
Copyright is owned by the Author of the thesis.  Permission is given for 
a copy to be downloaded by an individual for the purpose of research and 
private study only.  The thesis may not be reproduced elsewhere without 
the permission of the Author. 
 



Massey Unive•c;it.y Library 

':w -;-,r:l ... ,.,.j & Pac:fic Collection 

The Perceived Validity and Reported Use of 

Management Selection Methods in New Zealand Organisations. 

A Research Re.porl Presente j in Partial Fulfilment 

of the Requirements for the 

Degree of Masters of Business Studies. 

1\atalie Joy Harris 

1~91 



ACKNOWLEDGEMENTS 

I would to sincerely thank my supervisor Dr. Paul Toulson and my advisor Ms. 

Esther Livingston for their invaluable support and assistance with this research 

report. Many thanks also to Dr. Mike Smith and Amanda Waugh for their assistance 

with the development of the questionnaire. 

In addition I would like to take this opportunity to thank Mr Nigel Armstrong and 

the Institute of Personnel Management New Zealand Inc. for distributing the 

questionnaires amongst the Institutes members. Last, but not least, I would like to 

thank all those managers who participated in the research and made this report 

possible. 



ABSTRACT 

A study of the use of management selection methods and their perceived ability to 

accurately predict future job performance was conducted. Managers' perceptions of 

the validity of management selection methods were also compared with the research 

evidence of the 'actual' validity of those selection methods. 

The correlation between the 'actual' validity of the selection methods and the 

perceived validity was small (Pearson r = 0.471). The respondents' perceptions of 

the validity of the management selection methods included in the questionnaire also 

had only a slight relationship with the use of those selection methods in New 

Zealand organisations (r = 0.4882). 

Managers appear to have a reasonably accurate perception of the validity of the 

more uncommon selection methods such as graphology and astrology. However, 

their perception of the validity of some of the more common selection methods is 

incorrect. For example, they believe that ordinary interviews, references and work 

experience have high levels of validity when in fact they do not. 

In some instances it appeared that managers were using selection methods they knew 

1 · to be less valid more often than the selection methods they perceive to be more 

valid. For example, while situational interviews were perceived to be more valid 

than ordinary interviews they were used less often than ordinary interviews. 

( ii) 
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