



Theme 3 1 

Individual Differences at Work 

Theme 3: Learning Outcomes 

 Explain the meaning of and the basis for Industrial Psychological differences. 

 Understand the major aspects of individual differences, personality and intelligence 

including the related theoretical underpinnings. 

 Appreciate the implications of individual differences on behaviour- and especially 

work behaviour (performance). 

 Appraise the role of emotions and related psychological constructs on work 

behaviour (performance). 

 Understand how individual differences are measured. Explain the difference 

between reliability and validity, and the different ways of establishing each. 

 

Introduction to individual differences 

 People differ in various ways and the differences have implications for behaviour 

and thus performance. 

 We all hold implicit theories of others differences to ourselves. 

 Individual differences relevant to the work environment: 

 Personality 

 Intelligence/Cognitive ability 

 Emotions 

 Relevance of individual differences to work and work performance depends on 

context and time. 

 Understanding the effects of individual differences on work behaviour requires an 

appreciation of the explicit theories of human behaviour. 

 

Intelligence 

 What is intelligence? 

“A very general mental capability that, among other things, involves the ability to reason, 

plan, solve problems, think abstractly, comprehend complex ideas, learn quickly and learn 

from experience. It is not merely book learning, a narrow academic skill, or test-taking 

smarts. Rather it reflects a broader and deeper capability for comprehending our 

surroundings- ‘catching on’, ‘making sense’ of things or ‘figuring out’ what to do 

 - Gottfredson 

 Also known as Cognitive ability or general mental intelligence (GMI). 

 

 

 

 



Theme 4 1 

Motivation at Work 

Theme 4: Learning Outcomes 

 Define motivation at work. 

 Understand and evaluate need theories of motivation. 

 Understand and evaluate the trait perspective of motivation. 

 Understand and evaluate cognitive theories of motivation. 

 Understand how perceptions of equity affect work motivation. 

 Understand how motivation can be enhanced through job design. 

 Integrate different theories of motivation to understand strategies for their 

application. 

 

 “The study of work motivation is concerned with why people initiate behaviour and 

effort at work, and the processes that determine its intensity, direction towards 

goals, and maintenance over time.” 

 Performance is a function of both ability and motivation. 

 

Different perspectives on motivation- how 

people are motivated (Woods and West) 
Specific Theories 

To satisfy needs  Maslow’s Hierarchy of Needs 

 Aderfer ERG theory 

 Herzberg’s Two-Factor theory 

By personal traits  McClelland’s theory of motivation (Needs 

for achievement, affiliation and power) 

By external stimuli  Behaviourism/learning theories 

In response to cognition of their work 

environment 

 Expectancy theory 

 Goal setting theory 

By perceptions of fairness and justice  Equity theory 

 Organisational Justice 

By characteristics of their jobs  Job characteristics model 
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Theme 5 

Human Resource Management Interventions 

Theme 5: Learning Outcomes 

 Reflect on the complimentary relationship between the HR function and the role of 

Industrial Psychology with regard to sustainable organisational performance. 

 Understand the role of the HR function in implementing human resource 

interventions. 

 Discuss the link between the HR function and the overall organisational strategy with 

special focus on the following HR activities/practices: 

o Recruitment and selection 

o Learning, training and development 

 Understand the importance of job analysis and competency modelling.  

 Explain the use and importance of utility analyses in evaluating the success of the 

selection process. 

 Explain the concepts of validity and reliability within the context of assessment and 

selection. 

 Describe diversity and fairness issues in selection, and list relevant South African 

legislation. 

 Understand the process (cycle) and implementation of learning, training and 

development: 

o Learning and Development Needs Assessment 

o Learning and Development Interventions 

o Training Evaluation 

 Explain how understanding of the learning theories helps with the development of 

training and development interventions. 

 Describe the factors that determine learning, training and development success. 

 

Defined as: 

 The term Human Resources Management (HRM) interventions or simply HR 

interventions refers to the activities, practices and/or decisions by HR practitioners 

in partnership with line managers, that have the potential to make important 

contributions to improving people management processes and systems in business, 

resulting in better performance and effectiveness, and more positive psychological 

and physical health. 

 IO Psychology provides scientific explanations that informs the HR interventions 

(Theme 1). 

 

 

 

 

 


