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1/0O Psychology Alum Recognized for
Her Achievements

Dr. Sahra Kaboli-Nejad was recognized
by the UNO Alumni association at the
UNO Night of Honor with the Young
Alumni Achievement Award given to
UNO alumni to recognize outstanding
career achievement, active community
involvement or exceptional service to the
university by graduates 40 or younger.
For more information please check here.

Help Support
Dr. Sahra Kaboli-Nejad Our Program
UNO Industrial Organizational Psychology If you choose to use a check, please make
Excellence Fund it payable to the “University of Nebraska

You can support our /O Program and the work we  Foundation.” In the memo portion of the
do by donating through the University of Nebraska check, please write “UNO 1/O Excellence
Foundation. Your gift to this fund will help support  Fund.”

current students’ research and conference

presentations to further enrich their education. Thank you for your continued support!

Donate Online

You can directly donate to the 10 fund at this link.
Please note that this link is subject to change so
the preferred donation method is to click the
“Support Us” link at the top of the 10 program
webpage linked to here.

Donate by Mail
Click here to access the form for donating by mail.


https://unoalumni.org/noh2022
https://secure.nufoundation.org/give?fundid=01109150&sitename
https://www.unomaha.edu/college-of-arts-and-sciences/psychology/academics/graduate-programs/io-psych/index.php
https://nufoundation.org/ways-to-give/mail-a-check/

Greetings from the I/O Psychology Program at UNO

Dr. Roni Reiter-Palmon,
Director, 10 Program

Department and I-O Area Happenings

Hello everyone!
| hope you are all doing well!

After a few years of major changes, from COVID to new
faculty, we are now finding our new groove. The 10
program now includes 7 faculty. The current faculty
include Dr. Yimin He, Dr. Sam Hunter, Dr. Abby
Folberg, Dr. Billy Kramer, Dr. Mahima Saxena, Dr. Ze
(Mia) Zhu, and myself. Dr. Saxena has joined us last
Jan., and we introduce her in this newsletter. The
others have been introduced before, and feel free to log
onto the IO Psychology web site to check the research
activities of each of these wonderful faculty. As a result,
and as you may expect, we are seeing a lot of shifts in
our program, from new courses being proposed and
taught (such as Occupational Health Psychology, DEI,
Malevolent Creativity, and Virtual teams as well as
additional statistics courses such as SEM and MLM).

Our program continues to produce research outcomes,
some of which you can see in the publication and
conference submissions sections of the newsletter. This
year, like those in the past, the profile of UNO's I-O
psychology program gained more prominence, thanksto
the efforts of hard-working faculty and our students.
Check out all the papers that were published by students
and faculty last year!

The Center for Applied Psychological Services (CAPS),
under the direction of Dr. Roni Reiter-Palmon, has
continued to revitalize the contributions of its local
outreach. Our students have thrived in applied efforts
that benefit the program and our community. But we are
always looking for more variety and additional applied
projects. If you have projects that you are interested in
having our students perform, please reach out to me!

Our LinkedIn group “UNO 1/0 Psychology” has grown to
170 members, and we hope you will join. This group
allows us to maintain strong connections with, and
between, program alumni. We encourage current
students and faculty to also join. Although | continue to
send job openings via email, | have also employed the
LinkedIn group for this purpose, and believe this network
offers promise for sharing future opportunities among
students and alumni alike. In fact, | share a job almost
daily using LinkedIn.

We also joined twitter, and the 10 program at UNO has
an official twitter follow us @iopsyc_uno. As always,
please let me know about updates or changes in your
contact information (e.g., e-mail) or occupation (e.g.,
new roles, new organizations).

You will also find good news updates from our alumni. In
the newsletter you'll also find good news updates from
our alumni. We love hearing about the wonderful newsin
your lives, so keep up the sharing!


https://www.unomaha.edu/college-of-arts-and-sciences/psychology/academics/graduate-programs/io-psych/faculty.php

Upcoming Events and Contact Information

Fastest Ways to Stay Connected

Some of our faculty members

are on Twitter:

@iopsyc_uno a0



mailto:rreiter-palmon@unomaha.edu
https://www.linkedin.com/groups/UNO-I-O-Psychology-1051667/about
https://twitter.com/iopsyc_uno
https://twitter.com/rrpcreativity?lang=en
https://twitter.com/dr_samhunter
https://twitter.com/YiminheQy
https://twitter.com/YiminheQy
https://twitter.com/dr_mia_zhu
https://www.facebook.com/UNOpsychology/

Meet Our New Faculty: Dr. Mahima Saxena!

Dr. Mahima Saxena,
Assistant Professor

| am excited to join UNQ's |-O psychology program this
year! | am a person-centric I-O researcher meaning that |
am most interested in the lived experience of people at
work. My research expertise is in two overlapping sub-
disciplines of I-O psychology - occupational health
psychology (OHP) and humanitarian work psychology
(HWP). Within OHP — | am interested in worker well-
being and understanding how experiences at work
contribute to worker health on the one hand, and how
health impacts work, on the other. My past and ongoing
research in this area have examined job-burnout,
affective or emotional states in the context of work, and
the ability to stay focused and on-task while working. |
am also interested in STEM organizations and study the
experiences of women in STEM, particularly in the
context of milder mistreatment interactions such as the
experience of workplace incivility.

In the realm of HWP, | am passionate about
understanding the experiences of those who live and
work in the informal economy, often in poverty, and in the

absence of decent work. These research and partnership
are very exciting! We are unraveling how people who
“work” - but outside the context of the formal organization
(think worker, not employee), in (often) non-Western,
informal, non-POSH settings- experience work! | spend a
lot of time thinking about Sustainable Work and
Sustainable Livelihoods these days. This work is aligned
with the UN SDG's and tries to play a concrete role in
furthering the prosocial mission of I-O Psychology.

| use mixed methods to answer the questions that | ask
in my research. This includes both qualitive and
quantitative methodologies. | am particularly interested in
the experience sampling method as it allows me capture
lived experiences as it unfolds in ecologically valid
settings! My research has taken me to some unique
places to collect data. I'll likely teach motivation next
year and courses related to diversity, occupational
health, and humanitarian I-O down the road.

| earned my PhD in Psychological Sciences with
specialization in I-O Psychology from Purdue University,
my MSc in Occupational Psychology from the University
of London. | enjoy reading classical Indian philosophy,
eastern health and wellness traditions, being out in
nature, and swimming. I'm also a big foodie and Omaha
has not disappointed so far! I am looking forward to
meeting everyone from UNO’s I-O program!



Congratulations, Graduates!

Ph.D. M.S. M.S.

Adam Damadzic David Gianos Mary Baak

M.S. M.S.

Kristin Grant Ruben Quiros



Welcome, First Years!

Kenya Faith Samantha Halll Hanna Johnston
M.S. program M.A./Ph.D. program M.A./Ph.D. program
Cynthia Kennedy Cody Knight Madison Scott
M.S. program M.A./Ph.D. program M.S. program

First year's welcome continued on the next page...
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Welcome, First Years!

Megan Ximenes Yaxuan Zhou
M.A./Ph.D. program M.A./Ph.D. program

For more information about our new students, please visit this link.
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https://www.unomaha.edu/college-of-arts-and-sciences/psychology/_files/documents/IO%20PSYC/2022io-first-year.pdf

Applied Experience: NASA Langley Research

Center
By Kelsey Ciagala

From January to
August 2022, |
worked as an
Organizational
Development (OD)
Specialist Intern at
NASA Langley
Research Center.
Langley Research
Center is the oldest
NSASA field center

and is located in Hampton, Virginia. As a research
center, the focus of Langley is to develop and
explore new technologies and methods for
aeronautics and space travel. Additionally, Langley
conducts Earth Science research to support NASA's
missions along with monitoring the Earth’s climate.
The OD team is responsible to working directly with
mission crew teams and leaders to help support and
improve team and organizational effectiveness.

| was able to work virtually from home in Omaha,
Nebraska alongside other OD interns from across
the country. At this time the majority of Langley
employees were also working mostly from home
with only a select few who worked on center
regularly due to their job (e.g., technicians needed to
run the wind tunnels or maintenance personnel). Our
team almost exclusively worked with individuals in
leadership positions. We served as internal
consultants for NASA leadership, trying to tackle
many hard team or organizational concerns.

For the first half of my internship, | was responsible
or meeting with leaders, conducting research, and to
assist in the development of targeted organizational
retreats. | was lucky enough to be flown out twice to
Hampton, Virginia to work on Center. My first trip

took place over seven days from March 27t to April
2", During this time, | helped set up and conduct
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leadership team retreats for three different
directorates at Langley that | had spent the
months previously helping develop. My second
trip took place over five days from May 8 to May
12, During this trip, | was responsible for helping
set up and run NASA's Diversity Equity Inclusion
and Accessibility Day along with assisting in the
brainstorming session for Langley’s Future of
Work team.

For the second half of my internship, | was placed
as a consultant for Langley’s Future of Work team.
Langley’s Future of Work team is a group of
volunteers from across the center that are in
charge of paving the way for how the Center
conducts its work. They are responsible for
collecting data on Langley’s workforce about
perceptions and opinions about virtual, remote,
and onsite work. Additionally, they are responsible
for getting information about any changes to the
NASA culture the workforce would like to see in
the future. | was responsible for assisting the
Future of Work team in any capacity needed. |
helped the team with brainstorming data collection
methods, creating employee surveys, and
analyzing and interpreting the results.

For over ten years, NASA has been ranked as the
best place to work in the federal government. |
could not talk more highly of my time I spent at
NASA. | was able to hone my industrial/
organizational psychology skills in an environment
that was safe and welcoming. | highly recommend
that any 1/0 psychology student that wants to
make a positive difference to apply for one of the
many internships NASA offers.



Research Experience: Creative Problem

Solving and Gender in the Workplace
By Payge Japp

Research on
creativity and
creative problem-
solving has
received
increasingly more
attention over the
years. However,
one component of
the creative
problem-solving

process, idea evaluation, has continued to receive
lesser attention. Additionally, gender differences
have been considered in idea evaluation, but the
findings remain unclear. Accordingly, Dr. Roni
Reiter-Palmon and | have worked to examine the
role that gender may play in idea evaluation and
selection.

Our first project examined gender and idea
evaluation, looking at whether gender stereotypes
influence evaluation of an individual’s creativity.
Although previous research has considered this, this
project was specific in aiming to investigate a)
whether individuals viewed ideas generated by men
as more creative compared to idea generated by
women and b) whether individuals are more likely to
implement ideas generated by men compared to
ideas generated by women. To do so, we asked 104
undergraduate students to evaluate 8 equally
creative ideas. Four of the ideas were presented by
stereotypically male names (e.g., Dominic) and four
of the ideas were presented by stereotypically
female names (e.g., Margaret). Participants were
then asked to evaluate each of the eight ideas on
two dimensions of creativity: (1) originality and (2)
quality. After evaluating each idea, participants were
asked to select one of the ideas for implementation.

In line with the hypothesis, we found that ideas that
were generated by men were rated as being more
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creative than ideas generated by women.
Interestingly, ideas generated by women were
viewed as being more implementable than ideas
generated by men. Nonetheless, this project was
our first attempt in clarifying the inconsistent
findings of creativity and gender.

Our second project continued to look at gender
differences, but rather than emphasizing idea
evaluation, this project highlighted idea selection.
As previous research has provided some clues as
to the attributes of ideas that individuals prefer to
select, it has been indicated that people often
prefer more simple ideas, less risky ideas, and
more feasible ideas. However, each of these
previous findings have identified the preferred
types of solution characteristics through
manipulations of idea characteristics. Thus, there
are many gaps in the literature surrounding the
personal justification regarding idea selection,
which leads to the first purpose of this study, to
evaluate the explicit reasons that participants
state as their justification for selecting particular
solutions.

Additionally, because there are characteristics that
can influence what type of idea is selected, it was
also thought the gender of the idea generator may
influence how one evaluates and selects an idea.
Previous research has indicated possible gender
biases, such that Proudfoot et al. (2013), found
that participants reported identical ideas to be
more creative when believe them to be generated
by a man, rather than by a woman.

Continued on the next page...



Research Experience: Creative Problem
Solving and Gender in the Workplace
Continued

Additionally, it has been indicated that men have
reported having greater support for creativity in the
workplace than women, which has led men to
execute more frequent creative behaviors. That
said, not only are men receiving a greater amount of
support than women, men and women are also
being evaluated differently in terms of creativity.
Thus, this portion of this project evaluated whether
solutions generated by men were viewed as more
creative than those generated by women.

The procedure regarding this project was similar to
the first project, such that the identical vignette and
solutions were used. Once participants rated the
originality and quality of the ideas, participants were
asked to select which idea was the most 1) creative,
2) implementable, and 3) practical. Following the
selection of each idea, participants were asked to
open-endedly describe why they selected each
idea. Once all of the responses were collected, the
open-ended responses were content coded and a
variety of themes were identified. Following this, a
series of chi-square analyses were conducted to
identify any significance.

The results indicated that a gender bias may exist
within idea selection. It was indicated that when
participants selected solutions that were generated
by a man, the reasons for selecting these ideas
were because they were more unique and novel.
However, when participants selected solutions that
were generated by a woman, the reasons for
selecting these ideas were because they included
greater collaboration of included third-party
involvement. Thus, the results were in line with
traditional gender norms, such that men’s ideas
were viewed as more agentic and women’s ideas
were viewed as more communal.

Expanding on the above studies, the next portion of
this research will take a closer look at the vignette
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itself and examine how this may play a role in the
findings. This additional study will serve to
examine how a more agentic themed problem
may play a role in these findings in comparison to
a more communal themed problem. This study will
provide more information on possible gender
biases in idea evaluation and selection.

Nonetheless, all of the above research on gender
biases in idea evaluation and selection has real-
world implications. For example, with gender
biases in capital investment funding’s, women are
significantly less likely to receive investment
funding than men are, such that out of 6,500
venture capital investments, only 3% of these are
secured by women (Brush et al., 2014).
Importantly, gender biases in idea evaluations can
often lead men to receive more recognition, more
funding, and more opportunities than women
(Balachandra et al., 2019). Thus, examining the
gender disparities between men and women
sheds light on a potential gender bias in how
creative ideas are evaluated. That said, because
idea evaluation and selection plays such a large
role in organizational and innovative success, it is
vital that this research be conducted.



Good News Corner 2022

| was recently promoted to Global Head of Diversity, Inclusion and Social Impact at On. | also got
—— married in Omaha on September 101, 2022, to Joey Kemler. —

- Sahra Kaboli-Nejad

| stepped down from being department chair so | could take a sabbatical in '20-"21 (which turned
out to be a lovely year for not teaching). Upon returning from sabbatical my colleagues

—1 unanimously voted that | resume the duties of chair of the Psychology Department at Winona —
State. Perhaps absence makes the heart grow fonder.

- John Johanson

Our second child - Isaac Michael - was born on December 61, 2021. He joins sister Edith (age 4).

- Victoria Kennel

In April of last year, | left Dell Technologies after 19 years to join the faculty of the University of

Texas at Austin's McCombs School of Business, where | teach courses on Leadership,
Organizational Behavior, and Strategic HR Management to undergraduate and MBA students.

- Tom Rauzi

Elliott Barber and | were married on September 251, 2022 (pictured below). We met 7 years ago
in the 1/0 program at the October First Friday. I

- Erin Nyquist
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