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1. Introduction and Background

On 26 February 2008, SIOPSA hosted a one-day Futuring Conference to identify and
establish a range of issues of shared importance . The result of the conference would
form the basis for the develop ment of a strategic framework for I/O Psychology over the
next 5 years and define specific outcomes for the Society, academic institutions, interest

groups and practice communities.

Dr Theo Veldsman facilitated the conference with an aim to define a clear f rame of
reference for a range of mechanisms to address the issues delegates view as critical.

About 60 delegates from various stakeholder group s including academic institutions,
practitioners, large organisations and independent practice attended. Deleg ates
identified 11 professional action domains that would be critical for our future . These

Action Domains are provided below.

Figure 1: Key outcome from the Futuring conference - Professional Action
Domains
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2. The Scope of  Practice Action Domain

Scope of work
The following scope of work was identified for this Action Domain:

o0 To clearly define the Scope of Practice of the Industrial Psychologist (core
roles/ outcomes/value add)

o0 To clearly define the behavioural and technical competencies required by the
Industrial Psychologist

0 To clearly define some of the contextual variables that might affect the work of
the Industrial Psychologist

Given that the Scope of Practice Action Domain i s in the centre of the model, it follows

that the outcomes from the work in this action domain will have a significant impact on
the work done by the other domains. The following interdependencies were identified:

0 The Scope of Practice of the Industrial Psychologist by implication defines the
range of work and competency requirements for the profession.

0 The Scope of Practice therefore defines the boundaries for all other Action
Domains.

o0 Itbecomes essential to ens  ure that at least the broad outcomes of the work of
the IOP is defined first as to give some structure to the work of other Action

Domains.
o0 A ébcicthseckd mechanism i s proposed that
and Ethics Action Domains to review the outcomes of other domains to ensure

alignment of the proposed outcomes of these domains with the core ethical and
competency frameworks.

3. Background to this report

The first report on the Scope of Practice was published and presented at the June 2009
SIOPSA Conference. The first report proposed a draft model of roles, outcomes and
competencies for the Industrial Psychologist based on the theoretical model described
below.

The publication of the first report was followed by a survey to SIOPSA members

on the draft model proposed in the first report. This second report provides a summary
of results from this survey.

© SIOPSA, 2010
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4. Theoretical Framework

One of the key challenges in defining the outcomes, competencies and attainments is the
lack of a share un derstanding between stakeholders of the concepts we are trying to
define.

Bartram, Roberton & Callinan (2002) provides a framework for understanding the role of
psychology in organisational effectives that defines the various concepts used in this
documen t. The framework explores the role and relationships between outcomes,
competencies, knowledge, skills and potential.

This framework offers a theoretical base for the work in this Action Domain and provides
an initial basis for further discussion and a shared understanding of the concepts used in
this document.

4.1 Understanding Competencies

Bartram et al (2002) defines competencies as sets of behaviours that are instrumental in
the delivery of desired results . Itis important to note the focus here is on behaviours

and not on either the results or consequences of those behaviours or on personal

attributes.

The framework incorporates a model that distinguishes:
T ACompetencieso defined alaviosreest s of desirabl e be
T iCompetency potential o: the individual attributes
produce the desired behaviours. These include Dispositions (personality,
motivation, ability, values) and Attainments (knowledge, skills, experience and
qualifications).

T ACompetency requirementso: the demands made wupon
setting to behave in certain ways and not to behave in others. In addition to
instructions received (i .e. the |line managerds se
goals), contextual  and situational factors in the work setting will also act to direct
an individual 6s effort and affect the individual 6
of behaviour. These requirements should normally derive from the organisational
strategy.

1 A Re s u lThesacdtual or intended outcomes of behaviour, which have been
defined either explicitly or implicitly by the individual, his or her line manager or
the organisation.

4.2 The relationship between competence and competency

Kurtz and Bartram (2002) make a very clear distinction between competence and
competencies. This distinction is important for understanding the resulting framework
presented in this document.

Competence, in relation to occupational standards -based qualifications, has been defined
as "the a bility to apply knowledge, understanding and skills in performing to the

standards required in employment. This includes solving problems and meeting changing
demands." (Beaumont in Kurtz et al, 2002). This reflects the common notion that

competence is abo ut the application of knowledge and skills, judged in relation to some
standard or set of performance standards.

Competence, therefore, relates to performance or outcomes, and involves the
description of tasks, functions or objectives. Competencies, on t he other hand, relate to
the behaviours underpinning successful performance; what it is people do in order to

© SIOPSA, 2010
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meet their objectives; how they go about achieving the required outcomes; what
enables their competent performance.

Standards of competence ten  d to be specified in terms of performance criteria that relate

to outcomes. Methods of assessing competence may include work -place assessments,
simulations and other techniques (as part of an Internship program for example). The
performance standards requi red tend to be set by a recognised authority or body

responsible for awarding or accrediting occupational qualifications (e.g. the Health

Professional Council of South Africa and the Board of Psychology, professional bodies,
like SIOPSA, define standards 0 f competence for professional practice and so on).

In essence, then:

T Competencies are 6behavioural repertoiresdé, while
attainment.
1 Competence is about achievement and is always backward looking . A statement

of competence isa statement about where a person is now, not where they might
be in the future.

1 Competencies can be used in a backward -looking (e.g. 360 feedback), concurrent
(e.g. assessment centre) or forward -looking way (i.e. competency potential) to
predict what they sh  ould be able to achieve.

1 People demonstrate competence by applying their competencies in a goal -
directed manner within a work setting.

Competencies relateto  how knowledge and skills are used in performance, and about
how knowledge and skills are applied in the context of some particular set of job
requirements.

Specifications of knowledge and skills do, however, form part of the definition of job and
occupation competence (that is, the standards of performance that a per son needs to
achieve in work).

The further model for Industrial and Organisational Psychologists will aim to provide
content for both Competence and competencies.

4.3 A taxonomy for knowledge and skills

Kurtz et al (2002) mentions that a considerable amount of research has been carried out
in the context of work on occupational standards (i.e. formal specifications of what

constitutes competence in the workplace), on the problems of knowledge identification,
specification and assessment. Based on this work, they provide the following four -
dimensional taxonomy is suggested as a tool for conceptualising occupational expertise.

They distinguish between four broad types of expertise that are required in an
occupation: what people need bheo® @kinewt ouda&r st and and
1 “Knowing what'": Data, facts and information - using facts about things and
processes, - e.g. fact sheets, data.
1 “Knowing why": Theories, principles, models - understanding the rationale, the
reasons why... This is particularly important in problem solving and in professional
practice where oneds choice of methods and interp
driven by the theoretical perspective that has been adopted.
1 “Knowing how': Methods, techniques, procedures - applying techniques and
proce dures - e.g. how to analyses data, how to conduct an interview etc.
i 6 Knowi n g:Ewperemcé, exposure, practice T recognising problems, timing
of intervention, co  -ordinating conflicting information and making timely
judgements

© SIOPSA, 2010
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Knowing ‘what' and ‘why" are reflected in the knowledge segment of the attainment
domain, knowing 'how' is reflected in the skills segment, and knowing 'when' in the
experience segment. The qualifications segment contains statements of competence,

which represent the formal recog nition of attainments that generally embody mixtures of
all four 'type of knowing'. Academic qualifications tend to focus more on what and why,

while practice qualification focus more on how and when.

5. Aninitial framework for the Scope of Practice for Ind ustrial and
Organisational Psychology in South Africa.

The initial framework for the Scope of Practice was presented in the first report . The
content is based on a summary of the work done by the Division for Occupational

Psychology of the British Psycho  logical Society as part of their OP FIRST project (The
British Psychological Society (Division of Occupational Psychology), 2006) , as well as the

work of Bartram and Roe (2005) in an article published in the European Psychologist on
the Definition and Assessment of Competences in the Context of the European Diploma
in Psychology .

The following areas are included in the model:

The typical work context of the IOP

The typical roles of the IOP

The primary areas of competence of the IOP

The secondary areas  of competence of the IOP

The typical behavioural competencies required by the IOP
The typical knowledge components required by the IOP
The typical skills required by the IOP

E

This content formed the basis of the survey questionnaire. The results from the survey
are presented in the next section.

© SIOPSA, 2010
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6. The typical work context of the IOP

It is useful to define the typical work context of the IOP before reviewing the results

from the survey given that results should be interpreted against this context.

Bartram

and Roe (2005) describes the typical work context of the IOP in the table below.

Table 1: Typical work context of the IOP

Content Area

Description

Work setting
Co-workers
Clients

Purpose

Object

Tools

Methods

Timing

Consultancy, business firm, public service, government agency.

Support staff, economists, engineers, HRM

-specialists, managers.

Individual employees and managers. Groups, organisations, trade

unions, public agencies.

Optimisation of productivity, social relations, and

individuals in organisations.

well being  of

Individuals, groups, larger entities. Social and physical work
environment. Work tools and equipment. Policies and procedures.

Tests, observation schemes, interviews, surveys, group and
organisational assessment techniques; modes of behaviour in work
settings; design and change methods.

Job and organisational analysis. Selection, appraisal, training, career
development. Job, team, organisation and workplace design.

Organisational change.

According to business needs and cycles.

In contrast to this context, the following table describes the typical work context of other

areas of psychology.

Table 2: Typical work context of other areas of psychology

Content Area

Health

Education

Work setting

Co-workers

Clients

Purpose

Object

Tools

Methods

Timing

Private practice or clinic, public
health care institution

Support staff, medical doctors, social
workers

Individuals, families, or other small
groups

Promotion of mental and physical
health of individuals and families

Individuals. Household and family
arrangements

Test, observation schemes,

interviews; models of disorders and
abnormal behaviour, therapy

protocols

Individual and family assessment.
Counselling, behaviour modification,
hypn osis, psychotherapy

According to individual needs

School, educational institutions,
public services, government agency

Support staff, pedagogues, didactical

experts

Individual students, parents and
teachers. Schools, public agencies.

Optimization of learning and
adaptat ion of individuals in
educational settings.

Pupils, teachers. Educational tools
and equipment. Courses and
curricula. Policies & procedures

Test, observation schemes,
interviews, surveys; models of
behaviour in educational settings;
design and change methods.

Methods of needs analysis. Methods
for curriculum design. Methods for
learning and performance
assessment.

According to educational needs and
cycles

© SIOPSA, 2010
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7. Scope of Practice Survey Results

7.1 Description of sample

The survey was distributed to approximately 2,346 individuals ont he SIOPSA
membership database. = Some of these individuals are active members of the Society,

while others are on the database because they participated or attended a Sl OPSA event
at least once.  From this group , 240 completed surveys were received.

The tables below provide  more information on the distribution of the sample in regards
age, gender and ethnicity .

Table 3: Sample distribution in terms of age, gender and ethnicity

Age Group Count Percentage
1 49 20.4
30-39 90 375
40-49 51 21.3
50-60 32 13.3
61-65 3 1.3
Older than 65 1 4
Not Provided 14 5.8
Gender Count Percentage
Male 69 28.8
Female 154 64.2
Not Provided 17 7.1
Ethnicity Count Percentage
White 160 66.7
African 38 15.8
Indian/Asian 14 5.8
Coloured 9 3.8
Other 1 A4
Prefer not to respond 2 .8
Not Provided 16 6.7

© SIOPSA, 2010
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7.2 Educational profile of the sample

The following tables provide information on the educational profile of respondents
including their highest level of education, the university at which these degrees are
obtained .

Table 4: Educational profile of sample by degree by highest level of education
Education Count Percentage
Doctorate or PhD 24 10.0
Masters degree 150 62.5
Honours degree 41 17.1
Not Provided 25 10.4

Table 5: Educational  profile of sample by university where degree was obtained

University Count Percentage
University of South  Africa (UNISA) 39 16.3
University of Johannesburg (or former RAU) 37 15.4
University of Stellenbosch (US) 28 11.7
University of North West (Former Potchefstroom University for 25 10.4
CHE)

University of the Witwatersrand (WITS) 21 8.8
University of  Pretoria(UP) 16 6.7
University of Cape Town(UCT) 11 4.6
University of Kwazulu  -Natal (UKZN) 11 4.6
University of the Free State (UFS) 5 2.1
Nelson Mandela Metropolitan University (NMMU - or former 5 2.1
UPE)

Rhodes University 3 1.3
Not Provided/Other 39 16.3

iOt her 0 u n ionsehootsi wereéndicated by 23 respondents

The following table provides more information on the distribution of degrees by
university (excluding those responses from the Not Provided or Other categories).

Table 6: Educational profile of sample by degree and university obtained
University Doctorate Masters Honours Totals
UJ/ RAU 7 21 8 36
UNISA 3 19 12 34
us 28 28
UNW / PU for CHE 4 16 5 25
WITS 19 2 21
UP 3 12 1 16
UCT 10 1 11
UKZN 10 1 11
UFS 1 3 1 5
NMMU / UPE 2 3 5
Rhodes University 2 1 8
Totals 20 140 35 195

© SIOPSA, 2010
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7.3 Health Professional Council of South Africa (HPCSA) registration
profile

The sample consisted of 79.6% registered individuals. The tables and graph below
provides more information on the registration category distribution

Table 7: Percentage of sample that is registered with the HPCSA

HPCSA registrati  on Count Percentage
Yes 191 79.6
No 30 125
Not Provided 19 7.9

Figure 2: Distribution of sample by registration category
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7.4 Employment and experience context of the sample

Table 8: Distribution of sample by years of experience

Number of Years Experience Count Percentage
N/A (not yet registered) 51 21.3
<5years 60 25.0

At least 5 but less than 10 years 47 19.6

At least 10 but less than 20 years 40 16.7
20 years or more 22 9.2
Not Provided 20 8.3

© SIOPSA, 2010
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The majority of respondents are employed full -time by a company or academic
institution, followed by private practice.

Table 9: Distribution of sample by employment status

Current Employment Status Count Percentage

Permanent full time employment at a 144 60.0

company/academic institution

Self-Employed!/ In private practice 52 21.7

Not Provided 25 10.4

Contract appointment at a company/academic 9 3.8

institution

Temporary employment at a 5 2.1

company/academic  institution

Not employed (seeking employment) 4 1.7

Not employed ( not seeking employment) 1

The larger proportion of the respondents viewed most of what they do as internal or

external consulting. The following table provides shows the responses for the question:

AWhat percentage (%) of your time involves acting as
to organisations in the private or public sector?o

Table 10 : Percentage time spend on consulting

% of time spent consulting Count Percentage

0 39 16.3

1-24 46 19.2
25-49 19 7.9
50-74 28 11.7

75 or more 88 36.7

Not Provided 20 8.3
Majority of organisations employing the respondents are in the private sector, working

for organisations that operate across a range of national and international regions.

Table 11 : Distribution of sample by employment sector

Sector Count Percentage
Private 154 64.2
Public 44 18.3
Not Provided 42 17.5

© SIOPSA, 2010 10
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Table 12 : Distribution of sample by regions organisations operate in

Region Count Percentage
National (all provinces) 68.8 S8
International 725 27.5
African Continent 76.7 283
Gauteng 81.7 18.3
Western Cape 85.4 14.6
Kwa - Zulu Natal 93.8 6.3
North West 94.2 5.8
Free State 94.2 5.8
Limpopo 95.0 5.0
Mpumalanga 96.3 3.8
Eastern Cape 96.7 8.3
Northern Cape 97.9 2.1

Key industries of work included:

Table 13 : Distribution of sample by industry

Industry Yes (%)
Mining 20.4
Public sector 20.0
Professional services consulting 17.9
Finance 16.3
Banking 15.8
Education 12.9
Retail 11.3
Food and beverages 9.6
Telecommunications 9.6
Information technology and computing 8.8
Construction 7.5
Insurance 7.5
Oil and gas 75
Electronics and/or engineering 6.3
Automobile 5.0
Legal 3.8
Media and/or publishing 8.3
Airlines and Airports 29
Hospitality 29
Pharmaceuticals 29
Travel and/or tourism 2.5
Wholesale 1.7
Entertainment and/or leisure 0.8
Real estate 0.8
Ot her industries mentioned included agriculture, chur
moving consumer goods (FMCG), health care, logistics, manufacturing, transport and

petro -chemical.

© SIOPSA, 2010 11
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The main areas of practices of respondents , rank from most to least are provided below.

Table 14 : Distribution of sample by areas of IOP practice

Area of Practice Yes (%)
Psychometric assessment 52.5
Career development 45.4
Leadership development 43.3
Organisational culture 41.3
Selection 40.4
Organisational change 39.6
Assessment and development centres 38.3
Performance management 37.1
Coaching 35.0
Human Resource Development (HRD) 34.6
Change management 34.2
Human resource management 34.2
Succession planning 325
Competency profiling 29.2
Job analysis/job design 29.2
Group processes and dynamics 23.3
Employee wellness 22.9
Counselling 221
Conflict management 21.7
Self management 17.5
Design and development of assessment tools 16.7
Employment (labour) relations 15.8
Research methodology and statistical analysis 13.8
Downsizing/organisational restructuring 13.3
Supervision of interns 10.8
Work and family (Quality of work life) 9.6
Compensation and benefits 7.9
Ethics 7.9
Psycho - legal/forensic 5.8
Teaching (academic) 5.8
Mergers and acquisitions 3.8
Technology and industrial psychology 3.8
Human factors and ergonomics 8.3
Consumer psychology 2.1
Litigation support 1.7
Neuropsychology 0.8
Ergonomics 0.4

Other areas mentioned included behavioural risk management, career counselling for
learners, community development, training, diversity, employer branding, employment
equity psychotherapy, talent management and trauma counselling.

© SIOPSA, 2010




7.5 The typical roles of the IOP

Respondents were asked

Table 15 : Typical roles of the IOP

I PROFESSIONAL ACTION DOMAIN: SECOND SCOPE OF PRACTICE REPORT

to indicate which of the following role(s) would describe their
typical work . The result of the survey is included in the last column o

as selected by respondents

f the table below.

Roles Role Description Percentage

Selection & Assessment Someone who is involved with developing,

Consultant implementing, or evaluating selection and 32.9
assessment procedures.

Generalist Consultant Someone who carries out a range of the above
occupational psychology related activities, rather 32.9
than specialising in one area.

Career Counselling A psychologist who  provides career counselling,

/Coaching Psychologist management, guidance and coaching for
individuals or organisations. For example,
assessing abilities, career interests and values, one
to one executive coaching, and abilities, career 317
interests and values, one to one executive
coaching, and providing support to define and
reach career goals.

Organisational Someone who specialises in the facilitation and

Development & Change management of organisational development and 31.3

Specialist change initiatives.

Training & Development Someone who is responsible for developing,

Specialist implementing, or evaluating training and 4.
development opportunities for individuals or ’
organisations.

Employment Services A psychologist who provides psychological

Psychologist assessment of individuals (often with disabilities)
regarding potential for work and potential for
learning and identifies necessary support 12.9
strategies and/or help to move the individual
towards employment.

Human Factors Specialist Someone who scient ifically investigates the
relationship between people, environments and 9.2
equipment and uses their findings to improve :
human interaction with processes and systems.

Occupational Psychology Someone who undertakes occupational

Researcher psychology -related scientific research. >.8

Occupational Psychology Someone who teaches occupational psychology -

Lecturer related subjects to undergraduate and 5.4
postgraduate students.

Psychologist for A psychologist who works as an internal consultant

Emergency Services on work and organisational issues, for the Police, 1.3

Fire or Ambulance Service.

© SIOPSA, 2010
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7.6 The primary areas of competence of the IOP

Respondents were asked to indicate h ow often they are you required to be involv ed in the following areas of wor k.

Table 16 : The primary areas of competence of the IOP

Competences Elements Description IOP Area of Practice
A. Goal Interacting with the client for the purpose of defining the goals of the service that will be provided.
specification Needs Analysis Gathering information about the cl i e Gatheringinformation by intake interview and document
appropriate methods, clarifying and analyzing the needs to a point analysis in industrial setti ng. Clarification and  analysis of
where meaningful further action can be taken. client needs.
Goal Setting Proposing and negotiating goals with the client, establishing Proposing and negotiating goals with client. Establishing
acceptable and feasible goals, and specifying criteria for evaluating goals and specifying criteria.
goal fulfillment at a later time.
B. Assessment Establishing relevant characteristics of individuals, groups, organizations, and situations by means of appropriate methods.
Individual Carrying out assessment by means of interviewing, testing and Interviewing, testing, observation in industrial setting.
Assessment observation of individuals in a setting relevant for the service
demanded.
Group Carrying out assessment by means of interviewing, testing, and Group interviewing, group observation, role analysis.
Assessment observation of groups in a setting relevant for the service demanded.
Organisational Carrying out assessment by means of interviews, surveys, and other Employee surveys, communication analysis, culture
Assessment methods and techniques that are appropriate for studying assessment, structural analysis, performance ana lysis.

organizations in a setting that is relevant for the service demanded.

Situational Carrying out assessment by means of interviews, surveys, and other Job analysis, work place  analysis, employee surveys.
Assessment methods and techniques that are appropriate for studying situations

in a setting that is relevant for the service demanded.

C. Development Developing services or products on the basis of psychological theory and methods for the use by the clients or psychologists.

Service or product Defining the purpose of the service or product, identifying relevant Tests, AC's, Interviews, surveys, HRM procedures, systems
definition & stakeholders, analyzing requirements and constraints, and drawing and policies, work tools and methods, time schedules, jobs,
requirements up specifications for the product or service, taking into consideration organisational structures, communication schemes,
analysis the setting in which the service or product is to be used. organisational change schemes.
Service or product Designing or adapt ing services or products in accordance with the Design or adaptation of aforementioned products.
design requirements and constraints, taking into consideration the setting in

which the service or product is to be used.
Service or product Testing the service or product and assessing its feasibility, reliability, Examination of feasibility, reliability, validity, etc.
testing validity and other characteristics, taking into consideration the

setting in which the service or product is to be used.
Service or product Evaluating the service or product with respect to utility, client Examination of utilit y, client satisfaction, user friendliness,
evaluation satisfaction, user friendliness, costs and other aspects that are costs in industrial use.

relevant in the setting in which the service or product is to be used.

© SIOPSA, 2010
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Competences

Elements

Description

IOP Area of Practice

D. Intervention

E. Evaluation

F.
Communication

Identifying, preparing and carrying out interventions that are appropriate for reaching the set goals, using the results of a
development activities.

Intervention
planning

Direct person -
oriented
intervention

Direct situation -
oriented
intervention

Indirect
intervention

Service or product
implementation

Establishing the adequacy of interventions in terms of

Evaluation
planning

Evaluation
measurement

Evaluation
analysis

Providing
Giving feedback

Report writing

Developing an intervention plan that is appropriate for reaching the
set goals in a setting relevant for the service demanded.

Applying intervention methods that directly affect one or more
individuals in accordance with the intervention plan, in a setting
relevant for the service demanded.

Applying intervention methods that directly affect selected aspects of
the situation in accordance with the intervention plan, in a setting
relevant for the service demanded.

Applying intervention methods that enable individuals, groups, or
organizations to learn and take decisions in their own interest, in a
setting relevant for the service demanded.

Introducing services or products and promoting their proper use by
clients or other psychologists.

Designing a plan for the evaluation of an intervention, including
criteria derived from the intervention plan and the set goals, in a
setting relevant for the service demanded.

Selecting and applying measurement techniques that are appropriate
for affecting the evaluation plan, in a setting relevant for the service
demanded.

Conducting analyses in accordance with the evaluation plan, and
drawing conclusions on the effectiveness of interventions in a setting
relevant for the service demanded.

nformation to clients in a way that

Providing feedback to clients, using appropriate oral and/or audio -
visual means, in a setting relevant for the service demanded.

Writing reports to inform clients about the results of assessment,
service or product development, interventions, and/or evaluations, in
a setting relevant for the service demanded.

Developing plans for personal and situational intervention
in industrial setting.

Selection, training, career development, group
interventions, organisational development.

Implementation of new tools, methods procedures,
schemes. Introducing changes in work environment.

Guidance or training of managers or staff in industrial
setting.

Implementation of work tools, methods, schemes, etc.

adherence to the intervention plan and the achievement of set goals.

Plan for evaluation of selection, training, career
development, etc.

Assessment of criteria for productivity, effectiveness,
efficiency, well -being .

Analysis of intervention effectiveness.

is adequate to fulfill the

Providing oral feedback to individual clients, giving group
presentations.

Reports on assessment, products designed, interventions,
and evaluations.

ssessment and
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Respondents were asked to indicate how often they are involved in each of the primary areas described above. The following graph
describes their responses. Due to an unfortunate omission in theratslurvey, the
Figure 3: Frequency ratings of inv olvement in primary areas of competence
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7.7 The secondary areas of competence of the IOP

Respondents were asked to indicate,i  n their perception, how important the following areas are for successin their role as Industrial
Psychologist . The results are presented in the graph that follows.

Table 17: The secondary areas of competence of the IOP

Enabling competences Definition

Professional strategy Choosing an appropriate strategy for dealing with the problem(s) posed based on a reflection on the
professional situation and oneds own primary competenc

Continuing professional development Updating and developing oneds primary and enabling com

with changes in the field and the standards and requirements of the psychological profession, national
and South African regulations.

Professional relatio ns Establishing and maintaining relationships with other professionals, as well as relevant organizations.

Research and development Devel oping new products and services that have the pot
and generating new business.

Marketing & sales Bringing current and new products and services to the attention of actual or potential clients, co ntacting
clients, making business offers, selling services, providing after -sales services.
Account management Establishing and maintaining relationships with (poten

satisfactions, identifying opportunities for expanding business.

Practice management Designing and managing the practice from which services are rendered, whether as a small business or
as part of a larger private or public organization, including financial, personnel, and operational aspects,
providing leadership to employees.

Quality assurance Establishing and maintaining a system for quality assurance for the practice as a whole.
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Respondents were asked to indicate, i  n their perception, how important the following areas are for success in their role as Industrial
Psychologist . The followi ng graph describes their responses.

Figure 4: Distribution of importance r atings for secondary are  as of competence
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7.8 The typical behavioural competencies required by the IOP

Respondents were asked to indicate, i

n their perception, how important the following

competencies are for success in their role as

Industrial Psychologist . The results are presented in the graph that follows. Competencies that were seen as essential for success during

the OP FIRST project (The Bri tish Psychological Society (Division of Occupational Psychology), 2006)

are indicated in bold.

Table 18 : The typical behavioural competencies required by the IOP

Competency Area

Competency Description

Deciding and Initiating Action

Leading and Supervising

Working with People

Adhering to Principles and Values

Relating and Networking

Persuading and Influencing

Presenting and Communicating

Information

Writing and Reporting

Applying Expertise and Technology

Analysing

Making prompt, clear  decisions, which may involve tough choices or considered risks. Taking responsibility
for actions, projects and people. Taking initiative, acting with confidence and working under own direction.

Initiating and generating activit y.

Providing others with a clear direction. Setting appropriate standards of behaviour. Delegating work

appropriately and fairly. Motivating and empowering others. Providing staff with development opportunities

and coaching. Recruiting staff of a high calibre.

Demonstrating an interest in and understanding of others. Adapting to the team and building

team spirit. Recognising and rewarding the contribution of others. Listening, consulting others

and communi  cating proactively. Supporting and caring for others. Developing and openly

communicating self -insight.

Upholding ethics and values. Demonstrating integrity. Promoting and defending equal opportunities,

building diverse  teams. Encouraging organisational and individual responsibility towards the community

and the environment.

Establishing good relationships with customers and staff. Building wide and effective networks

of contacts inside and outsid e the organisation. Relating well to people at all levels. Using

humour appropriately to enhance relationships with others.

Making a strong personal impression on others. Gaining clear agreement and commitment from others by
persuading, convincing and negotiating. Promoting ideas on behalf of self or others. Managing conflict.

Making effective use of political processes to influence others.

Speaking clearly and fluently. Expressing opinions, information and key points of an argument

clearly. Making presentations and undertaking public speaking with skill and confidence.

Responding quickly to the needs of an audience and to their reactions and feedback.

Writing  clearly, succinctly and correctly. Writing convincingly in an engaging and expressive

manner. Avoiding the unnecessary use of jargon or complicated language. Writing in a well -
structured and logical way. Structuring information to meet the needs of the int ended audience.
Applying specialist and detailed technical expertise and sharing it with others. Developing job knowledge

and expertise through continual professional development. Using technology to achieve work objectiv es.
Understanding of different organisational departments and functions.

Analysing data, breaking information into component parts, patterns and relationships. Probing

for further information or greater understanding of a problem. Making rational judgements from
the available information and analysis. Producing workable solutions to a range of problems.
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Competency Area Competency Description
Learning and Researching Rapidly learning new tasks and quickly committing information to memory. Gathering
comprehensive information to support decision -making . Demonstrating a rapid understanding
of newly presented information. Learning from success and failures. Managing knowledge.
Creating and Innovating Producing new ideas, approaches or insights. Creating innovative products or designs. Producing a range of
solutions to problems. Seeking opportunities for organisational improvement. Devising effective change
initiatives.
Formulating Strategies and Working strategically to realise organisational goals. Setting and develo ping strategies. Identifying and
Concepts devel oping positive and compelling visions of the organi
range of issues across the organisation.
Planning and Organising Setting clearly defined objectives. Planning activities and projects well in advance and taking

account of possible changing circumstances. Managing time effectively. Identifying and
organising resources needed to accomplish tasks. Monitoring performance against deadlines
and milestones.

Delivering Results and Meeting Focusing on customer needs and satisfaction. Setting high standards for quality and quantity.
Customer Expectations Monitoring and maintaining quality and productivity. Working in a systematic, methodical and
orderly way. Consistently a chieving project goals.
Following Instructions and Following instructions from others without unnecessarily challenging authority. Following procedures and
Procedures policies. Keeping to schedules. Arriving punctually for work and meetings. Demonstrating commitment to
the organisation. Complying with legal obligations and safety requirements.
Adapting and Responding to Change Adapting to changing circumstances. Accepting new ideas and changing initiatives. Adapting interpersonal

style to suit different p  eople or situations. Showing respect and sensitivity towards cultural and religious
differences. Dealing with ambiguity, making positive use of the opportunities it presents.

Coping with Pressures and Setbacks Working productively in a pressurised environment. Keeping emotions under control during difficult
situations. Balancing the demands of a work life and a personal life. Maintaining a positive outlook at work.
Handling criticism well and learning from it.

Achieving Personal Work Goals and Accepting and tackling demanding goals with enthusiasm. Working hard and putting in longer hours when

Obje ctives necessary. Identifying development strategies needed to achieve career goals and making use of training
opportunities. Seeking progression to roles of increased responsibility and influence.

Entrepreneurial and Commercial Keeping up to date with competitor information and market trends. ldentifying business opportunities for

Thinking the organisation. Demonstrating financial awareness. Controlling costs and thinking in terms of profit, loss

and added value.
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competencies are for success in their role as

responses.

Figure 5: Distribution of importance ratings for behavioural competency areas
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7.9 Analysis of qualitative c omments

Respondents were asked to indicate how they  see the role of the industrial psychologist
chang e in the future . The full set of comments is included in this report as Appendix A.

Comments were qualitatively analysed and ca tegorised according to the following key
areas :

1 Comments related to the profession . These comments relate to the IOP
profession and its future. Typical themes from these comments included:
0 Boundary management with HR,

0 The provision of services by non -registered individuals,
o How we learn from other professions,
o Training requirements and
o Ethics
1 Commentsrelatedto  organisations and businesses as key clients. Typical

themes from these comments included:
0 Becoming business partners
o Improving and working with ¢ ommercial insight
o Understanding the needs of business
0 Health and safety
1 Commentsrelatedto individuals as key clients. Typical themes from these
comments included:
0 Respect for human dignity
o Career counseling
o Psychoth erapy
1 Comments related to the tools or instruments we use as IOP to deliver services
and products. Typical themes from these comments included:
0 Internet and technology
o Development of assessment tools
0 Social media
1 Commentsrelatedto changesinthe external environment (country and
community) that might affect the way we work.
1 Commentsrelatedto other areas. A key theme included here related to how we
as professionals deals with change
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An analysis of the number  times a comment from a particular

Figure 6: Qualitative comment themes frequency of mention

theme is mentioned

resulted in the following distribution:

0 = Other

P = Profession related (who we are, regulation, scope of practice, etc)

T = Taols or how we do our work (technology, methodolagy, etc)

I = Indhidual related [helping people, individual is primary stakehalder)

B = Business related {making organisations better, org ks primary stakehalder)

E = External evnironment jcommunity, county, etc)
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8. Knowledge and Skills Areas not included in the survey

The following broad taxonomy for the knowledge and skills that are required by the IOP
was included in the First Scope of Practice report. These areas were not included in this
survey due to their detailed nature.

Table 19: Thetyp ical knowledge components required by the IOP

Knowledge Cluster Knowledge Area
Developing People Coaching
Training

Performance Management
Career Development

Selection and Assessment Selection and Assessment Methods
Job Analysis and Competency Design
Individual Differences
Diversity

Organisational Development Organisational Theory
Organisational Development and Change
Leadership and Management Theory
Social Dynamics

Research Methods and Ethics Research Methods
Evaluation
Ethics

Design of Environment and Work Safety at Work

Employee Wellbeing
Cognitive Processes
Ergonomics

Business Knowledge Commercial Awareness
Sales Models
Employment Law

Table 20: Thetypical  skills required by the IOP

Skills Cluster Skills Area

Technical skills Psychometrics
Interviewing skills
Job analysis
Qualitative data analysis
Statistical analysis
Accident/Error Analysis Techniques
Miscellaneous Technical Skills
Generic skills Consulting skills
Listening and Questioning Skills
Counseling skills
IT skills
Numerical ability
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APPENDIX A:

Detailed list of qualitative ¢ omments collected as part of the survey . Comments are presented
as they were entered. Due to export restrictions, some comments are truncated.

In your opinion, what do you see as the most significant change(s) for industrial psychology in the near
future?

1. How industrial psychology can play a role in contributing to BEE requirements.2. This is not seen as a change, but
rather asserting the fact that I/O Psychology is relevant and plays a strategic or instrumental role in building on the
future

1. Remaining relevant in an increasingly technological climate especially wrt assessment. 2. How do we as IOP continue
to add value by integrating best practice with business strategy to support human capital growth?

1. Use of technology2. Scope of practice with regards to overlap with HRM
1.Creating new centres of excellence, such as the former National Institute for Personnel Research (before the HSRC \'s
political right wing contamination in the 1980 \'s to 1990 \'s). Such a centre could pioneer relevant research,

international collaboratio

1.Understanding the diagnostic role in relation to HR, I&OP is not doing HR2. Getting our heads around leadership
coaching as appractice, structuring the fraternity , principles, pricing

1) Competing with  non - psychologist for market share on services & products. MNC employing a deregulated
assessment policy and practices 2) Opereting in a less regulated global environment on psychological act. 3)
Psychologist required to defferentiate wit

A more prominent  role with the recognition of the salience of the human factor. This will mean a greater demand for
highly skilled and adaptable 1/0O psychologists who demonstrate business insight.

A move out of the HR field where we predominantly are, to establish our own field in organisations that incorporates
the psycholgical side of organisations and individuals.

A name change that more clearly indicates what is it that we do.

©uithe cor e p+Drpg/chslagy iotd help people breathe human energy into organizat ions and the central
point of the core purpose is the critical, but rather simple

Ability to rapidly respond to changes in the business environment and to produce research products and tools to meet
these needs, very limited difference legislatively between the role of an industrial psychologist and a psychometrist in
Independent Pract

Able to influence others so that they understand the significance of our role. Importance of psychometric assessment
and able to sell this. Integrity - we need people with high values and standards. We also need people with much more
work experience, i

Adaptation to circumstances

Adapting to changing situations

Adding value to business - optimising whole systems from a design and behavioural point of view

Adjusting to more effective usage of the internet in everyday work

Alignment of Industrial Psychology courses at Universities to competencies needed in practice.

Are we still more relevant than HR consultants with no Ind Psych background? Where is our added value if
psychometrics can be applied by people who are not registered psychologists?

As we automate a lot of the HR functions and ctreation of centres of excellence in organisations, there will be a growing
need for s pecialisation rather than generalists roles, to help prepare industrial psychologist for areas in organisations
that requir

Assisting companies in designing, managing and evaluating talent management strategies and initiatives to deliver the
strategy of 0 rganisations and optimise the potential of people and systems

Becoming more effective at counselling i.e able to do counselling chargeble to medical funds.Becoming more IT
orientated - Human/Computer interaction

becoming strategic business partners

Being able to manage the fast pace of change rather than sitting in your practice and doing what you \'ve always done.

Being associated with the HPCSA or not.

Business and commercial knowledge and orientation. a need for highly qualified professionals.

Can we please include career counselling for high school learners in our scope of practice, as we can give excellent

advice regarding a person - job fit?

Career guidance and counselling.

Change management with includes the ability to enable people to deal with change and to build resilience

Clear acknowledgement and recognition Of | -0 as a strategic, organisational value -add profession. Refer Ulrich model
i.t.0. strategic alignmnet and line -partnership

Competing with unregistered practitioners in other generalist profession such as HR mainstream since employers are

yet to make it compulsory to seek professional registration as a requirement for employment.

Competition with other consultantsTechnologyGetting away from only level 2 work to real valu e adding contributions at
higher levels.

dealing with workers working from home/telecommutingsafety in the workplace and working safely

Demonstrating relevance in a rapidly changing business environment.Keeping abreast of change.Continuous learning.

Demonstrating value to business and taking on a stratgeic role - developing role outside the context of a medical
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model.

Developing commercial awareness and linking HR initiatives to business strategy

Development of psychological assesments

Differentiat ing the role & work that can be done by industrail psychologists versus that of others. Adding strategic
value to Business.

Differentiating the role of In dustrial Psychologist from other competing services such as HR & Change management
consultants

Distinguishing it from quasi professionals like coaches, od consultants. Clear differentiation between Psychometrist and
Psychologist. Providing work contextualised for SA and being able do adapt to international requirments.

Ek weet nie

Electronic communication and social networking.

Emphases on the big pictureMulticultural umderstandingHolistic approach to people with a business
perspectiveleadership in increasing chaos, national and international

Establishing a niche in terms of psychological assessment. All types of people/organisations are using tests illegally
and we need to get the HPCSA to act on this.

For organisations to realise the business value that IP can add in realising goals and strategy. IP domain to be
identified as value addi  ng profession

Gaining widespread acknowledgment from organisations so that they use services more often and value inputs from
psychologists. we need to stay ahead of the game to do so and promote talent development.

Generational Theory implications, commercial thinking, strategic thinking

Globalisation, work  -life balance, more recessions, organisational commitment, what is \'work \'

Globalization a major issue. Moving from the \"I'\"to the \"we\"to accomplish outcomes effectively/or to the win win
of all.

Having to work as an industrial psychology mostly at the public service as most of the people working there are not
qualified and they cannot deliver accordingly.

How to ensure ethical behaviour and conduct within corporate organisations

| hope to see the next generation working closer together - more collaboration, less sticking to what a person knows
(traditional / old  -school approach)

| see it becoming part of a multi -disciplinary approach, where the field of knowledge becomes even broader, with
specialized pockets of expertise. As such, industrial psychology will have to liaise with and \"co -conspire \" with other
disciplines such as

| think as Industrial Psychologists - especially in independent practice, we have to deal with many different

stakeholders. We need to be very clear with ourselves and others about our values, expectations, and boundaries.
Otherwise, our contributions can

| think that it is critical that Industrual Psychologists move away from single workshops and set interventi ons.
Organisations will start seeing the value that it has strategicly and less as a training device or little add on to leaders o
change process

| would like to see the role of an IPS in business elevated and seperated from Generalist HR

In my opinion, Industrila Psychologists need to determine areas of expertise or they may become obsolete as many
psychologists (counselling, educational)and HR specialists offer the same as we do to organisations.

In South Africa, having to adapt to different c ultures (especially managers) who do things differently, work differently,
manage time differently, approach work differently and view ethics and integrity differently to what has always been
taught and insti

In terms of my specialisation in psychometric assessments, | would have to say the legalisation of lay persons

administring and having access to reports without the interpretation from a Psychometrist/Psychologist.

In the field of assessment there is little distinction between psychologist and indepe ndent psychometrist - need to
ensure skills as a specialist advisor, not just person who can assess and report on data - provide value added benefit to
organization.

In the South African context, | -O Psychology HAS to open up to other areas of psychology, for e.g. thel -O psychologist

has to also understand psychosis, health psychology, basic human health and wellbeing and medical conditions. Often
1-O psychology ope

Industrial psychologist need need the autonomy to practice in in corporate private conte xt. Industrial Psychologist need
more consulting expertise not to just function as supporting HR fuction.Upcoming new psychologist need more
interpreneual and business

Industrial Psychologist should start acting as Business Partners and Change Agents.

Industrial psychologists should make themselves more heard in organisations. Employers tend to listen but not take
recommendations seriously at all times, which can results in frustration as many hours of work goes into projects.

Industrial psychology has the tricky position of being in the middle of a stationary ethical health professional mentality
and falling within the borders of fast moving and changing industries. As the world of work become more and more
automated, instant

Industrial Psychology sho  uld become an integral part of any organisations structure. Only HR or personnel
management is no longer sufficient. Organisations require professional that can strategise and not merely partake in
administrative tasks.

Industrial psychology should not be confused with HRM - They need to be recognosed as two separate fields, especially
in the corporate environment

Industrial Psychology will have a greater need and focus for change management. There is also going to be a need to
have a clearly defined scope of practice.
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Industrial psychology will have to distinguish its focus from the general transactional HR focus.Industrial psychology
has to contribute as psychologists in the diagnosis and interventions necessary within South African organisations.With
increased workin

Keeping abreast with the ever changing environment/requirements

Keeping up with changes/new legislation especially in teh training field.

Less focus on psychometrics and assessments and a move to more business orientation and people pra ctices

managing psychological contracts for different age groupings (e.g., baby boomers, generation X & Y, managing virtual
workplaces,the internationalization of the workplace

Managing the influx of coaching in the market place and other such jobs, which are not governed in the HPSCA but
should really be. Additional how this impacts qualified psychologists and possible loss of income

Many corporates in SA are becoming global - globalised thinking (propogated by Obama) is more inclusive versus
colonizing thinking which is exclusive. Industrial psychologists in SA will need to have the necessary skills to analysize
and forecast & commu

More involvement within employee improvement programs

More understanding of the paradigm of the client; industrial psychology practices mapped to client needs, not making
client needs \'fit\' psychology needs.

Must obtain greater accountabiliy and responsibility within workplace - work closer with government departments to
perhaps do some auditing work on p eople management and transformation in the work place.

Networking, building relationships Persuading and Influencing societies, industries about the relevamcy of Psychology
in the workplace. influencing

Not being part of a company anymore, but developing entrepreneural skills to manage own private practice. Being able
to think on a level where you can advice business on integrating people with business. The way people
think/behave/stress is very importan

Online assessments

Playing an increasing  strategical role in organisations.Integrating more with psycholoy - huge gap in knowledge of
individual psychological processes
Position itself against a lot of semi -skilled people that wants to do similar functions like counselling for example;

including educational institutions that is not protecting standards

Promoting the profession so that people not in the industry understand the different scope of practices of different
types of psychologists.

Providing direction to business leaders

Race-based decisions in private and parastatal companies; deep and ethical knowledgee and skills to respond to this.

Realising the roots of the work in psychology and staying in touch with developments in psychology in work context

recession influencing  the spend on traiing, OD etc

reenforcing believes,trustand participation inthe world ecomonic sectors following the recessionary timeframe and
inculcating hope and transpiracy in the banking system ,big business and regulatory systems.

Remaining specialist within our field as roles within HR in organization defuses and become assimilated into the broader
organizational structure.

Showing relevance by coming up with solutions to today \'s HR problems. We do not innovate enough and like to
implement \'flavour of the day \' solutions, hence, losing credibility as solution providers. Similarly, it is too easy to
\'pose \' as an IO -specia

Simplifying our termd and practicesAddingf value to the triple bottom line

Stronger emphasis on ethics and professional standards - the IOP will have to show how he/she provides value over
and above HR Professionals, coaches etc.

Surviving as an academic discipline; training indigous industrial psychologists

Technology.

The ability to participate in rapidly changing business, organisational, technological environments with people and
organisational effectiveness solutions

The changes in legislation and how these impact on the products and services offered by the organizational
psychologist.

There isaneed for IS to get involved with lower level personnel in organisations,whether for assessment, selection,
training or support purposes.There is a big need for hands on experience in dealing with lower level employees in a
profesional and effec

There should be a clear distinction between the Industrial Psychologists and HR practitioners. They should be involved
in the formulation of the Organisational strategy and actively drive that strategy company wide.

There should be a clear distinction between what an HR qualification and a IPSY qualification differ and where they
overlap in the private sector

They are now being recognised as the forerunners of Human Resource Management issues in organisations especially

public sector. They are now also being included as decision makers in Selection procedures.
To be able to accurately predict human behaviour in specific work contexts. To be able to use this information to guide
line management with respect to: management of change, management of talent, management o f performance, team

management and diversity.

To be able to understand finances at executive level to coach and assist in decision making.Be a professional in Labour
Law as well. To manage a business yourself and provide exceptional service to the client.Manage your own company
cash flow as clients do

To be recognised as Professional people e.g. medical doctor in their working environments.

To focus more on individual career counselling, preparing employees and organisations to adapt and be employable in
volitile mark conditions.Focus on individaul \'s self concept.Utilising assessment for teambuildings.
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To focus more on the value adding component in terms of financial indicators

To make an impact/difference to bottom line therefor we need to deliver results, meet customer expectations ensuring
value add i.e quality, time and cost (be relevant!!)

To shift the role from being an assessment specialist to applying behavioural knowledge (including assessment data) to
create organisationbal  transformations

To speak the language of business and market ourselves to businesses while maintaining professional stadards and
ethics. To maintain professionality and offer real value without resorting to general marketing tactics of only
presenting th e positive side

To start focusing more on the psychological part of Industrial Psychology. Lately it feels if training institutions are no
longer training Industrial Psychologist but HR practitioners. Some of the interns | have assisted have not been schooled
adequately

To understand the business realities more and to focus broader than just the psychological issues. Also to steer away
from individual counselling and to look at the organisation in a wider sense

To utilise our broad behaviourial training beyond mere psychological assessment. Assessment data therefore becomes
a tool to do change management, coaching, leadership development, etc., not an end in itself.

Touching on abnormal psychology in the work place

Understand business. Prevent exploitation of worekrs. Combat inhamane leadership/management practices.
Understand sociology - the background of the worker

use of technology and on  -line assessments

Using technology (e.g. social media), not only for assessing, but also as tool for con tributing to the field of practice
(e.g. OD, Change, Wellness).

Value add services, and not just giving the client what they are asking for.

We have been reading, writing and talking about the changing role of the industrial psychologist for many years now,
yet | can think of very few industrial psychologists who are able to address organisational needs. | believe that this
can only be brough

We need to become a more diverse profession and we need to assist people that fall outside the realm of emplyoment
to acquire skills so that they become employable

well as a student i believe all psychologist that are alredy in the field have paved our ways to the top what is left for
us upcoming psychologis is to research more, or bring back methods that were used acient time and mordenise them

work with the polarity of people and organisation

Workforce diversity on a global scale in the midst of a shrinking global talent pool; Developing new ways (management
interventions) of effectively managing employees from various generations and differing value systems

Working in a new economy context
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