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The aim of this study was to compare the perceived status and job satisfaction of registered industrial
psychologists with that of human resource management (HRM) practitioners who are not registered
as industrial psychologists. In South Africa, registration with the Health Professions Council of South
Africa (HPCSA) is a statutory requirement which entitles one to call oneself an industrial psychologist,
and to perform certain psychological acts.  However, many personnel who are not registered psycho-
logists also work in the field of HRM and are not required to register with a statutory body.  Despite
differences in the minimum qualifications required and statutory registration requirements, there is a
great deal of overlap between the roles of industrial psychologists and other HRM practitioners in
organisations.  This raises issues regarding the perceived benefits of registration. This research focus-
es on perceptions of status as a potential intrinsic benefit of registration.  Self-report questionnaires
were completed by 46 participants who were registered with the HPCSA and 45 HRM practitioners
who were not registered (n = 91).  Results found no significant difference in status or job satisfaction
between registered and non-registered participants. The findings are discussed in terms of the
motivation to qualify and register as an industrial psychologist and implications for professional identity
and practice.
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In the last decade or so a number of articles have questioned the relevance and standing of industrial
or organisational psychology as a profession (Benjamin & Louw-Potgieter, 2008; Moalusi, 2001;
Pienaar & Roodt, 2001; Renecle, 2001; Veldsman, 2001; Venter & Barkhuizen, 2005; Watkins,
2001), although the contribution of industrial psychology as a discipline, or body of knowledge, is
acknowledged (Renecle, 2001). The profession has been described as marginal (Moalusi, 2001) and
threatened (Benjamin & Louw-Potgieter, 2008), suggesting that industrial psychologists are not
sufficiently valued in organisations. This has largely been attributed to the roles that industrial
psychologists typically play in organisations whereby they frequently take on a number of human
resource management (HRM) functions rather than restricting themselves to the psychological acts
that are reserved for them by legislation in South Africa (Veldsman, 2001). There is evidence that
industrial psychologists spend most of their time on general HRM activities and little time on the
psychological acts reserved for psychologists by the Health Professions Act No. 56 of 1974, 17(1)
(hereinafter referred to as ‘the Act’) (Benjamin & Louw-Potgieter, 2008; Schreuder & Coetzee, 2010;
Venter & Barkhuizen, 2005). This is unusual compared with most other groups of statutorily
registered professionals who have certain practices reserved by law for them to perform, and who
usually limit themselves to those activities. It contrasts with HRM practitioners who are currently not
required to register with a statutory body, or to meet minimum educational qualifications (Janse Van
Rensburg, 2009), yet who perform a range of activities that form the bulk of the working day for
many industrial psychologists. 

Some authors (e.g. Benjamin & Louw-Potgieter, 2008) have suggested that the overlap in roles
between industrial psychologists and HRM practitioners has led to an identity crisis for the profession
of industrial psychology. However, it is not clear how the identity crisis manifests in the daily lives
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of industrial psychologists, or whether it refers mainly to an academic issue. The current study
addresses this gap by examining how the overlap between the two groups spills over onto related
outcomes that affect industrial psychologists’ perceptions of themselves and their well-being, such
as perceived status in the workplace and job satisfaction. This study compares how industrial
psychologists and HRM practitioners perceive their own status and job satisfaction.

Scope of practice and jurisdiction

The Act gives sole jurisdiction to psychologists to perform certain psychological acts. These are:
• “The evaluation of emotional, behavioural, and mental processes or personality adjustments of

individuals or groups through the interpretation of assessment tools;
• assisting people in the adjustment of personality, emotional, or behavioural problems;
• identifying and evaluating personality dynamics and personality functioning according to

scientific principles;
• the use, control, and development of prescribed questionnaires or tests and various techniques

or instruments; and
• the use of psychotherapeutic methods, hypnotherapy, and any psychological method or coun-

selling to prevent adjustment problems or mental illnesses of individuals or groups”(Benjamin
& Louw-Potgieter, 2008, pp. 117-118).

Strictly speaking, this means that only psychologists are legally permitted to perform these activities.
However, the Act does recognise that certain other occupations are required to perform these activi-
ties in the course of their duties. These occupations include, for example, ministers of religion, social
workers, and medical practitioners, amongst others. For the specialist category of industrial psycho-
logy, these activities also overlap with a number of roles performed by managers in human resources
and other areas (Benjamin & Louw-Potgieter, 2008). A few examples of such activities include
assessing and managing employees’ degree of suitability to their jobs and performance, selecting and
placing individuals in jobs, dealing with group dynamics in teams, and counseling employees in a
number of situations. Benjamin and Louw-Potgieter (2008) also point out that although industrial
psychologists are required to have certain qualifications, the content areas of these qualifications are
frequently included in other degrees and are covered by people intending to pursue other career
routes, such as HRM and management. This reduces industrial psychologists’ powers in terms of sole
jurisdiction, and impacts on exclusivity and potentially on the status of industrial psychologists.

Professions, statutory bodies and professional associations

In the past, the term ‘profession’ has had different meanings, ranging from personal qualities of trust
and competence to being used to refer to particular occupations (Abbott, 1988). Since the mid-
twentieth century, “profession”has applied to occupations that are characterised by lengthy and
expensive education and training intended to ensure certain standards of competence; autonomy;
regulation and control by a statutory body; the ability to discipline members; adherence to a code of
ethics; and importantly, the reservation of particular work activities for that group of people
(Greenwood, 1957; Wilensky, 1964).  These conditions result in restricted access to the professions
(Evetts, 2006), which contributes to the professions’ exclusivity and high social standing (Mac-
Donald, 1995). The extensive education and training applies to industrial psychologists since they
are required to hold a relevant Master’s degree, undergo a twelve-month internship, pass an exami-
nation set by the Professional Board, and register with the Health Professions Council of South Africa
(HPCSA). In addition, industrial psychologists are expected to adhere to a Code of Ethics and the
HPCSA is able to apply disciplinary measures against them. Therefore, they meet the conditions
considered necessary for professionals as described above. However, the meaning of “profession”
has changed over time (Abbott, 1988) and today the term is frequently used loosely to refer to almost
any occupation (Evetts, 2006), including personnel working in the field of HRM. 

The minimum requirements and routes for qualifying as an industrial psychologist and HRM
practitioner are very different. The lengthy training required of industrial psychologists by the Act
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contrasts with the multiple qualifications that are accepted in order to be an HRM practitioner.
Consequently many HRM practitioners have qualifications at lower levels than those of industrial
psychologists, although some HRM practitioners choose to hold Master’s degrees. This suggests that
industrial psychologists generally have a higher education level and longer period of training than
most HRM practitioners. Registration with the HPCSA (the statutory body for all psychologists) is
mandatory to be able to call oneself an industrial psychologist (Van Vuuren, 2010). Registration,
together with continuing professional development (CPD) which is legally required of all psy-
chologists, is aimed at benefiting patients or clients by ensuring work standards and competence
(HPCSA, n.d.). The HPCSA also protects the public from malpractice on the part of psychologists.

For HRM practitioners, there is currently no mandatory registration with a statutory body (Van
der Westhuizen, Van Vuuren, & Visser, 2003) although there have been moves to create such a body.
In 1985 and again in 1998 The South African Board for People Practices (SABPP) coordinated the
drafting of a Personnel Practice Bill, but these were not tabled in parliament on either occasion
(SABPP, 2012) and statutory registration for HRM practitioners was not implemented. In 2002,
however, the SABPP became the education and training quality assurer for HRM and was accredited
by the South African Qualifications Authority. This gave the SABPP statutory rights to control
standards and training for HRM in South Africa under the South African Qualifications Authority
Act (SABPP, 2012). Although it is not legally required for HRM practitioners to register with the
SABPP, they may choose to register with it at various levels depending on their qualifications and
experience. This provides a career path, recognition for different levels of expertise, and creates
different status levels amongst HRM practitioners. In addition, the SABPP has instituted a CPD
system and a code of conduct for members aimed at assuring the quality of HR services. These
developments represent steps towards the professionalisation of HRM. It was even argued by Latti
(as cited in Van Der Westhuizen, Van Vuuren, & Visser, 2003) that HRM in South Africa can be
considered a profession, since it meets all the characteristics indicative of a profession.

The SABPP’s statutory powers are not as extensive as those of the HPCSA and no work
activities are reserved specifically for HRM practitioners by law as they are for psychologists. It
could be argued that these differences are likely to reduce the status of HRM practitioners compared
with industrial psychologists. The statutorily enforced lengthy education and training of industrial
psychologists, combined with their registration with the HPCSA are intended to act as a type of
quality assurance. As these aspects are not standardised amongst HRM practitioners, practitioners’
levels of competence are arguably likely to be more variable than those of industrial psychologists,
despite the SABPP’s role in quality assurance, training, and CPD. 

In addition to statutory bodies, non-statutory professional associations play a role in developing
and maintaining the competence of various occupations. Some professional associations exist
exclusively for psychologists and psychometrists (e.g. Psychology Society of South Africa, The
Society for Industrial and Organisational Psychology of South Africa) and others are open to HRM
practitioners and industrial psychologists (e.g. Institute of People Management, Human Resource
Council of South Africa, Coaches and Mentors of South Africa). In addition to registering with the
HPCSA, industrial psychologists have the option of joining non-statutory professional associations.
Similar non-statutory professional associations are also available to HRM practitioners. However,
statutory bodies have distinct functions from non-statutory professional associations. Key distinctions
between statutory and non-statutory bodies reside in their statutory power to restrict access to profes-
sions and regulate members through aspects such as standards of professional conduct, continued
professional development, and protecting the public from malpractice (HPCSA, n.d.). Non-statutory
professional associations frequently contribute to work standards but do not have the statutory power
to find members guilty of misconduct (Van der Westhuizen et al., 2003). The social standing of pro-
fessions derives partly from registration with statutory bodies rather than membership of professional
associations, although membership of certain professional associations may also be perceived as
being prestigious. The regulatory function of statutory bodies has been seen as facilitating trust
between the professionals and parties to whom they provide services, although this view has been
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criticised as a result of malpractice scandals in the legal and medical professions (Evetts, 2006).
The extrinsic benefits of joining professional associations have been well documented. These

include the advancement and dissemination of specialised knowledge and information, opportunities
for continuing education and professional development, networking among members, advocating for
members on issues such as licensure or funding, mentoring, dissemination of a code of ethics, and
influencing public policy (Bauman, 2008; Zabel, 2008). Intrinsic benefits include job satisfaction,
personal development, social benefits, commitment to an ideology or a transcendent value, prestige,
and esteem (Bauman, 2008; Cafferata, 1979; Fuller et al., 2006; Karseth & Nerland, 2007). The bene-
fits are clearly demonstrated in some professions, such as medical doctors, engineers and chartered
accountants. However, the distinctive benefits of being registered as an industrial psychologist as
opposed to being an HRM practitioner are less clear due to the overlap between the fields. Ivan Latti,
in an interview with Janse Van Rensburg (2009, Annexure 2, p. 2) highlighted this by saying that 

[one of the possible] reasons why HR has yet to achieve the accepted professional status in
society probably relates to the fact that its body of knowledge is to a large extent shared by
industrial psychologists who are in the throws of their own struggle for achieving and retaining
even what they have already, as far as professional status is concerned.

It could be argued that registration with the HPCSA, combined with the reservation of certain acti-
vities for psychologists should be associated with enhanced status. However, the fact, that industrial
psychologists have sole jurisdiction over relatively few activities (as listed above) compared with the
many activities they share with HRM practitioners, is likely to undermine their status. 

Status
Prestige and status are similar concepts but have slightly different emphases. Prestige is defined as
“widespread respect and admiration felt for someone or something on the basis of a perception of
their achievements or quality” (Pearsall, 2012). This is relevant to people who are only able to join
professional associations due to their achievements and qualities. Prestige assists people in defining
themselves and achieving a positive social identity (Tyler & Blader, 2003, cited in Fuller et al., 2006).
Individuals aspire to joining prestigious groups because membership enhances self esteem. This is
likely to apply to registration as professionals with statutory bodies and membership of professional
associations. 

Status emphasises one’s standing in a social hierarchy as determined by respect, deference and
social influence (Huberman, Loch, & Önçüler, 2004). It is a slightly broader concept than prestige
and includes comparisons with other people in a hierarchy. Individuals evaluate their status within
organisations based on their assessment of signals that indicate the extent to which they are central,
included, valued, and respected (Fuller et al., 2006). Professionals are generally seen as having high
status by virtue of their specialised knowledge, lengthy training, and exclusive rights to particular
work (Benjamin & Louw-Potgieter, 2008). These aspects, as well as the role that prestige plays in
assisting people in defining themselves and achieving a positive social identity (Tyler & Blader,
2003, cited in Fuller et al., 2006), are likely to apply to industrial psychologists. Aspects of them are
also likely to apply to HRM practitioners especially in view of the role of professional associations
in the field of HRM, statutory quality assurance of HRM training and the introduction of CPD, and
the different registration levels of HRM practitioners with the SABPP. 

The concepts of prestige and status are similar and are used interchangeably by some authors
(Huberman et al., 2004; Rettig, Jacobson, & Pasamanick, 1958; Thye, Willer, & Markovsky, 2006;
Wegener, 1992) and in this study. Here, status refers to the participants’ standing in the social
hierarchy at work and the respect afforded them, based on their achievements and competence.
Because the workplace is the arena where exclusive rights to certain activities are most frequently
challenged (Benjamin & Louw-Potgieter, 2008), this research focuses specifically on the personal
prestige and status that participants perceive their employing organisation, colleagues and/or clients
to attribute to them rather than their status within their families or broader community contexts. 

In a number of professions, registration with a statutory body contributes to increased status
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(Huberman et al., 2004), power (Thye, 2000),and income (Larson, 1977). It follows that industrial
psychologists should perceive themselves as having high status, and arguably higher status than HRM
practitioners. However, it is possible that this is undermined by the overlap in work activities between
the groups, resulting in each group having similar perceptions of their own levels of status. For in-
dustrial psychologists, whose activities overlap extensively with those of HRM practitioners, it is
unclear whether these benefits occur. 

Job satisfaction
Job satisfaction is defined as “A pleasurable or positive emotional state that results from the appraisal
of one’s job or job experiences” (Martin & Roodt, 2008, p.24). Job satisfaction is important as it
affects well-being for individuals and outcomes that are important to organizations, such as turnover
intentions and organizational commitment (Rehman & Waheed, 2011). Most  registered professionals
(e.g. doctors) perform work that is reserved for them and this is likely to give them autonomy in addi-
tion to status. Because autonomy is an important contributor to job satisfaction (Griffin, Patterson,
& West, 2001), and people with high status feel central, included, valued and respected, it follows
that statutorily registered professionals are likely to enjoy high levels of job satisfaction. However,
the relationship between registration and job satisfaction is likely to be influenced by the many
factors that affect job satisfaction, such as pay, benefits, conditions of employment, and relationships
with supervisors and colleagues (Pienaar, Sieberhagen, & Mostert, 2007). In addition, it is not known
whether the lengthy education and training and registration requirements of industrial psychologists
afford them benefits in terms of job satisfaction compared with HRM practitioners.

The debate regarding the relevance of industrial psychology as a profession has largely been
held in the academic arena and it is uncertain as to the extent to which it influences outcomes for
industrial psychologists in the workplace. This research focuses on two outcomes by comparing a
sample of industrial psychologists and HRM practitioners in terms of their perceptions of their own
levels of status and job satisfaction. The research questions are:
1. How does the self-perceived status of industrial psychologists compare with that of HRM

practitioners?
2. How does the job satisfaction of industrial psychologists compare with that of HRM

practitioners?

METHOD
This research adopted a descriptive design with a cross-sectional design using non-equivalent groups.
Ideally, matched pairs would have been used, but this was not possible due to sample size.

Sample
The sample consisted of 91 voluntary participants, including 46 industrial psychologists and 45 HRM
practitioners. Participants who are currently registered with the HPCSA as industrial psychologists
were categorised as industrial psychologists regardless of whether the bulk of their work is related
to psychological acts or more general HRM activities. Participants who are not registered with the
HPCSA were categorised as HRM practitioners. Participants had a variety of job titles, including
various types of consultants, managers, directors, and HRM practitioners. Only two industrial psy-
chologists had the term ‘industrial psychology/psychologist’ and an additional four had the term
‘assessment’ or ‘psychometry’ in their job titles. All participants had relevant degrees in HRM and/
or industrial psychology. About two-thirds of the participants were between 30 and 59 years of age
and 70% had more than five years’ work experience. Two-thirds of the sample was  female. Based
on official South African Government classifications in the Employment Equity Act of 2004
(Department of Labour, 2012), 58% of participants were white and the remaining participants were
from designated groups. About two-thirds of industrial psychologists (67.6%) and HRM practitioners
(67.3%) belonged to non-statutory, voluntary professional associations. 
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Procedure

Purposive sampling was used with a two-pronged approach. First, a number of organisations and
professional associations were approached to request access. Second, snowball sampling was used
to increase the sample size. Data were collected electronically with a link to Survey Monkey being
distributed via email. All responses were returned anonymously. Ethical clearance was obtained from
the University of the Witwatersrand’s ethics committee.

Measuring instruments
Registration with the statutory body of the HPCSA was measured through the use of a ‘yes/no’
question. 

The authors developed a status scale because existing scales did not tie in sufficiently with this
study. Items were developed based on a review of existing literature, definitions of status, and exis-
ting scales. Of particular use were Fuller et al.’s (2006) concepts regarding status, respect and global
evaluations of how organisations view individuals, and the survey of work values (Cook, Hepworth,
Wall, & Warr, 1981). There was an emphasis on items that tapped the respect that individuals believe
they are accorded, the impact they perceive their contributions to be making within the organisation,
the extent to which they perceive they are valued, and the degree to which this value was concretely
manifested through aspects such as rewards and recognition. A pool of items was developed and
researchers in the field were consulted regarding their face validity and the appropriateness of their
wording. This resulted in certain items being discarded or altered. Examples of the final items
include: ‘My organisation recognises my contribution to its success,’ ‘My colleagues respect me,’
and ‘I am valued by my organisation.’ This resulted in a ten-item scale with a seven-point Likert
scale ranging from ‘strongly disagree’ to ‘strongly agree.’

The initial scale had 13 items, but three were removed in order to improve reliability. The
Cronbach alpha of the final ten-item scale was .78. A principal components factor analysis revealed
two factors. Factor 1 had seven items that measured the extent to which individuals feel valued and
respected by their organisations, and indicates perceived status. Factor 2 contained three items that
referred to the respect that individuals are afforded due to their experience and expertise and ties in
with the definition provided above of prestige. 

Job satisfaction was assessed using the Job Diagnostic Survey (Hackman & Oldham, 1975, cited
in Spector, 1997). This research used the 14-item measure that has five specific satisfactions: Pay
(two items), job security (two items), social (three items), supervisory (three items) and growth (four
items) satisfaction (Cook et al., 1981). These items combine to measure global job satisfaction. The
instrument uses a 7-point Likert scale ranging from ‘extremely dissatisfied’ to ‘extremely satisfied’
(Spector, 1997). The reliability, using the Spearman-Brown method, is acceptable, and ranged from
0.67 to 0.87 (Cook et al., 1981). The reliability obtained in this research was 0.9.

RESULTS
Summary statistics are presented in Table 1.

Status was normally distributed (Kolmogorov-Smirnov D statistic = .102, p >.05) for the global
sample, industrial psychologists (Kolmogorov-Smirnov D statistic = .148, p >.05),and HRM prac-
titioners (Kolmogorov-Smirnov D statistic = .110, p >.05). However, job satisfaction was not
normally distributed (Kolmogorov-Smirnov D statistic = .177, p <.05) for the global sample, indus-
trial psychologists (Kolmogorov-Smirnov D statistic = .174, p <.05), and for HRM practitioners
(Kolmogorov-Smirnov D statistic = .183, p <.05). Job satisfaction was negatively skewed indicating
fairly high levels of job satisfaction.

Two independent sample t tests were used to compare the perceived status and job satisfaction
of the groups. The comparison of status for the two groups had unequal variance (F (45,44) = 1.02,
p = 0.94), therefore the Satterthwaite method was used. No significant differences were found be-
tween industrial psychologists and HRM practitioners on perceptions of their own status (t (88.99)
= –0.9, p = 0.37).For job satisfaction, there was unequal variance (F (45, 44) = 1.49, p = 0.19), and



South African Journal of Psychology, Volume 42(4), December 2012 528

therefore the Satterthwaite method was used. The t test results were non-significant (t (86.343) =
–0.79, p = 0.43), which means that the two groups held similar perceptions of their own levels of job
satisfaction.

Table 1. Summary statistics for status and job satisfaction

Variable Mean SD Min Max N

Status
Industrial psychologists
HRM practitioners
Total sample
Job satisfaction
Industrial psychologists
HRM practitioners
Total sample

65.20
65.82
65.51

74.35
76.51

  75.418

7.92
7.08
7.48

14.355
11.754
13.106

44
52
44

40
39
39

87
82
87

93
92
93

46
45
91

46
45
91

DISCUSSION
The industrial psychologists and HRM practitioners in this study reported similar levels of status
despite the different statutory registration requirements for entry into jobs in the broad fields of
industrial psychology and HRM. The large degree of overlap in the work roles of the two groups
(Benjamin & Louw-Potgieter, 2008) provides the most likely explanation for the two groups’ similar
perceived status. The groups’ comparable status is supported by the similarity in their job titles and
the fact that only six participants’ job titles referred explicitly either to assessment or industrial psy-
chology. Although the sample was too small to be representative of all industrial psychologists or
HRM practitioners, similarities in perceived status and the lack of job titles that refer to psychology
or psychological acts tend to reinforce Renecle’s (2001) queries regarding the relevance of industrial
psychology as a separate and statutorily recognised profession.

The senior positions of much of the sample are likely to engender perceptions of being central,
included, valued and respected due to the degree of influence that is synonymous with these posi-
tions. It appears that for this sample, registration with a statutory professional body does not
contribute to one group’s perceptions of greater status relative to the other group. Participants are
likely to have reached their positions by demonstrating various competencies and qualities, and not
just their initial qualifications and/or registration with the HPCSA. For younger and less experienced
people, it is possible that registration as an industrial psychologist plays a larger role in employment
and promotion decisions, talent pipelines and perceptions of their own status. However, this is likely
to be most directly applicable to positions requiring psychological assessment skills, and possibly
some situations where it is envisaged that employees will be fast-tracked through the organisational
hierarchy, rather than more standard HRM positions where there is likely to be more direct com-
petition with HRM practitioners. It is possible that younger industrial psychologists perceive
themselves as having more status than their counterparts in HRM, but the sample in this study
included too few recently qualified industrial psychologists to test this possibility. 

There are several potential reasons for the similar levels of job satisfaction between industrial
psychologists and HRM practitioners in the sample. First, job satisfaction is influenced by a wide
variety of job-related factors, such as job content, pay, benefits, conditions of employment, and
relationships with supervisors and colleagues (Pienaar et al., 2007). These factors are likely to have
a more direct influence on job satisfaction than statutory registration. Second, statutory bodies play
mainly a regulatory role which includes setting, maintaining and applying fair standards of profes-
sional conduct and practice, ensuring CPD for its members, and protecting the public from mal-
practice (HPCSA, n.d.). It is possible that these are seen as controlling functions which might
counteract the benefits of sole jurisdiction over certain psychological acts. This is consistent with
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Renecle’s (2001) observation that a number of industrial psychologists have de-registered from the
HPCSA because they feel there are insufficient benefits to being registered. The satisfaction that
industrial psychologists and HRM practitioners derive from their jobs is likely to be related to the
type of activities they perform, as well as aspects such as the breadth and level of the work. It is
possible that industrial psychologists would derive greater satisfaction in consulting roles where their
training and experience could be used in many diverse activities.

The finding that industrial psychologists and HRM practitioners report similar levels of status
and job satisfaction does not exclude all benefits of statutory registration. It is possible that the
benefits are subtle and inform individuals’ shared professional identities rather than resulting in more
measurable and direct outcomes. This is consistent with the way in which individuals tend to build
part of their identities around their work (Van Zyl, Deacon, & Rothmann, 2010).  Membership of
regulatory bodies and professional associations assists in developing and maintaining a shared work
culture and offers opportunities for mutual support (Evetts, 2006). The lengthy and intensive educa-
tion and training process, and the requirement that industrial psychologists adhere to a code of ethics
and register with a statutory body, are likely to influence the values and ethos underlying the inter-
ventions performed by industrial psychologists throughout their careers. However, less experienced
industrial psychologists are more likely to use these aspects to distinguish themselves from other
people working in the broader field of HRM in their efforts to find jobs and establish their credibility
in organisations. It is possible that registration as an industrial psychologist influences self-esteem
as a professional, but it does not directly result in increased status or job satisfaction in the workplace
relative to other HRM practitioners’ perceptions. An alternative explanation is that industrial psycho-
logists and HR practitioners derive similar levels of status from membership of professional associ-
ations, regardless of whether these are statutory bodies or the extent of the associations’ powers. It
is likely that the benefits of being a registered professional accrue to industrial psychologists. How-
ever, they are unlikely to be exclusive to industrial psychologists and probably also apply to HRM
practitioners who belong to professional associations. Research, that adopts a more nuanced approach
to the benefits and disadvantages of statutory registration and membership of professional associa-
tions for both industrial psychologists and HRM practitioners, would be useful in understanding the
effects of the overlap in roles between the two groups. This could include, for example, the impact
for entry level job applicants and potentially different influences at different career stages.

The study highlights the limited gate-keeping role played by the HPCSA in the broad field of
industrial psychology. This situation is anomalous compared with other categories of registration for
psychologists and other professions ,such as medical practitioners where the scope of practice is more
exclusively defined and clearly restricted to registered practitioners. However, the question is raised
as to how serious the overlap is, given the European trend towards making professions less occupa-
tionally autonomous (Pickard, 2009). In addition, in recent years there has been criticism of various
professions’ exclusive rights to work activities and the role this plays in serving the professions’ own
interests in terms of status, power and income (Evetts, 2006). The interrelationships between pro-
fessions in a number of fields are “uncertain, ambiguous and complex” (Thomas & Hewitt, 2011, p.
1373). Therefore the overlap between the roles on industrial psychologists and HRM practitioners
is not entirely unique, especially considering the overlap of abstract knowledge of human behaviour
in the workplace in both these groups. It is likely that industrial psychologists and HRM professionals
will continue to co-exist side by side in the future. However, this needs to be done in a way that does
not marginalise the contribution of either group of personnel, or harm recipients of their services. For
most HRM activities, organisations are likely to employ individuals they perceive as having the most
relevant skills and who they deem to be most competent, regardless of whether they originally qua-
lified as industrial psychologists or HRM practitioners.
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