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The application of psychological principles and techniques
to the work situation has been well documented (Dunnette & Kirchner
(1965), Tiffin & McCormack (1966), Blum & Naylor (1968), Kolasa
(1969), Korman (1971). There are however few studies which provide
some understanding of attitudes towards industrial psychology and
these are limited to the United States. (Feinberg & Lefkowitz
(1962), Thornton (1969). In spite of the increasing number of
management consultant firms in this country there is little
information about the application of psychological principles to
the New Zealand industrial scene. In order to gain some understanding
of the current status and scope of industrial psychology, it was
decided to investigate the attitudes of personnel officers, managers
and management consultants.

It is expected that there will be fundamental differences
between the viewpoints of the United States and New Zealand samples,
especially as regards the desirability of having an industrial
psychologist in the company and the assessment of influence in
relation to productivity and satisfaction, because of the smaller
work force, national employment policies, the educational level of
the respondents and a lack of information in regard to the nature
of industrial psychology.

The United States population is approximately seventy times
greater than the New Zealand populatiomn. Because of this much
smaller work force and the consequent larger number of smaller
firms (i.e. of less than 500 employees) there is expected to be less
demand for the industrial psychologists to be employed full time
within a company. New Zealand has endeavoured to maintain a full
employment policy for many years with a shortage of labour whereas
the United States' abundant labour supply is coupled with chronic
unemploymente. One éxpected consequence is that this competition
for employment will result in more emphasis on qualifications
proferred when job seeking. It is.therefore, rexpected that the
United States respondents will be better qualified in such areas as
personnel administration, thus having more understanding of
psychological principles and more awareness of the contributions

of industrial psychology. It is hypothesized that significantly



more United States than New Zealand personnel officers would
consider it desirable to have a professionally trained industrial
psychologist in the company. Management would be similarly
affected by the greater number of larger companies and the
employment situation which results in many applications for each
situation, with the best qualified in all fields, including both
the business administration and the human relations aspect of
management, obtaining the position. It is thus expected that
managers in the United States would also have an awareness of the
contributions of industrial psychology to industry and it is
hypothesized that significantly more United States managers than
New Zealand managers would be prepared to hire an industrial
psychologist.

Although an Institute of Management Survey (1968) reports a
steady growth in the establishment of personnel departments with
more responsibility being taken for staff training than previously,
there does not appear to be a corresponding growth in available
information or training courses. In 1942 the Department of
Scientific and Industrial research started an industrial psychology
division using the services of psychologists attached to the
University colleges to investigate such areas as working
environment and personnel duties. The pesul ts of'thelr sStudies
were made known to managers through lecture courses. This
department was closed down in 1954 and since then there has been
no coordinated industrial psychology organisation for either
research or teaching. Thus there is no government support for an
organisation for the dissemination of information essential not only
to industry but to all work situations.

It is suspected that the New Zealand respondents will have less
tertiary qualifications than the United States sample. The
Institute of Management reports (1968) that the profession of
personnel management in New Zealand at present includes too few
people whose minds have been trained in tertiary education and it
is expected that the management sample will reveal the same
shortcoming, especially when Hanley (1966) reports that training
for management has still not been accepted by all employers. Fhe
only available training facilities offer a narrow coverage. The

personnel component of a New Zealand Institute of Management




3.
certiticate s one ‘sixth (é) of the course requirements.
Its advantage is that it does not have a pre-entry requirement
of a previous degree and while the content is inadequate as a
personnel qualification, it may provide some understanding for
the many company secretaries, works and factory managers and even
accountants who must take on the responsibility for personnel
management in companies too small to employ personnel staff.
The business administration course at Victoria University offers
papers in the theories of management and organisation, as well
as behavioural analysis i.e. the sociological, psychological
and organisational factors affecting people in the work situatiomn,
which account for half the course requirements of the first year.
Optional papers of personnel management and the psychological
aspects of labour relations may be chosen in the second year, but
the emphasis is on managerial economics. Despite this, this'course
offers more industrial psychology than obtainable elsewhere, but
entry is restricted to graduate students and it is suspected that
this would preclude the majority of people employed as managers and
personnel officers. Because so little is proferred in the way of
industrial psychological education, it is hypothesized that there
is in New Zealand industry, little knowledge of the work scope of
industrial psychologists.

This hypothesis is further reinforced by a content analysis of
the most widely circulated business publications in New Zealand
over the years 1967-1970, which revealed that articles of a
psychological slant were outnumbered fifty to one by articles
referring to company law and taxation problems. (Place 1971).
Money behaviour receives more emphasis than human behaviour. There
is a noticeable trend towards the publication of advice from
management consultants. None of the 1967 articles referred to
the work of management consultants or were written by them but
by 1970 they were contributing nearly every month an article
related to some facet of industrial psychology. This would indicate
that business firms are becoming more aware of the services which
are offered by industrial psychologists working within management
consultant firms.

The articles related to industrial psychology were further
analysed and grouped according to content. The largest category

(43%) is related to the selection and deployment of staff as ably







































































































































































































14. Do the majority of your clients employ less than

50 employers,
50 = 199
100 - 299
300 —~ 499
500 - 999
7000 or more.

154 Do you consider that the size of an industry has relevance

to the requesting of your services.

YES NO

16. Do you consider that management in New Zealand is fully
aware of the practical application of psychological principles
to the work situation?

If yes, what supports your answer?

If no, why not?
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APPENDIX E,.

Statements, categories and scoring system of the
leadership belief scale.

Categorz A,

Statement 1.
3>

The average human being prefers to be directed, wishes to avoid
responsibility and has relatively little ambition.

s 5| : 2 : 3 : 4 : 5 .
Strongly Agree Undecided Disagree Strongly
agree disagree.

Statement 2.

Leadership skills can be acquired by most people regardless of
their particular inborn traits.

s 1 : 2 : 5 5 4 : 5 -
Strongly Agree Undecided Disagree Strongly
agree disagree.

Category B.

Statement 5.

A good leader should give detailed and complete instructions to
subordinates, rather than giving them merely general directions
and depending on their initiative to work out the details.

: 1 2 : 3 : 4 - 5 :

Strongly Agree Undecided Disagree Strongly
Agree. Disagree.

Statement 7.

A Superior should give his subordinates only that information which
is necessary for them to do their immediate tasks.

; 1 - 2 : 3 : 4 : 5 -

Strongly Agree  Undecided. Strongly
Agree. eglsagree disagree.




71

Category C.

Statement 4.

In a work situation, if subordinates cannot influence me then I
lose influence on them.

2 1 : 2 : 3 . Leis S
Strongly Agree Undecided Disagree Strordy
Agree Disagree.

Statement 6.

Group goal setting offers advantages that cannot be obtained
by individual goal setting.

1 : 2 ; 3 : 4 : 5 %
Strongly Agree Undecided Strongly
Agree Disagree Disagree

Category D.

Statement: 3%

The use of rewards (pay, promotion etc.) and punishment (failure to
promote etc.) is not the best way to get subordinates to do their work.

1 : 2 - 3 . - 3 5] -
Strongly Agree Undecided Disagree Strongly
agree disagree

Statement 8.

The superior's authority over his subordinates in an organization
is primarily economic.

: 1 - 2 . 3 : 4 g 5 e
Strongly Agree Undecided Disagree Strongly
Agree. disagree.

The higher scores for each statement indicate higher democratic values.




e

BIBLIOGRAPHY

ARGYRIS C. Interpersonal competence and organizational effectiveness.
Irwin 1962.

BLUM M. & NAYLOR J. Industrial psychology; Its theoretical and
social foundations. Harper & Row 1968.

BROWN J.A.C. The social psychology of industry. Nicholls & Co.
; 1954.

CAMERON D. Job satisfaction of employees in a light engineering
firm. Personnel Practice Bulletin 1970,26,p34~41.

CLARKE A.W. & McCABE S. Leadership beliefs of Australian managers.
Journal of Applied Psychology 1970, 54 p.1-6

COCH L. & FRENCH J.R. Overcoming resistance to change.
Human relations 1948,1, p 512-532.

DUNNETTE M. & KIRCHNER W. Psychology applied to industry.
Appleton Century Crofts 1965.

EISENGER R. & LEVINE M. Role of psychology in labour relations.
Personnel Journal 1961, 67 p 643 - 649

FEINBERG M.R. & LEFKOWITZ J. Image of industrial psychology
among corporate executives. American Psychologist
1962, 17, p109-111.

GUNZBURG D, Wage incentives in Australia. 1. Extent. Personnel
Practice Bulletin 1969,4, p274-287. 2. Operation.
Personnel practice Bulletin 1970,1,p10-24,
3. Effects. Personmnel Practice Bulletin 1970,2,p83-92,

HAIRE M. GHISELLI E. & PORTER L. Cultural patterns in the role
of the manager. Industrial Relations 1963,2,p 95-117.

HANLEY G. Personnel management in New Zealand. Sweet & Maxwell 1966.

KOLASA B,J. Introduction to Behavioural Science for business.
John Wiley & Sons 1969.

KORMAN A.K. Industrial & Organizational Psychology.
Prentice & Hall 1971.




0

LIKERT R.
New patterns of management. McGraw Hill 1961.

MASLOW A,H., Motivation and Personality.
Harper & Bros. 1954

McGREGOR D.

The human side of enterprise. McGraw Hill 1960.

McGREGOR D,

Leadership & Motivation. M¢I.Te Press 1966

MOSER C.A.

Survey methods in Social Investigation. Heinemann 1958
Organisation for exonomic co-operation and development.
Forms of wage and salary payment for high productivity.
International Management Seminar Report 1967.

Personal administration: Changing scope and organization.

Studies in personnel policy No. 203, National Industrial
conference Board, New York 1966.

Political and Economic Planning Report. Attitudes in British
management. Allen & Unwin 1965

Personnel Practices in New Zealand.
New Zealand Institute of Management Survey 1968.

PLACE H.I.

The Status and Scope of Industrial Psychology in New Zealand.
Unpublished manuscript 1971.

SIEGEL S. Nonparametric Statistics for the behavioural sciences.
McGraw Hill 1956.

STRAUSS G. & SAYLES L.

Personnel: The Human Problems of Management
Prentice Hall 1967.

TANNENBAUM A.S.

Social Psychology of the Work Situation. Prentice Hall 1966.



74

TIFFIN J & McCORMICK E. Industrial Psychology.
Allen & Unwin 1966.

THORNTON G.C. Image of industrial psychology among personnel

administrators.
Journal of Applied Psychology 1969, 5 p436-438.

TURNOVSKY F. The Graduate in Industrye.
New Zealand Manufacturer December 1971. p.16 —22

VROOM V.H. Work & Motivatione Wiley 1964.

WHYTE W.F. Money & Motivation. Harper & Row 1954.

UHIVERGITY OF WAKKAT®
LIBRARY



