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Abstract i

This research was directed towards ddyeloping a battery

of psychelogidal tests for selecring policeme

assessment of an appliCant'e ability. to dev§}op pol'ce job

skills was considered to be essential. in making decisionslat

the time of. hirihg. CIf a consistent relatlonshlp can |be

&

found between psychologlcal test variables and- j
performance -measures,« knowleddeable predictions regardi g

the performance Sg,policemen applicants may. be‘made%

Two recruit Classes of the City of Edmonton Polic

Department served as subjects for this research. The sixty

v one (61) pollce recruits were tested within the first week

-

~‘,'of their tralnlng ¢lasses. The test battery 1ncluded~dthe

~

v followlng ! Worderlic Fbrm B, Incomplete Sentence Blank,

\J/f\Draw a- Person,

<

Themaﬁic Apperception Test, Strong Vocafﬁoﬁﬁl

“" - ' N R s
HOStlllty QuestiennaireJ Wechsler Bellevue Vocabulary,
” California PsyChologiéal‘ Inve?tory, :Situation Tests, and
. . - . . Y :K; Lo at ~ PREE— , -
Three-Minute-Tests of expression.

-

&

Minute-Tests, 'scoring pkOceddres were designed in accordance
with the goals of the research. It was .shown (ﬁivhf«three
reliability measuresf that all of the scorlng proceuures

deflgned for thlS research Were applled in a reliable manner

E

[

!
Ry
~

. i -9 ' ' ’
Intere;t Blank " Cornell Index, Hostility and Direction .of -

For the projective tests, Situation Tests, and Three-"

Accurate

4,



" by _ three raters - Who were trained in these ° scoring

) tecﬁniques.b

e e e e e -

the job weté’ascertained by haVing the subjects rank-ordered

[y

in their squads by, the sgrgeants of those sguads. ',For
quads by . : € squads.

reliébility purposes a second perfo:mancé appraisal was held

one year folloulng ‘the first appfaisalgkfirst appraisalv

March Aprll 1976 sqcoﬂd raisal, March-April, 1977). To
4

£

s oo g ~ : o

comp}eted in ap;ﬁ“Uk.{%§QV5978. /Durlngothls appgaisal
% ,»_%{ oA v o * .

perjod,, 6 as before, tRe 'sgigeants!’ ratings were collected.

.

- » Three levels of police performance after two years on

»

1nvestlge rellablllt GVQ?J her, a_ third, appraisglf-was
'(é 7/”« B ’ B

Also, during this appfaisal period, performance appraiséls”

. . . . . ] } J“ K
of the subjects were completed by senior constables and
\  staff-sérgeants. = The .performance measure was shown to be
reliable. R
- .

Analysis of Variance and Multiple Digcriminant Analysis

statlstlcal technlques showed that .certain variables were

predlctlvg of pollce performance. Significant,differencesA

k(Analysis of Variahcé)'among the thrée:grbups occurred with

s

Respogéé»Omitteq, Incomplete‘Sentence.'Bank; Cagucity “for

Status) Callfornla " Psychological Inventory; irecgions,
Situation - Test. The Multiple - Discriminant  Analysis
’ )

the - following, =~ variables 'in the -directions predicted:



t

statistical - technique was used With most tests with four or
more variables and alsoifor the entire test battery. When
useé; for the entire test ba}tery bnly one subject was
misclassitfied indicating very accurate predictability.

Conclusions drawn from the 1w6 discriminant funéfions
develdped showed that‘high level policemen have intereéts in
intellectu&l activities, high‘motivatioh .for’ police  work,

@

\' and good abpility to tolerate stress.

vii,®

o
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o - CHAPTER I

INTRODUCTION

\ K ’ .  o . R

The Problem S .

-

a

The purpose of- this research is to develop and validate-

A}

a battery of psychological tests that will assistfin the

selection of policemen. - The seléction of policemen is often

based on characteristics assumed to be related to good 'jbb

performance. - The  .actual relationships between

characteristics of the applicant~dnd later éerformance on

& LY

the job, however, may not have béenvwell substantiated.

2

This research, if successful in its intent, will examine

”and,w if pbssible, validate, relationships between

characteristics of police applicants and jdb performance.

,The'procedure for selecting ?qlidémen may be improved
with the use of the following &pproach. Thé'relationship

\,

between certain charéqperistigs,of the applicamts and later’

¢

measures of . job performance'may be exgﬁined. For example,
variables used for predicting the. job performance of a

future policeman, such as the job interview, scores on

A P



entrance tests, school records, background iﬁyeStigation

! v

findings, and psychological tésﬁ'results, can be placed gor

- .

1
statistical purposes on a numerical scale. Similarly, ~job

il
v
3

pérforménce,ncritetia,’ such  as.annhal ﬁerforménce‘ratings,
commendat;ons,land merit gwardsl with which these predictors -
should be related can alsombe Scored in a numerical fashion.
Once this~categoriéing apéroach has been‘ implémented the

relationships between the predictors and the criteria can be

w

, examined closely . and suggestions for improving these
relationships may be considered. Improvement in . the

: ‘a4 ' ’ ¢ . Y ’
‘'selection. process .may take many fd:ms. Present test

K

variables may be found to be unrelated to future Jjob

performance  and .therefore discarded. VNew selection tests
. » . R - ) e
may be added and their relationship with  job performance

measures .ascertained through' statistical analysis. - The
criteria Canﬁ be changed so  that a more = accurate
representation of Jjob performance results. Thrdough these

approaches to understanding, the relationship“ between

-

selection screening devices and job performance fmeasures a

more refined selection process may be developéd.»
Within this study the selection ofkgg}ice recruits for
- : . . :

the City of Edmonton Police Department will be considered.

o

% A previous study (Fefguson, 197&), also conducted in cooper-

ation with the City of Edmonton Police Department, was

<

primarily concerned with -quantifying_ and examining the
'irelhtidnship~betveen the predictor variables wused at that
time épd criteria variables. The present research focuses

2 f{ B}
N n

j P

tf-



X -
&

i

‘on the problem of developing a battery of stchologigal

'testé to - be usea in pdlice selectign proceduﬁes;' This
prqblem will be _cbngerned‘fargectly ﬁith gitempting. to
predict fufure Jjob- éerfﬁrmance' of %olice gpplicgqts_from
§sychological;te§t variabies. For this reason ‘the"studigs
to - be reviewed will be relatedvfo the use of psycﬁtlogicai

‘tests and police selection.

S

Use_of Psychological Tests

Few studies-concerning the use of psychological tests -

<

in police Idepartments in ‘Canada have been reported in the
literature. Because of the differences betweén and within

.countries, the "conclusions and generalizations drawn from
all police’ studies have to be made with caution when
‘ . lm» I - ’ . s'
rconsidering their applicability to each police department.

» . : &

[N

It is reported ‘that psychological tests and
psychologists are being 'included to a greater extent in the

selection procedures of pclice departments in the United
States. As shown in Table 1 there are four. studies which
. ) ,

surveyed the types of_testiﬁg used by police departments in

s -

the United States. Frost (1955) sent questionnaires - to 33
centers with a population over 150,000. From the 25 cities

which responded the author reported - that 'no tests of a
" N s . ' ' :

psychologigal nature were being\used, leesby (1957) found
.that only 29 percent of . the cities he surveyed (with

9

populations over 100,000) used psychological tests. Narrol



\\\ . _ Table 1.

Use of Psychological Tests

invthe United States (1955-1972) .

@

STUDY  |NUMBER ICITIES REPLIES !PSYCHO-ISTANDARDIAED
JOF CITIES|OVER | | LOGICAL | TESTS
 ISORVEYED | | | TESTS f USED
I Py { IUSED | .
| T - i | -
JFrost { 33 1150,000 | 25 - 0% i 0%
(1955) | | S | |
' | i | o |
Oglesby | 111 {100,000 ¢ 90 { 29% | ?
(1957) " |- | L T |
1 o | | v.
Narrol = | 61 1150,000 f 55 | 100% | 42%
£ Levitt| . 1 o P I
¢1963) | I | L
| { ' { | | o
Murphy | 307 1 50,000 -1 203 { 39% | 100%
(1972) | g o | | .
AR

and Levitt (1963) six years later foung that 'all of the

cities surveyed (with popuiatapns over 150,000) used some

form of psychoiogical,test. They'noted that E2 peréent used
a standardized infelligence»test whilé' 87 percent used a
nonstandardized police selectidn teét.v’Only sixteen pércent
used a Standardized perSonality test. (Standardization
~implies that a uniformity of procedure in’ administering vand
scorlng the tests has been provided by the test constructor

along with norms for* the interpretation af the, test)f

2

Murphy (1972) surveyed police ~ agencies serving 50,000 or



o \
more people and‘having at least one hundred police_ officers

in their force. From those ‘replying he tound that 39

percent used psychological tests té evaluate potential law

enforcement officers.

B

Information from these survey studies is .1nconsistent.
The reported "large differences between 1955 (0%) dand 1963

(100%) indicate that conclusions drawn may be misleading.

These studles, however, have indicated that sonme police
departments’ére not using standardized tests. (Therefore,

test score distributions fgr'representative samples drawn ~

4 : e .
from the population are not known apd references po%gts for

vy

comparison with the individual’s being tested would not be

Y ",

available.) If tests u§§3” fo;j/pqgice selection are Tnot
e

. . v \\ 3 .
standardized or have not gh\\Lﬁlldated in terms of "~

-‘predicting the future job performance ' of policemén " the

meaningfulness '0of the test results would be unélear.

Many psYcholdgical’ tests that have been included in
pollce selection test batteries were orlglnally de51gned for

the assessment of mental health problems within a hOSpltal

setting. ths clinical environment 1is diﬁferent'from a

selection-gg;essment setting. The formet tends to eﬁcourage
honesty andQ openhess, whi%e the latter encoutagés
competltlveness' and good self-presentation. Murphy (1972)
has pointed out that the Mlnnesota Multiphasic Personality
Inventory (MMPI%# a.’test de51gned for ‘a‘ diagﬁostic or

theraputic'setting, was the test most frequently used by
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police 'departments. Reiner,: sétzer and McCormack (1960)
have discouraged the use of this test for the selecting of

police recruits. They have indicated that when it is used

for personnel selection the possibifity of fakihg the test
in a favorable direction is mﬁch greater then when it is
used 1n the ciinical‘situation for Whicﬁ it was originally
designed. Xnastasi (19%5‘ diséusses this probléﬁ-and has
the opinion that: "As ‘lon' as a subject has sufficient
educatiqn to enable him fb\anéuer a personalitf inventory
... he probably has the abilityA to alter his -'score
appreciablf in 'thé desired direction" (p. 456). These
dbjections are directed towards the va%idity 6f; the
psychological tests used, i:e., how effectivé is the test 1in
. . : . .

predicting an individual's behavior in specified sityations,

for exanmple future job performance as policemen. Very

- little substantial data showing the =~ validity of

psychélogicai tests . when used for police selection are

available. It is ©possible that candidates are being

-_selected on the basis‘ of test results (vhich aLe usually

used in a clinical setting) .without a clear understanding of
thq_re%atiohship'between these tes? results and occupational

success. If psychological tests are to be used it is

o

important -that police selection officers are aware of the

research that demonstrates relationships between - test
. ) ’ Y .

2

"variables and job performance.

&3

it 1is upon ;theée'two basic elements, job performance

o

méasures and psychological test variableé, and the
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relationship between them, that the following review of the

literature will tocus. First, the important aspects of  job

\

berformance will be considered. These important aspects
will be clarified by examining the concept of va "good"
policeman. This 1s essential so that new recruits will be
assessed on the important dimensions required for

policework. A discussion of the criterion problem, that is,

what form ©of, criterion -should be' used, will also \Ef

examined. A consideration of the criterion selected is

. : B
-hecessary because its selection places limitations on the

generalizations and conclusions-drawn from the research.

Second, the more formal literature review will be

pfesented. This will include psychological test scores of

3

police '.populations in areas related to intelligence“

interests and aptitudes, and persondlity. The®possibilities

N

of assessing recruits in job related situations will also be
examined. The relationships of these psychological test

variables and a multitude of job performance criteria that

have = been found in past research will be considered
carefully‘%P designing the present research project. From
this *approach hypotheses concerning the relafing ,of

psychological test variables to job performance measures ﬁay

be stated. o e

P



An  important prequisite in this. research w;s thi
careful consideratiow given to the ndturw and actions of the
good policemaﬁ. Terms used to describe "good" policding were
reviewed and organized for classification. This base was to
serve both in the selection of asseSSment‘techniques givern

to applicants for police work, and in the evaluation of

their performance at later time§ on the job.

It was necessary, then, to develop an understanding of
policing. 1In reviewing the literature towards this end, it

was noted that . qualities of policemen were . presented,

.

different roles of policemen were discussed and, finally,

some concepts of policing were suggested. These three

@

categories were judged to be useful ways of - organizing the

presentations of the many authors writing on the subject,

é
\
and are expanded below. '

Qualities of Gooa Policemen

Job _descriptions. "Qualities" may be defined as an
important’ aspect of a thing that mékes itu what it is
(Websfér Encylopedic Dictionary, 1973). Certain gqualities
(terms descriptive of behdvior) are involved in good police
function. The qualities reguired in policing vary according

to the circumstances. Job descriptions were  helpful in
™~



listaing  the  esnential qualitics  that rechuit 1ng ottircer:.
ook tor in applicants tor police work. Holmes  (1940)  and

Baeht, Furcon, and Froemel (1968) developed job dvnvliylinnu
&

for [>(i1i cemen. {(fee Appendix 1, page 2445, tor a .lis.t 1nyg of
these Job descriptions.) From the  qualities  they | listaed

(Holmes listed eleven, Bachr et 1. lListod twenty) the
. ‘ .
following have bean  selected an ilmportant and aluo

susceptible to measurement within this researach.

(1) React quickly and etfectively to problen
situations. 5
(2) "Exhibit initiaive, problem solving capacity,
etfective judgment, and imagination in copiny with
complex situations. ‘

(3) Demonstrate mature judgment (commonsense) in
deciding to make an arrest, give a warning, or use
force.

(4) Tolerate stress in a multitude of forms. '
‘ :

(5) Maintain a balanced perspective in the face of
constant exposure to the worst side of human
nature.

These qualities will be examined in more detail in a later
section of the literature review. They will be considered
in terms of how well they can be asséssed with the use of

certain psychological tests (e.g., situation tests, problenm-

solving tests).

§
Police views of important police qualities. Another

1]

approach that has been uged in deciding upon the nature of
the policeman's,;ob_has been to ask policemen to select the

qualities essential for those in their position. Stirling



)

(1972) had policemen with 18 months experience select fron

-

forty qualities ten which they believed gssentdial in good

policemen. - They selected: (1) "cbmmonsensq",. (2) "alert-

ness", (3) "“Jjob knowledgem", 3 "ee trained", (5)
'"honesty",‘ (6) "intelligence", (7)~"responsibility"; ’(8)
"dedication", (9) "reliability")k (10) "appearance".:
Stirling cormented o6n the first attribute. ' "Whenever

something goes wrong for a policeman, the most frequently

‘heard explanatlon for the occurrence is that-'he didn't have

common semnse'" (p. 239). Rfter six nmonths further Job
experience these same policemen ranked !courtesy" within the

top five attributes.

Other -authors have used a‘simiiar appreach in having,
pollcemen rank important qualltes requlred for thelr u;ork
Westley (1951) noted "alertness" and "competence" as belng
highly 'rated. Finney (1972) found the attributes of
"honesty", "responsibility", and "self reliance" to be
considered among the mpsﬁ‘important by the-polic€ group he
surveyed.. A.police instructors group (Stirling,;1972) gave
"honesty", "commonsehse", and "understanding" as ..important
qualities. ‘Devine'  (1972) stated that men‘with Six months

police experience ﬁ&nnd "cocmmonsense'" and "honesty" as the

_most essential qualities required for policé work.

«

 From these studies it.appears that "commonsense" is the
quality policemen most often considered essential for their

position. This quality is included among the essentials in-

v
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[

the job description by Baehr and her éolieagues (1968). For
. - _ =

example, that job description, “as mentioned earlier,

included the following . skills: reacting "quickly and,

effectively .to. problen situations", exhibiting” "problen

solving,ability", demonstrating "mature judgment", "actihg,

effectively in extremely divergent - >fnterpetsdqal‘

"\

: oy
situations"“. All of +these functions could: be ‘included

within an operational definition of "commonseqse".
. N " T

s

When Considéring important qualities (similWrly with

roles-and concepts) in assessing candidates for the DPosition

of policemen the difficutly with which those qualities can’

be measured hgg to kbe taken into account. For Qxample,
"comméns@nseﬁﬁappears to be important but how accessible is
it to meaSurement? Is it possible to separate thosé'who
have it fron ‘those who do not? ' This dimension of
ﬁeashrability has to be considered when choosing.fhose
qualities, rples, ~and concepts to be examined in the

“assessment.

-

For the purposeg' of this study "commonsense!" as itk

relates to intellectual' develppment yés - considered
measurable. Similarly, ’the'measuring of ability to handle

stress in interpersonal situations may be assessed with the

use of "situational tests'!, A Teview of tests of -

intellectual development, and situation tests as they relate

.to police recruitment will follow later in the research.

Qualities requited for policing are different than

AU
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roles. Roles attempt to assemble certain qualitieé and help
in .directing their application. The previously‘presented'
essential qualities required for - policemen vere not

accompanied by role directives orienting their suitable

application in policing.

Roles of Policemen

Roles have been defined by Yinger (1965) as a munit of
cultire referring to the rights and duties, or norm;tively
approved patterns of ?ehavior" for the occupants of a given
position. A role is the part a.person plays iﬂ a situation.
In police work, it is .a part played in réal life.v There are
a number of roles policemen must fulfiil.'.Indeed,»conflict
amonjﬂroles may exist. finger k1965, p-74) defined four
types of role conflict.

1. Internal role conflict occurs when- an.

individual has internalized a role that includes

contradictory expectations or when he occupies two
or more positions that carry incompatible role

expectations.
2. -External role conflict occurs  when an
individual  is confronted = with incompatible

expectations from two or more: persons 1in  his
position network or networks. :

3. Extfarole conflict occurs when an individual
perceives that others hold different -expectations
for him as an incumbent of a single position.

y, Interrole conflict occurs when an‘individual

perceives that others hold different expectations
of him as the incumbent of two or more positions.

The various categories of role conflict result in
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problem areas -for individnal policemen. Yinger' (1965) has
also described the "internalized role" "which refers to that‘
part of the eelf whlch ‘represents an 1nd¢v1dual s tendency
to perform a role in a certain way. For this research, the
"internalized role" will be discuSsed more ful;y'nnder the

- L o T .
toplc concept of policing. For the moment, it may be said

“that the concept of pollc1ng possessed by the 1nd1vldual

results in certain priorities being placed upon role
selection and tendencies . tc resolve role conflicts . in

certain directions. For example, if a role conflict  exists

oK ¢

. between cautioning a traffic violator and giving him a

A ,
tlcket (policeman as publlc 1nsﬁ£uctor, versus policeman as
1aw\ enforcer) the pollceman s choice 1is dependent upon his .

concept of policing. It wlll be noted that roles and

o

‘concepts are alncst inseparable; nevertheless, it is likely

-

" the former are directed by and serve the -latteér. Before

outling concepts of policing a brief consideration of

general roles of policing will be examined.

The role of lawvenforcer._ Policemen -have ‘es one of
thein main functions Athe enfcrcement of legal nonme.
Westley (1970) writes that "law enforcement is the legal jobT
of the police" (p. 1“0). Many writers in thed pclice area
note that pollcemen themselves view law enforcement‘as their

major respon51b111ty. - The police function requlred results

in M"identifying those thought to be guilty of having

conmitted a criminal offense and subséquently proceeding

against then" (Weiner, 1976, p. 10).
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The rolre of mainiaining social order. - (See Alex; 1969;
5 O

Reiss, 1971; Silver, 1967; Skolnick, 1966; Westley;‘ 1970;

uWilson, 1968.) xhis role involves police nehav1ora1

K

qualltles such as deallng with- n01sy nelghbors, 101ters, and

drunks. Welner (1976) has p01nted out the followlng.

A
.
-

-That while enforcing the law is a difficult task
it is a fairly unambiguous one because it involves
. clear-cut acts such as murder, speeding, and
- theft, ,On the other hand, maintaining order is a
much more difficult task because it involves an
undefined condition: public order. Therefore the

law is one resource among many that the patrolman

‘may use to deal with disorder. .’ (Weiner, 1976,
p. 11%) . ’
- Oorder maintenance = is ‘unpredictable, angflrequires

- greater discretion (e.g., to arrest, or not to arrest).

Rilsgn (1968) and Cummings, et al. (1965) reported that most

police work was assoctiated w1th order malntenance.

Policemen must be'careful thétTOrder does not become‘an
omérridino concern to the point where the sensible law is
igmored.‘ This is typlcal in totalltarlan states where c1v1l
rlghts are 1gnored so that order can be maintained. The
concept behind !thewrole of maintainiw@,social order may be
judged that' of social harmony. Thisu_concept may be
difficult for"some pol{eemen' to define and hold in’real,

immediate, and future perspectives. : : ' /7//
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The role of _public-servant. Policemen " are also

required to offer 'community services such as helping the

unfortunate, giving dir%ctions, - ambulance  and funeral

escorts, first aid, advice-giving, recovering lost persons

and property. . Serving the public is an important - role for

policemen because within this role they relate to citizens
3 . -

in a nonpunitive, helping manner. The concept " behind this

role is probably that of providing humanitarian and.

-

community service. The lower socio—-economic classes more
often require police services in these areas then do other
citizen groupings.  Cummings, et al. (1965) cand Bittner

(1@70) have suggested four reasons why policemen qré dﬁed‘in

. . {
this role capacity. First, they provide a 24 hour reliable

service that. other orgaﬁizations.doivno£>vprovide. Second, -
~social services to this segment' of the population are

lacking and policemen are visibly available. Third, when

\\.
social services are available, people are not aware of them.

Fourth, policemen have a_pniqué ability when intervening,

i

“"they cah emnploy a 'nonfnééotiablé coercive force!' which

need not be’ explained to . anyone and which, practically

spedking, cannot be opposéd . by anyone™ _(Weiner, 1976,

‘p- 12).

In %ulfilliﬁg this public—servaht role, law enforcemert
itself 1is seldom used ‘bggt its potential use is always
presenﬁ,. The,policeman's speciél access to law enforpement
gives him a large advantage’ Jver othe: pfofessionals

(counsellors, social workers) who -may "also attempt the



L ‘. .
public-servant role.

"As the symbollc backdrop of the police llcence and
capability is always present whenever a policeman
responds to a problem, he is always responding. as
a policeman and not as a social worker, whether
amateur or professional. Indeed the continual
presence of +the ©police licence and capablllty
mitigates against him ever being able to play . the
role of a social worker as everyone (including the
policeman) will know that ultimately he has access
to the meana uniquely accessible to pollcemen.
(Shearlnq and Leen, 1977, p. 342)

The above roies have been chosen as'v}mportaut ‘within
this study. For further information Tegarding other,roies
of policemen (role of value-model, rdie of buffer Jbetween'
pedple and{powet structures, role of policemem'in measuring
se ial,tolerance)—see Wolfgang (1968), Black (1968),‘ and

Weiner (1976).

A_It ndy be that there is an 1ncompat1b111ty among some
‘<Tof these pollce roles. ARlso, some of these role behav1ors
may net. be measurable. Other role behaviros may be more

acce551b1e to measurement in a long tern study.

o

Wlthln thlS researqh two roles of Pdlieing will ‘be
focused upon for assessment purposes.> A person's ability to
acquire the roles of the public servant and law enforcer may
Be reflecteu #n nmeasures: of - self-concept and concept of
others.g vThese measures may‘ be derived from certain

. .

projective psychblogical tests. These will be considered .in

detail later in the‘literature review.
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Concepts of Policing

For the ptesent application, u‘concept may be defined
as the idea, pfinciple, value, or ethiu serving to direct an
action or role. nConcepts held by the policeman influence
rule i formation “and selection. The subtle"orderiﬁg,
emphasiziué, and friority—giving of these police roles

varies according to the situation and the «concept of

policing that the individual holds.
Contributinglto the-deVelopment cf different policing
concepts - is the ease with which some police roles may be
adoptedvin preference to other more difficult poiice roles.
In these instances the rolg_ dominates the concept. when,

rather, it should be the reverse. Through rationalization,

new concepts of lesser worth may emerge.  For - exanmnple,
5 o

~

police work in general is simplified when the policeman's
expected behavior is unambiguous (é.g., the law -equ:Ce;
ment role). The aéiion to take 1in pursuing a murder
couuiction is. nore obvious than when - interveiing in a
marital dispute. For clear and simple situations little
possibility of role conflict exists. 1For’uurdep, poiicemeu
see themselves as 1aw‘enforcers. For other situations, such
as the marital ‘dispute, role conflictéf;feolikely'(e.g.,
policemdn as ' enforcer versus policeman as counselor or

public servant). It is easy to understand why policemen



18

g

e

Qréfer the role of 1éw enforcegr becaﬂseA of the rélayiva
clarit& in defining appropriate action. The concepts held
deternine the\percéption§ of a situationﬂ Where skills and
rolesﬂare appfopriafe they are enacted. Where they are not,
other cohcepts may be activated. Good policemen havé the
right concepts and can select appropriate role behaviors.‘

. /
s

The ‘concept of a "good" policeman fgr-tﬁis reseérch.was
outlined as follows; The good policeman hés‘ the valués,
principles 'and‘ ability to appropriately select, blend, and
fulfill the differeﬁt roles of policing (law enforcement,
.maintaining order, publié servént) according .to the demands
of the job,sifuatiop.‘ He has the gqualities and skills to:

. ’ .
enact each role. 1In general the roles have been listed in
ordérréf importance but, as mentioned pfeviously, théy .are

highly dependent upon situationél - determinants and

individual’ s of policing.

suggested that the "good", policeman should

understand which role is most appropriate in each situation.
. . i

For this research, assessment of police candidates will be

[l

directed towards acquiring policemen that have, or have the

potential to acgquire; the principles, actions, and qualities
A -

to fulfill the major roles of policing.

Developing Concepts_of Good Politing

The selection of the appropriafe police role for

°

varying situations is dependent upon the concept of policing



;
possessed by the individual. From .a review  of police
philosophy, especially Peel's principles of law enforcement,

. two main concepts of policing emerge as important in the
o .

development;of "good" policenmen.

o

(1) _Conception_of police work as_an_effort to _improve

the _welfare of the'‘community (social harmony). The initial

step in this concept‘is put into action through police work

to Qrévent crime__and_ _disorder (Peel's first principle).

Actions in this regard may involve a number of different"

"

police role behaviors: here the public servant role in the
. ' A .
preventive aspects 1is often - uased. Bittner ({1970) ‘-has

elaborated this concepf in deécribing the developifent of

’

pelicing. R .

2

The sentiment that could not abide the more
archaic forms of repressive control of deviance
and disorder was an expression of cultural and
idealogical change initiated in the nineteenth
century. It 1is best described as the rise of ' the
sustained, and this far not abandoned, aspirations
of Western society to abolish violence and install
peace as a stable and permanent condition of
everyday life. (p. 1€) '

Also serving this cphéept is pglice.JQCtion that involves
"taking part in ,educatiohal proéessesuéo\that appropriate
law-abiding attitudes are develdpea by citizens. With these
vefforts the‘policemén helps develop the willing cooperatioﬁ
ofv'the public in voluntary observance of thevlaw, Peel's

third principle.
- c

The focal point this concep£ of a "good" policeman 1is
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police action to benefit the wal-being of the community.
Preventing crime, deterring crime, and finally law-

enforcément are the action equivalents of the concept of

.

tenefiting the community. TIf this concept is adopted by a

police department and carried out by its policemen, the

.

example may persuade community endeavors of a similar
nature. = This concept may ‘be measurable with the use of
_Projective personality tests that assess attitudes towards

‘

.self, community, and harmony within the community.

{2) _Conception of.hiqh respect for individual rights.
. / 4

: : g P
Another basic concept required for "good" police " action is

'respect for the rights, worth’, and d;g;ity of individuals.

It is a central democratic principle. Policemen demonstrate

this concept by impartially enforcing the 1law, ‘and giving

service.
‘ X . »

-

3 ) *’f/f’
This principle, with whi@ﬁ'most policemen would agree,
may be very difficult to implement. The policenman's
maturity in handling wunruly and obnoxious individuals and

his tolerance of verbal abuse will demonstrate his - abiiity

to - put this principle ‘into action. For example, a

professional policeman realizeS‘thé difference between law

[

enforcement and the role of the courts and therefore
continuglly demonstrates his respect for an individual's

rights, Consider what happens when policemen go beyond

their legal duties. o b
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I have known officers who .wWere mad at every

suspect they ever arrested. vThese officers were

actually angry because of what the suspect had

done, said, or looked like. This unptofessional

attitude breeds resistance and hostility making
. the police jcb more difficult, 1f not impossible.

..fTﬁe quality we look for here (in professional

policemen) is equanimity. The professional
policeman does not demonstrate . emotional
involvement in his work to the public. He does

not demonstrate anger to the offender; he does not

go into a rage when verbally abused. He keeps his
cool. (Eldefonson, 1973, p. 119-120)

The professional Qguality of "equanimity" may be directly
measurable on personality testsn These ltypes of ‘test

measures'will be discussed later in the literature review,.

: Y )

‘ . ! e o . W . o
An important quality required- to 1nﬁfrqpt with citizens

and demonstrate respect for individual rights is that of

verbal skills. For examplé, the role of the public  servant
‘as mediator in disputes demonstrates the neéessity of the
high development of verbal qualities required in policenen.

-

Policing demanded eloquence. If the twenty-eight
young policemen agreed on any one point about
their work it was the vital importance. of verbal
facility in every aspect of their jobs. '"The crux
of police work is that ability to talk to people",
“they ' would say. There were many uses of
eloquence---it was the key. to taking charge in
public... Lacking a ready and capable ability to
talk, an individual policeman simply‘ could pot
make professional responses and accept the risks
inherent in then. (Muir, 1977, p. 22)

&
The measuring of verbal skills wunder stress will be

considered for this research.

In summary two important concepts are required for.



"goagh Pﬁllffw'”‘k' They are central to appropriate police.
IUI: ‘nolcciion. The tirst is: to maintain and improve the
welfare of the community through law onforcemeﬁt and
preventing crime. .Second; the establishment and maintenance
of good democratic relationspips with the public. Respect
from the puplic is as much engendered by the professional
‘policeman's respecting the rights.  of citizeﬂg, as by‘his
skilled actions‘ of enforcement. The assessment /of an
individual's agﬁitudes, /personality trai£s, and verbal
skills, with regard to these concepts will be considered

within this research.

sSummary: Concept of a "Good" Poliéemag

The "good"‘ policeman 1is capable of fiiling the major
role requirements of police work. The roles are guided by
concepts of poliCing: namely, a concern With benefiting the

conmunity and a respect for the rights of individuals. The

3

policeﬁan must also be at a level of inteliigence and
maturity to acquire® the more éonstructive vaiues and
concepts and thus to be éble to choose the apprqpriate roles
fog the appropriate situation. . Specifically,. these
requirements necessitate a mature development“éo :that a
'mature perspectiVev towards. citizens' may " be’' adopted.

Finally, verbal skills are necessary. These afe the basis

requirements of a '"good" policenman.



Police department offticials often  strive to  work
cooperétively with law-abiding citizens. Knowledge ot the
attitudes of local citizens towards policemen may be hvlpful)
in discvrning a general view of the job p;rformdnco ot the
police department. Kﬁowledge of citizens' concepts  of
policing may also be helpful in designing job performance

measures.

N

TWo studies have recently- been cémpleted regarding
citizens attitudes towards local policing. -In an
unpublished study (%ugh, 1975) policemen and citizens were
asked to select from three hundred adjectives of the
Adjective Checklist (6ough, 1952) gqualities that would be
"descriptive of the ideal policemen".; Eleveh groups were
‘tested. Seven of the groups wvwere from the police dep@rkment

and were comprised of 17 poliée officers, ,’33\ staff

! y

séigeahts, 58wdetectives, 51 sergeants, 15 police constables
with 10 yearg .experiénbe, °22 police constables with five
years experiénce, and 37 pol}ce récruits.  Tﬁree of the
groups were from the community and consigted of nine senior
'citizens, 14" summer. school students (from a psychology
class), ,and 12 members of a driver retraining  group

, | .
(required because of traffic violations to take the course).

The remaining group was made up of 16 jail prisoners.
' ' o



Among the groups within the police department a basic

2

' concensus appeared. It ‘was observed that the adjectives
’ . o ' N .

seTected centered around three points: relations with others

("reasonakle", "wnderstandingﬁ, "loyal", "fesponsible");
inner personality qualities .("mature",. "stable",
"confident"); ‘aﬁd mental _attributes ("clear thinking",

.

“flexibility", "intelligent", Madaptable"). These results
wereACpnsistent with other‘étudfés but the large number of
adjectives froh which to choose allowed thé subjects greater

specificity in selecting the adjectives.' For example
"commonsense" a quality not’dn this checklist could possibly
include the _qualities . "reasonable", "understanding",

"rgsbonsibility“, and "stability".

ff”*ﬂ"

In comparing citizens groups and the prisoner group

P

_wWith the.pplicemen very few differences in concepts of the.

—

ideal policemen were noted. For example the adjectives: 
selected by{70%‘to 8d% of the prisoners -were: "acti;e"} 
Mcaln", "depeﬁdableﬁ? ‘"mature", "reliable", . Malert",
ncapable", JciVilizeé", and ‘"ffiendlva Allf of  these

adjectives were selected by police officers aébthe over 90%

‘level except for "friendly" which was_selected at the B80%

5

level‘ofvggreemént. It appears that the prisoners' views of

- K B

"the ideal policeman are included within the police officers'

viewpoints.

©

Wwhen the university students were compared with the

¥ 4

police officers again no significant differences

~

(S
ocsurred.
\ )

-



As shown in Table 2 there is a great amount of overlap
"between the students and the of ficers v(the officers were
considered representative of the lpoliceman in general).
Eveey adjective selected by over 90% of éhe students ‘was
selected by over 90% of the police oftficers except for three
adjectives ("realistic", "sociable", andi"wise"; thch vere
‘'selected at the 80% level of ,agreeﬁent by the officers;
Even_the.large gronp’of adjectives that were selecte@ by the
police . officers at thev ofér 90% level of agreement were
selected by the students to the degree that the frequencf of
the selections could not be considered to . be significantly
different.
S, . v : :

Similar agreement between police officers, seniOf’
_cit;zehs, and the driver retraining groups were fougﬁ?v It
was concluded in this study tHat the concepfs of tgﬁ ideal
policeman held b§ policemen, citizens, _and prisonere wefe
not contrasting but similar in nature. However, policemen
did eonsistently select mofe adjectives in theirb

descriptions of the ideal policemen, &

There is another 1local study that also examines
citizens' views of“;policemen, The Alberta Bureau of
Statistics and the Edmonton Police Ceﬁmission (August, 1976)
'reported, att'itudes of: citizens {of Edmonton  towards city
vpolicemen. This was a mail-out survey which Qasdsent to 991
iidividuals ;andomly drawn froﬁ. listings of teiephoné

subscribers.  Following the initial send-out two follow up



Table 2 ‘ .

>

Comparison of sclect ions of officers and yni!grsity students

-

in 90-100% égﬁeement range

~

OFFICERS . STUDENTS

~

“

\{oya)
stable
sinceré
tactful calm
vationeal alert
versatile .active
adaptable mannerly
orygaized practical
courageous Teasonable
progressive intelligent wise
"+ conscientious “self-controlled ‘realistic
understanding clear-thinking

sccizble

respensible dependable

resourceful reliable

cooperative i tolerant
civilized heal thy
confident capable
thorough steady
patient '

mature AN
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questionnaires’ were mailed. The final response rate was

B€.7% (859 citizens).

Genefally~ respondents to the survey M"expressed highly -
positive attitudes toward the city police" (p. 1). For
exanmple, when ‘citizens were asked: "In general, " how

. < ‘l .

~ favorable do you feel toward tﬁe police in this city?",

. ‘ /
49.0% indicated "“Very Favprable", 37.0% chose "Moderately

-~

'vFavorable", B,d% chose "Slightly Favorable", 2.9% chose

o

,—ﬁslightiy Unfavorable", 2.0% chose "Moderately UnfaVorab}e",
and * 1.1% chose "Very Unfavorable". When these results are

condensed it is demonstrated that 94% of the citizens chose

the favorable side of the response continuum while 6% chose

the unfavorable side.. It - appears frbm the Tesul#s that

citizens of FEdmonton have favorable feelings towards. their

policenmen.

Responses to policemen on other questions also appeared
; . : s ) ) ' .
favorable. Citizens rated the overall 3job performance of
the city polide as. "Very Good" 51.5%, "Moderately Good"

49.7%, v"sSlightly Good"  6.8%, -"Slightly. Bad"  1.3%,

" Moderatel Bad" 0.6%, and "Very Bad" 0.1%. Whern'these
v y _ : 4 e

3ie

results are condensed it is shown tha: 798.0% selected the

"Good" side of the rééponse continuum while 2.0% selected

- -

LN

the "Bad" side.- A summary”df this questionnaire is shown in

Appendix 2, page 249.

The above two studies reflect citizen attitudes. that

suggést agreement with present policing policies: No



~

;

significant conflict between citizens? attitudes

conceptions

policy appeared evident.

28

" and

of policemen and those of the police department

many .,

f »
Different Approachs_to_Obtaining a Criterion
. " : W ' )
The selection of job performance measares is extremely
_important in studies of this nature. There are

different approachs to solving criterion problem5. Appendix

3, page 251, categorizes examples of criteria that have. been

used

in other ©police studies. These studies have

grodped . according to rtain characteristics.

bgen

These

.groupings will be pointed out{with -the problems relevant to

"each

criterion type. This approach will aid in the

selecting of& good 'jbb performance , measures *#%?r this

research.

AN

Performance _ratings_ by supervisors as a criterion.

*According to the literaturebreviev this type of criterion is

the most ffeguently used. Problems with perfofménce rating

Systems as they apply”to this research have beeh outlined in -

the 1literature (Ghiselli "and Brown, 1948, Thorndike and

Hagan; 1969). These problems will be described briefly'

below. - . o <

(1) The most importanf consideration is the extent

.to which the supervisor ‘is awvare of the

performance -of ' the person being rated. The
supervisor himself has his own work to do and this
may limit the amount of time he - has to observe the

and become aware of those they are rating.

‘ratee.  Supervisors must have the time to observe
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(2) The rater's concept of "good" job performance
may be differemt from those who reguire the’
ratings. This problem may be alleviated by
‘clearly defining the gualities that are ev1dent in
"good" and "poor" job performance.

{3) The social relations betweén supervisors and

workers will influence ratings. A supervisor
.shall tend to rate friends higher. If rating
supervisors are made aware of the biasing

potential of friendship they then may attempt to
give a more accurate jOQ performance score for all
thosé they are ratlng. “a -

(4) The covertness and abstractness of the trait
being Tated and the rater's understanding of that
trait will affect the accuracy of the ratings. If
the trait being rated .is an internal quality
(e.g., feelings of insecurity) ~.it will be wmore
difficult to assess. Similarly if the trait .is
very abstract (e.g., 1nitiative) each raters!'
definition of the term may vary. Raters should be
instructed concerning the meaning of the terms
upon which others will be Jjudged before they
. complete any ratings. For example, a’ rater should
- have a clear understanding ~of +the department's
definition of terms such as "average performance",
“above average performance", and "outstanding
performance®. ' '

.

~The above potentially‘ invalidating 1aspécts of a rating

>3

syStem have to be watched for and appropriate precautions
have to‘be taken to minimize any detrimental effect§/;; the
accuracy of the ratings.

—~

The supenvisoré" ;ating. aﬁproach‘ is presently being.
used in the poiice debartment:uherev‘this' research ' project
was ¢onducted. It requires setgeants to rate consiables‘on
16 traits and “give é ‘written account for' "Leadership",
"PFactual Details", and  a "Narrétive Assessment".» The

serdeant then disCusses these results with the constable-



30

involved so that deficiencies can be pointed to as ‘areas for

improvement.

Ferguson (i97U) in a study involvihg this sa@e police
départment, factor analysed the supervisors' ratihg fornm.
It was disqo&ered that oﬁe factor‘ was the beét
representation of tﬁe enti;e form. This ,‘factof‘. was
COmptiied méinly of the "Narrative ASsessment"'Vafiable
(loading of +.80). Thisréould be described as a "Summary of

Overall Performance" measure.

‘Another form of’a'éuperéisor's rating approach is the

paired comparison method of measuring® the job performance of

an employee, wherein, a supervisor rating his men Vould
compare each man with every other man. " In .this type of
rating the Supervisof would rate his men two at a time.‘ For
each possible pairing of men he would'ihdicate4whi¢h of the
pair was the better. The main disédvantage of this systenm
is"that_ the number of ratings the -supervi§ors have to

complete_is highiy increased. For example if 10 men had to
'be rated, witﬁ"this-;ystem 45 pairs of men would have to be
_coﬁsideréd. Another serious problen is that pointed out By
Tversky’ (19695. It is possible that when assessing complex
béhaviors, paireh comparison ratings ﬁaj be' inconsistent

(intransitive).

o

An additional form of supervisors' ratings involves the

-

measurement of preselected job performance variables

(narksmenship, number of arrests, miles per: .contact with
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@J,éadar, number pf cOmﬁendations, absences, complaints, sick
leave, étc.) as the criteria. This method, thgﬁ usually
involveé objec&ifying the criteria, has been used in many
research studies but not.to the éxtent  of .the performance.
ratings. This approaéh may also be used if a qualitf is
considered essential in policemen. For exanmple, 1if the
qpalit& of ' f "courtesy" «could be objectified and made
observable, it; Coul@ staﬂd ‘ég . a cr iterion measure-
representative of job performance. If "courtesy" could be
adequateiy.assessed then poliéemeﬁ outstanding in this ared

" .would more lifely be promoted.

When using this approgch each ﬁreselected‘Variablé
which serves aéna,meaéure of 3job pérformance has . to Dbe
cohsidered on its own merit. A number of,diéadvantages,maq'
‘regulﬁ. from this appfoach.' For ekample,7,consider the
following:

(1) Does each employee have an equal opportunity
to excel on these criteria measures: . number . of
arrests, complaints, commendations. Number of
arrests would be related to hours of the day
worked and area patrolled. Number of complaints
and commendations may also be dependent on factors
, not affected by job _performance. (Consider . the
: - fairness of comparing commendations and complaints
g about a constable working the roughest section of
town after midnight with the constable Wwho is
working with . the Public Relations Section and is
required to speak at junior high school
asssmblies.) T L e ‘ : -

(2) Are these measures representative of good job
performance? A man with many days off sick in a
given year may be an excellent policemen forthe
next 20 years.

L



The forced'choicg'method of measurj

ob’ behavior is
anoﬁher ~ means “of ob§§ining Sup, visdr-' ratings. Police’
depértyents have seldonm. used this appfoach \in obtairing. a
criterion., The rationale hpon which this dating 5ystem.ié'
based is that of minimizing rater bias. The rater 1s
required to seléét from equally favotable (of unfavorable)

gualitie§ for the person being rated. {Only ohe of the
equally socially desirable traits is:ﬁosifivgly relh£ed to

_job _ performahCe. (See Anastasi, 1968, 'p. 459, for an

elaboration of this rating procedure.).

' Y
k)

- pismissal_ _vs. remain _on_the job as a criterion. This
type of criterion compares the selection  test scores of
those who have remained on the job with those who have left..
Those who have vremainéd are.,considered successful"_job
perfofmers wﬁile those 'yho have .left are considered
failures. There are certain relevant aspects of this

criterion that should be considered.

™

(1) It does not take into consideration good and.
poor Jjob performance of the present -staff.
Therefore selection tests validated in accordance
with a criterion . of this nature would not be
predictive of good job performance but only of job
tenure. . ' :
(2) Employees may leave the position for different
reasons. A good employee may leave for a similar
position in a more preferred location. His good
test scores will be an inaccurate reflection of
"the failure (non-tenure) group. '

(3) This type of criterion is best used when job
training is very costly and on-the~job performance
variability tends to be minimal. Although - police
training is costly, job performance skills differ
widely. Tenure, therefore is important but should
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S '

not be considered the ultimate in importance. It
should only serve as part of the criterion.

When considering‘ terminaiors (within the experimental

group) certain problems arise as -to how they should be

Tated.  Should terminators be give the 1lowest possible

rating or should the reasons for termination be conéideréd?

Levy (1967) gavé higher job peérformance scores to ‘resigning
employees over those who were requééted ‘to leave. The
crucial question is{ .Should employées with good job
perfofmance records who ‘resignb serve withinvthe success
group, failure group, or an inﬁermediate group? éhould they
be placed hi;her thanrfhose with a poorer job record but who
are hotiresigning? Asvstated previously an important part
of the answer to .this question involves the expense of
training the Q@ployee. If the{expehse is high, how much
more ecqnomical ﬁili it be to keep a non-resigning low

. { )
performance employee over a 20 year period than it is to

risk training a proportion b & good peérforming employees who .

then resign?

™

Training school marks as$ a criterion. )The disadvantage

of training school marks” as a criterion is that their
relationship to .job pefformahce is often unknown.. Traihing

school marks are usually a good nmeasure of intelligehce.

- The degree to which above average intelligence in a police

training schqol_clasé (whichvmay be above the -population

averge for intelligence) relates to job performance is the

-

o
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: crucial problem. Thweatt (1972) has reported that the IQ

scores of the men who left the police department with‘which
he was involved were higher -than those who stayed. He
sfated: "Although ,ne would want br.ight-normal men on the

force, it is clear that the very bright do not stick with

the force" (p.‘67). In this situation extremely high

training school marks were positively related to . job
.termination. ’
‘ - . v w
* * peer nomination _as__a criterion. This type of rating
1\ .«

involves having fellow employees rate each other. ~The

3

disadvahtage of this approach is that it may result in

unfair ratings. An employee may tend . to ‘under-rate good

employees so-.as to improve his own chances of promotion.

Conclusions_- regarding _criterion selection. It is

-

. suggested that the approach that appears most workable in
gaining  an accufate estimate of poliée job. performance would

~be nmeasyres from supervisors' _ratings and the method of

pairedicomparisons,’ A combination of these two . dpproachs

&

coula\ be used. It. has been deﬁonstratéd through factor
analysis (Ferguson, 1974) that the present supervisors'®
rating systeq:can be represented by one factor a "Summary of
Ogerall.‘ Perfogmncé" measures As -.one mnmeasure of job
performénce,' sergeants could be réquired to estimate
\_//T/- .numerically a constables "Overail Performance". Secondly,

‘because the mqin disadvantage of ihg paired comparison

fapproach . is the ngmber of pairings that - have toz be

\
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o

considered, a rank order * approach which .would serve « a

similar purpose, to rank each pan in comparison with his

fellow workers, could ‘be considered” as another measure of

job performance. Measures such as thesc should be highly

3

representative of_ job performance.
A

Problems with Research of this Type: Validity of Criterion

Upon completion of ‘this research a mumber of questions
were presented regarding concepts and criteria of policing.

A prévious section has considered some of these questions by

outlining the importaﬁt qualities, roles, and contepts of

"good" policemen. The acquiring of this information was

very necessary. because research variables related to

qualities, roles, and _concepts of policing - had to be
assessed at two different time periods. First during the

selection of the recruit (indepepdent measures); second,

a
.

after time spent on the job (criterion measure). During the

.selection  period a battery of psycholégical tests was given

measuring candidates along the ~dimensions previously
described. To measure job performance after job behavior
has been observed ~ presented . another interesting

methodological cljalleng What is important in this area is
. *, ’

the validity of ob performance measure. When the

J

validity of a job perforfance measure 1is challenqéd, the

question in its simplg¢st terms becomes: Is this measure of

- job performance really measuring jobl performance? To

consider this in sonme depth, the term "cr;terion" has been
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reviewed and clarified.

Criterion has been described as, "a measure of the
goodneés ot the .worker" (Blum and Naylor, 1956, p. 174),
Ghiselli'and Brown (1948) have defined criterion ;ag "any
attribute or accompiishment of the worker that cah he used
‘as  index of his serviceability or usefulness to the
organization that employs ﬁim" (p- 62). _Selectihg _the
criterion that will be used to asses the performance of a
pqliceman» Lgﬁ a difficult problem; The validation of a
battery of selecfioﬂ tests depends entirely wupon the
medsures of eﬁplo&ee Succé§§‘ used. If the perfbrmance
mea;urés misrepresent thevﬁork;r's jok b%havidf then the

selection tests which are chosen on the basis of a good

predictive relationship 'with these 'measurés will"® not be

vaJidated. For this reason and for many other usual ‘reasons
(coxwsider on for promotion, merit awards, dismissal

procedures, etc.) it is essential to have a sound criterion.

Certain concepts concerning a criterion have to be
understood before an evaluative approach to the problem of

the criterion can be made. A .clear understanding _of‘that

comprises the ultimate criterion is essential. ‘The,ultimate

criterion would be the perfect representation of how_ well a
job was performed.: This perfect measure would result in an
assessment of every element of an employee's job, behavior

over the entire length of his stay in that position: This

comprehensive assessment would have to include ratings from
k o » . .
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. A8 . .
every person with whom the cmployeo came in contact during

his  job, would have to take into account the amount and

‘quality of the output of his work, the amount of training he
s

required and the length of time he stayed with the position.

It 1is, obviously, not possible to ebtain an ultimate

criterion. ' The ultimate criterion,.furthermore, would be of

little value in assessing the presemt ;mployee because it

could not be obtained until the employee had left his

postion. For this reason distinctions ,are made amongst

immediate, intermediate and . ultipate criteria (Super and

Crites, 1962) . An immediate criterion generally emphasizes

llmlted aspects of performance that can ‘be acquired at the

beglnnlng of the jOb for example, marks in training school.

>Unf0{$unately, measures such as these, *4§§‘ not be

~ . - . ? .
representative of later job performance. The 1intermediate

criterion refers m&” closely to ]ob performance (e.g.,.job

g

,performaice ratlngwa%? €L one year on the jOb) Since ghe

ultimate (perfectwterlon canngt be achleved, immediaxte
or 1ntermed1ate criteria have to be used instead. Because a-

13%5 than perfect crlterlon has to be used a criterion

deficiency .will result (Blum and Naylor, 1956). This is the

degree to which the ultimate crlterlon is not represented by

‘the actual (immediate or intermediate) criterion.

For all Ajob performance measures there is a criterion
v/‘

deficiency. The Fjob performance measure is only an estimate

-of actual job behavior and therefore must fall- short’ of the
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Tn - this® research a criterion deficiency‘ has also
occurred. Part of this deficiency 1is based, upon the
solution: to the probleﬁ: Whose concept of polic}ng i% being’
considered? It has beex{ pointed out (Stirling,] 1972) that
various qitiien' greuﬁs have elightly @ifferent.concepts of
pelicing.: In general, eitizens desire policemen that are-
“helpful", "eourteous", ‘and ﬁtactful"} There concerns are
directed pfimariiy towarés the pelicemanfas_he fuifilléL the

!

public servant role. Under non-threatening conditions,
<

citizens tend to place lower prlorlty on the pollce roles of

law enforcement and malntalnlng soc1al order. It has afeo

beer shown (Pugh, ‘1%75) that pollcemen themselves .see the

v‘qualities‘apd roles. of the public,servant.as iﬁportant. The
: LT - :

policeman's first emphasis, however, appears to be the 1oles

-of maintaining order and law enforcement..

> ;
Vhen, for thlS research, policemen.were esked to Jjudge
the job performance of the subjects 1n thls otudy, it was
reallzed that their concepts of pollc1ng would znape their‘
judgment (0f course any rater s concept.of policjnq wouid
affect that rater's judgment of police performance. ) It may
even rbg possible that pollce' sergeants' a ssessments may
select“the '‘poorer' policeman (i terns of another -societal
bgrouping's' definition)'as'{veryfgood' and vice-versa. Tadis.
~approach, then, has caused‘a type of criterion deficiency.

~Using policemen as’ raterS' will obviously result in the

>

. _ Y |
exclusion of citizens' viewpoints. o o
‘ Bt : \ )
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Justificaticn for proceeding with _this__research. The

,method of using police'sergeants as raters can be justified.

If was mainly other policemen'(staff—sergeants, sergeants
and constables) that;Vfgwed the déily %@b perforﬁancé of the
subje?ts'in-thiS«study. :Also, poliée views on policing, are
viewsique@*on’experignce“gand cdnsideﬁation of ‘the wide
Specﬁrﬂh of . police work. For these -reasons the use of
police serééants as rafers ga§ considerdf _I;, any case, a
survey of theif Qiews of poIﬁcihg was ﬁhdertakeﬁ‘and vas
found to compare favorably with that of citizens in this
community (PugH, -1975). Lt wa§/ralso:Fpointedv out that
citizens ge@e;ally favored 'E§I{Ee ‘perfo;mance in tﬁis
community (Alberta Bﬁceau of Statistiés and the Edmonton
Police Commissién, 1976) .. It was concluded that the police
Sergeahts would give as valid a performance appraisaL és was
possible - to obtain. hIt is recognizéd that‘fhis measuré, as

a criteron, has deficiencies that nmust always be considered

when reviewing the results of this study.

It should be pointed out+ that  other _methoéé for
obtaining a criterion are available. . For example, itf would
ha;é been intefggtingA to have had raters asséss éoliqemen
directlyo on :certaiﬁ ‘qualities, ‘roles or concepts

A ‘
(€.g9.,courtesy, public relations skills) in addition to

- 5\ . ' . :
having them assessed on Moverall performance”. HWhether the

ﬁgsdltsﬁ;wduld have been vastiy different from what occurred

p ,i,ff

in this'study pdses another research question.

”
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What will follpw now is the more formal review of the
literature. In considering these  studies the reader is

cautioned to always take into account ~ the job performance
. " .
criterion that is being used.

Nt
~



"CHAPTER 1II

LITERATURE REVIEW

ht

Intellectual Level of Policemen and _Police Recruits

Descriptive _Studies: _Average intelligence tes€\§cores /

used, the ,Ski

of policemen and police recruits. “Intelligence tests were
among the first psychological tests to be developed. They
vere “frequently used in., measuring the intellectual

development of police applicants and policemen. Primarily,
for the ea;ller studies two measures of intelligence were

“&e .
R ‘*Q'Blnet Intelllgence Test (Terman, 1216)
B et

and the Army Alph§ Intelllgence Test (War Department 1019)

Many of the studles that - were conducted before 19“0 are
reported in Table 3. As can be seen from the average
percentile scores most police departments in these 'equier

times had pollcemen wlth above average 1ntelllgence,

3

Y

Many - of these earlier studies concerning the

‘intelligence of police officers were gathered from ‘the

"National Crime Commission's ,Report on- the Abstract

Intelligence of Police Officers" (1928). This:early repoft

reconmended that a minimum inteiligence'score of 65 on the

Army Alpha (57th percentile) would be a good standard when

considering police recruits, with a score of 105 (85th

percentile) as a desirable additional qualification. For

41
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Table 3

Early Intelligence Scores

of Police Applicants and Policemen
: h A

i
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Group \

Standford Binet IQ Percentile.

Merril (1927)

n.
h | . |
Policemen/Firemen 't I |
Applicants, Detroit » 30| median = 80 | 26
Terman and Otis, (1917) | |
' | . |
Police Applicants | { _ | :
Detroit 1108| median=13.1 yr. } 4o .
Ostrander (1925) | | {
i | |
. { { |
i |Army Alpha Score {

. { { : |
Police Officers 1 17 Lleutenants, |
Detroit, _ | | mean = 58 | 50
Thurstone (1923) | 34} Sergeants, |

| | mean = 55 | 47
13071 Patrolmen, {
| | mean = T71.4 | 64
Applicants for P ' [T
patrolmen, San Diego | 64| median = 76.5 | 67
(1928) * | | o I
i | - | B
Men in Maryland State { | |
Police Training School | 50| median = 100 | 82
(1928) * | | . |
| | -y | s
Men in police | { |
school of 1nstruct10n 13211  median = 116 { 86
Los Angeles, (1928)* . i
; i | |
Policewomen | | f
Washington, D.C. /, . 11551 median = 144 | 96
1 (1928) * ; I | | :
| 1 [
‘Policemen : [ e (
Berkley, California | 26| med®an = 149 | 97

(1928) * ' [ I ) ' -

: i { {
Applicants in Palo | { : |
Alto, California 1113 mean = 104 | 82

i | [
| { |
| | |

*as reported from the National

Crime Commision (1928)
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police sergeants an Army Alpha score of 90 (68th percentile) .

/

was seen as a bdinimum requirement.

Problems~ were noted in the National Crime Commission
report uhen the 1ntelllgence of a poiiceman. was extremely
high. Two police departments (Palo Alto, C@lifornia and
Berkley, California, -'see Table ;6) ~indicated that those
policemen with’ very high intelligence were ieaving police
Qork in a relatively high frquency. fhe following con-

clusions were reported.

“~ . ] .
It will be.noted ... that the men who voluntarily
left the Palo Alto police  force made. the
astonishingly . high mean Army Alpha score of 171.5
(98th percentile). Mr. August Vollmer reports too
that in Berkley he had some dlfflculty with police
officers: whose Army Alpha score is unusually high.
It wvwould be a fallacious ' procedure to draw
positive conclusions from such meager data but the
Palo Alto facts and Mr. Vollmer's observations may
be indicative of the fact that there is a maximum
amount . of abstract 1nte111gence which nay
eliminate  applicants for pollce work as certainly
as failure-to possess a minimum amount. (p. 78)

These early studles have shown that-the 1ntelllgence of

police offlcers varies fron department to depar}ment but

generally is above-average;, Also evident is the possibility

-that extremely intelligent police officers tend to, leave the

police force at a higher frequency then others.

A different conclusion has .been draw from another
- study. Bain (1939) in an often cited article stated that
"at least 75 per ceht of the policemen in the'country‘are

menpally unfit fqt their work"™ (p. 452). This statement was

S
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. based on the assuymption that policemen should score above:

120 on the Army Alpha }ntelligénce test;i This woﬁld requir&ﬁm
p?licemen ' to be at the "90th 'percentilé Qr' above in
intellectual functioning. 1In the light of previous findings
up to this time +this statement callé fbr vetx_ high
inteilegence ‘test scores with no validating infocmationxtO/\
. o v ’ _
insure that those with very high scores would be the besf
poliéemen. In fact, ‘as has been previodsly cited, it
appears that highly intelligent policemen duriﬁg this time
period tended to leave police work moré often thaﬁ others.

Bain's conclusions have to be considered in terms of the

tines to which they referred. It appears that he was

>

calling for more intelligent policemen during a time period

T

when other Studies had indicated that the highly intelligent
pql;cémeh did not remain withfthe'jbb. Because thelrole of
thg policeﬁah is chahging it is sﬁggested that in 1§3§
Bain's cénclﬁsion may have.been'in error. In more recent

years, however, the very intelligent policemen have remained

on thé;job as will be pointed out.below.

More recent stq@ies involving intelligence tests énd
police réCruitment also héve indicated that intelligéncé
test scores were genérally‘above averhée'but varied widely.
A number of/stddies Qere baséed on New XOrkwEity, polibemen.
Neiderhoffer/ (1967) reported that: "puring the-past ten
years the avérége IQ‘for a class Qf recruits at the New York

City police academy has been approximately 105" (p. 33).

McManus, Griffin, Wettegpth, Boland, and Hines (1970) have
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pointed out that the average IQ of New ' York City recruits

varied considerably. TFor exanple they reported that recruit
test results on the Otis Quick Scoring Méntal Abilities Test

{standard ‘error of measurement = 3.0) (otis, 1939) fbn the

graduating class of October 1964 averaged. 109.55 k75th
percentile)‘ while inl'May 1965 the average was 93.\9 (32nd
percentile). The authors concluded that the reasons for thé
high variability of intelligence test scores - within their

research 'was dependent partially on the availability of

potential recruits. It was suggested that standards'for‘the'

acceptance of recruits changed,according to external factors:

(health of eéonomy, unemployment, educational possibilites,

" salaries, etc.). These external factors appear to be

&iréctly related to the year 'to year variation in ;theu

average intelligence scores of new policemen.

°

Fenster and 'Locke (1973)-examined the intelligepce of

-~

. experienced New York policemen with an average age, of 31.51

" years. The authors compared 178 policemen enrolled in

college courses with 174 policemen who were never enrolled
in any college courses. Two matched control groups wWere
also tested; 93 ,callege® civilians and' 178 non—éollege

»

civilians. The- average scores of these four groups on the

. . t '
Otis Quick Scoring Mental - Abilities Test were: college

enrolled pdlicemen, 114,79 (82nd percentile); non-college
policemen‘110 (75th percentile), college civilians 116 (83fd

percentile), non-college civilians 102 (51st . percent}le)i

~

These authors concluded: "It can safely be said that the

¥

7

’
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intelligence of the average policeman in New York City is
significantly higher ‘than that of the general population"
(p. 280). This conclusion when considered after reviewing

ﬁ‘yt@e'other New York studies appears to be correct.
) ‘

. In Portland, Oregon a number of descriptive studies of
the average IQ of policemen have also been conducted. Kole
(1962)  and - Matarazzo, Allen, Saslow, and Weins (1964)
reporting from the same/data found that average Wechsler
Adult Intelligence Scale (WAISi IQ score for a group of
successful policeiapplicants in Portland; oredon was 112
(80th percentile) . The authors commented on this -high
average. by stafing the following.

Thus, as a group, they represent men who, endowed
‘'with good intellectual abilities which they have
not fully developed or tested, often in their own.
words turn to police work and firefighting as
career choices next best to the business and other
professions for which they qualify but for which
their educational limitations, lack of knowledge,

or lack of opportunity prevent them from enterlng.
(Matarazzo, et al., 1964, p. 133)

p
' Twa other studies based on this same -police department in
Portland- dregon . alspo ‘have reported above aQerage
'intelligence scores for police officers. Matarazzo, Wiens,
Matarazzo, énd Manaugh (1973) féund:an'avefage IQ score oﬁ
the WAIS of 118.1 (89th pefcentile)rfor 29 police_reéruits.

Zaice (:962) compared the Army General Claﬁsificafion Test
(AGC;) (War Department,‘ 19&7)~‘ scores of patrolmen,

deté%tlves, and command personnel in +the Portland Oregbn

pqllce, department and also found above average scores. He
. .-



47
obtained the foilowing results: patrolmen 123, detectives

126, command 130. Zaice}S results suggested that the more

‘intelligent policemen were: remaining with the Portland

police force and being promoted. The overall average for
Zaice's three groups plaéed these Portland policémen at the
90th percentile,. All of the Studies reporting on subjects

from the Portland, Oregon police department have indicated a

.

'vety high average intelligence for its policemen ‘- for this

«

recent time period.

It should be noted that the Portland Oregon police
department may not be typicaI™df most police departments. .-
Fenster . and .Locke's (1973) stpdy,avwhich was reviewed

previShsly, pointed out the following.

prg

However, it should be noted that ... 40% of the
Portland, Oregon, police department is college
educated; this is not typical throughout the
country. (p. 276) ' :

. T .
This fact should be considered when reviewing studies based
. § .

upon members of the police department in Portland. "It would
, C. _ ‘ v

be in error to develop conclusions about - policemen in

general after - reviewing studies based only on policemen in

Portland.

Criterion Studies: The relating of _intelligence test

scores__to job performance measures. Of high importance for
! .
police personnel departments are studies which relate police

performance with 1ntelllgence test score results. Thweatt

af
(1972) compared the intelligence scores of new policemen who
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left the police force with a norm group of remaining

experienced policemen. He found that the group mean for the

intelligence scores (Otis Test of Mental Ability) of fifty

>

experienced officers and sergeants on the Tuscon Arizona
+ " ‘

police force was 111 (76th percentile). Fromr a group of new

recruits he reported that the IQ scores of those who dropped

out of the force was 118 (89th percentile) and - that this
mean score was significantly higher than the norm group of

the fifty policemen. He stated:

Although one would want bright normal men on the
force, 1t 1is clear that the very bright do not
stick with the force. (p. 62) ' c :

These findings tend to support those reported in an earlier

2

study (National Crime Commission, 1928) . Thweaft‘ has

"‘concluded that the "bright normal" men did not remain with

\
s

police work as often as those in the average range of

intellectual development. Thweatt suggested that- these
reéﬁlts imﬁLied that éolicemen in the 75 to 100 percentile
range fér intelligencé test scores may havé a higher dropout
Tate tﬂen other‘ﬁblicemen.r This  conclusion, ﬁowever; was
~.not well‘substantiated. Th#eatt's_study failed‘to iﬁdicate
the IQ scores of the recruits that did not resign. Ogly the
comparison in 'IQ betiegn the dr0pout§ ané the experienced
norm group was repor%ed. fhis omission weakens the impact

of the conclusions that can be drawn from Thweatt's results.

Dubois and Watson (1950) compared the'inte;ligence test

scores of the two classes of police recruits/(n =129) in St.

-

—
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Louis, Missouri with a number of follow-up ariables which
included marks in training school and performance ratinqs.

o 1

"after ten weeks on the job. Dubois and iWatson found that
the ArmyﬁGéneral Classification Test: (AGCT) correlated with
tra;hinq school marks for the two classes, r=+.54, r=+,50,
This rgéult éuggests that training school marks can be'v
.partially estimated from intelligence test scores. When the
AGCT was correlated w;th performance rafings, the
correlétion was vlow% r=+.10. This ém—the-job performance
-rating correlation can be questionéd, These new policemen
were rated after ten weeks of wak as pdlicemen,- Itvwould
‘be difficult for a beginning policeman toy; demonstrate his
‘proficiency' after this V,sﬂort period of time. Aiso
difficult, would be rating ah individual after observing hinm
at his job for'bnly the first ten weekg:

-

Mullineaux (1955) gaVé\this same - test, ﬁhe AGCT, to
recruits in the Baltimofe, Maryland po! i~e department. He
reported that the AéCT.correlated with ; .1:ze academy marks,
r=;.73.- This finding supports -those of ‘Dubois énd Wats *Eﬂ;/
(1950) - ~indicating a‘ positive  relationship betwgéﬂa%ﬂ
intelligence test scores and matks-in ;Ae training,academy. \
Also in support of this. finding is the  study of King[
Norregi, ‘and‘ Erlandson (1959). _Theyfhave reported tﬁgt»a
language test score and a reading test score yiélded the
" best prediction 7of first ternm g:ades‘forapolicemen in the

: 2
police academy, R=+.56. The studies of Dubois and Watson,

1954, Mullineaux, :1955, and King et al., 1959; all are in
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agreement that marks in police training school can be

s
Id

predicted from intelligence test score results.

Si&ilar results were also found in the study of Mills,
McDeYitt, and Tonkin {(1966). They tested two groups of
‘Cincinnati Ohio recruit poiicemen. Tﬁe AGCT scores
correlated witk rank in training class, r=+.595,' r=+.780;
The AGCT scorés, however, did not differentiate -between
those who completed -training and those whoéfdidv not.  From
these results it appears that 1little or no,relaii%nship
between ropouts' and intelligence scoresﬁﬁexist. : This
finding does notv supporfMThweatt}s (1972) concius{on that
"the very bright do not stick with the force" (p.'62); .(It
should be noted that Thwéa{t's cogclusipns were diawn from
post academy performance measures and therefore are not
entirely coﬁparble to the siudy-of Mills, et al. 1966); In

. ‘ ‘
géneral Eowever, a number of ;studies have suggested that.

intelligence test scoéores and’ police training marks are

»

a4

highly related.

Bass, Karstendiek, MccCullaugh, and Pruitt (1954)

o

correlated the Wonderlicd Personnel Test (Wonderlic;, 19§1)

»
o

with performance ratings and found correlations CopEd. 19

for 37 «city police in Baton Rouge, Loﬁ;sianaﬁ,gﬁﬂ Fos)

for 22 Baton Rouge area deputy _sheriffs;“@:TyéSekjtésulfsh”'

7 L G,
U S

‘ S . : o e EL e
comparing intelligence -test scores With “job performance ..

. N e ko
ratings are similar to those of Dubois an% Watson:
\ ; i T
: E) Al . - -, )
test" scores -and.
R R

Foxts ) d n
BT s - =

(1950).°
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The correlation between inteLliq?ﬁEe
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’

ertormance  ratings appear s minimal belng slightly
I ’

positive,

From these studies concerning the intelligence scores

. of police officers and t he relationship of these .BCores  to

job performance measures the following conclysions can he
- - : L

drawn.

(1) The average intelligence of policemen varies
among police departments. In the majority of
articles reviewed -t he intelligence of policemen
¥as above the populatipn average.

(2) Intelligence test Scores of police recruits
appear to be significantly ‘correlated with their
marks in police training.

YRR .
(3) IntelligenCe test scores are . not highly
correlated with performance scores. This
relationship appears unclear. It has been

reported that extremely intelligent policemen tend
to leave police Fositions more often then other
policemen. . This occurrence could cause a
curvilinear relationship between intelligence test
scores and pertormagce ratings.

7

Interest and Aptitudes of Police Groups

) Early testing tb disc8§er pdlice Uinterests “and
%ptitudes began inﬂdth‘e:{l9‘39&;:,9333.\J Diehlj Patterson, borvak and
Lbngstaff' (1933)f found ’ tﬂat,a superiog grodp'of policemén<
. p :

(captain's ratings) did better -on the Pressey Clerical

prtitude Test than did the average and below average group.
Theuaﬁthors statgd: “
i
—



Such itests would seem t{o  have little value in

jdentifying the highly efficient policemen;  thelr
~only value seems to be ' that they identify the

inefficient policemen. (p. 45) . .

With reference to mechanical ability the authors stated that

n... policemen are not different from men in 'general in
. A s ’ \ ) ) &“ ‘\rf :
their ability to mechanically manipulate®™ (p. 53). They

a. so found that as a group policemen were suéerior to the
general population in clerical speed. and accuracy. The

. . ’ o - * ’
authors reported that the “"superifor" police group did ymuch

4

-

'better in number and ‘nane éheckigg than did the "poor"
A"\gréhp. From.‘ghesg resu;ts it appears that superior
. policemen® in fhé 1936'g scored “well in'comparisoq with

population§ NOLMS On iests indicating clericalA skill yhich ",

included number and name checking.
. : \

Results from the Strong VocationaL, Interest Blank
[~ . .

.(SVIB) have oftenh beén reporﬁed for poliCemen;, It should bé
_ o _ ‘ C e .
poipted out, when interpreting SVIB results, that the

criterion groups with which the test-takers are compared are

_divided %as follows " for ‘each . scale of the test. Three

- : = . . ’ . : :
fourths :of the men of the <criterion .group (e-g. policemen
.’ ) . . ) ] S /,/\\ C : o ‘
" ‘choosen -to establish the ndfﬁshfor the "policeman" scale)

score in the 'A! categoty, one fourth in the B! category,
"a rating of 'C' means 98 to 100 percent of the criterioh
group scOre'uigher"‘(Berman, Dérley,' and Patterson, 1934,

El

pQ 217) . ~ These cétegoriZations should‘be,referred—to vheﬁ_’

I

'conside;ing the ‘Tesults of %?e SVIB.

T "Q.
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Berman, Darley; and Paterson (1934) were among the

first to' examine the interests of policemen as measured bi

the Strong Vocational Interest Blank (1933). They usedﬂhgstv

results of policemen frowm the city of Duluth. This group of
. . . e ‘

policemen formed part of Strong's original criterion gnoup.

for the "policeman" scale. This scale was developed to

'separate interests of policemen from the interests of "men

p © @

in general", The e;perimenfgl

captain rate the policemen fo 'armanbe efficiency.ikThe

'ratings resulted in the - fol B¢ groupings: Group I--u3

I3

subjects above average, Group II--44 squects average,'Group

III4j36 ‘subjects below average. On the "policeman" scale

all three performance groups of policemen avéraged in the

'A' category of T"policeman'" interest indicating that high

L]
{

police interest (as compared with "men in general') wﬁs not

correlated with good job performance. The authors reported

|\

interest scales that differentiated

to job performance.

Groups I and II are in every case more interested
than Group III in occupations_  involving social
contacts (YMCA  Physical . Director, . Personrnel
Manager), whereas the 1lowest efficiency group
tends to. be wundifferentiated  from people ' in
general with respect to such interest. (p. 228)

< ~
R

From this early study two conclusions are suggested. First,
the "policemén" interest scale was valid for pfedicting

police interest  but not valid ~for predicting ,police

performance. Second, above average  policemen showed ‘more

interests in social' coptacts than did other policemen.

procedure included having the

*the policemen according

@t A e
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¢

These results suggest that use policémen.do .hot differ

v 3 .
greatly on the "policepn§ gnterest scale, interest scales
-other that the "policeman"ﬁécale may be better predictors of W

future job performance. %%i

Fraser (1949) had the Strong]Vocational Intérest ‘Blank
sent to 325 R.C:H.P. who ﬁﬁ%re centered aroqnd Edmonton
A;berta: ‘Three humdred and elght subjects completéd and
returned the ;nsyer sheet. Tﬂese volunteérs hdd been

previously divided into four groups, three criterion groups

. based on  performance efficiency ("most efficient",

-

N

"mediocre"; "least efficieﬂ&") and a fourth group of new

) hembefs. All four groups averaged in the 'A! category Sn
. the P"policeman" scale. f{ was éaiso shown thatv the
ﬁéfficient" “policemen écored significantly: higher on
"personnel direétér", "pubiic 'admiﬁist;atérh, and

o

"occupational level" and'significantly lower on the scales

"musicianv, "architett", "dentist®, "engineer" and

"chemist", ‘Fraser's~ results suggested that pollcemen have;

high 1nterests in dlrectlng others and low 1nterests in. many

p051tlons that could be described as "professions".

Kates (1950) tested 25 volunteer New . 3York  City
patrolmen with the SVIBﬁ;a job satisfaction guesfiqnn&ire,

and the Rqrschach (scored’ ulth the Munroe Inspection . List

maladjustment) The. mean

e

."pollceman"'scale score was 40 6 (category 'B'). Thi's score

is 51gn1f1cantly lower than the crlterlon %goup of pollcemen

T o
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small, indicated

[}

used .by"Strong. Kates's nmeasure of job satisfaction

4 -

correlated with the "policeman" .scale, r =+.35.. :This

correlation was in the
a significant relationship between job
satisfaction and 'job interest as measured by the SVIE

i

occurred.

- Dubois and Watson (1954) also used the SVIB in testing

' two recruit classes. They found that the scores of most of

the recruits on the "policeman" scale were in the 'A' or 'B!
category. Academlcjfgrades in tae _potlce acadeny were

slightly negatively correlated "{r = -.09, -.12) with theé

ﬂpoliceman" scale, These co&melatlons were insignificant

and may have been caused by a chance effect However, the

L

' inverse relationship between 'police vacademy grades and

H

police interest may indicate that among a group with above

'avefage intelligence the’ slightly 1lower in aintelligence

(although still above the pdpulation average) have interests
similar to the. crlterlon group that was used to develop the

"pollceman" scale.

‘

The authors also gave a speed perceptual task (Fig&ie
Matchlng Test) - which cotrelated~51gn1f1cantly uith_academy
graaes, L = +.29. They also found that other object

manipulation tests (Bennett Mechanical Comprehension Test

. -

and the MinneSota' Paper = Form Board Test) ' COrrelated

positively, r = +.28,  %.29, +.38; +.29) with grades 1n the

police academy: A measure of job perfbrmance after 10 weeks

[P

os¥tive direction and, balthdpgh'

ol

et
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on the job showed no significant correlations with ‘any of
the wvariables in the test battery. This finding may not

have been unexpected as 10 weeks of job performance is a.

linited time period over which little differentiation among

recruits would be expected. to occur and ¥t noticed . by

.

raters.

[
R

Zaicé (1962) reported a descriptive vstudy on 104
éxperienced' policemen in Oregon. The scores on  the
"policeman" scale of the SVIB ranged from 22 to 62 with a -
mean of 45 (which falls within the 'A' category). When

policemen were separated according to rank their mean scores

on the "policeman" scale vwere: command, 43.4 (*B+') ;-

detective, L6.0‘('A');,pa£}olmen, 45.3 (*a'). It shoe}d be
noted that the command gréhp had an 'A! average on -"public
admihistrator". The bther Aoted'high scores fom‘fhe enti;e
group were: ‘"production mdnager", "farmer", hprinterﬁ,

> ‘ n'd&;{. ) ) )
"avi@@é&“, "public administrator", "senior CPA"™, and "credit

" mawager", This  study was not predictive of - future
~ performance as a policeman. . It offered no correlatioral

, coefficients between interest scores and job. performaﬁce'

measures. The r€sults, however, did serve to validate the

gyﬁpoliceman"'scale. The entire police group, .as mentiddedj

averaged within the 'A' category on the "policeman" scaie.

&

Métar%zzo, Alled,- Saslow, and Wiens (1964) gave the

" SVIB to policemeh (n=112) "and firemen (n=124) in Portlangd, -

N

Ooregon. Police applicants séoredvhighly (*B+' or more) on:



"farmer", ‘Taviator", "printer", ‘"math-science teacher",
"policeman" (average = u6, or 'A'), "public administrator",
"senior CPA".  When comparing policemen and firemen

applicants differences were noted. .

Young policemen are more oriented towards jobs
involving working with people (...), while young
firemen are oriented towards occupations, requiring
work with one's\hands or the business world...."
It was our clinical impression that firemen and
policemen applicants do differ with the former
being the rugged, outdoor, fanily handyman type of
person -and the latter the nmore. intellectual,
professional-type person. ‘(8. 129) T

. This research again validated the "policeman" interest scale

&

by differentiating this police group from the norm éroup,of

men-in-general., No predictive relationships between

interests and job performance were reported.

Thweatt k1972) tested 50 experienced officers and
sergeants on the Tuscon Arizona Police Force with the SVIB.
He also tested an experimental group of 105 recruits. The

experienced group had a mean on the "policeman" scale of

30.86'('B:')., Thweatt reported the following concerning the

"policeman" scale score.

]

This statistic is somewhat misleading 'as three
.distinct’ groups tended ‘to show. up. . About one
‘third of the men had scores highly like policemen;
about one third had scores in the social service
areas, " i.e., like social workers, and the last
third fell into what among.police applicants might
be called "frustrated professional scores", ij.e.,
doctors, lawyers, engineers, etc. (p. 61)-

-—Among the recruits Thweatt reported that the scores of the

i



dropouts vere 51gn1r1cantly lower on the SVIB »"policeman"

scale than were those of‘ the: norm group. "Amonaggme
‘Eiopouts, ‘all theJ:patterns fell into the category of
'frustrated professionals'. * previsouly described as
unresolved envy for prestige‘ occgpations" (p. €1). '(if

PN

should be noted, as mentioned previously, that Fraser's

results (1949) also indicated that the most efficient
policemen had low interest in other professions). In
Thwﬁ&%}'s study the dropout group had a mean of 25 76 on the
SVIB Ypoliceman" scale compared w1th the norm group mean of
3&.86. The nmean score of the remain group of recruits is

not .given. If Thweatt's results were erroneously

' generalized to the entire police .population it might be

~on studies reported above are} as ~follows: Berman, et

concluded that the "goliceman" scale is losing its validity

for predicting interest in police work. A ‘score in the '-B!

N

category for the norm group of policemen on the "policeman"

scale suggests that the scale was not an accurate . reflecton

of police interest for the policemen in Tuscon involved in

Thweatt's study.

If all of the studies previously cited coqcerning the
. o d

SVIB are considered, it may be concluded that the-

"policemgnﬁ scale has had faiF success in discriminating

policemen -from men-in—general. The averages of this scale

]

‘al. (1934), scale score of 45 ('A'); Fraser (1949) , scale

score over 657('A');‘ Kates (1950), scale .score of "40.6 -

(*'B"); Dubois and Watson (1954), scale score over 35, ('A!

R P i il AR 7 M i 6 ki o e
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or 'B'); Zaice ({1962), scale score of. 45 (*A'); Thweatt

(1972), scale S$core of 34.86, ('B-'). For the purpose of

!

prediction, however, none of these studies has reported any
'significant correlation between the "policeman" scale and
on-the-job performance measures.

In a recent artic¥e by Johansson and Flint (1973) the

up-dating - of :this "policeman" scale to present population
norms uaélreported. Tﬁe:crfterion group selected were 196
Minneapolis Minnesota policemen -who "had at léast three
years experience and ... liked ‘their jbb"° (p. 40). The

. responses of these policemen were contrasted with the
- , ,

responsés,of é'menmin-general sample pf'1000. Seventy-four-
items that differentiated the two groups were aggregated to

form a new "policeman" scale. The authors reported the

-

following characteristics of the policeman group.

~

The - items the policemen "liked" more frequently
than the men-in-general group fell into. three
broad categories: militaristic,  risky, and
mechanical. For example, a greater percentage of
policemen than men-in-general said they would like
to be  a "military officer", participate in
"military drill®, be ‘'with '"military men", and
"drill soldiers". They responded more favorably
to risky types of activities, 'such as being an
‘"auto racer", an "airplane pilot", or-a "secret
service man”, "pursuing .bandits in a sheriff's

posse", and ‘engaging in "thrilling dangerous
~activities over gquiet - safe activities". The
policemen also  felt | they had "pmechanical

ingenuity" - and expressed more interest in
mechanical avocations than the men-in-general
group by making positive responses to ‘such  itenms
-as "auto mechanic", "carpenter", "shop foreman",
"mechanical drawing", and "ad justing a
carburetor", ' ‘

... Results showed that the Minneapolis policemen
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had about the same social service types of

interests as the men-in-general sample, but two
items differentiated the groups---policemen had a

greater 1liking for "giving first-aid assistance"
and considered themselves "able to smooth out
tangles and = disagreements between peoplet.
(p. 41) ' :

This scale was validated on a number of police groups and

the results are reported in Table 4. 8 ' /

. One interesting. finding from this research is that on
the masculinity-femininity scale policemen had a very high

- mean, 59, "indicative of strong authoritarian-structured

~

types of'interests" ({p. U42)- Because of the importance of

authoritarian attitudes the relationship of this variable

with job performance should be consideted in future

selection studies of policemen. o

In contrast to the previous study that found

. - L
differences between policemen and the average citizen, the

©om

study ,of -Thorndike and Hagan (1959) found no differences

between policemen and a \selected group. They reported
intefesting résults upon ‘fpllowing the careets of 17,000
airﬁorcé "cadets tested for intellectuai, ’ numérical;
'berceptual—spatial, mecha;;cal and psychonotor éptitudes
during World.ﬁar II. oOne hundred and nineteen of these men
had becone éolicemen by 1955. \'Ii was reported that the
policemen did not demonstTate any very specialized aptitudes
as meashred by the original tests. Except for 'eygﬂﬁ?gdt
coordination ‘the police group scores wgrelbelow the average

-

airforce cadet but within the normal range for this group.

+
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Table 4

e

Means Scores on the "Policeman Scale"
As Reported By Johansson and Flint (1973)

61

:'Sample

i~

N »" Mean S.D.

1969 Minneapolis policemen 96 '50.0 10.0
1969 recruits (tested 12/69) 25 41,2 9.8
1969 recruits (tested 6/70) 22 45.0 11.7
1969 recruits (tested 9/71) 21 46.3 9.1
1970 recruits (tested 4,/70) 25 u48.3 8.2
1970 recruits (tested 9/71) 23 44,8 9.0
1971 recruits (tested 9/71) 29 y47.4 0 10.4
1967 -Utah County Sheriffs 111 50. 4 9.4
1968 Minnessota Highway Patrolmen 288 45,4 9.2
1968 Racine, Wisconsin Policenen 44 52.1 9.7
38 10.5

1968

University of Missouri Policemen

47.0

In recent' years the approach of

o
¥

correlating aptitudes

® >

with Jjob performance has® been used infrequently. " Holmes.

(1951) tested 56 -civilian security guards in

Arsenal,

California.

He found that

5

Benicia

(patterned after UﬂS.’Armyv techniéal bulletins) and ~ a

’

Spatial relations test produced a combined R of +.50 when

correlated with a composite rating of success on' the job.

The author reported that the subjects sCore on 'spatial

relations! corréiated'with success, r = +.43. He commented

as fqllows.

3

technical reading .
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Its (spatial relations) impor tance could depend
upon the value of such an ability in predicting
the discriminating acuity of a patrolman in
detecting whether or not the physical objects on

“his beat had or had not Dbeen tampered with.
(p- 399) '

”Marsh (1962) also correlated aptitudes with the job.
performance of 619 deputy sheriffs. He reported that a
clerical task, number ‘series co#pletion, was the best

predictor of Jjob performance after 8 years on the job.> It

" was indicated that those who scored above the  73rd

percentile were more likely to be successful. .

Azen, Snibbe, and Montgomery (1973) followed up Marsh's
(1962) study and\ reported furthur findings for a 20 year
period. They concluded that:

The principal result of the stepwise—discriminant

‘analysis is that the Kuder Mechanical score

emerges as the most generally useful predictor of

‘the «criteria (since it predicts 3 .of the 6

criteria). (p. 191)

The Kuder Mechanical score was positively related to "job
type" (patrcl or othe%), "average supervisor's ratings" and
"rank -status" (promoted or not). A  discriminant analysis
probability of correct classification ranging from 63% to
72% was demonstrated. These results indicate  that
mechanical ability as measured by the Kﬁder Vocational
Preference Record was a good predictbr over a 20 yéar period

of job pérformance, ‘This interest in '"mechanical" gives

support to the previously reported findings of Johansson and
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Flint (1973).

Blun (196ufngave a battery of tests to each recruit
hired in a "major metrppolitan policé force" in the vyears
1956-57. Seven years later éach recruit's file was reviéwea
and performanée measures on a .Variety of qriteria vere
estimated. The SVIB Qas one test that was included 1in the
battery and the following results were reported. Number of
-vehicle accidenté c&rrelated postively with: "physician"
scale, r=+.30; "psychologist" scale, r=+.28; and "physicist"
'scaie, r=+.26. Number of serious formal charges correlated
;:4.23 with the "author—journalisi" scale. Seriohs
hisconduct corrélated r=-.28 with the "physician" scale.
The ﬁcafpenter"_scale correlated r=-.24 with cpmméndatiohs.
Theu"policeman" scéle correlated r=+.22 with days lost ﬂdue

to illness. JInjuries correlated r=+.22 with the "physicist®

scale and r=-.18 with the "carpgnter"b scale. Blum has

stated that: "Rather oddly the carpenter interest scale most

often correlated,' always negatively, with performance"

a8

(p.‘130):

.The uneipected (but low) positive correlations between
the pfofessioﬁs' of "physician", "psycﬁologist", mauthor-
journalist", and some of the negative performance measures
supports Thweatt'sn hypothesis that ' within a .. police
pbbulatio; .there is a group of "frustratea pfofessioﬁals".

Blum's results tend to validate this conclusion.

A number of‘other“studies ‘have included measures of
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police.. 'intersg

. Y. ﬁ .
presented are’. ; The wstmdleé *are grouped
A X T \::’.&ua@f ){é‘ ‘j v {
according to frequently occﬁ rng"»categnfheé“. ThObv
. tv d 3%&# \

variables that
by -*CWC* ( Correlated With Crlterlom

P G
1‘\ !
The interest areas that seen to occur  ‘most frequen&ly‘u

related to‘ good job performance are the mechanlca%\
("mechanical ability", "technical freadingﬂ "spatlalg
relations") and clerical ("number and’name checklng",igpeed
percentual tasks). ngh scores on scales such ac
"physician", “"psychologist", "phfsicist", '"autnor—
journalist", and "carpenter" appear to have an inverse
relationShip to Jjob "performance. 4A replication of these
relarionships with later on-the-job performancei would
provide police  selection officers valuable informaé&on,for

B A L
interpreting police interest test scores.

-Personality Characteristics of Policeggg

Personality characteristics are often cited as being
very importafnt when considering applicants for;the postion
s

of policemen. Vollmer (1947) recognized this problem.

2

All individuals have certain personality traits
and characteristics which are not observable in
routine police examinations and interviews, and
which can only be detected by experts trained in
this  work. Uﬁfortunately, many of  ‘thé'se
characteristics "will render an individual
completely unfit for police service, regardless of
his other qualifications. Among those traits are
1nab111ty to get along with fellow wdrEErs,
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Tom . thls stndy that left the force were in the "frusirated ™ group.”



refusalk to accept orders , and 1nstructlon,

. cowardice, tende cy toward brutality, and a sense
of superiority which jeopardizes the probability
- of good public relations. Such 'persons if
appointed, will inevitably have a detrimental
‘effect ‘upon the deparitment. ﬁrequently these
characterlstlcs ‘will not manifest themselves until
the officer has passed  his probatlonary period,
and "the problem. of remov1ng him frem the force
becomes diﬁficu%t“(p. 189) \

\,

\

S \ \
Although Vollmer realized at that, tlme that no tests were ‘A' '

avallable that could "o, 1nfa11;bly measufe everyicapacity
: of the human'personallty" he beiieved that\\ écientific
apprdach “to the problem should be developed Stpdies ha;e
Fhown that ten percent of the populatlon ‘have or will ‘thave

‘emotlonal‘pﬁbblems. Pollce departments Must be certaln that

. In ; . .
their sselection ‘procedures ullh screen out indlvldua;s

/ &

"applying from thiS‘segment of the population. , ;

, .
= -\ X . .
' o

Roe (1956) has suppo&ted the concept of a relatfonshlp

g ‘
between personallty and ch01ce of work

No _truly comprehensive work has been done with
7perSona11ty tests as such in the field of
occupatlonan psychology.' There are many studies
of particular groups by - personality inventories,

, and a° few with pr03ect1ve and other techniques.

] wAlthough the evidence is not extensive, theTe
nevertheéless SeemsS to be . no doubt .that some
specialized occupations, at least, do attract
persons who " ‘resemble each other in 'some

. personallty characterlstlcs (p. 80). .

hd ’

A number of studles have ‘appeared- in the llterature

vdea}lﬁg wlth the personallty tralts of pollce appllcants and

i

' experlenced pollce oﬁflcere. The stﬂdles rev1ewed,w111 be

grouped into three categoiies: descriptive -studies that

~

v
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. .
I'\ S .

~compare policemen's scores WwWith test norms, descriptive

Lol ' -
studies that compare. policemen's scores with the test scores

of other dgroups, jobb* related studies that - compare

'pollcemen S scores . wr}p present or future Jjob performances.

Descriptive studies comparing Qollcemen with test
.‘ :

w‘

Qgggg; 'These studles 1nvolve admlnlsterlng to a. group of
pOlicemen a personality test and.then_comparing the average
scores obtafned hy the police group with the average scores
of the general population as supplied by,theitest designer. |

The main problem wlth this approach is the type of knowledge

¢
v

that)‘is obtained. f‘Knowlng the averages of a pollce group

and a normative group on personallty ‘test varlables and:

‘where individual 'police applicants score, in reLatlon to'

‘7 *

these averages gives little or no substanﬁ;al.%gnﬁprmatlon

~

about. the policeman's future ]Ob performance. These test

measures have. to be correlated Hlth job performance measures

dto have predlctlve value. Howeverf' test 'varlables which

~

1nd1cate pollcemen are dlfferent from the average can be“the

beglnnlng poxnts» for hypotheses concernlng test' varlables

’

‘that wlll be predlctlve@of future job performace crlterla.

0

N
o

’Happaport (19u5£~gave the Rorschach toha grogp of& 54

SO d,

g "ﬁ!‘ ﬁa* s
-randomly chose gansas State nghway Patrol. - He reported

that\the police group were not representatlve.of the general\
population. They were withdrawn, lacked colorfulness, “and

showed a‘vlimited range of interests.  He commented on the

‘general personality chardcteristics of this group of Kansas

9

S i G
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. ?,'w }
J , :
State Highway Patrolmen.s

-+ (A) great per®¥ntage of these,patrolmen came
from farm environments, and if Cp@pared with “a
city population would have to be considered in
some degree schizoid (p. 29). , @

% o

wﬁs Régpaport has pointed out the rﬁral natﬁrébof this groué

-of ﬁolicemen may be reéponsible for the gualifieg he QFS

"noted. The author“s"!comments should be considered when
examining capdidétes from avruralAbackgrouud. It éhould'not
be fofgotten that theée resu1£s may have less relevance at -
o

thié time due to the vast changes that haVevoccurred in the

Easp?thitty years.

‘Kates (1950) also wused the ‘Rorschécﬁ in a study
involving tqenfy—five New  York city  patrolmen qhb_
‘voLunteered‘ to .take _p;rt' in his research. rHe‘used the
Munroe InSpectioh List ﬁhiéh gives é score of maladjustmént

on this test. . , e
’ A} - 1@1 ’

The . degree of malad justi#ént of the policemen, as
measured by the -Rorshach ‘Test was slightly" but
insignificantly greater than that of biologists.
Probably, the ‘policemen, as a whole denm nstrated
as many signs of maladjustment as may be Found in
other groups (p. 251).

Tﬁése résults ihdicate“ that this. volqnieer g.x:seoup‘~
demonstrate&‘ an averagé ievel of‘maladjusfment. iKatés &iéo
compared the méladjustmént scores with ar ﬁeasufé of"jpb
‘sétféfacéion. He found that Job Satiéféction»corréiated
positively} r=+.47, with the naladjustment ‘score.-‘ This

means qhat the higher the policeman* s mdladjustment score



the more ‘it indicated job satisfaction. This':Cdrrelation
may -reflect a trend in .pollcemen to deveioo‘ A'_gqfé“
"maladjusted"‘stxle of interacting Ulth‘ the public. The
small  size of this group'and the fact that these subjects

were only those who would volunteer thelr free time to take

.part in ‘the research suggosts that the results are subject -

to question and the issues. 1nvolvedx feed furthur study
before conclusions can be drawn. ,
: : =

Sterne (1960) gave  the Kuder Preference Record

-

(Personal) to the "majority' (n=u9)' of a small municipal
force. He found that this ~group scored s1gn1f1cantly hlgher
than the test norms on the "dlrectlng others" scale and

significantly lower on the "seeking to aVoid"cbnflictu

PollcemeQ;'as the author predlcted have personality

that enable . them to < lead others v and face

i

the Edwards P : onal Preference Schedule (EPPS) and coppared:

)

thegg .resuits- wlth the test norms. Zalce (1962) gave'the
E%PS rﬁia "representative group of patrolden, detectives and
coﬁmand" persoﬁnel from thei 'Portland; Oré%n Policed
‘Departme;t. ' Matarazzo, Allen, Saslow and Wiens (196&) gave
the’ EPPS to 2u3 succes51ve c1v1lv“serv1ce applicants for
pollcemen_ and firemen;»alsoyin Portland; oregaa;as part of

the ahpliCation procedure. Simon; Wllde and Cristal -(1973)

. ﬂsed the EPPS to test 38 male members of a pollce force in a

(£
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county of New York State enrolled in a college course. The
, s

results of thesevtests are shown in Table 6 and indicate the
test scales that discriminate police'groups from population
'nbrms, | |
Ip general tﬁe etudieslare in agreement.. Zaice's study
which tested the most repreEentative sample ofnpolieemen had
confirmation on all of the-significaﬁtvfindings he reported
pyvat least one other study. He found that the average
»policemaq_aad high scores (above the 6Cth pereentile):pn the
scales of ‘"achievement", O"exhibition",,"heteroSexualit§",‘

o

and low scores (belok the 40th percentile) on naffiliation",
: | , A

"purturance", and "abasement". Zaice commented on the type"

o

of person with these high and low tr;?t characteristicél- =

> ’ . : . : .
A, : . . . ’ . ki

He does his best to be sucgggsful and attempts to. -
; - accomplish tasks requiring skill and effort. He cL
; . heeds ~to be a recognized . authorrty and will
?non@ally attempt to do difficult tasks well. He
canhat ¢ be.. said to be shy for 'he seeks attention
and 4s knahﬂ to tell amu51ng stories,” witty apd -
clever saylngsg : . . ) 24
: R . - @ ,
«.. The policemam is not the .type to show a great - !
deal of affection. His job §§ such that he nust ’
. recognize .;Wiolators: of . theh law and impartially ., . ‘ )
take necessary steps to @t gulate memahés of of o w;v

séciety, according to the mandates of th® lav;,

s+« They are uilllng tO'be part of an organlzatlon ‘ 9' -

and take orders (p. 58,59). .

e

- ° éﬁ

o w [y B - * :

Fron theseC descriptive studies that compare policemen with, )
test norgﬁ " the qualities of. striving leadership ol

"achievement" -~and "dlrectlng others"), 'coura e ("not’
g9

av01d1ng confllct"), an. average level of adjustment, and a

i N, 3t R T o e b i i
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.Table 6 v
Police Scores on. the Edwarés o ‘
Personal Preference Schedule o ‘ *
: , - — .
' e “Zaice - Matarazzo, Simon, .
" (1962) et al., (1964) et al., (1973)
_ K T o _
Policemen {achievement {achievement lachievement -

. higher than|exhibitjonism (Jexhibitionisn lexhibitionisnm
'~ +population |heter05exua11ty|heterosexualltylhetereose ality

norms. | lintraception laggression*-

. { ' . , ] endurance* |
P . . ’ -

' ; | ‘ | g - | .
Policemen |nurturance |nurturance fnurturance )
lower than jaffiljation ) | laffilistion __.
population |abasehent l {abasement
NOrws. | laggression* forder

’ l ! ' |autononmy lendurance*

M o | : . |succoranc

) *Opp051te results r ported in- one.o;.’ £
studies in this’ table.. '
»

% ‘.
»ldﬁ» need for affeg

on "abasement', tlon" and "nurturance") appear to be
: pp O Dt

the ‘predominant ﬂ‘s of the average, policeman when f

compared with genqfdl@population morms. . \

¥
Descrlg;ive vstudies thatlcompare leicemen Wwith other

g;gggg. A number of duthors have compared,fpollcemen with

other 'groups and have p01 d' out dlfferences.  These -
’ - o . R R F; S - .
studies give general chara?%eristics . of : the aVerage , .
. . i ol |
pollceman in comparlsgﬁ with other groups. Uhe questlon to \‘

1 v

consider v1th these studmes (and also relevant to the group

¥ “ﬁ@? studles Just_ pneylously dlscussed) is their validity.

N S P e B
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Neiderhoffer » (1967) has comnented upon : the policemants-
; ; , ! : . )

"glass house" approach to studies by social scientists.
& : ) e .

Policemen, he states, fear "learning ' too _ much about

themselves." It appedrs only reasonable that policemen when

asked to take part in these descrlptlve personaltly studles

ks
2,

would trysdto present the best image of, themselves p0551b1e.

The dlffere ces that occur in comparison studies betﬁéen

poliCe groups angd other groups may be'fa reﬁult of the

‘soc;ally de51rable personallty that the  membérs of these

bg- considered Qith this possible interpretation dof the

groupSEW1sh to portray.d The results of these studies should

@

*

- policeman's approach to research of this type; It | is

‘ deéiraﬁle,'

L4

possible that many studies 'presenting police pérsonality t

profiles should be considered - as an aggregrate role
conception that police subjects view as ideal.

a

P u,

Spauldlng £1948) comparé% %urse and porlce appllcants

with the Kbder Preference Récorﬁgw " He found the pollce group
e

higher on %social service” 'interests and lower on
g9 _ ! ,

: ) - , , B
"computation™ and "clerical%e interests. ~This high_id%erest
in "socigl service" would be found within & concept of the
. ‘ & ’ : .‘ . I'A ’ . . <
ideal policeman that most citizéns and policeman find as

4 \

Kole (1962) and Matarazzo, et al (1964) eported from
i

the same data comparlng medical students and ‘#vil Vserv1ce

- applicants (policemen and flremen candldates). Oh three

‘easures  of emotlonal ﬁadjustment (the Taylor Manifest

Jv, o '\ -

“72
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Ly <.

'p< .02. He reported

~the  indaustrijal

73

: Ankiety 'Scale, the Cornell Medical Index and the Saslow

Psychosomatic Inventory) the policemen and -  firemen
applicants showed a "lacking in indices of psychological

dysfunction". These authors did ‘not find éﬁpport for this

-

fimding in 'the Mlnnesota Multlpha51c Personallty Inventory

a

‘(MMPI) results of the civil service group. They report that

police applicants'had high scores on scales K (defensive

responses); pPd (psychopathic deviate), and Hy (hypdmanié).

. This pattern ' of responses WA X~ described as!’ "blustery,

sociable, exhibitionistic, active,"manipulating others to

gain their own ends, oppoftunistic, wunable . to  delay
. ' ' N 1\
gratification;"imﬂhlsive, and showlng some - tendency toward

over-indulgence in sex and drinking" (Matarazzo, et al.,
1964, (p.  132). S

v

These conclusions appear to be 1n contrast w1th,those

- AT
of No’icki (1966). Hﬁ used the MMPI to compare 27 pollcemen

e

wlth a matched group of industrial wdrkers.4ﬁfﬁe found ~the

policemen higherf n Cn (which reflects *pSychological
control), p< ;10; and
that bolicemen‘had'better control over
"overf impﬁlses" and ppeared to be "iess out-going" than
| ’ kers. 5 Botﬁ groups (policemen and
industria% workers) were more\odtgoing; hovwever, than test

norms for the geheral population. This fact 1nd1cates that

these results may be 51m11ar to those of Kole (1962) ané\q

’ Matarazzo, et al. (1964) , suggesting- that ' the  average

policeman may be ' more outgoing ("sociabler,

Vi

higher on Si ("social introversion"y,

LI PN S SR
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"exhibitionistic") than the population norm.

Gottesman (1969) compared MMPI scores ©of successful
police applicants with ~male veterans ~"appearing for

coﬁnseling and found that the police grqup exhibited fewer

profile deviations than the veteran group. This' result is
not wunexpected. It would be presumed that policemen would

be more stable than those who were seeking counseling.

From these. comparison descriptive studies ' the
. predominant qualities that emerge show that policemen are

very ‘ outgoing, : people—direbted . 1nd1v1duals

(ﬁexﬁibitionis;ic", "sociable") wlth some 1mmature qualities

'(“o#er;indulgeht" "manlpulatlve") Pollcemen have few

.,
+ v '

d billtatlng personallty qualltles (have stabllltyya
?ﬂﬂﬁy ‘ ,
Y «C_;terlon studles- The . relating of personality test
A ) e " .

scou;:g_‘__1 to _job performance' measures. Criterion-relategd
w‘ .

-

T

Criterion-related - validity indicates the

\effectlveness of a test in- predicting an
<, individual's  behavior in specified. situations.

purpése  performance on the test 1is’
against ‘a crlterlon, i.e., a direct and
\\1nd pendent measure of what the test is designed
to predlct (Anastasi, 1968, p. 105). B

Lo A N . ° /" R
The ‘"diredt‘ and 1ndependent measure" that is of concern in

this present research 1s\\me jOb performance score of the."
; .
policenan.

S

© 4

v -

\ ' )
- . *




-

/

| .I : 75

The MMPI is a personality test that has often been used

| ) :
in! police = studies which correlated test results with a

|

crlterlon. Fraser (1949) in a concurrent validity study

'whieh involved volunteer R.C.M.P. who were uivided into

three performance grxoups by Officers Commanding and

persbnnel officers found that the nost efficient group

1

scorjd 51gn1f1cantly higher on the MMPT scales of gzgter;g

and

hypocondriasis. From these results and from the entire

-

profile Fraser concluded the following.

Specifically, the members of the least  efficient
group tend to be- characterized by'a less socially
oriented (or more .inward turning) mode of 1jfe
adjustment (with more asocial behavior
manifestations indicated) than do the members of

the most efficient and mediocre groups; oOf the
latter two, it is indicated that the nediocre _
‘members are, as  a group, slightly less socially !

"oriented than the most efficient members. (p. 7)

These results; based upon concurrent validation, suggest
that soc1al skills and some‘eelf—centeredness are 1mp0rtan¢

for ,efficiency 1n police work

- ) . W
Constrasting reSults were found by Marsh (1962). He

includéd the MMPI within a battery of tests glven to 100 men

.4

'who had just been app01nted deputy sheriffs'in the Los

3

Augeles area. (The men were told that these tests wvere for
counselinge only.) Excellent criterion measures were
obtained; \Each superv1sor involved was glven a set of cards
containing the names of subjects he supervised. He, was

asked to sort these cards into f1ve equal categorles from

=

"poorest" or. "least quallfled" to "hestn, Over the ten year

o
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period different supervisors: ranked the ' subjects. ("The

"number of ratings per subject ranged as high as seven"

(p. U2ff) The correlation coefficient for two raters pef

subject> was r=+.51, On the MMPI the hypomanic scale was

&

found to be a good predictor of job performance over the ten

year period.-’"Subjects‘with‘T scores below 55 were much
) . [ .

more likely to succeed" (p.43). A score b&llow 55 on the

hypochondriasis scale was also a good predictor. (It should
be noted ftﬁat-‘Fraser's results (1949) sugge§ted 'that
policemen scoring 'Highef on this scale tended to be moge
efficienty) Hypomania has been described by Ddhlstrom ana
Welsh (1962) as an affective éiscrder characterized by
"over-activity, emotional exciitement, and flight of. Q‘ie_a’s"'
(p. 7u)- Hypochondriasis' is a tesﬁ,ggale that reflect; an
abnormal cdndﬁépwuith bodily\;unction;. Low scores on these
two:SCales‘Vould indicate séa ility, calmness, and lagk of

i

self-centeredness. It appears ‘form Marsh's study that these

qualities, which are reflected by cores on hypomania
-« and hypochondriasis, are important pr sites ‘ﬁdg above

. average future‘jobjperqu%ance of policemen. The advant?ge

of Marsh's study over Fraser's is that Marsh's study  has.
predictive validity over ten - years. Theteforé, Marsh's
) . 7
results should be given a hgreatet weéight. However, the
-
ﬁéakness in Marsh's study relatgs'to thé testing session.

The subjects, as noted previously, were infogméd that the

tBsts - were for "counseling purposes only".. This means® that

these éubjects might havée been more open and frank in this

/

=
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situation then in .a tedruitment assessment situation.
Similarly Fraser used volunteers who were .assured that the
results would not be recorded on the their files. It'yould

be erroneous to generalize these two studies. toj an
' L

"assessment situation where applicants would be answering
questions (in a recruit situwation) so as to appear nmore

acceptable for the position of policemen:

As mentioned the advantage of Marsh's study is that the

5

MMPI test variables were correlétedgwith later on—the-joﬁ”
performance. When this approach is not used, and the tests
have not been validated for the situation iifhin;whicﬁ they
will be used, interpretat;pn,of the .test results 1is more -
difficult. For example;NMRhead, Abrams, Trosman, and

Margolis (1968) were involved @ with the Chicago '‘Police

l

\

Department in seleéting policé candidates. Thdy reported
the followihg after obtaining pﬁe MMPI profiles of over a

~ thousand police@applicants.;yf

The group profile of the candidates exceeded the.
average on the Pd /(psychopathic deviate) and Ma
(hypomania) scales, scales correlated with a
villingness to take chances and with a . propensity
for -acting out. / (p. 1578) _ -

The resulfsf;of §head ané,his c%&léag%és (1968) point
out that the“avefége Chicaéo._police candiddte is scoring
‘highly on a MMPI scale (hypqmaﬂig) tha; may be predictive'of
poor  job ' performancgv (as inéicated“ by ;Marsh; 1962) -
Ob§;ously this occurrence makes clear tﬂat" descripfive

B

|
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Studies of police characteristics are Kot less value to

AN
N

. selection officers (because they are not related to actual
; - ,

tfuture job performance appraisals) than the predictive
studies. "

Blum (1964) conducted a major study involving a seven
Year follow-up of a group of 87 systematlcally tes&d

recruits. The test results were not used in the sele‘

decision and Blum attempted to predlct the subjects'
} s TME
performance on a three point 'scale; one—satlsfactory,gh"B-

W
questionable,' three-disciplinary or eff1c1ency prablen.

Blum had no knowledge of the appllcants' background.;*?After

the policemen . were on the job for seven years Blum found

“that the Schizophrenic_ _Scale and. the 3§__§§g;g ‘(unusual
. . .. . : AU
responses) correlated r=+.20 or higher with negative

- performance. mehsures ("exceptional serious misconductm",

»

r = +., 47, . = +.42), These correlations over a seven year

»

peridd indicated that Some " negative - job behav1ors . Were

predlctable wlth the use of certaln personallty variables.

-

Hooke and Krauss (¥971) -compared the MHPI test’ s%ores

A~

of successful candidates for promotlon “to sergeants wlth a
matched group of patrolmen of the Kansas Clty,WM1ssour1,

. pollce department (37 pollcemen were tested). The  authors,
. O

reported the folloulng descrlptlve 1nformat10n.

°
] : o . .
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.,

\ > A

The MMPI:profiles of both the g[oup/of successful
candidates and the camparison Patrolmen peaked on
scales 4 (psychopathic deviate) an /9 (hypomania)
---- Overall, so far as the MMPT i adequate to
reflect psychopathology, both gloups of pOllC

officers are a normal lot, exhlblilng high ewnergy
and little, neurotlc 1nh1b1t10n. { (p. 105)

/

N
e
> o

Signifiqant differences ‘between thi two groups occurred on
three'scales. The succesﬁfm .candﬁdates were higher on

scales K (defen51veness), Pa (paran01a) @\d lower on scale 0

(social 1ntrover51on). The authors cdncludeq the followlng.

A i,
ANS

- . \
These differehces suggest that as a group the
successful sergeant candidates tend to depend more
‘upon themselves; appear more self- —-confident, are
‘more sSensitive in interpersonal relationships, and
are Mmore outgoing and genial than the patrolmen.
(p- 105)

4

The results ‘of these MMPI studies ' show" only one
repeated 'finaing.,AThe average proflle of police candidates
peak on the scales of "psychopathlc dev1ate" and "hypomanla"
gMatarazsz et al., 1964; Rhead, et’ al., 1968; Hooke ‘and

©

Krauss, 1971). The predictive relations reported .have not
: . 4 } ‘

" been replicated. The best studies have indicated that low

, sbo;es jon "“hypomania" (Marsh, 1962), Mhypocondriasis®

4

<

(Marsh,. 1962), "schizophrenia"‘ (Blum, 196&); and the "p
p B . : ,/
Scale'" (Blum, - 1964) would be predictive of good police

performance after .seven to eight years "n the  job. Hooke

.and Krauss (1971) have repo;ted‘that high scores oh Scale_x~

. \ .
defensiveness) and the scale indicatin " aran01a" were
P

e

concurrently ‘predlctlve of successful sergeant candldates.

e

These contrastlng results among the studles reviewved make it/

S
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‘ qifflcult ‘to 'determine, which - personallty ‘variables are
.fimportaht 7in ipredictlng futuref‘police performance; The
dlfferences that occurred may "be a- reflectlon of dlfferent
/pollce departments, d;fferent concepts of 1deal pollcemen,
oi dlfferent ways of” measurlng ]ob \rlterlaﬂ From these

kstudles, ‘with the lack of repllcatlon,,fey firm conclu51onsf

can be drawn concernlng the predlctlve value of the MMPI.
g . ; N

A llmﬁged uumber of studles report predli:ave results
with otther personallty tests..’bHogan (1971) gave t] ‘
Callforﬁia Psychologlcal Inventary (CPI)t (Gough, 1969) toi
threeh groups of pOllCe cadets and one group of experlence@:
(onetyear) pollcemen whd were taklng a refres%er class.

‘ "Staff members at the Pollce Academy were asked to rate each
cadet for 'overall SUltablllty for pollce work'" (p.. 681).1
pThe dlsadvantage of this type of crlterlonifrs twofdld.
Flrst, it 1s‘a concurrent type of valldatlon and may not be
'predlctlve of future performance. Secqhd,.tthe\_performanceﬁ
rating ris based on the 1ustructorS"wuieypolhts ;afterd
Observing the“émsjECts' classroom"behatior.ot'pclassroom
?performance"maj have llttle',relationship”.tOr'en-the—joé
A performance;{; As \one might erpect - the:‘ “Intellectual
Efficiency"® ’sCalek vas the ‘Lest predlctor (correlated most-
hlghly wlth classroom performancf) for three of the four
. groups. ThlSv scale 15 descrlbed in the CPI test manual as
indicating 1nd1v1duals who are ﬁfr.planful, ‘thorough, and

resourceful ;- as' belng alert. and wellf,informed;- and as

placing a high value on cogrnitive and‘iptellectual matters"
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- . 3}
(Gough, 1969, p. 11). This test scale is 1& general one-of

the best predlctors on this ~test fof classroom behavior.

RUOther ‘varlables that predlcted the” crlterlon falrly well

WeETe "Achlevement via Independence" and "Well-Belng”. Hogan

(1971) suggested the f?t}gulng -conclusion. = "The 'dominant

f = ’
theme " is the importance | for effective police work of.

practical functional inteliigende in combination with
. : . N y . .

4s0cC ability and self- assurance" kn 684) . QThls conclu51on
JS a generallzatlon whloh goes beyond the llmltatlons of the
crlte 1on (classroon performance) used 1n the study. For

thlS reason the conclusion is questlonable. This researchr

&

should be replicated with a more ‘representative on—-the-job

criteridn?

" Thweatt (1972) used " the 16PF " (Sixteen Perscnality
Factors) (Cattel;, Eber, and Tatsuokd, 1970) to compere 50
experienced police officers with a group of men that had
left +the police' force. The ‘police' group scored
7significant;y higher than dropouts and men in general on
Factor G, "super, ego strength"gi The dropout group were -~

higher  than .’ the poliée group ' on Factor I, "tender—

heartedness". These results are confounded by the fact that

three groups were tested (experlenced norm group, n=50;

recruit drOpout' group, ‘nm=18; recruit remain group, n= 87)
’ k‘ -

while statlstlcs were reported on only two groups (norm and

,, \$

dropout groups). The 51gn1f1cant dlfferences that- occurred

Y

between the norm group and the dropout group may not -have

occurred between the dropout group and the remain group.i

/



These omitted facts on the part of the author lessen the
value of these findings. L NG

' \ - N ’ .
Other research with apparently good result

-

conducted with obscure tests. Humm and Humm (195d

Humm-Wadsworth Temperment Scale in predictin
policemen in the Los Angeles Police Department would fail to
remain on the_jobq They indicated a Correﬁt"rediction of

91% for the the fail th&P‘ Elum (%?64) discusses  this

L ) w b

article and has noted theﬂfollowigﬂi ' Q}

-It appears that among a total of 669 men tested,
L9 resigned, 233 were fired, and 357 remained wi'th
ihe department.  The ratio of "men -fired to men
(fesigned - is most wunusual and suggests a very
spec1al SLtuatlon.... (p. 107) ~ T

'! ~

"Fifteen years later.Collins)(cited in Blum, 1964) combared

Humm-Wadsworth scores in the same pélice de@értment with-a
¥

‘criterion measuré and found no significant fesults.

Morman& Hankéy,_Heywood, and Liddle (1966a) 'tested 62

Kansas State Traffic officers with the TAV Selection System.
This relatively annown test isubasedvonngoﬁney’s'theory of

‘v,bgrsbnality (T =. move toward peoplé, A = move away from

'pé0plé, V = versus peopie); Thé criteria used/ﬁkiﬁ five
supefv1sors' ratlngs of each traffic officert's performance.

A multlple R of +.51 reSulted _when, test varlables were’

] correlated uith the criterion.' In another study (1966b) of-

pollce recrults where perfonmanCe during 16 weeks in the 4
- 1 . : N -
police @cagemym.uas qsed ‘as the criterion a multiple

- ~d v s . . P N
2, .
. N 'y X

4

<,

/ :
k=
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correlation of R = +.46 was reported. In a later study

(1967) a multiple carrelation of +.90 was found between nine
. - ‘\ s

test variables, three non-test variables (age, education,
experience) and the supervisory rating criterion. . It shotld

be noted that with this research the amduntvof time Dbetween

the testing session  and the criterion assessment was not

c}early stated. This means that the results have to be

gonsidered as concurrently validated. . Theirr predicyivé
. h A J

’validity was not indicatead. These resu{ts suggest that
B - : .I

’

”ceftainl pefsonality variablés are con?elatéd‘ (at.,leaét

'~76956u:réntly) with ;jobf .performaﬁcé. "The statis£ibal
» approach of multiplé ’correiation is a valuabie'one or it
a@lows.the’cbﬁsiderétion of' a darge numbef of ;éfiébl IS iﬁ

discriminating between good and poor job performers.

1
(Y

‘It..should be pointea out that not just ény personéiify

variables will diffbrengiate between successful and
‘ ' ’ x §
unsuccessful policemen 1in a multiple ‘correldtional study.
.1‘ . ° ’ . . .“ O [ - N o N
Hankey (1968) tested 801, policemen appointed to_  the Los

'

)

Angeles Police Depdrtmemt.lﬁrom 1955 to 1959.° He repdrted

his proceddre as follows. .~
*
3 : ’ m s ¥ ,
The predictors were ten  trait and two falsi-
fication scores - from  the Guilford-Zimmerman
. Temperament Survey, scores form the Ccalifornia .
' Test of Mental Maturity, and the  Wonderlic
Personnel Test, the rating on the civil service
entrance examination; and age, education, military
rank, occupation and law.enforcement‘ekperiénce at
tim¥ of . appointment. The criteria  were three
measures of recruit academy performance, a Wwork
performance rating, three measures relating to
conmendatory. behavior, +the rating on the oral
portign of the sergeants' examination,»apd four
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itens relating to job temure. (p. 952)

From this apparently well"conducted' study Hankey reported
that: {No evidence was-found to support the hypothesis that
successful .policemen shouA a different syndrome | of
personalityv“traits " orC bther variables than nonsuccessful
policémenﬁ“(p.'952). The imstructiﬁﬁshﬁf%§h-Ato. these 'men
berore rbeiug tesred are not stated. It‘is presumed that
tmese‘subjects had already been accepted into the police
'departmeht ~and therefore their test results may have had no
effect on tenure con51derat10ns.'_Under»condltlons sucg as
these, the subjectsimay not:haye comsidered the testing in a

o

serious manner. e -

ps >
‘

AFrom this review “of personallty variables and pollce

performance very few substantlai conclu51ons can be dréwn.

Only one srudy be n?replicated, that of Morﬁan, et al.

(1966a, 1966b, 1967); Thys srudy was ’ not_ predictive but

concug%emt in nature'and ek t1vely unkn vn test varlables
were used (TAV. Selectiom Systenm) . The other predlctlve
studles'“whlch used the MMPI personallty scales offered good
'results that wvere not repllcated in 51m11ar studles (Fraser,
1949; Marsh, 1962; Blum, 196u;~Hooke ahd Krause, 1971). One
study shows no relarionship ééetweenrvperson&iity and 5ob‘
performance o(Hanke§’ 1968). v~0bmiously a more through and
long term,approach 'fo' rmis problem of rhe vrelaiionship

%

between personallty chaﬁacterlstlcs and the job. performance

-

of pollcemen is requlred 1n research

[
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Policemen and StreSs:

~ fo

L .
’

o

In selecting policemeh personnel officers look for ‘mep

§

who can withstand the sttess-that'is_paft of the job. It is

" reported that policemen have a significanatly higher rate’ of

< ‘-

ulcer and digestive ;ractfpnOQléms (United States»Department‘a

" of Health, cited Cin Earlegv 1973; ;oBV‘Angéies County

o, 4 ' T
Sheriff's Deparfment, 1971)% . Lewis (1973) and. Neiderhoffer

(1967) both have pointed out that policemen in New York citj

have a  higher suicide rate than the general public in that

i ©

<

city. Nelson and‘Smith (cited in. Eeiman, 1975) have made -

similar,/rematks regarding the American state of Wyomipg; .

‘Ihey‘repoif that the 1960}196@ suicide rate for A policemén
: . ' B ) . .

was 203/100,000; “almost[twiqe the pate df ﬁhysiCians, the .

'~ next hiéheét groupn*a(p.<295).' Heiman (1975) in_ anothef'

" oL ! L . o, . .
article on “suicide cdmpared the high police suicide rate in

New »Yotk with the‘/police suicide, rate in London.

Significant_:diffefenée were. found. f-He?afSO'pointed out
. ' i " - o :

that the London “polide suicide -rate was. virtually ‘no

different than its white male urban population.

]
i

The above results 'suggést that policemen' in North

America should be able to cope With events that may lead to |

suicidal thoughts. Specificaiiy they must be able to
"dévélébvpolice "bghaviors Ateguired for the role of 1law

£

enforde:,, public servant, etc. When leérning_fhese roles,

.-



or unen not capable ofh'fuifilling “thenm, ,high degrees of

stress may result. It follows tha candidates for positions

of policemen shouald be‘screenéd not only for their ability

to handle the stress of the position but also for

- N B
jindications of past psychosomatic reactions to stress.
. E ol ’

Situation Tests and Police Selection

Many studies concernlng thé ;s§€sﬂgng of candidates

i .
whose later performance w1ll,ﬁ§gé;;rdM /Qzﬁlligent action
. N i’
- _ ' A PRy )_','. 'u.

' under stress have used situdd ﬁ?u5’ o select these

candidates.< Chehoweth (1961) encouxa ed this development in
o \
police recruitment in an article titled "Situatlon tests' A

nen? attempt at assessing‘police candidates (. " This approach“
'is’relevang when congideringA ?otentiai\\golice candidates
because of thei 1mportan€e for ’poiicemen\ of maintaining
‘enotional control under srress._'Rhead Abrans, Trosman, and_

Margolis g(1968);“have enpﬁasized “the - 1mpor&ance’ to the
assessment officer of" knowIedge_ regarding each potential

° - ' . ~ - N N 1 4
policeman’s means‘of regulating aggression. -

A matter of particular concern for us was the

applicant)s ability to use aggressive energies in
effective 'and adaptive ‘channels. ' The police_
officer inds himself in occupational situations’

necessitating reality adapted action patterns.
Thus the capacity to regulate .and . control-
aggre551on in terms of appropriate goals was given
a high wexght in the selection process.

‘ eseWe tended to . be concerned about those
' ‘applicants who manifested primitive uncontrolled
aggreSSLOn leading to disorganized behavior in
soc1a11y maladaptive patterns. (p. 1579)

y
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The situation test 1is one approach that allows the police
candidate to' ‘demonstrate his emotional ,controi in a

stressful situation.

Ly

‘Moreno (1949) was the first to use the term "situation

. + L '
test" and did so in 1932. At that- time he described the .

Situation test as "...a method of testing which is patterned

4 .

after a life situation" (see Moreno, 1949, p. 349). During

a situation test the candidate would be placed in a job-

. _
"related situation so that his reaction to that situation

could be observed. Chenoweth (1961) has defined situation
4 . .

‘testing as "...a zféchni@Ue through which a candidate is

expoéed to a carefully constructed situation, his

KUY 44
: . ‘ .. . . SO
to the situation produces behavior that may predi

reaction to comparable situations’'in the future" (p. 234).

L Oﬁé advantage of the4situatioﬁ test over ;ther tests'ig
that it.is difficult to fake. Flannagan (1954) h;; reporteéd
that.wh?n'a‘person is questioned,(dn a~pépef and pencil test
or iﬂ an interview) abbut his performénce ~4in -a part%éular
situation he will usually modify his answer "in the direction
most advantageous for . him. In a.situation test the
subject's response is ‘in terms of more than just ‘verbal or
;fitten behavior. He has to call upon behavior”patterns -
that he has used in the past that involve physical mgvém it,
expression of emotion, the coping with stress, . leadership
’responses, énd problem solving.' He is allowed té try to do
his best in dealin;oﬁith the task he is~ pteéented.'J His

«

¢
N
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reaction within -the situation test will demonstrate the
»apprOprlatness of the behavior patterns that he has learned
and thinks arg applicable in that situation. This is one of
the main advantages of the situatiou test, It allows the
candidate fo honestly demonsttate his potential to do the .
job by trying to represent himself to ‘t@e pestlof his

ability. ’ | .

Another 1mportant advantage of the situation test is
that it allows for the observing of behavior that occurs
infreguentiy\\

The greatest advantege of the situational test

observation is that it 'makes Possible the obser-

vation of characterlstlcs vhich appear only
. infrequently in normal . activities . «ee.Char-
acteristics such as bravery, reaction to.
frustratlon, and dlshonesty. A single situation

- test may reveal more about such a trait thanr weeks
of field observation, (Cronbach 1949, p. 414)

*

This advantage is esbec1ally 1mportant in the assessment of
pollce Candidates. It 1is 1nformat10n about . thesé very
qualltles\ (bravery, frustration tolerance, honesty) “ip
police candldates that personnel officers have difficulty 1n.

gatherlng accurate information.

1

Bersoff and Greiger (1971) point out d%sadvantages of

paper and, pencil tests and inp SO0 doing cite furthur

A
L

advantages for situation testing. They state that tests
~administered in a class '}oom or cllnlcal settlng have.
limited usefulness 1n predicting overt behavior because the

testing env1ronment is de51gned to draw out the best
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performance of a subject under ideal - conditions ‘(quiet
surroundings, low stress level, continual positive

reinforcement from the examiner). For example the situation

surrounding an intelligence testing + setting is not

representative of the situation in which the subject will be

called upon to use his_intélligence. The authors call . for

"psychosituational assessment" where behavior is' measured
and interpreted in the natural or contrived natura
Situation. This should then be more predictive of future

behavior in similiar situations.

Theczntént of‘thé situation test ~itself is another

problem that has tq be »considered. cCronbach'(i956) has
stated tha£ assessment- is easier,;hen'"..;a test is a éample
v of a critérion" (p. 1895). McC}elland (1973) has agreed with
this point and states that fhe best testing is ‘“criterion
‘sampling". Thé content .of \the situation test shouid be
closely related to important égbects of job' performance.

"Fundamentally, it is‘typicalrperfqrmance on the job which
the situation 1test should measure' (Weislogel, 1954,
p. 493). ~ The situafion ntest ~.should ‘allow ’the apolice
candidate to démohstrate three things relateq 10 the3job in
question: (1) posseséion of the necesséty skills,» (2)
‘rTecognition of fie need to apply these lski}ls,' (3)

)

motivation or willingness  to apply théée, skills (see

Weislogel, 195&). Once the police candidatefs%behavior has
L ¢ X 3 "

been  demonstrated in  the® job related situation . the

]

assessment of th%éibehavior in terms of predicting ' future-



job performance should be easiér because of the high

similarity between test content and job content.

-

The measuring of situation test behavior ‘has to be
considered in terms-of'standardization and reliability. The
standardization of a situation test is often cited as one of

its weaknesses. Weislogel (1954) has stated the essential
-

elements of standardization for situation tests.

|

Problems (the situations) should be structured so
that each subject faces the same critical sit-
uation. This is an obvious, but sometimes
difficult requirement to  meet in devising
situation problems for groups of subjects. It is
essential that the same need for action be present
for all participants. (p. 496)

With good standardization\each candidate will be presented

with the same situation. This-approach makes it much easier

to compare candiates.
A

The scoring of situation test performance is another’

difficulty. Raters are often used to assesé“the candidates

behavior, Situation tests ténd to be characﬁérized“:by the
fact that "... agreement between scorers or observgrs is
1g§s than',perfecth (Fiské, 1954, p. 465). This result
occurs for tﬁo main reasbns. First, the content. of things
that the‘sgbjecfxmanipulates within the test are neal; for
éxample, situation tests often require subjects to interact
with other subjec%s ’or with actors. This lessens tﬁe
control that the experimenter has over the stipuli with
which the subject interacts. Second, situation tests are

. N\

>
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used not to measure pure traits, but are used din assessing
complex skills sach as leadership or tolerance fto stroess.

This means more variance is involved in situation testing

-,

then in other forms of testing. For ‘these Leasons
reliability . between raters may be lowered and rater
agreement lessened. With this problem .of reliabilit}

situation tests ’should be)“designéd to discriminate among
individuals on variables that will be widely differ-
entiating.

13

'Many ‘assessment batteries have included situation
tests. The use of these situation tests will be retviewed so
that theAapplicability for police candidaté assessment can
be éonsidered. Examples of issues previously di#éuégéd will
be pointed out to clarify the advantages and disadvantage of
situation. tests. Thesé issues uizﬁ incluae'the following:
the assessment of the emctidnal'cohtrol of the subject, the
advantage of allowing the candidates to try their hardest,
qpé potential within the test to observe infréquent behavivor

, the use of the test as a 'criterion sample' of

job  behavior), the problems of standardiZation and

reliability with this type of testing.

Situation testing  came to prominence during World
Wwar II but its beginnings can be traced tc earlier periods
in time. It is Ffeported in the Bible, Judges 7:4-7, that
Gideon used a §ype of situation test to pick out those of

his people who would stay and go into battle with him. Q§\
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( "
) , ‘
asked all ot his men to go down to the river and Jdrink. ite:

Chose the men who drank trom the 1 iver using they hand to

¢

4

hold the water 1u}BUW' than bending tvom theltr knees and
putting theig ﬂ;)llt h dircctly in  the U.ll;‘l‘. Al though  t he
tationale  for this test i got clear, sideon did choose
those who drank 1n the most detensible  position. In the

. v . .
‘gonttontdtlon that later ensued deuqn and his men werpe

successtul, partially validating the situation test.
Galton ({BBQ) foreshadowed the use of situation tests.

He believed that chéfacteE should be wmeasured by noting
definite ‘acfs 1n response to particular situations. These
situations he felt could be contrived: ﬁEmergencies need not
be waited for, xhefkcan be extemporized; tfaps as it were
can be laid" (p. 482). The situation test that he developed
was \ﬁased on the ‘assumption that friends tend to slope
together when sitéing gide by side. He devised a pressure

gauge to be placed on the legs of a chair to investigate

this hypothesis. Although no results were reported, this

~.
N

serves as an example of a good situation test where behavior
is beingsmeasured (how the person is inclined in the chair)
rather than measuring the subjects verbal response (how he

N

reports he feels about the othef person). .

r

S

Befnald (1912) designed a situation test in an attempt

. V4
to 'differentiate between normals and delinquents, . He
required his subjects 'to stand on tiptoes with heels 1/8

inch or more from the floor. This test significantly

[
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A

. P i . e [
‘disd®riminated between the groups (the normal group stood on

tiptoes longer than the delinquents). ,Unfortunately the

testing situation was too long to be pratical. Some

subjects weresspending over 50 minutes on tiptoés. (This
test could have been shortened in length by having the
subjects hold a weight during the'teéting.) ®
r L "o R
Aggressiveness was measured by Moore and Gilliland

(1921) with rather a unigue situation test. They believed

that & steadybgazé was characteristic of the man of. power.

Their subjects were reguired to perform a series of mental

additions while constantly returning the fixed.éazev of the

" instructor. - Tt vas found that men rated high in

aggressiveness made fewer eye movements to avoid the stare

of the instructor. Although in this study the situation

\

test is a primitive measuring tool’ it demonstrates that

. ) \ .
actual interpersonal behavior 1is bein% assessed. However,
. 3. .

this test is ﬁot“judged altogethei representative of actual
situations where aggression. would be expressed. It is
possible that. the more distant a testing situation 'is from

o

the actual situation the greater liklihood that factors that
j S . . . ;‘\

i ¢ . . ©
»functfon - better- under little stress will control the

[}

outcome. For this reason it is necessaTty to Kkeep the

‘testing situation és‘representative of the actual situation

as possible; a ‘'criterion sample’.

! Hartshorne and uay\(4928) were-requésteds by religious

o

organizdtions to investigate the morality of children. What
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_resulted‘ were 1ingenious situation tests that neasured
‘"honestY", "trustworthinessM, "helpfulness", "inhibition",
"persistence", "moral knowledge" and "attitude® (also see

~

_May and.Hartshorhe, 1925; May and Hartshorne, 1926). One

example of the situations they developed for young children

was the following. 1In Part 1 of a test they. would ask

gquestions such- as: "Do you know who discovered America?
& Lo .

Yes/No." After this éeétion of the tes?_iéé*coliéctég Part
2 was disi;ibuted and included qﬁégtions -similiar to:
"America was.discover by: Drake, Coluﬁbus, Balboa, Cook?",

This measure o% honesty also discriminated between those who
adjuste&’éyell and those” wvho adjustéd poorly. - 1In this
éituation test, behaviorWdémoﬁsffating henesty or dishonesty
is obse;véd‘rather than examiningvthelﬁuﬁject's responses to
questions direcséd toﬁapd discovering.hisioprqioﬁ~on his own
honesty. Situation ‘tests should have the advaniage.of being
more repréSentative of aéfual behavior than péper and pencil
.tests.v In this . study, .infreqd@nt behavior was'. observed

(dishonesty) with the use of 'criterion sampling! .~

0f. more relevance to -the purpose of this research
prbject with thé_policé departmeni are the situation tests
carried _out' within a military 'setting. The - German
psychoiogists devised situation tests to' select potenti&l
voffibers during World War II. Anébache; (1§a1), Ansbacher
and Nichols“(19u1), andvAnsbacher (190§) have reported that
the folléwing :quai{zies weré seen as desirable in Gefman

army officers: ’"imagination and rapid ‘learning ability,
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capacity for suiffﬂ&djustment, initiative and will power in

thought and action, and emotional stability and security of

Fonduct"‘A(Ansbacher 'and Nichols, 1941, p. uu), Thé German

' psychologists tested four main areas to investigate these

v

criteria.
e

(1) «Fﬁf the Intelligence analvsis the candidates were

required to write a compoSition about—a picture. They Wwere
also asked how they woﬁld arganize a ;ertain type of
meeting. Furthur Quéstions,wefé Nasked“'about how certain
militéry commands would be<caﬁ?ied-out. This section of the
German testing could not be described as Situation.testing.

These tests mainly’ teguired a verbal report on the action
the candidate théught‘he would * undertake in a situation
rather then having thgywcandidéte act th}pqu a,coptrivea

situation. His thinking and organizational potgntial/«WOuld

be demonstrated with this typéuof'testing.

(2) The Acgién rAnaIyéis section of the tést'battery
contained soﬁe sitdatipnvfeéts.~ In the . "command sefies"
candidgtes ;éré required to waik,along a horizontal pole,
with pack on back, securing ropeé‘to high hanging hooks.
Scaling a walizwas also involved, As part of-the test the
candidate was cbntinualiy criticized. A major factor in the
assessment of this test was how easily the candidate becane
discouraged. His atfitddes‘ when approaching tasks while

under stress were assessed carefully.

4

(3) The Expression Analysis porfion of the testing also

’
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°

contained sifuation tests. The candidates were.ggg&iredv to

X L - ® "
instruct a group on an unfamiliar: task (e. g., how to Wake a
coat hanger). "Harmth" and "sociabiltity" were two varlables
which were considered 1mportant The candldates' speech
. P . ‘. ’

qualltles were also observed durlng this portion}of the

testlng for "loudness, pltCh melody,-timbre, .afr@culatiOn,

(‘:‘;.

tempo and pauses".

: i e
S WA

(4) The Llfe Hlstorx portion of" the testlng 1nvolved an

'1nterv1eu concernln% the background of the candlda;e and the

answers to certalﬂ questlons (e Gay "What sort of people
does he prefer?", etc.).
)

The main criticism of the'Gernan approach has been an

often cited disadvantage of -situation testing. Because

situation tests are lifelike it‘ds'more difficult to control -

incomingdstimuli. This lifelike quallty of  the situation

&3

tests, allows the range of responses of the subject to be

¢

very broad. These characterlstlcs (lack of control of all

- stimuli and 'the p0551b111ty of a wide rangewof responses)

necessitate careful observance of gulde llnes “ine terms of!
Do )

standardization, unlformlty of *prOCedures,vand consistent

scoring approaches. These . areas of testlng were the Heakest“

s

in the German approach. ‘ .'° ¢ R d,d a '{;_

Fitts (1946) reported on this weakness. He visited
German universities and interviewed German psychologists

By

following World War II. He made "the following rconmenﬁs,

concerning their assessment procedures.
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A marked characteristic of the German testing

procedure 'was the emphasis on subjective
- evaluation of ‘test data. German psychologists
stated repeatedly ‘that = observations of the

candidate's behavior during a test were more
.important than the actual score which he earned.
...Individual. examiners were permitted and often
encouraged to vary testing procedures and to
emphasize their = favorite tests. - ...The concepts
of reliability-and uniformity of method appear to
"“have bee% lacking. -(p. 153)
o » ’ ‘ : H
+ ™ Jenkins (1947) came to a similiar conblgsion.‘ "The German

program is a beautiful example of the : uselessness of

£y

elahoréte testing techniques ‘hand in glove with'’complete

disregard of their necesSary concomitants---standardization,

FE
’

objectification, ~and validation" (p. 69). These defic-

iencies <in the German approach have to be guarded against in.

i

the vdesigﬁing of situation tests. Often the assessor

assumes that because his test is lifelike it must be valid

«

for piedidfing futgré behavior. Because of the belief in

‘the validity Qf’the test, standardization and ©reliability

o

procedures are often-ﬁorgotten and thefvalidity of the test

can never be established pecauée of the lack of precision in

' > ) @

administering and scoring the tests. ' SN
W

- In considering situation tests, . most criticisms are
directed at ‘the disadvantages already cited. (Low
reliability,and validity measures occufring as a. result of

poor 'standardization and

1

scoring techniques.) It is

important to remember Cronbach's (1970) definition of a
. K ' . Bl )

"test: "“A systematic procedure -for observing' a person's

behavior and describing it with-the aid of a numerical scale
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or a cd;eqory system“ (p. 26). ‘Thigfis poésiSle yitbin .thé
fiahehprk‘of the situation fest. h N o
. ;ﬂ » ~\ | : \
During World War II the Americans and British also used

situation tests. Murray and his‘colleagueSj(H948) assessed
armed fofces personnel wﬁo were candidates .fbr especially
dangerous missionsj behind enemy ;inés'(also see Mdrray‘and\
Stein, 19&3; Murray’ and MacKinnén, 1946). .Théir~‘g:oup—
situatiopj tests fincluded the "Wall\Eést" K? gfoup'bf men
were reéuifed,to get ovér two parallel walls with their mock
bazooké) and the "Discussion Test" (fﬁere sikaénﬁ‘discusged
a question for half an hour) .. -These fests’were desigped to
.draw out 1eadéréhip“abilities whiéh could éme%ge ”in',thesei
Gnétructured gfdﬁé situations. B
‘The 'indiviauai .sitﬁéfion iestélwére compriéed)of the
"Coﬁstrudtion'Test"’and ‘the ﬂStreSs Interyieu": For the
Constiuctién test vthél éandidgte Qas’ ;equired "to direct
' assigned helpefs (who were vgry-ﬁnéooperative) to build an
‘.iject; ' Thé étress intérviev involved/having the sybject
assume that he'had'jnSt beénAcaught going'thfough a secret

eneﬁyi file and as a result . was apprehended and grilled

» &
b

concerning his motives

"

These tests were directed towards discovering qualities
of leadership and reaction under stress. Although no
conclusive results were reported a large number of men were

directed away from dangerous -missions based- on their

)petformance»ddfing this testimg. The opportunity to observe
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characteristics such as th F mentioned is the advantage of

1

the situation’ test. It 4dllows for the assessment of

SO : : . .
characteristcis which seldom appear in normal activities.

Polioemen may-also find~themselves in highly stressful

situations where they must .act with leadership and

°

intelligedce. Ih test situations that measure leadership-
and 1ntelllgence 1ndependantly of stress, the test 'results

may not be representatlve of - the\candldates actual behaviodr

-
| .

'
in 51tuat10ns 1nvolv1ng stress. N

N
4
" £

Following World War II situtation tests were giten in
assessmept. batterieS‘ w{th limited success. Kelly (195&)
gave sitlation tests designed to evaluate beginning graduate
students in cllnlcal psychology. As stated pre;rously the

)
51tuat10n test has . been - best  used in essessing‘
characterlstlcs such as bravery and ﬁinterpersonal reaction

Aunder stress, characterlstlcs 1n£requently seen in normal

behavior. These are important qualltges in any 1nd1v1dual,

-

but may not be considered essential qualities in determinihg _ .

the ’success or failure of graduatefstudepts. The tests~
given the suojects included the following: a ‘leaqerless
group discussibn where e topic is suggested and without
,leadershlp the group dlscusses the toplc°N‘role playlng by
st wo candldates 1nteract1ng with each other; nonverbal:
éxéression of emotion (subjects were required to react to an
- . emotionally laden iord in a nonverbal mannerf; a group task
involving‘ heavy Rﬁysical labor; a staff—candidate~party.

-~
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The Lesﬁlts of these tests- were "generally 'podr, not
ﬁrédicting as well’ és a battery of feStif One réason the
tests failed was because.of the :poot staﬁdardization. . In
none of the situations were the caﬂdidates”assegsed alone.

For exanmple the improvisation test involved- two candidates
’ 4

role playing with éaqh ot{er.' Therefore eaéh caqdidéte was
in a unique " situation with énother tandidate. 1f one '
candida£e' took the required action .to solve the problem
presénted, the. ‘"need™ no 1longer ei;sted for gihe other
candidgié to ' take “that action. Therefore the second

. A
candidate was in a different - situation than that of the

“xa

first candidate. -

“Another éroblem with the research by Kelly was that

. aspects of*‘typical job performaLce were not being

e

considered. . How representative of typical performance of a
- . <
graduate student is the nonverbal . expression of emotion?

The deficiencies in this study concerning the assessment of

graduate students must be avoided in situggon testing.

F2)

Standardization and "criterion sampling" (representativeness
¢ ‘ . S ) . .

of j%ggfehavior) are essential. -

Sizﬁhtion testS'have been used océasionally fbr police
‘recidit s le;tion.‘ Hills; ;pDevitt, and Tonkin.'(1966)
included” three siéuation tests in their test Qatteryt, The’.
"Féot Paﬁfol'Obsérvqtion Test" was comprised éf a .six Dblock

walk through a part of Cincinatti according to written

instructions followed by a questionnaire which measured
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. "

their observational ability. For the "Clues Test" an office

[

setting was laid off in the police gymnasium with clues

plagted around the desk so that-gerfain assunptions could be

A

postulated about the living habits and possible whereabouts
of a city'emp%oyee. Candida tes wereltold to inveséigafé the
mysterious disappearanceée of this‘ éerson. 'Following ten
minutes of anestigation'they veré giyen a‘questionnaire to
comple;é. The "Bull Session" was the final situation test.

Eight £o¢ ten candidates were as§embled-féllowihg a dinner
break and offered coffee and cigagettes. Two group leaders

and two observers. assessed the candidates while'they were

encouraged to discuss with their peers and group - leaders

such relevant topics as: "use ~of force, the handling of

fear, alcoholism, .use of narcbtics,, . mental illness,
“ : : - R + .

prostitution;\ homoSexualitx, ad?inistration of Justice

/

through ‘the courts, minority groups, and the use .  of .

authority". During these discussions, the c¢andidates!
abilities - for peer group .interaction and their attitudes

towards different aspects of poiice'work vere assessed.

Results of two of these situational tests were reported

by the authors {(the Bull Session resulgs were not in&luded);,

The criterion was established by dividing the candidates
into a success and failure group. The 'Success Group' was

comprised of the forty-twvo candidates who cbmpleted their

training while the 'Failure Group' was made up of twenty

candidates who did not complete the training. The resulté

are shown in Table 7. Results indicated that. these tests
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Table 7 ' .
Tést Performance of Success and Fail Candidates
(from Mills, McDevitt, and Tonkin, 1966)
‘ :
: "Success'" Group "Failure Group" Mean -

Test Mean (n = u42) Mean (n = 20) Difference t*
o ! o I :

Foot patrolj 14,7 14,0 | .7 |. 170

Clues | 31.2 | 26.2 |.5.0 {. 597

AGCT- | 125.5 w | 122.5 | 3.0 |- 090

*None of the t tests showed significant differences.

f

&

did not Gontain,variaﬁies ‘that sidﬁificantly discriminatéd
between thémtwo‘gréups. But when the test scores of the
original ‘“success' group were\@pank-ordered‘ accé;ding to
academic standing in trainihg school the correlations as
presénted/ in Table 8 occurred. ' The intelligence‘scorb of
-the AGCT predicted police academy standing quite ﬁell; The
clues test significantly predictéd acadepy standing; but it
is a low levél of prediction.l (For a latef group. of:
- successful candidates this correlation was not sighificant.)
What is .6f <interést here is that the clues tegﬁ wvas not
ihighly correlated gifh the‘;intelligence measure (r;+i105)
“and yet was corre%ated to _é cért;in degree with academy
standing (r=f.3755;v The authofs' plans fbr refining the
situational tests involved having‘qvmeasure independent of
paper and pencil intelligence tests whiqh'could be de&eloped
to prediqt successful jobpperformance; If thaf Eould be

~done, two measuring devices, situational tests and

[
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intelligence tests could be used to assess two different job
requirements, nqmely; basic intelligence and job .competence.
(It should not be overlooked however, that the criterion in
this research 1is weak. Training school marks may not be

‘répresentative of job performance.)

PR m

- Adlthough the study did not reggrt succinct statistical
résults on the ™Bull 1595$ion" %ortioh of ‘the testing the
authors did makévgenerally faﬁqrablé comments. ' They stat?d
that unsuspected character traits and a;titudes,éppeafed in
the group discussions. JIt was also noted that some meh whd:
Jgad pteyiously pérformed adequately on paper ané pencil
tests ﬁ..‘became disorganized,‘ramblihg and éircums@anpial"
during the "Bull Session". It was stated that "™...the Bull
Session was the most valuable technique used in recruit
selection" (p- 10@);...- ;his cbnqlusion can bé challenged-.
The results as- teported for this portion of their test
battery afe sdbjéét t; all- the criticisms of the German
bﬁilitary testing ;that ,wefé ppeﬁiodsly - cited. Basically’

: e ~7.
these criticisms include the lack of  standardization and

vaiidafidn for the teSting session;‘OSusPefted good results’
A ~
‘have to be substantiated by ascertaining " the accuracy of
predicting perfofmance baséd on the testing data. High
cérrelatiohs befweénﬂtest results and performance éan‘ only’
be accepted' as accurate if testing‘and scoring procedures
are st;na%rdized._‘ By 'éXClﬁding validation  and
standardization f;om this sié%%tion test the "éuil Session®

~

loses most of its value.
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Table 8

- Rank Order Correlations of Successful Candidates
(from Mills, McDevitt, and Tonkin, 1966)

Foot Patrol Clues Test AGCT

Foot Patrol B | -
Clues Test . 099 Se—— '
AGCT ’ . 211 . 105 ————
Police Academy - 137 .375% .595%x%
Stanrding
*p<. 05 e
*%p<, 01
o )
i =~
k) s -
™~

2

In summ&ry,‘a good situational test might be a very
effective ‘means of assessing police candidates. Certain
adgantages‘have been poiﬁted out. Candidates may try their
hardest . and not vorry . about presenting themselves
dishonestly ("ﬁakin% good" ié ndt a problem). Speéific jéb,
skills are tested in job-related situations to asseés

candidates rather than trying to predict ability on job

~ ©

perférmance from paper "and pencil test scores that were
éftained in va' non—-stress ‘sitUation; Characteristics
required forl police work are difficﬁlt to ascertain in a
classroom setting. The qualities of good commonsense ’unde;'

o
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stress, bravery, and appropriate expression of emotion are
all important in police work and are probably best obtained

with situation tests. Ry its very nature the situation

-

tests is more difficut to standardize and make  reliable. If

situation tests are to included in a test battery special

caution nust be directed towards ensuring‘,that good

v

standardization is employed and reliability aéhieved.

o



106

Research Hypothoses o~
Intelligence :

Tests_to be _used: Wonderlic pPersonnel Test,  Form 3,
Wonderlic, 1942; HWechsler-Bellevue Form 1, Vocabulary,
Wechsler, 1946.

W

1(a) Policemen . will fall within the average to above
average Trange of intellectual functioning on the Wonderlic
Personnel Test and the Wechsler-Bellevue vocabulary test,.

1(b) Little relationship between intelligence "scoreij {of

this above-average .intelligence group) - and performance

measures has been demonstrated. It appears that when a

group of police candidates are at an above average
\‘ > . :

intellectuél level, it is variables other than intelligéncé,
that determine job performance abilities. For» this reason
no hypotﬂeéis is made concerning the disérimihatory power of
fﬂis_ meésu:e. This test will be included primarily to
establish Caﬁ%dian norms for the intellectual ievels of

2

recruit applicants.
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v

Test to be used: Strong Vocational‘interest Blank,

Strong and Campbell, 1966.
K

2(a) The three.groups of policemen (high 'level, average

BN

level, and low 1e§el performers) will fall within the 'A'

category on the."policeman" scale. This sbale will not"
diScriminate;among petrformance levels. l‘ . o .

B " . .
2(b)‘i Highfpe;forming policemen will show a higher interest
on mechanical and clerical meésures. The scales ..of

wpechanical" and "technical supervision" will be observed to

indicate if these differences are present.

2(c) ~ High performing policemen will tend to score lower on

v

the professional scales than the other two pélice groups.

The scales of mientist", "osteopath', “"yeterinarian",
"biologist", "architect", "physician", n"psychologist”,
"psychiatrist"{ and "authoryjournalist" will be observed

carefully to note this discriminatTon. The scale "diversity
qf interest" which measuhes "bfeaéth of infereét" is also
predicted to show that’high level policemen‘do not haQé as
wide a range of interests as do the average a;dflow level

~

performance groups.
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2 (4) It has been observed iii the ,literature ‘(Bermaq,
Dariey, and = Patterson, 1934, p. 228; . Matarazzo, Allen,

Al

Saslow and Wiens, 1964, p. 129) . that high pegfoﬁ&iﬁg

—_— ;
policemen - have a strong interest in social contacts. It is

1

hypothesized that'the better-performisng policemen will score-
"higher on social contact scales ke;g.} "perisonnel manager“)

than poorer-pefforming policemen.

2(e) It is hypothesized that policemen wi}l\score'highly in
éomparison with population /norms on tﬁé-‘ "pasculinity-
femininity"‘v scale indicating "typicaliy masculine™
inteﬁests.- As mentioned earlier, Johansson and Flint\(19735 ;
have ﬁqted this occurrénce witﬁ police groups ,and have

interpreted high means.scéres on this scéle aS "indiﬁétivej
of strohg authoritariag-struéturedv’leesﬁ of iﬁterests"‘
(p.-u2).i’ No hypothesiéicoﬂcérning the“%iscrimiﬁatory power

of thié variable = regard to different Lferformancevﬂlevels'
of bolicemen is made because none . has beeﬁ previoﬁsly

denonstrated.. =

Personality

Tests_to be used: - california Psychological Inventory

(Gough, 1969) ; Thematic Apperception Test (Murray, 1944) ;
Draw—abPerson' (Machover, 19&9); Cornell Index Foram N2
(Weider, Wolff, Brodman, Mittleman, Wechsler, 1948);
Hosfility and Direction of Hbstility Questionnaire (Caine,

Foulds, and Hope, 1967) ; Incompiete Sentence Blank (Rétter
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and Rafferty, 1950).

e
3(ay For the projecteve tests (Thematic Apperception Test,

D;;w—a-Person, Incompiete Sentence Blank) the possibility of
"fakinj good" is d§minished. it is hypothesized that the
,high-performing policemen will rgspond to thé'teSt‘items in
a more mature manner than will zhe 1ow—perfofming policemen.
The matufe péfspéctive shown in the'subjectSAIesponses will
be rated.according‘to_ categories defined in the sboring.
procedures for each test (see Appendices 2,3,4,5).
o : © ,
3(b) It is hypothesized that on the three more standardized
tests (California Psychologicalv Inveﬁtory,  Cornell I;dex
Form N2, Hostility and Direction of Héstility Questiohnaire)
the recruits? means will fall within the 'normal range;
Because  of the possibility of "faking good" on these tests,
and also because the iiterature has. not demonstrated ‘the
4

discriminating ability of these tests for this type.of
prediction‘problem (discriminating High level and loﬁb lével
pdlice EerformerS), no hypbthesis in this area will be'
‘forﬁulated. Thesé tests will be inclﬁdedA primarily to

establish .Canadian norms for the personality variables that

they contain.

Situational Tests

¥

_Tests to_be used: Situation Tests and Three~HMinute-

Testse.



4(a)y It 1is hypothesiied that the high'lpefformers‘wili
réspond to the test situations in a'manner that demonsttates
good "commonsense', "courtesy", and ability to handle stress
in an.interpeSo;al situation; For these test vhriables (as
meésured by "approaéh to situation", "ciarity of verﬁalv
reéuest or response", ,"conSidefation ‘given to ’ other's
comments", neffectiveness of solution to problem",
ﬁconf;denée shown in handlingv éituatiohﬂ, "interpersonal
’~skills"( and "level of developmént") the high-performers
will be given ratings indicating ‘a more, mature level' of

~ development than the low-performing policemen.

Ooverall Prediction

All test variables consiflered.

Y

(5) It is prédictgd that when all the test variables are

cons’ider“_ed, and the relevant variables combined 1in ‘a
mul£iple discriminant énaiysis,.aKsignificantwdiscrimination
among three levels of police performénce will result. Once
this has occurred a discriminate function (or. functions)

based on ‘the analysis will be formulated which will allow

for future predictions of level of job‘performance’based on-

the psychological test scores. -

n
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. . CHAPTER II o

‘ , | METHOD
S

Subjects

The subjects in this research were two police recruit

classes of the'City of Edmonton Police Dépdrtment. ~ The
sixty—dne (61{ police recruits were tééted yithin the fifSt
week of their fraining clasess (Class 37,‘August‘7-10, 1973;
Class 38,‘October]3—8, 1973) . O0f the original 61 pélice
: recruitsjASB were méles,'3-uere fem%les, The avefhgg age of
the subjects wds 23.26 years. Police applicants’aé this
.time had to be 51 10" in height, be af least 150 pounds in

weight “(but not be ,over-weight), and have a grade;12

education or eduivalent. Upon evidence of these basic

requirements candidates were interviewed, théir references

were verified, and theyXwere given a -written examgnation

e

(vhich included tests of general knoﬁledge, arithmetic

skill, grammar, and cbmposition).
. 3

required to pass a medical examination (vhich included a
vision test).  Those accepﬁed _up to this point were

considered by a selection board.

-

Table 9'shoys how the. final recruit class members were

C

~ g 1

Following this they were
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chosen. As sthn in this table the sybjects :in this

research project aré a'highly sglect group. A large number
S (3%2)'of th;se initially applying (833) did not return théir
iQ%bﬁiication form. (They may ha§e_realized that they would
“not. meet certaip requiremen{§.) ‘The importénce of the
qritfen exam and the persohaljinterview‘(éhould Be . n6£éd.
Thirty-seven ‘lpetcent . of 'applicantsl meeting most’ béSic
requirements up ‘to this later 5stag¢_'in the acceptance
protess were rejected‘beéauée they failed the written exam. .
This form 'of’SCreening wiil affect'thevaverage'test scores
kof intelligence measures‘usgd iﬁ this research pro}ect.. ‘
Similarly; seventeen pércent of remaining applicants weré
rejected because of the - personal linterview. . This also
affects the results‘pf tests used iﬁ this research project
that sort .candidates!' scores . along - Eimensiéns -similar ﬁo
those COnsidered iﬁ’fhe interview. Ithan be cqncluded that
the. sixty-one candidates that took pﬁrt in this study are
highly selected and are primarily frdm Albérta. The efféct‘
of these selecting,chara&teriSﬁié shbuid be,considereﬁ when

the results of this study are being generalized to other

police departmentsg

<
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Table 9 .. T
¢
Selection of Recruits for Class 37.and Class 38
|
— Altz, B.C. _Sask. Man. Othsr ___ Toral
ENQUIRIES RECL."ED) - ] 679 3l 57 3s 31 833
Rejccted on Initial Enquiry Because of . ) .
Failure to Mee: Basic Requirerents - 186 2 5 4 2 199
Application Forms Issued . o 493 29 52 31 29 - 634
Application Forns Not Raturned 230 - 18 41 23 - 20 332
“APPLICATION FORMS COMPLETED AND RETURNED 263 11 1 8 9 302

APPLICATIONS REJECTED:

Lac': of Necessary Fducatlon 7 - 1 - -

Under Minizum Height Standard . 12 2 "1 -~ -

Under Minimea Weight Standard 3 - - - - -

Over Maxizum Weight Standard 6 - - X ?

o Not Meeting Vision Fequireaents ’ 33 2 3 .2 -

Other Medical Reasoas - - - - -

Age Requirezents 5 - - - 1

Adverse Intormation on Application Form 1 - - - -
. . Applicants Who.ithdrew Application 6 1 - 2 ‘1

Applicaticns Received Too Late to Process 27 2 3 2 [
Applicants Rejected to This Stage 101 .7 8 7 8 131
APPLICANYS STILL ELIGIBLE : . 162 4 3 1 1 171
- APPLICANTS W¥O REPORTED FOR TESTS - . 2 - 4 3 1 1 . 151
APPLICAUTS Vi0 FAILED AS INDICATED: .

Mininua Height When Measured "‘\ i - - - - -

Over Maxirum Weight when Weighed 7 ‘ - - - - -

Written Examipation = ) : 52 1 - - -

Personal Intexviews . 23 1 1 - -

Mediczal Peasons i o ) 4 C - - - = s

Background Enquiries : 2 - - - ©e :

Deferred v ) 1 - o - - -
Applicants Who Failed Tests To This Stage 82 2 1 - o= - 85
APPLICANTS STILL ELICIBLE _ 60 2 2 1 1 66
I.PPLICANTS REJECTED BY SELECTION COMMITTIE 8 —~ - - e 8
SUCCESSFUL. APPLICANTS 52 2 .2 1 Y 58
. 3 _ ’ ; 3 - -
APPLICANTS ACCEPTED FOR CLASS £37 23 1 1 - - 25
APPLICANTS ACCEPTED FQR CLASS #38 o . L 1 1 1 S ! . .28
APPLYCANTS ACCEPTED AS CADET CONSTABLES 5 - - - C - ’ -5
APPLICANTS DECLINING TO REPORT FOR TRAINING B -
CADET'CONSTABLES,EHTERING CLASS £32 f 8 - - - - 8
CADET COWSTABLES ENTERING CLASS #38 1 - - - - : 1.
#TOTAL CLASS £37 - S ) 1 ! - - .33
TOTAL ‘CLASS £38 - - : . 25 -1 1 1 1 29

) 3

189 letters were sent out to persons who had made
..... tvine nriar tn the recruiting drive, _ .
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Description_of Psychpological Tests,

Administration and Storing-

A  number of psycholog1cal tests were admlnlstered to

.the subjects. Paper and .pencil tests were given in group

form during .the first two‘perlods of testing. After this,
»

situation tests vere administered to ~each subject
indivldually._ The testing took place within'the'first days
ofpthe training programlso that the instruction received
during the training would have miniﬁol iufluence on the test

performance of the subjects.

The subjects were told‘at.the beginning'of'the testing

that: "These test results are primarily belng con51dered for

research purposes but they may be _also used in considering

the progress of éach police recruit". This statement was

1ncluded so that these results could be generallzed “to “the

test battery when used on future occassions for applicants

whose acceptance into the police department would be more

dependent upon these test results then was actually the cas\\

in thlS research.

o

Raters Used in this Research
«

For a number of the tests (Incomplete Sentence Blank,

Draw-a- Person, Thematlc Apperceptlon Test, Sltuatlon Tests,
and Three-Minute-Tests) three raters were used to score the

subjects' responses. Two graduate students in” psychology
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/

e

and one PhD in.psyChology served as the raters. \For’each

[

test a training session for variable scoring was involved.

During the training sessions, the rating approach was
practised and discussed over the‘gating of ten subjects fmom‘
a police recruit class not involvéd in this study. Because
of the often questioned ' reliafility of ratings of this
nafure three approachs to measuring reliabilityh were msed
wmere b0ssible. Thesé reliamiliéy msasures are reported in
.the descripﬁion of the tests along mith the scoring methods.
The battery of tests were administered in the order that

they are presented below.

-

Wonderlic Personnel Test, Form B jwonderlicl 1942)

]

This 'is"a timed 12 ninute test of intellectual .
development. The test contains itenms referring to word
meanings, 'arithmetic, proverbs, and noticing missing

details.

It has been shown in other research that an established
' relatlonshlp between 1ntelllgence scores and marks in police
training ex1s;. (For example see M;lls, et . al., 1965;
Mdllineauy, 1955; and Duhois and Watson, 1950.) This test

as been/ﬁsed to predlct police’ performance in other " police
- depa tm/mts (see Bass, Karsendlek Mccullaugh and Pruitt;
1954) ., It should be noted that qualltles of the ideal

policeman as selected by citizens and” policemen included

terms such °© as “commonsense", "wise", ‘“capable", “"clear
. . / . ) .
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" thinking", amd "“intelligent".  These qualities shbﬁld be

reflected by scores on this test.
¢

'

This test was dhosen because it wasl hypothesized that-
’ LY
policemen ‘would have to be at a certain leVél of
'intelliéence so that appropriate police—rolerselection could
occur. It waS'assumgd that -ah ravei%ge to ‘above—gverage

level of intellectual development would be tequired for

policemen to be able to understand and properly interpret

-

and enforce laws.

‘Reliability of the Wonderlic. The reliability of this

test as reported in the test manual gives test re-test
correlations of r = +.82, +.94 indicating good reliability;

o ' e . . .
odd-even correlations also resulted 1n high correlations,

r = +.94, again indicating good reliability.

Incomplete Sentence Blank-—-Adult Form (Rotter

and Rafferty, 1955) Plus Addition

This‘is a projectiig test which contained 40 sentences
stems from the original test plus'aﬁ aaditional 17 sentence
Stems whidh were added sPecifically for these selection
procédures- (see Appendix u; P. 555).‘ The subject was
instructed to: "Complete these: sentences_”to. expfess your
real feelings'. ' | ) ' ‘

: : . . - ‘
oo A standardized scoring procedure for this test was

1
i
v

developed. The test was scored by three raters who were



trained,in the scoring method. The scoring form is shown in
Appendix 5, page 259. Each sentence completion was placed
in one of the following categories by each of the three

raters: "Harmless Generalization", "Harmful Generalization",

"Contribution to Society", "Destructive to Society",
"Feelings of Adequacy", "Feelings of Inadequacy", "Liking
for oOthersn", ,"Dis}iking. for oOthers", "Liking: Nonhuman",

a5

"Disliking: Nonhuman", "Others 'Like Self", "Others Dislike
Self", - "Self—Serving", "Response Omittedn, - After
categoru21ng all the responses for a subject the raters gave
an overall "Level of Adjustment" score. This scoring
approach was - designed so ‘that the subject's positive and
negative attitudes‘ towards others, towards ‘himself, and
towards- objects could be ascertalned All of the ootegory

scores- plus the "Level of Ad]ustment" score were used ' to

predict the future jobrwerformance of the subjects.

This test was selected  for a number of reasons.
Although it has,been infrequently used .in ' previous police
'reseerch for thlS study, ‘the scorlng method was structured
to 1nd1cate functioning in areas of 1mportance for policemen
(e 9., "Liking for others", "DlSllklng for others", etc.) .
Also, it is a projective _test and is less easily "faked

good" by police applicants.

: . | , » ,
It has been previousl&.shown'that new poliwemep should

have ' the potential to develop a mature perspectlve towards

(<]

c1tlzens and/toward the community. To acquire a concept of .

*
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policing that incorporates roles varying from law-enforcer

to public servant necessitates a personality free of
. . ‘ . ¢
unhealty perceptions and attitudes. Results from this test
may indicate the perceptions and attitudes of the subjects.

<

As has been mentioned previously;”Anaséasi (1968) has
poinﬁed out - that personality inVQntpries can be altered in
)the desired direction. - Using projective tests will lessen
this problem of police appliéanfs s.presenting their best

image and distorting test results.
. [ "
. . : A v
Reliability of the Incomplete _Sentence _Blank. Three

A

raters gave an "Overall ®Rating" score for the sentence

completion test attempted by each subject. - TQ}Géy ﬁeasures
of reliability were used to ascertain the comsistency of the
scoring approachs among »the raters;.: One method used to
establish between-rater réiiability was the calgulation~ of
between-rater cdrfglatioﬁs for the "Overall Rating" score.

These.correlations are shown in Tablé iO and indicate thatha
significant poéiti&e relationship between ratefs ‘occurred.

With “/this' approach to  measuring feliab@lity, however,
certain assumptions have ‘been violated. A correlational
approach assumes quiablES age’either of the interVql type
-or of the rétio type. -While rating these cdndidates it is
most likely that raters opérdte on an ordinal type of scaié
which alio;s for statements such-as ﬂthié subject is better
than that subject". The reductipn of the data to an ordinal

|
level diminishes the power of the correlational approach.

o
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Means and Correlations of Raters on "Overall Rating" scale
for the Tncomplete Sentence Blank :

Réters:‘ Rater 1 Rater 2 Rater 3
Mean 2.893  2.¢76 2.737 .
Correlation , | o
with:
- - Rater 1 - 1.000 _ L4140 .676 :
Rater 2. A .UQO . 1.000 ’ | 450
‘Rater 3 . .676 ' .u50 1.000

It should also be pointed out that the correlational
approach measures the éimilﬁrity in the variability of the
raﬁers' scorés. If‘two rétérs ;fe ratiqg\conéistently-close
to the sSame scale points and yet:;with Variability‘ aroﬁnd
these points then the correlation will be iow (L1f the points
‘are close together) and fhe reliabiliti will still be high.

With the means, as shown in Table 13, as close aé they are,
the few low correlations maf be more indicétive of rager,
variability within a small 'fange on the séale. These
correrdtibns may not indicate thafxlow reliability Setween_h

raters has occurred.

tawlis and Lu (1972) -have developed a chi—square method.
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of examining the reliability among raters that yviolates,
‘tewer statistical assumptions, In.dwuiqninq thelr apprdach
they have assumed that every judgment mado by 4 rater has ap-
equal probability of occurring at any point along the numbgr
séale. - It was also assumed that the judges had  no
\
understanding of the ratingtsystem and that their judyments
were purely randomn. The statistical technique employed
involved comparing the probability of judges agreeinq on the
rating of a subject with the probability of these agreements
dgcurring by chance. Flexibility was also included in this
;tapproach. The authors have stated that the range on the
number scale within which an agreement was said fto occur
could be changed. »Fof example, suppose~that judges were

©

required to rate candidates on a five-point scale. The

range of agreement might be set at a geviation of one (r=1).
In this case a judge scoring’fiqe would be considered in
égreement with a.- judge scoring four, This fype‘ of
flexibility does not violate the basic assumptions of the
chi-square app:&ach because the probabilitjubf t¥o adjacent .
cétegoriesL being scored out of five are considered against

o

the chance probability of this odéurrgﬂce.

For the five-point scale used in scoring the Incomplete

Sentence Blank the number Of agreements occurring and the

nunber of- expected agreements over three scale interval,
lengths were calculated. That is, the number of agreementsl\
within a scale width of zero (perfect agreement), r=0; the

numnber of agreementsiwithin a scale vidth of one, r=1® and
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J/ the ,number of agreements wlthln a scale width of tuo, r=2;
PR
were 1ndepend£ntly ascertalned and compared with the

s

expected agreements for these different interval widths.

\ ’ .

These reéults are shown in'Table111.

—

. - \ - )
- In scoring this test the raters'yere allowed to mark at

the quarter points along®the five-point scale. Because of.

~ this 'fact 7few‘ perfecf agreements occurred among the three

S

raters. When a range of one 1s conbldered an . agreement, -~ a

\

fgreat deal of, rellablllty among raters is demonstrated;
3 e g -
Similarly with a. range of two. This scoring procedure is

'shown to be significantly reliable for scale widths of one

and two.

o A ehird - method of measuring reliability was, also
emplqyedr ﬁbel (195j§ propoged . an analysis‘of variaﬁce
| method to compute'"inrraclass'torrelation">between rdters.

/
It involved obtalnlng a measure of varlance across sub]ects'

- _ / ¢ .
scores and 'a measure of varlance across the ratere, For
; ( .

‘these data, the F statistic ' was, 7P = 4 2&9 p<.001. .This"
demonstrated that rater - variance plus error variance was
-much lower than subject score variance and that a, reliable

scoring technique was in use.

Allb t#ree .qethodsA'of measuing reliablity.have‘sﬁoun
that the scering of this test ﬁes completéd in 'a reliable
) fashion; ~ Y 2 |
<ﬁ\\. :

S




Table 11

Chi-square Reliability Measures
., of the Incomplete Sentence Blank

122

Eerfect

o Range of 1 Range oi 2
A agreement Considered Considefed
;T r=0 agreement agreement
r=1 r=2
Number of
times the _
.3 raters ‘
agree"® 1.00 43.00 57.00
Expected v oL
agreements 2.44 S 14,15 31.72
Chi ) '
Square ' 1.56 75.14 42.06
. & : S v
Probability  not. p<.001 p<.001

significant

1

} ’ N

Draw—a—Person jDiP) {Machover, 1909)\

This projective test required the subjects to "draw a

person" on awblank‘sneet of paper (8 12" x 1\N). his test

-

‘was chosen to indica&e the«spbjeéts' self 60ncepté. It  may

be  wossible that 'self images that involéé‘?n over-reliahce

on authority as afﬁeans of solving ﬁroblems, and , attitudes

i b . . ’ - L . \
that are anti-social in nature can be measured on this test.
Similarly, more, socially? acceptable self-images mdy be

/

@

P
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measurable. 'These measure, may have a strong relationship
with a subject's potential to develop "good" concepts of
policing. The test also has ‘the advantage of.being of the

projective type and therefore is less likely to be "faked

goodn".

The drawings were scored by three raters after a

training session with a scoring method which was designed

for this research. . The scoring forms are shown in
Appendix 6, pagé‘ 261. Each drawing waS‘sc§red on a 1-5
scalg"in terms of the following categoriess:: "Sizemn,.
"flacement"} "Sheet Position", "Age of Drawn ?erson", "Sex

of Drawn Person", "Errors", "Artist{i Quality", "“Identity

N

i . . — '
(clothing)", "Line Quality", "Propgrtlon", "Mental
Development™", “"Stance", "Facing Position"; "Actionv,

ﬂPartner",'y"Houth", "Neck and Chin", "Nose", "Eyes'", "Heagd
, : k Y :

{fair, ears)", "Facial Expression", "Shouldens",  “Hands",'

“"Arms", ﬁChest"; "Waist", "Genital Region", "Hips", "Legs™",

¥

. v . . . -
"Feet", "Ground Line". The raters were required ,to assess

on a 1-5 scéle the overall'"Level of Aajustment" of the
subjects. These vatiables wene'used to predict the future

job_perfprmance of the subjects.

Reliability of the Draw-a-Persoh. The three raters

scored each drawing on the thirty ‘five—point . 5cales. The

sums of these scales were calculated to‘wgrrive at an

4

. "Overall Total" score. The "GOverall Total® scores for the

three raters were correlated and are shown in Table 12 along .

1

.



124
-+

with the means for each rater./ These'correlations are
extremely high. Considering this and also .that the -means
for ieach rater are very similar it can be concluded that

this ratihg approach is Highly reliable. ‘ - b

Thematic Apperception Test (TAT) (Murray, 1944)

For this test the subjects vwere shown slides of

Murray's ~TAT cards. Slides of cards 1, 5, 7, 13, and 14

were - presented to the subjects with the  following

directions.
I am now going to show.you some slides. For each
slide I want you to write a story. In your story
please include a past, what has gone en before the
slide  was taken; a present, what is presently
happening in the slide; and a futute, what will
happen. Also in® your story include what the
people are thinking and feeling. This means your

story should contain a past, a present, a future,
thoughts, and feelings. Here is the first slide.

‘

!

.Each slide wés presented for four .minutes. This
prqjective test was scér;d using a sco:ingISYStem devised
for‘thisvproject‘uhich;is shbwn-in Appendix 7, . pégé 267.
Each story was scored by “havvirig the three rat.ers ?nize it‘
'ihto Fhe following 'categories:.ﬂPrOblgm set by \ﬁet(s)ﬂ,
"Problem set by Self"; "Feelings of Adé@&acy", "Feelings of -
Inadequacy"} "Soiutiog by Other(s)", "Solutioqiby Self";
"Good Solution to- Problem"; “"poor Solution to  Problem",
"Liking _for Other (s) ", “Disliking for Other(s)",‘"Story

Incomplete, none". Once the three raters  had cdtegorizéd
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Table 12

Means and Correlations'of Raters on "Overall Total" Scale
for the Draw-a-Person

Raters: / - Rater 1 ,Rater 2 ' Rater 3

. Mean ©91.99 99.71 88.35
Correlation S
with:

Rater 1 ' 1.000 .923 .887"

Rater 2 L9230 1.000 .914

Rater 3 g . 886 L9 1.000

.\ \

g?e story 1in this manner they were required to c:jstallize}
Y o L ' :
-and state the fundamental belief or "credo"™ upon which the

story ~"was'based.g_), This ‘"credo" was rated on a 1-5 scale

according to a "Level of Adjustment".

This test ;waé chbseh to indicate the qualites of
ersonality that ;should “affect pOlice‘performanqe. Core
bel'efs sho&n in this test should have a d;Eect relatidpship
to job pe:formanée. Core beliefs may be the basis for the
, deielobmenf\of.coﬂéepts of policing. Also,‘it is these cére‘
bgliefs which may be théhbasis for role selection iﬂ police
work. For example, a core belief Sucp as ﬁﬁice guys finisht

last™ as the.underlyiﬁg4principle in the projectéd story*of‘



the Subjecf"would rate lower than the core belief "A wirner

never guits".

-

Reliability of the TAT. The six TAT slides were scored

by three raters and given an "Overall Level of Adjustment"
rating oh a five-point scale. (The scoring folioued__a

training session where the scoring method used was practised

~a

on test results of ten'individudxF,vsimilat to the subjects,

but not included in this ‘study.) The three method of

o

measuring reliability that were used for the Incomplete

Sentence"Blahk»wére also used for the TAT. Qhe correlations
amon§ ' the three ratefs are shown - in Table 13. The
corrélétions rangé from r =+.143 to r =+.585 with most” of
tﬂe correlations over . r =+.30. | As was pointed out
previously, ceitain statistical assumptions are zvioléted'
when this-approacﬁ is used. (Also,'rater variability within
an acceptaPlé agreemeﬁt'range’may be.reéponsible_for the low

'correlations.) Nevertheless, all of the correlations are in

| .
-~

) . ] - - \ « - . - o
the positive direction and most are significant.

A .

The chi-Squafebiépprbach‘ ind%catedv'fhdt the scigzhg
proceduie éan be aéceptedv as reliable. The”thésquare
reliability results are shown in Table 14. Rater” agreement
ocCurre&_ significantly (p<;001)l<for all thfee agreement

intervals, r=0, r=1, r=2.

*
Ebel's analysis of variance method also indicated
significant -:eliability with the F statistic ranging from

li

F '=1.983 for card 7 to F =3.364 for card 1 “(p <.05 when



Table 13

Correlations beétween Ratings
on the six TAT Slldes

! ‘ ]:27

Card 1 Card 3
h g T 1 § T 1 r l. L} 1
| Rater:| Tt 2 0 3 0 1 | 2 1 3
| 1 | 'I U o i i
{Rater: 1 {1.000| .585] .388] 11.000] .328) .289]
IRater 2| .58511.000} <4261 | .32811.000] <396
IRater 3 { .388] .%20(1.000} i -2894 .396]1 OOO|
L . A yy L ] — 1
Card . 4 Card 7 -
T f/‘r T T T T 1
} Rater;l j< I 2 3 1 | T 02 1 3
| | . | o A 1 |
IRater 1 11.000( .3u46] 3081 [1.000] .143] .u28;
IRater 2 | .34611.000} <2391 | .14311.000} - 160]
| Rater 3 | .308{ «23911.000| | .428] -16011.000
— 1 1 ' i [] L A 1 ]
Card 13 : Card 14
r T T T T r T T 1
) Rater i1 1 2 | 3 {1 | o2 1 .3
I : | I - 1 [ (
IRater 1 (1.000| .318] -3661 111.000) .424] <347
|Rater-2 | .31811.000} <3421 | -42441.0001 .531)
. |Rater 3 | .366] «34211.000]  .347] -53111.000]
[N . I i XL ] [§ 1 '] 4
F >1.u5).' These three methods of measurlng reliability

indicate that the judges con51stently used the same

approach.

scoring
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Table 14
Chi-Square Statistics

for the TAT

1 1 R} 1
| | Card 1 [ Card 3 [
F + T T + T T .|
| | £=0 { r=1 { =2  r=0 | r=1 | r;Z i
| - — 4 4 +—- + + 2|
13 Raters N { | | l o 1
| 2gree (61 Ss) | 14.001 50.00] 61.00| 16. 00| 51. O | 61.00 |
| , | | o | » i ' |
| Expected . | | | I | | I !
| Agreements I 2.8470 14,15 31.721 2.44) 14.15] 31.72-
| | | 1 | | | !
I Chi 1 | | | o {
f'Square’ | 52.62]11 - 491 56.401 73.28(123. 13} 0 |
| | | | l" " I
| Probability |p<.001p<.001]p< 0011p<.0011p<.001{p< 1
t 4 4— . —
I | Card 4 I Card 7 {
L 4 il '8 d
[ 8 T T T T T L 1
| Il =0 . r=1 | r=2 | r=0 | «r=1| r=2 i
[ k 4 + —4 + —+ !
|3 Raters l ~ | | | -
IAgree (61 Ss)| 21.00{ 55.00] 61.00| 14.00( 53.00{ 61.00 |
| ' i - | | L
| Expected | | | o | '
| Agreements 2.441 14,154 31 T2 2.44)1 14,15 31,72
| { N I | |l
ICh - { l | . | |
ISqlare 139.881151.53| 56.401 5A.621139.96{ 56.40
| | -

o
1Prob ility

| I
p<. 001|p< 001|p< 001|p<. 1|p< 001|p< 001

—— e

e e e e e e e e
L
1}
o

i
|

|
{

|
|
1
{
+ —
. card 13 B | \/ . Card 14 1
T : 4 T T 4
i £=1 |-r=2 |. =0 | r=1 | r=2 i
§ . L 1 1 Y ¢ i
. ¥ T T R { i
3 Raters | I , w] ; | | - l
Agree (61 Ss) 16.00f 53.001 61.00| 18.00}) 51.0014 61.00 |
I { l, | [ |
| Expected oo | [ I ! 1
| Agreements L 2.441 18.15] 31.72]  2.4490 14.15) 31.72 |
i ' N | | i | |
| Chi i o { | | |
I Square 73.281139.96] 56.40] 97.361123.13| 56.40 |
l i ] { I |

| Probability p<.001lp<{001|p<.001|p<.001|p<.001|p<.001 1%
L A ) Il A . » . 3
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a

Strong __Vocatiomal __Interest __Blank. (SVIB) (Strong and

Campbell, 1966)

a

This interest test contains 22 Basic_Interest Scales.

These scales were derived to. show fields of interest towards
wghch the subject 1is inclined (e.g., "public speaking",
"adventure", "social service") . The interést test also

dbptains 57 Occupational Scales. These s¢ales allow for the

subgéct's responses Eq Vbe,,compared with the profiles of
different occupational groups. For example if the subject
fesponded in a manner similar to experienced policemen, he

‘

would receive a high score on the "policeman" scale.

N

This test was selecfed because of the ‘established
relationships between interest variables and job performance
(see Thveatt,' 1972; Blum, 1964). It 1is suggested t%at
interests'in the.helping prdfeSsiohs and léadership roles in’
aSsociation with interests Viﬁ_ police 'w6rk; would be of
benefit for.developing policeﬁeﬂ. The relationships between

" interests and job ‘performance for Canadian policemen will

also be clarified in this sfudy.

o

Reliability of the SVIB. The SVIB has good

3

reliability. It is feported in the test manual (Campbell,

1971) for the Occupatiodal Scales 'that "test-retest

correlations over . 30 days average slightly over .90,
dropping to about .75 over 20 years for'adults ahd‘ to ..55

over 35 years for men first tested at age " 16" (p. 21). ' The

1
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author also points out for the Basic 1Interest Scales that
"test-retest corfelations are a few points lower than those
of the occupational- scales" (p. 21). These reliability

measures are well within the acceptable range.

Cornell Index Form N2 (Weider, Wolff,

Brodman, Mittelmanhn, Wechsler, i9u8l

aThis ﬁqst vas designed for "...rapid pSychigtrié.and
pSychosomatic\evaluation of large numbers of persons ;n;'é
variety_of sitﬁétions" (Weider, et al., 1948, p. 2). . It can
be -used to discriminate persons with ‘serious personal and
‘psychosomatlc dlsturbances from the rest of the pOpulatlon.
.It is correlated with the MMEI (correlating with the

neufotic triad, r.=+.47, +.60; Weider; et al., 1948).

This test was included as a generdl screening device to
indicate candidates quite differen% from the no:mal
populafion. As has been pointed out previously policehen
have a higher inéiaence of ulcgg and digestive tract
problemé (United States Department - of Health, cited . in
Earle, 1973; Los'Angeles County,Sheriffs Deparfmgntiv1971).
This test should. isolate those subjects predisposed to
psychosomatic reactions to stressful conditions (which may
be part of the job enV1ronment of pollcework).‘ Also because
of the hlgher 1n01dence of su1c1de wlthln the profession of’
policing (Helman, 1975) this test may serve as an indication

of those subjects who ‘deal poorly with anxiety and.if- taken

ks
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into professions such as police work may be unable to/;ope.

ggliabilitx ‘of the Cornell >Indgg. Very high
reliability estimates for this test are included in the tgsf
manual. - The Corneli Indéx’ Manunal states phe following.
"The reliability coef@iq}ent‘ obtained hby the Kuder-
Richardson formﬁla for one tﬁbusand subjects tested at five
induction stdtions_ is *r =+.95" (Weider, Wolff, BTodman,

Mittleman, and Wechsler, 1998, p. 3).

N ° L @

\ : .
Hostility and Direction of Hostility Questionnaire . -~

1HDHQL {Caine, Foulds, and . Hope, 1967)

The HDHQ 1is presented in the’ fornm of true-false
questions. ~From fifty questions} two primary measures are .
obtained: the amount of hostility and the direction of

W

hostility, either intropunitive. or extrapunitive. These two A
primary measures are based on five scales. The outward "B
hostility scales are "urge to act dgt",""criticism of

others", and. "projected delusional hostility". The invard

hostility scales are "self criticism" and T"guilt". These

five scales are sﬁ@med for amount_ of hostility and combined

according to a formula té ascertain direqtidn of hbstility.
.In the manﬁél.of thé‘tést the;authors:have staﬁed that "“the

HDHQ  is ‘designed to sample a wide, though ﬁot exhaustive,
\dﬁaﬁge of possible manifestations of aggression, hostility or

buhitiveness" (Caine, et al., 1967, p. 5).  This tegt was

. included in the test battery because one of the essentials

|
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: °

- for gbod devloping "good" concepts of policing is tﬁe
agiliiy to handle cogrcion effectiveiy.; An inappropriate
method of hostility e.pressioh may prevent the development’
of this ability. It was also believed ﬁhat-this test would
screeﬂ oqt those indiﬁ;ggélé ‘applying .E?r posiéions as
\gplicemen who ﬂave "a deepiy felt need tol,contcol and

manipulate others.

Reliability of the HDHQ. The authors have reported

that this test battery was administered to a sample of

-

normal persons who were_then‘retested\av year dater, Test
re-test correlations were: amount - of hostility, r =+.757

direction of hostility, r =+.51. Thé authors concluded:

‘. r

If we assumé that Hostility -(amount) has ‘a
reliability of .75 and a standard deviation of
-~ 6.5, and that Direction has a reliability of ' .50
and a standard deviation of 5.0, then we may
calculate the standard error of measurement as
approximately 3.5. (Caine, et al., 1967, p. 14).

These relidbility statistics are not of the highest order

but are acceptable.

Wechsler-Bellevue Form I quabulary {Vechsler, 1946)

o

For. this test the subjects in a‘_groupﬁnwere read the
words from the Wechsler Bellvue-vocabulary scale one at- a
time. Eachlwéfd was spelled for the subjects. The subjects
were required to "Write the meaning of the’ words."  The ‘
responses were scored écéording to ;h% Wechéler—Bellvue_

* Form I Manual. This test was given to assé;mfword knowledge °

-
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and as a measure of general intelligence. Wechsler has

reported in a revised edition of this test that the

. ~

vocabulary score correlates W1th the overall intelligence
(A% N

.

score r=" +.87 (w%\ sler, 1955, p. 17).

'

The main reason this test was selected was because of

A

the expected relétionship betueen,a canidate's intellectual

level and marks in police training classes es has been noted
in other pq}ice departments (seé Mills, et el. 1966 ;
Mullineaux, . i955; \DuboiS' and Watser, 1950). .Also, word
knovledge may also be related ro written end oral

N

expressiveness, two qualities essentI}J for good policemen.

i
‘Reliability of ' the Wechsler Bellevue Vocabulary. In

o

anual (Wechsler, 1946) no reliability score is -

the test/

.

given fo ‘the vocabulary sub-test alone. However, the

eliabi

following. ity figures are reported for the combined

sub—tests scores for the entire Wechsler~Bellevue Intelll-
gence test. "The stapdard error of measurement for the full
scale (IQ's) whose ‘mean and S. 'D. are respectfully 100 11 and
14.“9, is 5. 67&" (Wechsler, 19&6 p. 133). This is _an“

. acceptable reliébility measure. '”” : :—?

- ]

California Psycholoqlcal Inventory 1;PI) ' ‘

(Gough 1956L

IS . ) 2
‘The CPI is a true-false .personality questionnaire
containing 480 items which on scoring-are grouped into 18

personaiity traits (e.g. "Dominance", "Sociability", etc.).
-

i
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The CPI has been described asifollows. N

The inventory is intended primarily for use with
"normal" (non-psychiatrically disturbed) subjects,
" Its.scales are addressed principally to person-
ality characteristics important for social living
and social interaction. {(Gough, 1969, p. 1)

It may be expected to find most general use in %
schools, «colleges, business and industry, and
.clinics and counseling agencies whose <clientele
consists mainly of socially functioning
individuals. (Gough, 1969, p. 44u) ‘.

S | .

—

e

This test was selected because of ~ the expected
reiationship between its personaiity dimensions and job
performance. Police recruits;cshould have average to above
average persopality development. Scales on the CPI (e.g;J

"sociability", social presence", . Wwell-being",

"responsibility", "self—contrgl"[ "tolerence") should g
] R . . i ,.‘ ?
reflect a certain degree of stability and potential for a
’ - . o

mature perspective .ip police woﬁdky It should be noted that
Hogan ’11971) found " that cesgf ' CcprIl variables were

- -2
- predictive of later police clas

o

performance.
v . . -"'“ 3 (;/ - ", . ) . N )
Rellablllﬂiiof the CPI. "The test manuyal indicates good

s

reliability measures for the 18 scales. For example, when a

group of high school males were given the test, the test-
retest correlation; ranged from r =+.38 to r =+.75. These
correlations may have been slightly‘ lower than expected
because o§ fhe changing and maturing *tendencies of these
young ‘;ubjects. These reliability = indicators ' are

acceptable. T : . °

-

A~
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< -

Situation Tests and Three-Minute-Tests_(3MT) .

’

{Individual tests‘designéd for this research) |

. : ‘ . i

' ) - ) - 4
-~ These tests -were design®d to measure the policeman's

L g ‘ ‘
ability to function in a stressful situation. Verbalizing

skills{,ébqrtesy, andtmaturity under stress are . vagriables

‘that should separate different levels, of police job

‘ performanéé. _ For these tests the subjects individually were
. . ' W

number of tasks. These tasks were

e

called upon to perform a
coffpleted in the presence of three people, cne actor and two
, \ ; . A

" experimenters. - The -entire proceedings were . recorded on
_ . -

video-tape. The information given the subjects for /the

different tasks . are presented below. The experimenter,
.. :

‘actor, ‘and subjects are sid%ifi%d with ‘the abbréviations z,

‘A, and S+

< . i .
"Bt . "™Run +to that . table and you will®
o receive instructions there."-
;?%n\‘ - wput these pieces together to make
’ a whole, one unit."- - (The subject
then proceeded for up to 3 minutes
to attempt to assemble the O'Connor
- Wiggly Block test, O'Connor, 1951.)

E: ~ “Please stop. Would you step over
) o here please? . I have .some
. T situations I want you to deal with.

Herelis. the firs¥ one."
(Lawnchairy'<.‘ - Y
"I want you to 'imagine that yof

“‘CJ
. Y



"have taken your lawnchair down town
to watch the Klondike Days Parade.
In the middle of the ' parade ' you

leave your ,chair to use the

washroom facilities. When" you
return someone 1s sitting in your
chair. Here is your chair and here

'is the person sitti#g in it. (The
experimenter points to a chalr with

the actor sitting in it.) "Solve
that problem." ' :

| \ .
A: (Sitting on the edge of the chair ¢
and looking forward.) "Look at that;
float over there. This 1is ‘the

nicest spot I've had 1in years.

sure lucky I found this chair with .

a perfect viewJM

S:_ e et

A: "Your chair? How 'do T know it's
your chair?2"

S: . eeeaa

A ‘ "These chairs were put out by the
city. I saw then puttlng some at
Sir Winston Churchill Square and
-they're the same as these."

S: Cemewa

Ai “Okay, you can have the chair. I'm
tired of sitting anyway.™ .
. S . ceeee -
E: "Thank-you?, Now would you step
- over here again please?" '
(Directiohg) N
. M1 want youbto imagine that you are
: . standing in “front- of the legis-
> lative building and this gentleman
(p01nt1ng to the actor) will ask
you a‘gue51on '
,/ A: . "Excuse me, I' m, from out of town

and I want to get -to «city hall..
Can you,glve me directions?"

N

se e

13¢€
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A: "Thank-you." ’ : | \\

, E: - "Thank-you. Now I have another
" situation for you."

(Lifequard) fv.

"I want you to imagine that you are
a lifeguard and that this
individual (points to the actor who
" begins to run on the spot and then
runs forward past the subject) is
running on the pool deck which is
against the rules. Solve that
problem."

S: ccmas

A: "Who  me? What's  wrong with
' running?" ;
s:‘- C‘V . e @ aoe
¢ "I'p a good runner. I've dot a few -
trophies for running.. I'm not :

.going to fall."
S: cssas b 7 I

A,

JAq i ‘ "I gquess I better stick | to the
N rules." '
S: ) L eeseawe
E: ' "Thank-you. - Now  would you step
over here please, and stand facing
me?" :

(3MT~People) o _ .

-

"I would 1like 7you to speak -for
three ‘minutes on the question:
"yhEt are people really like?' The
time you will have remaining will
be shown on this clock." (Points
to a clock with a large dial.)

S: . ceaee . ' ' , (//
' o : : "

E: "Thank-you. Nowu‘I have another
situatien for you." :



4

(Dog)

FO N
T ?\

(38T-World) .

"I want you to imagine that late at
night for the past two Weeks. you

have been disturbed by a dog
barking on the back porch of your
neighbor. You are going to

complain about * the noise +to the'

dog's owner. You are now at the
door of the owner and are knocking.
Simulate the knock by knocking on
this table and then begin.”

(Knocks.)

4

"Yes?". ’

"My dog? My dog never barks. It's
a very happy dog." e

(A relevanf ghiser maintaining
oSty T -attitude
towards the. sub%fc¥2)

wHy dog barks only when it's

teased. Are you teasing mny dog?
If you are, stop teasing my dog and
he'll stop barklng."

s

® a0 e e »

"Maybe it. is my dog. I'1l1l take him
to the vet and get somethlng to
quiet him down."

= T 0

"Thank—you. Now would' you stand
here please?"

"I would:  like you ' to speak for
three minutes on 'What's wrong with
the world?' The time you will have
remaining will be shown on the
clock. (Points to a clock with a
large dial.) Begin now." :

138
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"Thank you. Tbat's the end of the
testing. . I want to thahk you for

- cooperating and for enduring this

slightly - stressful ©procedure. I
ask you not to discuss this part of
the testing with your classmates
until everyone has been tested. It
would be fairer for everyone if all
begin with the same knowledge of
what 1is to take place. " Thank you
again." ‘ :

/
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The last #wo tasks (Dog barking, 3MT-World) were added

for class 38 and were not given to class 37. This addition

should have no diverse effect on the standardization - of

administration

entire test

N

because these changes came at the end of the

response set of the subjects for following tests.

battery and therefore could ‘not alter the

Fi

The situatibn‘ tests and 3MT tests wefé‘scored with a

procedure designed specifically for this research. The

. . Lo - .
subjects' behavicrs vwere assessed :with the use of video-

tapes by,theuthree raters vith.sébring methods designed fof?‘

the situation .tests and the 3MT tests. These rating forms - -

are shown in Appendix 8, pégefé?@ and 271. Thé

test  'scoring - form containedjthe following ca

B
o

o

situation

;ggories‘which

’were scored on a 1-5 scale: "Approach to Situation",

"Clarity of Verbal Request or Responsé“, "Consideration

Given to Other's Comments", "Effectivénéss of

- Problem",

i

Solution to .

"Confidence Shown _ih Handling Situation®,

"Interperéonal Skills". Once the subjects' behaviors ' were

»

"\

P
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assessed in these categories an overall rating based on

Level of bevelopment was scored on a five pointgscale. The
score on this sc;le was used to predict future perforgance‘
as a policéman.

The Three;uinute-Test ratiné 'scaléf ,éontains the
fbllowing vcategoties which also.were scored on a 1-5 scale:
"Introduction", "Ideaé",»"Ciarity",ﬁ"Voice", “Organizatién",
"Reasoning", "Closuré"} A"Pbisé"? "Quality of Contentﬂ;»
“"listener's Regcﬁion“. Oonce these scales were scored by the
three raters the subjects were rated ‘on "Level of
Development"'(five‘pOint séale). The’score? oﬁ ﬁhis final
+scale was used to predict the future perfotmance as a
policemen. | |

-

Reliability of the Situation Tests _and _the Three-

L4

Mipute-Tests.  The three ratérs gave an "Overall Rating"
(Level of Development) score to each subject for each of the

situation tests and three-minute-tests attempted. Three

‘measures of déz;ébility were applied ~to ‘the data to

ascertain the consistency and similarity of\scoring'approéch

by the raters. Table A5 shows the - correlations’ between

.

raters for these six tests.
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!

-

Correlations between Ratings
on the Situation Tests: and Three-Minute- Tests

141

Lawnchair Directions
r . T LN T 'l‘ L} T Ll a
| Rater | 1 ] 2 1 3 1 | 2 3 |
( I l t L ! | |
|Rater 1 11.000} .608( .668)1 {1.000) .744) 675[
IRater 2 | .60811.0001 .4581 | .744]11.000} .569|
|Rater 3 | .668] .458]11.000] | .675) .569{1.000}
. A —k A 1 L 3 1 1
Lifequard 3MT-People
L l 0T T LI LI LI L q
| Rater § 1 | 2 1 3 14+ v | 2 ¢+ 3 i
| ’ i l | 11 | i
IRater 1 {1.000| .682] u69| {19000 .484| .635] .
. IRater 2 | .682}11.000 .442¢ | .48411.000} .u6l]
{Rater 3 | .U469] .uu2|1.000| | .635] .46441.000]
L : . L I 8 - A l i | ; J
v Dog ~ 3MT-World
r - T T T L D § T T 1
| "Rater | 1 ( 2 | 3 (1 v F,2 1 3|
| -f | { 1 | o |
[Rater 1 |1 000f .591f .252( (1.000¢ .771] .669]
|Rater 2 |..59111.000f .248] | .77111.000] .518]
|Rater 3 | .252( .248(1.000] | .669| :518}1:000]
L L L L " | 1 L A J /
The_;corrélations, reported on these 'teéts indicaté the"
mfolloving‘order‘uhen considering which tests are the4’most
reliable: ) ,
A\ 4‘.
i) Directions (lowest r = +.569)
ii) 3MT-World (lowest r = +.51%)
iii) 34T-People (lowest r = +. ueu)
iv) Lawnchalr (lowest r = _+4458 D



142

V) Lifeguard (lowest r = +.,442)

A

vi) Dog (lowest r = +.248)

The first three"tests, which are the most teliable,i'
_prlmarlly involved the subject verbally ansuerlng a questlon
with 1little or no -exchange ' between “the actor or
‘experimenter.‘ The last three ‘tests involved situations
wvhére the actor had»a larger role in communication and the
situatiens'contained stressful and nildly hostile elements.

From these correlation measures, tﬁe "Dog " sitdation would
not be considefed reliable enough.to include in any furthur
analysis. (The disadvantages of using porrelations as a’
measure of reliability haeelbeen po;nteﬁ ut vprevioﬁsly.

Better reliability: measures; ‘which are 'preseﬁted below,

[

suggest that this test is acceptably reliable.)

ihe- chi—square apéroach of 'measuring 'reliability
;ipdicated that all six of these tests were 5cored in.a
reliable manner. . The results of the chl—square analy51s are
shown in Table 16, These results 1nd1cate that when a rater,
agreement is con81dered at r= &loeh.rzz Cthat is when the
'range of agreement' is ,either an linterval of one or an
interval of pr) the resdlts'arevhighiy (reliable.» Because

the raters vere allowed to rate at quarter points along the

scale few perfect agreements (r=0) occurred.

The analy51s of variance' approach to reliability also

indicated that' the scoring approach was a reliable’ one with
; : ¥ :
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‘Table 16

‘Chi-Square Statistics

T

for thé'SLidation Tests and The Three-Minute-Tests

Directions
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" F statistics as follows:

1) Lawnchair ©F = 4,751

ii)_Direcﬁions\ ' FV= 6.149 \
iii) Lifeguard F = 3.676

iv) 3MT-People : . F = 4.056

v) Dog F =‘2.482 o 1
.vij 3MT-World ' - F'=5.842 ,

All of these F scoreslare significant (p<.05). The scoring

‘pfocedure for these tests «can be.. assumed to have been

reliable. >

Qr- . .
Experimental Design

The 61 subjecté were‘ divided into three groups
according to their éctﬁal later job performance after being
with ‘the péliCe force for two yeafs. Membership in tﬁese
;groups; . high performers, avefage pecrfornmers, .anq low
performers; was determihéd by having each subject rank-

°

ordered in his squad bybhis sergeant and then' having the_

s e

sergeants rate the subject's overall perforpance.

These two measures were obtained'iﬁ the following vay;l
The 22 sergeants 1involved were-given an,instruction sheet
and a~numbef of scoring forms equal’to‘the number of men in
their sqqad‘(see Appendix 9, p.'272). The instruction_shéet
qu read to each sergeant and then the sergeant assessed the

squad members, on the “two variables (rank-order first and
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then overall performance). TIf questions from the sergeants

Y

arose concerning what constituted "overall performance" it

was explainéd as follows.

If an emergency of an unknown nature occurred for
which you were to send your best police constable,
-the man you would send should be ranked first. If
thdt man was not available, the man you would send
next would be ranked second and so on.

Each sergeant— was required to have had the subject being
rated in his squad‘fof‘at least two months. ‘Also, if the
sergeant stated that a new squad mémber would be difficult
fo rate because he did not know.ﬁim-well enough, " then this

subject was rated py the previous sergeant who would have

known the candidate for a longer period of time.
I , . . -

e

For the overall performance ratings,  score-

'distribdtions tended, to highly favor the "Above Averageg

side 6f the rating continuum. It should be noted that for

this measure tied scores between or among squad members were

allowed. Therefore, 'it was possible for a sergeant to give'

the top four squad members a score of eight 1in terms of

overall | performance and the next four a score of seven.

Th&s resulted in a narrower distribution of scores than the

rank-order measures which were spread across the continuum

e S e o e

(tied ranks not being allowed for this measure).- It was

e s et s et et e

criterion because ‘the distribution resulting from these

- scores would bg better suited for the sorting type of

statistical analysis that will be used in the study.

-
.

' ' +
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- Reliability of the performance measures. e | basic

research was completed (inclmding the performance ratings of
. 143 "o N

° . 1 .
March-April 1976) and the statistical calulations were made.

Two performance appralsals perlods have since followed and a
large amount of rellablllty 1nformat10n has been gathered.
[

The three performance appraisals were carried oﬁt ~at the

folloﬁing times. fn March—Apr%l 1976 the sergeants involved

rank-orgered the men in their squad and then rated their

overall performance on a nine point scale. In March-April

1977 a similar rating and ranking occurred. In January<

By

February 1978 the sergeant, the senior constable in the

squad, . and - the staff-sergeant ranked and rated the

performance of the”subjects. The staff sergeants, because.

-

there was a question of how famlllar they were with the job

performance of the subjects, also 1nd1cated "how well" they

knew the subject ¥ (See Appendlx 10, page 275, for a further~a,

elaboratlon of the third appralsal period. ) }

N

Table 17 'shows the correlations among the anking

measures forythe five raters involved;‘" The- cbrrelation
betmeen sergeants for“1976-1977> as shown 1n thlS table, vas
r=+.5134; for i977~1978 e p=4, 6715 As the tlme between
ranklng 1ncreased the correiatlom became lower, 1976f1978,
L=4%. u768. ‘ Tnese total results 1ndicate"that this_rankipg

[N

measure was reliable over the three year time period.

In 197g.the senior constables in the squad also- ranked

the sguad Their ranking correlated with the 1978

“ +

n
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i Table 17 -

Correlations Among\Ranking Mea sures
o

Y ' Staff
Sergq. Sergq. Sergqg. Const, Serq.
.. Ranking ~ Ranking Ranking Ranking Ranking
= 1976 1977 1978 1978 1978
e
Sergl : , ‘
Ranking - 1.000 v <5134 .4768 .2988 - 3501
1976 .
Serq. ‘
Ranking . 5134 1.000 . 6715 L4221 .4146
1977 a '
. i
Serg. ’
Ranking 4768 -6715 1.000 . .5033 - 4920
1978 . ‘
Const. h ‘
Ranking .2988 - 4Z81 . 5033 1.000 . 5824
1978 ' : ' - : .
‘Staff -
Sergeant ‘ ’ T . :
Ranking - .3501 , <4106 . 4920 -5824 1.000
1978 : v

(g

sergeants"ranking, r=+.5033. THe staff-sergeants! ranking

in . 1978 <correlated with the 1978 secgeants) uranking{_-

r=+,4920. y A1l of these correlations are also} signiﬁicéntf;

Soan”

and indicate' a reliable performance apprdisal,

1

The' staff sergeants (n=2) in 1978 were alsd7a§k@d gd:f
rank and rate the Subjects in the study dnly if theyhﬁknégﬁgA

them well enough. After this decision, befo ehrankiiéﬁgﬁdaﬁ

El




Table 1

LS

8
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Comparison of Carrelation and

pPartial Correlati

on of Ranks

Correlation Partial Correlation

of Staff of Staft
Sergeant’ Sergeant
Ranking Ranking ¥
1978 1978
Constable
Rankding . .
1978 . 5824 4229
Sergeant
Ranking , : *
1978 - : . 4920 3794
. N L

o o

rating the subjects, they -indicated "know well", or "know

very well" regafding their rating of the subjects. When

2 . . A . S
this variance is eliminated from the correlational pairing a

-

slightly lower correlation results as shown in Table 18.

These results demonstrate that when the variance for "how

J

L J
well known" is subtracted the correlations are. still
B : < \\
reliable. |
) B " .
o - : . L {‘3’)
. . ’ . b3 . ’
a7 The correlations for:the rating,measures given on the
4 w ' ) ‘ L &, '
ﬁ%pe point scale were also shown to be reliable. Table 19
bk L _ : o ' :
””indiéifes that over a one year period of time the

vbbrfglations'for the rating p

e

airings (sergeant-sergeant)

Twere; 1976-1977, r=4.5030; 1977-1978, £=+.4837. oOver the

two year peripd the correlations were slightly lower, 1976~

RN

.

Y



- c - S —— .
v : 149
= b
. ﬂ <
- : Table 19
% Correlations Among Rating Measures
- - il
< - , , Staff
Sergqg. serg. Seragq. Const. Serq.
Ratirgs . Ratings Ratings Ratings, Ratings
1976 19717 . 1978 1978] 1978
Sergq. ' _ _ ' ' . - '
‘Ratings 1.000 5033, -3220 -1663 - . .2663
1976 : - . .
- Serd. - | y - Y - o
Ratipgs /.SQQO 1.000 ' .u837 .2533 .3726
1977 R o g . ‘ ;
L , ’ g o T o i
Serg. : | | : |
- Ratipgs ~ .3220 - 4837 1.000°  .2577 . .4706 |
1978 . : . . S %
Const. L ) Yo, _»\
Ratings L1663 .2533 12577 1.000 . .4799
. 1978 . . : R o
staff R , S ‘ . '
-Sergeant . 2663 . -3726 - .4706 - .U4799 1.000 - -t
Rdtings- 7 . ) . ;
1978 - o o e
W ) e ' ’

e~

X1978,Lfr£*.3220;‘ In - 1978 the sétgeants“‘ nd- constables®

ratings'cor}elafed'ri+.2577, sergeants and ,staffjsergeats,

r?+.u706., ‘iﬁev“léw correlation - between conéihp}esl and,

seréeénts may’- reflect differing definitions = of what

)

neasures are considered reliable. = , "

S

»Fpt all performance appraisals twvwo measures of overall.

L)

- ’ : ‘ . ' " ¢ ,,:; . ¢ .
- . ‘ . £ L w .
. . - . L
- . . PPy
s - - A

comprises ~“yery good" " performance. In general the rating

N MR GRS e 5.3 B G L gt s 0

PROPONDNE I P
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performance were required of each rater. This allowed for

. . 15 . )
‘an intra-rater reliability measure, somewhat similar to the
. ‘

split—haif technique wuged for psychological tests. The
intra-ratérA reliability measures vere as follows;? 1976
sergeants,ﬂ rgf;777u; 1977 sergeénts, f=+.6u03; 1978
'setgeaﬁts %5{.5é05§ 1978 $taff-seggeants,' r=4,8681; 1978
const&blés, r=%,6227. Th;se °measure§vindicate wi;hin the

raters a consistent definition. of "overall pPey wance",
. . [ -

Another form of measuring = reliabi%

;o

was also
considered. During the second assessment period,

immediately foliowing the obtaining of the ranking. andg

. °

.rating* measurés;‘ the sergeants. were required‘to gate three
yritfen#inbidénts of ﬁob‘pgrformance on th?-sam?vnine point
scale - of overall perfdrman¢e (Seé Appeﬁdii 11,‘paée)28ﬂ);
The chi-square approach té“obtaining  reliifilitx _was used
and. ﬂ;eshlts‘ veré as 'shoqn' il . Table éO. Sigﬁifidant
felidbilitf was obtainéé fbr all three Hfitten incidents.
nThis ‘signiéicant\ levell of ‘agreement amdhg‘the sétgeanﬁs
indiqgtes 'thaf their jndgment of job “perfo;mance as
presented ‘in written form was basically in agteement; ~That

is, the sergeants tended to agree on what constituted good .

p - s

and poor job performance.  These results may imply that

similar standards of job performance- arélybeing considered

agreement among sergeants indicates that a stan%ardized -and
réiiable_ approach to méaspring,written descri%tions of job

“*perfofmancg_occurred. For the inteiests’qf'the-\reader the B

|

.

“when sergeants  are rating constables. . This ¢t pe of -



Table 20

Chi-Square Reliability MeaSures
of the Three Incidents - : {

SN

Intoxication Speeding Maritial

Incident - Incident Dispute
r=0 ‘ r=0 Inci@®nt
g r=0 ¢*

‘ ‘ . o V A S -
Number of : . e
times the
raters e ' v

- "agree" 9.00 10.00. ..9.00

J & -

Expected A C : .
agreements 2.88 2.88 ' i;88

‘Chi . . : .
Square . 14.91 20.18 14.91 ‘
Probability ., p<.001 p<.001 - p<.001

average ratings and standard deviations of the incidents are

p;esented/;n Appéndix 11, page 287.

A third estimate - of the reliability of the scoring

approach of -the sergeanfs was also used. Fblloﬁiné the

v 3

»rating'"of'%he three incidents, the sergeants for the second

assessment period (n=21) rated tieﬁ%y attributes - of job
. o ,/‘

o

behavior "in terms of .their importanc or the overall’

pecformance of aApoliﬁéman"K>/ These ~attributes were also

nankjbfdered. The rating. sheet containihg the,attributes

and the method of administration is shown in Appendi% 12,
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.«

bl A

N ,.J‘/l ' . ' S . . .
page 288§@£“Re3ul€s from these investigations show that

policemen reliably rank-order important attributes. required
for ' police work. The five attributés that were seen as the

most important are shown in Table 21.

It is clearly shown in Table. 21 that the five

attribu@eé ‘ranked highest by the sérgeants were weighted:in

terms of "overall importance" in a reliable fashion, all 21

sergeants agreeing ‘(beyond chahce effects) upon the relative
'imporfance ‘of these attfibuteé. _Tﬁe,high weightings gi?en
these attributes suggestvthat.théy are ;mdgg tye important;
quali£ies that the ﬁergeants Were c$n§idéring when they were
rating overall performance.. o 4 \
e o
The 'three different approachs to measuring reliability

indicate that the met hod of'performahce assessment used by

-

: thev'setgeants was reliable. The correlations among raters

were consistently significant. Also, the concepts of good

‘and poor Jjob performance held by .the different sergeants

were demonstrated to be similar. Incidents of gpod and poor
job‘pe:formance were consistently rated in the ‘same manner

by . the sergeants. The sergeants‘significaptly agreed upon

Mtheﬁimpdrtqnt attributes of Jjob perfo:mance; It can be

concluded that the rating .and rank-ordefing approach to

performance assessment was carried out in a reliable manner.

The criterion selected, (rank-order score) is considered

_to be ‘the best possibl{. The value of the study is

‘dependent. upon 'this measure- being representative of job#

/ A :

L
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Table 21
- J
Most Importat Attributes of Policework
as Selected by Police Sergeants
= = = - T g -/
Attribute = Placement Average Standard Range Chi
" in top 5 Rating Error - ‘Square*
(1) Commonsense ~ 100.0%  8.90 .04 1 57.10
(2) Honesty 81.0%  8.81 .09 1 57.10
(3)l Self-control  71.4% . 8.62 L1502 28.00
~(4) Fairness 57.1%  8.09 .18 3 14.59
(5) Alertness 47.6% - 8.48 .16 2 28.00
;\‘ ’ 'L B . | | /
*p<.01 Do , /
" T N - ' )
performance.-

o | |
The follow%nganalyses were conducted Means, standard
deslatlons, and unlvarlate F statistics for the three groups
-on-all of the,varlables were found. Multiple dlscrlmlnant
analyses"were épplied to each ’test Qith four ‘or more
_variabies.z R (This" statistical technique  loses  its
applicabili;y‘ uhén an . extremely small number of variablgs

are includeé in the'anaiysis ) The Eesults“of each analy51s

. will be an equatlon (or- equatlons) whlch Wlll prov1de the

i welghtlng coeff1c1ents for the subset of variables that will
_ N 3 | ,
best dlscrlmlnate among the three groups. The best
discriminating Vaplables for each test (with four or more

'vaniables) iillAthen be combined with vatiables previously
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not included in a myltiple»discriminant analysis and en?gred
into a 1large multiplé discriminant anal&sis/for the entire
test battery. This approach?will demonstr&te the value of
each tesf independently and the value of the entirg test
battery in sfatiétically disctimipafing' among the three
groups. Also indiqated"vill be\‘the order of'the'beél

-discriminating variables.

pre o

&
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CHAPTER I1IX
] ¢
a RESULTS
i '
£ V‘}‘“ '.\
)‘1{\
Rl
. o e ‘
“-“yonderlic_Form_ B ‘ /

Three variables were scored on this test: the number of
wrond answers, the number of correct answers, and the number

of questions attempted. , Only two of these vdariables (number

~

wrong, number correct) were entered ‘into the  statistical

analyses. ‘;o that statistjical indepéndenée émon@ the
Variahlés couldv‘Bev.maintained. ~ The means,. 'staﬁdArd
'\de#iations, and F ratiés for the two va:iables ére shown in
" Table 22.- No.significant differences occurred across. the
threé‘ groués‘fdr théSevfwo test variables. The tésg-mgnual,e'
indicates a score of 22 to 23 is apv thé © 39.2- percentile,
vhile ' scores 26 to 27 are at the 61.6 peréentile; (These
_percentiles were baSedvupon.ﬁhe scores of méles ages 18 >to

30 who had conmpleted three tq”four years . of h;gh-school.)

5

- These results show?that these po%ite recruits fall within
the average range ef'lntellectuay functioning. ‘
b o [

/

-,
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© Table 22 ' N

Group Means (Standard Deviations) and
F Statistics for the wonderYic

Wonderlic ~ High “ Average Low
Variable ... Level Level : Level F

Y

{,) Performers Per’mers Performers ° !

— : : | ‘ | RTINS

4.97 (4.47)) 7.22 (2.95)1 S.37 (2.83)12.60
o | ‘ i

| i { ’ 1 ‘

Number Correct{26.48 (9.67)124.91 (3.79){22.21 (6.21)}| .68
on Wonderlic | { . 0 i

: {
Number Wrong. |
on Wonderlic |

Incomplete Sentence Blank

. The three’ raters' scores on each scale of the

kS

Inconmplete Sentence Blank were summed. The means of ' these
sﬁms-fér fhé three performanc; groups are shown in Table 23.

"When the 15 variables used in thisvtest are considered
the "RéSponse Qmif?ed" variable qppears as the  best
discriminator, F = 3.91, p<.05. ‘The 'high level performers
omitted more respohses.then did the other tWwo 'gtoups. The

second . best discfiminating_.Variable on this test was the

"Feelings of Inadequacy" measure. The high level performers

i .0 . . . . i ' .
- responded to the sentence stems with fewer feelings of

. . v ' b
inadequacy. This difference however, was not a signficant

one (ﬁ?.ZS)."All of the other variables also did not

i



-Group Means (Standard Deviations) and F Statistics
for the Incompl te Sentence Blank '

Sentence

Low

.of Adequacy

Feelings
of Inadequacy.

Liking for 12.60

Others

Disliking 5. 30

for Others - :

lelng. 12.05
. Nonhuman

Disliking: 4.70

Nonhupan

Others 1lik 1. 25

Self-

N
|
|
|
|
I
|
|
BE
N
|
A
|
|
1
|
|
o
|
|
|
l
1 .20
!

elf Serving

Response
Omitted

vérall Level
of Adjustment

| L I
8.44 (2.72)1 8.26 (1.99)| 8.22 (1.83)]

ngh Average ,
Completion Level . Level Level - F
Category Performers ‘Performers . Pe}férmers
Harmless 127,75 (15.28) 138, 91(16.25) (3510 (17-27] TT-57
Generalization| i 1 . |
- - | : o i I
~. Harmful I 1.85/(1.57) | 3.18 (3.10)| 2.90 (3.89) 11.13
“Generallzatlonl | | - :
. o | ' |
Contrlbutlon | @hvs (6.01)1 7.91 (5.03)1 8.26 (5.70)] .40
to Soc1ety {, ! » P |
: T | , I : |
Destructive ™ }00.00 (. 3244) ¢ 0.36 (Q-85)f 0.15 (0.50).11.87
to Society [ I | « |
B S | I ; { -
Feelings 24, 36(10 55)|2u 18 (10. 21)|23 94 (8.54)| .01

! , i i

| - ! |

|28.59(99.91)|26.47(10.67)|2.00
N I [ .. ] ) l

.88

. - i
- (7.88) | 15.%0 (8.34) [12.79(97.55) |
| P I
(4.18) { 5.91 77) 1*5.57 " (3.74) | .11
l ' B
, { [
(6.81) 110.63 (6.20; (4.87) 1 .80
IR S I
o . [
(3.11) | 5.95 (3.81) | (4.06) ] .96
I B B o
l f : 1
(1.83)f 1.72 (u. 47y 1. 11 | .22
| LA 1
‘ I | I
(-70)1 .32 (1.52)] .05 | .34
I : ! !
! I I
{1{(12.70 (5.32)112 OO (5 72)113.84 (9.46) | .36
!

{.

113.84(22.66) {3.91%
{ , ~ | i

<05

i B i

*p<.05

'\%

4,
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significantly discriminate ‘among the three performance

groups.

A stepwise multiple discriminant analysis for these 15
variables was applied to the data. It~ .was found that

maximum separation among the three groups.could be achieved
\ . ‘

with four of the 15 variables. These ‘Variables were

"Response Omitted", "Destructive to Society", "Liking-
4 ‘ o

nonhuman", and "Disliking—nonhuman" Thls flndlng lndlcates

that the variance accounted for by t hese four variables can

\

be combined along two discriminant functions to maximally

differentiate among these three groups. For these subjects

the remalnlng eleven variables d1d not contrlbute any unlque

dlscrlmlnatlng power not already contained 1n the prev1ouqu o

mentloned varlables. TWo dlscrlmlnant functlons were
derlved whlch resulted in a correct cla551f1cat1pn of 47.54%

of " the threex performance groups. 'Therclassifications as -

"they occurred are shown in Table 24,

\\ .

- The F ratios for the dlscrlmlnant’ functions developed -

Id

are as follows~ L

E,écross all groups, F =3.47, p<.05 -
Group 1 and Group 2, F =3.76, p<.01
Groupv1 and Group 3, F =2.66, p<.0S

Group‘Z and Group 3, F =0.33, (not significant).

- The above statistics indicate that this test discriminates
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Table 24

Prediction Results of
Incomplete Sentence Blank

i_.

-

———

‘e

Actual Number  predicted Group_Membership
Group of - -
Membership Cases Group 1 Group 2 ~Group‘3

Group 1 20 13 1 ’ 6 ¢

High Level 65.0% 5.0% 30.0%

Group 2 22 5 7. 10

Average Level 22.7% 31.8% 45.5%

Group 3 19 5 5. 9 ’
Low Level 26.3% 26.3% © 47.4%

v A

. ‘Percent of Cases Correctly Classified: 47.54%

\

bétween groups one‘and two, and betwéeﬂ, gfodps dne' and
three; but not between groups two and three. It fpllows

that this test 'is best used ‘in selecting high iév;i
policemen from "among the a&erage and above averéée
capdid&tes.“It is not a good measure to use when choosing
which gandidatés'ffbm a low level group should nbt-be hired.

z

Draw~a-Person

The average raters' scores for each scale devised for
the Draw-a-Person test across the three performance groups
are shown in Table 25 along with the F statistics. As shown

in the table none  of the variables significantly
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Table 25

. . e ' "
GLoup Means (Standard Deviatidgg) akﬁx\wf : -
F Statistics for the Draw-a-Person Test ‘

o ' | -

Draw—a- High Average Low 5
Person Level Level Level — . F
- Category Performers Performers Performers -
a1 I [ o
Size t 3.09 (1.54) 3.05 (1.25)t 3.10 (1.41)10.01
Placement Il 3.50 (0.88) 3.53 (0.51) | 3.60\(0.93)[0.06
| | : - oo
Sheet Position| 3.76 (0.90)| 4.00 (0-00) 1 3.56 (1.07)10.80
. { | , - ’ |
Age I 3-63 (1.02)| 3.89 (0.42){ 3.53 (1.09) j0.88
! | ' | L |
Sex +f 3.60 (1.02)) 3.72 (0.66)1 3.76 (0.92)10:21
: | I | ‘ B
Errors I 3.62 (1.02){ 3.83 (0.33)1 3.56 (0.92) 10,68
1 | , | : |
Artistic [3-58-(0.97)1 3.80 (0.39)§ 3.32 (0.96)1.80
Quality - | | I 4
| l | g
Identity I3.11 (1.43)1 3.17 (1.02)¢ 2.75 (1.30) 10.68
' _ - | ) { i P
Line Quality | $-54 (0.95)1 3.78 (0.52) 1 3.30 (0.95)11.78
) A | | X .
Proportion | 3.54 (0.97)1 3.66 (0.53) 3.40 (1.02) 10,46
o | { o | ) ' 1
Mental I 3-72 (1.01)} 3.92 (0.49)| 3.u48 (0.93) {1.40
. Developmqnt | | | I
S A | I l- | :
Stance | 2.31 (1.07)( 2.80 (1.07) 1 2.26 (1.19)(1.54
_ : [ : l { i
Facing I 3.72 (1.49) 3.92 (1.26)] 3.84 (1.51)10.11
Position - , { ’ | - 1
. } | : i . .' ] .
Action 1 1.98 (0.59)1 2.27 (0.65)1 1.97. (0.64) |1.54
Mouth I 3.25 (1.12)] 3.22 (0.96) | 3.02 (1.00)0.30
| ' : :




S

‘ TR T
Group Means (Standard Deviations) and L
F Statistics for the Draw-a-Person Test

Draw-a- . High Average - . Low o "
Person Level Level Level F
Category Performers Performers Performers

j I T 7
3.53 (1.10)] 3.63 (0.67) | 3.49 (1.15)§0.10

Neck ‘and Chin "
' { | { '

Nose 2.93 (0.92)] 3.21 (0;70)1 2.9uv(1;02)|0.69 oo
Eyes 2.79 (1.01):l2.96 (o-7u): 2.88 (1.01):0.18

Head 3.12 (1.0#): 3.33 (0.55): 3.17 (0,94):0.39
Facial 3.21 (0.96): 3.36 (0.77): 3.25 (0.99):0.16
Expression . . i | | |
Shoﬁiders' 2.74 (1.27)1 3. 16 (1.13): 2.79 (1.34):0.3

Hands 1.68 (0.88): 1.97 (0.83); 1. 50 (0.78):1.69

Acms 2.48 (].16): 2.75 (1,1a){ 1.90 (1.03):3.02 ‘
Chest 2.99 (1.“6): 3.07’(1Q17): 2.55 §1-36):0.87‘
Waist 2.97;(1.38): 2.98 (1.29): 2.52 (1.50)10,71

{ | I
2.54 (1.33)1 2.71 (1.28){ 2.26 (1.39)10.59

Genital Area
' | | i

Hips 2.68 (1.40)1 2.86 (1.25)} 2.30 (1.32)10.93
| | .

Legs 2.57 (1.49)1.2.80 (1.22){ 2.11 (1.26)]0.58

’ o [ o T

Feet 1.95 (1.06)§ 2.03 (1.09)| 1.68 (0.95y10.60

1 o ‘ : l
2.18 (0.90)1 2.39.(0.97)| 1.85 (0.64){2.05

: | ! {
90.30 (25..16) 195. 38 (13.67) [85. 65 (24.23) [1.06

Ground Line

Total Score

\ .
T G pn . E— — . -t Gmmn — — — —— — —— v Gman S — —— — . —— o S mtmn oegh o S s Smt omm A m—

<




 performancg by the subjects are shown in Table 26.

]

!

1m1nated among the three' groupa.5 However, the variable
:uf Q dwn Perso;:\Tpproached significance (p<.10). The
16& p~3”gﬁmance group, as would be expected, scored lower on
this‘vagi;ble than did the other two groups. Th 'vaglables‘

“Gréﬁ?d Line" and "Artistic Quality" were the next two best
i

‘disc¢riminating variables when consider%g ‘indépendéntly
s : o e -

(p<.25). . o R

3

Although none off the variables (when taken alone)

siénificantly discriminated amoqg the groups,. the multiple
: T

. . . - ‘ . .. ’ -
discriminant -analysis . method (which considers the best

interactions among the variables) did demonstrate a good

separatibn of_ the three groups. ~ The variaples included in:
this analysis were: ﬁPlaéement of' Drawn Person", "Sheet’
Position", "Sex of Drawn ?efsdn", nTdentity of Drawn
pPerson", "LineJng}ity of Dravﬂ Pegggg;, "stance of Drawn

)l

. < 7 ) . v
Persont", "Necy and . Chin of Drawn Person", "Nose of Drawn

Person", "Facial‘EXpi%ésion"of Drawn P?pson", "Shoulders of

1

Drawn Person', "Hands of Drawn Person", "Arms of Drawn

Persén", MWaist of Drawn Person", "Legs of Drawn Person",
) . R b . L

ahd w“Ground " Linen. Thése variableg"when- weightéd and

4%

11near1y cqmblned on two dlscrlmlnant functlons resulted in
* .

T.a max1mal separatlon of the three. groups for thls test. .Thé

pre 4

1pred1ctlon results, of< thls one test- to the on-the~job

&
a - L

. The rfratids for the discriminant functions developed
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‘S |
' \D ’ :b ° ’
¢ L . " ’
TaBle 26
: Prediction Results of the - -
" Draw—a-Person Test g
A . \
. : ot . e ' ) - ‘\\
Actual Number Predicted Group_ Membership
- “Group : of - : ' f \
' Membership, Cases Group 1 Group 2 grouh\BA
- S oo \
Group 1 . 20" 13 4 _ 3 o
High Level o7 65.0% -20.0% 15.0% \
Group 7 22 2. 19 "1
Average Level S 9.1% 86.L4% . u.5%
Grouwp-3 ' 19 -1 1 17
Low, Level : ~ gL 5.3% 5.3% 89.5% =
: : | oo ¢ o
) "». ‘ - ' f N I i .
Percent'ofjﬁaseSFQQLEeytly Classified: 80.393%
E 'lﬂ\ | ) s
C .
i v

u.“r .
are as follows~c

]Fgacroés-qll~groups,?F,=1.90,
S T R
. Group 1 and Group 2, .F 51:33,

Group”\ and Group'3; F«ai}uu,

: Gfbup 2 and thup 3, F =3.06,
,

LS

/

T

o

p(.?SR
p<.25

p<.005.

These results indicate thaﬁ the Draw-a4Pe£SO? could only

‘diScrimiﬁatg Significantly “betweeh gr

<

Atyorandithgeé.“

: o - i L T e
Its best use would be in  discriminating ‘among the poorer
3 o ‘ ’ » L . .‘

o -~-- . \,._s . K 3 .
candidates. | - I

B A . 4



Théma;ilc Apperception Test (TAT) NQ‘

wThe three-raters scoreb (on the flve point scales for

t&p overall ratlngs .of the "TAT slldes were summed_ and -

f statlstlcal 'analyses iere Aapplied “Means, stand rd
dev1at10ns ana F statlstlcs for €ach TAT sllde are shown in

‘ Table 27.,V No significant dlfferences occurred‘fo;_any of
n'”the TAT variables. The trend as indi;atedxby;TAT Card 1 and

“TAT card 7 appeared to’ bé in the opposité direction
M Y, N . . - [} . .

egpected, Those  subjects who were scored as having‘a high

| ~ | g
. Do N
Average Llevel and Low Level performance groups. VBecagiﬁ thhﬁ

. . . . } . s ~- \ ‘ . . 'é}l ‘1'
~differences appeared to be in the.wrong directlon'whlcg may o

;“Ovérall Level of Adjustment"® ténded‘po be placed %p ~the

&
-

have been a fjunction of :chance effect, the discrimihant-

f,analyéis statlstlcal procedure was. not applled to these TAT

data. - °
.( L

 stdong Vocational Interest Bla“ri»k (SYIB)

‘ The means, sianaard dev1atxons, and unlvariate F ratlos
. % A‘d 1‘ = B 4 *
for the varlables of the S#%Bi re shown in TabY; 28. Thése
'*results 1nd1cat§ that none of the variables oh the SVIB,
. ) - g . i

when considered independently,_fsignificantly discridinatev

Smong the. groups. - The best discriminating variables were
"Art®, "Dentist", ®"Physician®, and "Biologist" on which the
v ' ’ Y .
high performing group‘tended to score lower than the other .
SR E . ' '
oA
7
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. J AS
B Table 27,
.' ’ ) % “"’-‘
ﬁ Group Means (Standard Deviations)_' }f”-
V. and F statistics for the TAT B o
! /
T ,
AT High JAverage Low :
ard ‘Level Level~” Level - F
o Performers Performers Performers
» 1 R T S
TAT card 1 I 6.95 (2.95) 8.13 (2.20)| 7.79 (2.01)[1.45
‘ _ | » b I |
TAT Card 3 I 6.57 (2.17)] 7.22 (1.83) 1 7.26 (1.62)| .80
LR i ! ) l I | :
T%@*Card 4 b 7.12 (2.26)} -7.48 (1.16) | 7.47 {1.58) | .31
' 1 N R I co l
TAT Card 7 LA-32 (2.11) 1 8.17 (1.72) | 8.21 (1.51)11.56
| N g I | ' o
. TAT Card 13 f:7.32 (2.56)1 7.65 (1.53){ 6.84 (2.12)} .79
TAT Card 14 | '6.90 (2.40)| 6.83_ (1.85)| 6.63 (1.42){ .10
’ ' o - | _ | |
" TAT Total 181.79(11.72) 1 45.22 (6.95) |44.26 (5.78)] .89
Score { , I N I
-0 /< “‘/ *
* i
groups. Y

: ﬂ.
'When the multlple dlscrlmlnant analy51s vas applied to
o

the data derived from the SVIB near perfect group predlctlon

a

L]

occ*; ed as shown 1n Table 29. ThlS dlscrlmlnatlon results.

-because the unlgue dlscrlmlnatlng power of each varlable vas
con51aered in 1ts relatlonshlp 'to the other varlables across

» .
tVO dlscrlmlnant functlons,‘

®

The F ratios for the discridinant functions develogsd'
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Table 28 'Y

»

Mnans (Standard Dev1at10ns) and F Statistics.
for the Strong Vocational Interest Blank

Interest Average

High Low, . : :
Area Level Level Level ‘ F
Performers Performers  Perfotmers
o ” . C ks .
o = | [ o I
"Public - 155.45(15.51) (56.59(10.11) |53.74 (7.07) [0. 31
Speaking | I I o |
: ‘ “ -1 | 1 R
Law/ B 156.85(15.23) {56.59(10.11) [53.74 (7.07) 11,01
Politics | a ‘ ! | 1
. ! | e | b
Business 152.40(14.29) 153,68 (9.22) 150.37 (8.63)10.47
Management | . | ‘ | I ‘
, | : I - | 1 -
Sales 151.25(15.10) |52.41 (7.87) {52.48 (7.94)10.12
' P - L -
Merchandising |50.85(14.51)152.32 (9.04) |49.63 (6.02) 10.34
S | : | : | o . 1 ,
office. m-09~15(13.37)|52.55 (8.93) {50.68 (8.95)10.54

. Practice N 1
Technical {49.%5(13.686) |50.50
Supervision { Con .

S ' |-

Mathematics - | .

" . . l a
Science i qu8.09
Lo | ' IR B .
Mechanical ,*146.80(14;87)|50.91
, S !
Nature 8%, 35(13. 89)|a9 05

o 4:/-3 ' '
Adventure = |60.05(15.22)|63.14
2 : , A |
Recreational {55.50(14.52)(59.09
Leadership | T : |
, . | |
~Medical . : 153.05(¢(13.52) 153.96
. Service [ |
] . ' [ : |
Social -) . NoB.u45(15.88) 163.77
Service ' ,i\v : | -

(9.39) |48.53.

. 1
(9.92) |47, 26,

(6.93) [47.21

.
(8.03) |64.95

(9.08) 158.84

(9. 28) |%{%/21“

}7’

' It
:(7 ]8)}61 .58

S S
(9.97)147.00(10.47)10.48

e

(9.95),10.08

(8-32) 0. 44

|
(7. 80)|0 84
(7 6U)|O 73

i
(8 1691 1. 00

I
(7.07)10.71

. , R
(6.77) 10.22

.v'
o
(9.83)11.14

'w“‘av//"

. \\ : '/,/, .
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Table 28 (continued)

]

Heans(standard Deviations) -and F StatlsthS
for the Strong Vocat10na1 Interest Blank

.Interest " High

" Average

Low N
Area _ Level ‘Level Level F
: ‘ Performers

Performers Performers .

W

——

. | o
49.15(14.65) 148.59 (7.36)150.79 (8.35)10.23

i
Religious - |
Activities | _ | i I
‘ . ‘ ’ l . ) [ l l
Teaching | 52.65(14,21) {54.96 (7.26) 56,05 (6.59)10.60
| | | |
Music |45, 70(14 14) j40. 00(10 32) |43.16 (8.57)10.95
. l | | N :
. Art S ]us. 35(12 82) |52 23 (8.0M) [467.11 (6.37)]3.01%
g | i ' A A 1
Writing “ 151, 45(14 17)|51’18 (8.91) 150.74 (7.08)(0.02
‘ | | ‘ i . ’ I
‘Dentist 119:35 (8. u1)|23.u1 (9.09) {24.74 (9. 17)|1 97
: o l | |
Osteopath , |26. 70 (9 13)|28 36 (8 71)|30 74,(7 23)]1 13;3
' L . |
Veterinarian 127 80(11 92) {29. 41 (7. 33)|38§?1 17 7u)|0 33
: : |
Physiciayg . |21 30 (8 %) t21. 55(11 2t) |26, QTV(S ou)|1 82

Psychologist ]19 M3(11
o SR

Biologist 116‘10(11
-

Architect ';,~|15 10(10

" |
Mathematician |10 00 (9.

‘Physic;st*

” Englneer

1Productlon
Manager .

N

———-—-———-—————_..
TN

S

Army

S

oy

3&}118.u5.(8
¥,

%a)|1!@82 .
b

03)|18 36‘(9

e
sa)|11 82 (8.

l .
19.20 (9. 42y 9. 87(10 90)|11 u7(f@-00)|0®26

[ 4

i
1

21 60(10 75)|22 14 (9. 93)|23 05(11 20) 10.09

2 al
08)|20 95 (6.38)10.41

| :
16)[21 58 (8 18)]1 58

70)|17gpm.(7 65)|0 67
1 _

88{%13 1% (7 74) 0. 64
"8,

ROY
A i |

{
15.60(12 70) {15, 22(12 98)]18 05(12 gBQIO 29
| ,

17. 20 (9. 7“)[}8 09(13 05)|18 16 (9. 91)|O 05

| | ,
30 70 (8. 61)|31 18(11.07)]28 58 (9 20)]0 40

1 ' :
130. u5(11 77).129. 36(13 38)128.21 (9.38)10.18 ,°

N o
b

iThis is the largest F ratio.

o
<



Table 28 (continued) .

Means (Standard DeV1at10ns) and F Statistics | °
for the Strong Vocational Interest Blank

'Hember , /|

. Interest. . ' High Average Low
Area Level , Level : Level JF
. Perfq;mers Performers  Performers
Air Force |3a 40 (11. 05)135 T4 (12-15)133.95 (7.0, 8
officer | : | , { 1
Carpenter 120. 60(11 48) | 25. 36(13”77)|24 32(11. 16f10 86

Forest Service|26.05(13. 33)|31 36(11. 55)|31 79 (9.32)|1.54,
Man - , I . | |

{
| ' _ i ( ', ‘ I

e l.. |

Socxal Sc1encel3u 00(11 56)!38 09(12 15)|36 68" (8,39)| ’

,Teacher ; | - b % p
' o I " % /I

School' [20. 20(11 67)|20 00(12 78k#;8 &4 (&.35)|o 08
Superlntendentl |
| ' i I
Minister - | 15.45(10. 95)|19 u¢k13 92)|1s 21 (7. 50)|o 15
EERT | | | i
Librarian . |21 25(10 73)|25 09(11 65)|2 79 (8. 01)|o 74
5 P AL

AttiS@Wa;“ BV |19 65 (7. 61)|21 59 (7 90)|?2 79 (6- 81)10.88.

L . , | o 15 |

A

e &
-ﬂ:?

: » | S s
t33.65(12.83)|3it95(15.37)|32.53(13.23)10.16

Farmer w“um|27 70 (10. 72)|31 18 (8. 65) 130.74 (9.81){O. 77
3 [ | | ,
Math-Science |25.25 (9 36)]29 91 (9.5) 128.58(10.80) ] 1.25
Teacher ! T ” 1 ' - :
S | L ' I 1
Printer 31. 25(10 71)|35 00 (9.30)132.74(10. 28) (0. 74
o [ |
Policeman 137.05(11. 59)}38 68(11.00) | 39.53 (¥x.26
e . .A l ‘ l X Ky"‘
“Personnel {130. 05(11 79)133.09 (12. 53)|27.
Director , | . o : I ol
| |4 . | L
Public 137. 95(13 uu)|39 77(11 75)|3ﬁn :
Admlnlstratorqb @ i 2o 1 s
| 7 i = b I :
Rehabilation |35.u0(12.53)| 2.1u)|33.58(11.05)|o.19 s
,Counselor N T ; L, : 1 -~
. i o | Cq
YMCA Staff . -36. u0(11 56y| (11.31)133.58 (9.73)10.43
’ | &% ¢ P )
|



> . Banker
. Pharmacist

Funeral

*plreﬁﬁﬁi
Sales‘uanagér

Real Estate
Salesman

. R .
_n—___.._.-——_—_—_——.—.——-——-——'-———.—'———

¢ . ' .

|
27.00(10. 08)|25 55

4
29 75(10 12)|29 73

|
. 1
26.20(11.05) (24.46

, |
: 34.85(11.36)|34.23

i i
Life Insurance|27 §§%11 3u)|27 14

Salesman 5

AdvertiSing
Man -
Lawyer

" Author-
Journalist

~ President- g
Manufacturiag:

N
(N | .
127 .Qs (9. 14) | 25. 86
R o

I o
127.15(10.76) 127. 14
| 1,
126.75 (9. 3u)|26 09
[ - | '
| l \
118.10 (8 85)]17 09
i |

I |
23. 80(10 11)|26 64 (12, 98)|25 42(12 68)|0 59

|
10.40

\

7. ué)gzq 79 (6-69)

(6.. 75)|z u7 (8. 21p|o 01
g l@f : l
|
&)

-4
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Table‘28 (continued) Ry
: Means (Standard Deviatigns) and F\Statlstlcs
for the Strong Vocational Interest Blank
~Interest High _ Average Wfﬁ#fLow'v _ .
Area . Level Level i Levelw F
Performers Performers Performers '

, Wb - 1 e .
Musician - 27.70‘.9.34)]30.09‘(7.16)|31.21 (8.09) [0.94
Performer : N . l R i ,

. : , ¥ | : ¥
Music ‘26. 80 (9.4 +36(13.02)127.58 (7.68)10.33
" Teacher . | | . I “>
S i [ o
C.P.A. i 19.60(1T.24)|19.82 (9.52)]19.90 (7.54) 10.01
- owner: ’ | ' . | _ {
‘ Co l { i
Accountant 23 70 (11.08) 125.59(12.36)|21. 11(10 27) |0 BQ
: ' - I l '
Office . 30 60(11 85) | 32.86 (10. 7“)]29 21 (7 31) {0.66
Worker 4. o | : I
. o . I l ) l '
Purchasing 29.25(10.07) 131.09 (9.07) |29.16 (5.98)|0.34
Agent ' v , | - |

(. 63)|2u 26” (8. 20)|o 28

(5. 61)435 58 (8. 80)(0 2

(6.54) 12879 (10.38) %5 ‘

1 - |
| |

(8 52$|25 47 (8 aa)|0 27
1 o

1 |
(7. 1u)|29 21 (7. 73)|o 3

>

|
(8 3Q)|27 37 (6 18)|0 t?
RN |

0 Lo
.(9.02)]1#.74'(6.11)|0.87

!

[
Y

G
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‘IW5§§, : Table 28 (continued)

Means (Standard Deviations) and F Statistics
for the Strong Vocational Interest Blank

n . . . N

Interest High Average ~ Low
Area " Level Level ' Level. F
‘ Performers Performers - Performers

. a .

Credit Manager|34.35(13.63)135.14(11. 55)|32'00 (8.94)10.40

. I | | |
Chamber of 136.95(12.25) {37.41 (8. 74) 134, 36 (9.47) 10.51
Commerce Exec. | [ | o

' : { . » { - ‘. | o
Physical |u1.35(12.70)|a2.1u(12.68)[EE%41497;25)|o.u0
Therapist ¢ , { : N ]

(. . L
Computer {24.85(10.11) §26.41(10.78) |25.84 (8.90)10.13
Programmer N R 1 S

. z - R 5 | .
Business Ed. ™{34.90 ('13;2U)|%.96 19.69) (34.00 (8.14)10.43

Teacher 1 o |
| n I

‘cOmmunlt‘ L |37 50(1u 62)|39 36(10.48) 137, 37 (9.91)10. 19
:Reéﬁx . : : :

138. 85(15 01)|39 82 (8. 13) {40, 79 (7 .87)10.16
! | ‘J PRIRES I

o ) { o | . & . “y‘ e B

38.00(12.04) 40450 (7.98) 138¥84 (9.96) [0.34

<&
:;L

.—..—-.————‘———-———_-—————.,——h\

. Aca¢em;g
Achievement

Age Related

" = 4 1 . o
Diversity of 54.75(16.05)|61.£p'«8.43)|57.37“16;24)|2.04C

Interests ’ oo |

, C . l ‘ N ' T

Masculinity 58.85(16.17) |60.36 (9.16) |60.90 (7.59){0.17

X . ‘ A , { ! .

" Managerial- 34,00(11.40)}35.86 (9.31) {31.95 (9.36)10.77"

Orientation : . 1 : : | ‘

Introversion, . 35.90(12.07)139.78(10.31[|y1.21 (9. 18) | 1. 31
Extroversion T ] i ' |
: MR s | o

Occupatlonal 48.95(12.55)1&6.91 (6¢.13) 149.53 (5.93) (0.52
Level E { . |

i i 1
Speglallzatlon|37 u0(16 07) 139. 00(13 u5)|37 37(12 05)|0 15

1 |- | (-
.lez 133.55(16. 07)|33 00(13 u5)|29 63(12.05) 0. 4s
Pedcentage l i , | , : |

. o I (-
Indifferent |34 90(18 91)[“3 95(16 26)|40 63(18 23)[1 37
Percentage ' | o ‘ (i
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Table 29

_ Prediction Results
of the Strong Vocational Interest Blank

s

. - o .
-— - - —p—

Actual . Number Predictead Group-Membership
Group ~3 of ' ‘
- Membership - Cases Group 1 Group 2 Group 3

Group 1 20 17 . 5

]

High Level 85.0% 10.0% 5.0%
Group 2 22 0 22 .

; Average Level ’ ‘ 0.0% . 100.0% 0.0% ‘
Group 3 19 2 0 17
Low Level _ : 10.5% 0.0% 89. 5% '

R ' S
N\ ) Do L4

~

Percent of Cifeﬁ Corréctly~classified: 91.80%.
R s

. e

PR e
ﬁ“?%?%&;

5 ) R L 7«}
e

Ry

feo o 50

are as follows: 4

£2.61, p<.01
'=3.34, p<.o01 ' P
'=1.81, p<.05 -

=2- 92,{" p<- OS.

Theay results 1nd1cate that"uhen the following varlables are

-

'taken in the order shown 1n Table 30 the three groups can be

’31gn1f;oantly dlscrlmlnated from veach ’other. . The

groups. .‘Ii should be noteq ~that fQ\Efend appears which

Ty



Table 30

order of Variables Selected

in SVIB Multiple Discriminant Analysis

172

STEP . VARIABLE .
NUMBER ENTERED* ) REMOVED*
1 Art
2 ‘Religious AﬁlVltleS
3 Physician ,
4 Social Service
5 Dentist
6 Military Act1v1t1es B
7 Music '
8 Law/Politics ST
9 Business Hanagement
10 ~ Librarian
11 -Writing
12 Personnel Director -
13 Sales _
14 S o Business Management
15 Psychologist '
16 Mechanical -
17 . Policepgan s .
18 . o * Military Activities
19 YMCA Staff Member , I
20 Physician .
, 21 Public Speaklng : . L '
22 Teaching . :
23 Biology 0
2&”( Farmer : ;
25 % Psychiatrist C
26 W,

BN
~

Engineer

-YMCA Staff Member

-

*"Entered” and "Removed" indicate vhich‘variables
are being included in the grouping of variables
that are used to discriminate performance levels.

§
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suggests that those' having higher interests in the
professions (as represented by "dentistw, "physician", and
“bio%igist") tend to have lower performance ratings.

lv

Cornell Index -«

(@

’

: . : . N
The means, standard deviations, and F statistic for the

r

one varjable on this test are shown in Table 31. Although

, P

these, results .are  not signifioant}' they - approadh
significance (p<.10). It is indicated that the " high 1level
‘performers tend to have fewer physical complaints than do

the average and low level performers.

o |

Hostility and Direction of Hostility QuestionnaireéLHDHQ)

The wedns, steudard degaetions, and -F statistics for
the twoh‘uariables on . this test that Were considered

are

("direction of hostility" and "amount of hostility")
; ~ o o . »
~shown Tin Table 32. No significant differencd red

among the three groups on these test vag%ables. It, "should

be noted that the "dlrectlon of hoszullty" varlable shows
vthat all three groups direct hostility sllghtly outward (the
"direction" score belng greater than zero). It has been
reported by the authors .of this test (Caine, Foulds/ ‘and
Hope, 1967) that normals tend to score in the extra—pqntive

. -

»\dlrectlon as has occurred in these results.

\
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Table 31

Group Means (Standard Deviations)
and F Statistic for the Cornell Index

2

-~

Cornell High Average / Low :
Variable Level Level Level . F

Performers Performers Performers

i T | l | -
Cornell | 1.26 (1.28) t 3.17 (3.05)1 2.26 {2.58)13.11
Total ’ | | ’ 1 ) |
v

\ ‘ : Table 32

\

o rm———

Group Means (Standard Deviatiqns) and F Statistics
for the Hostility and Direction of Hostility Questionnaire

[ v

Hostility High - Average Low
Variable Level Level Level F
Performers Perforpers Performers

. P )
, : | ' | : | i
birection of -11.63 (3.40) [1.70 (4.45) 11.26 (3.00) .08
Hostility- . | o i o) ‘ I ¢
' .

o i I 9
Amount of - 17.68 (3.71) "}8.39 (4.14) |9.53 (5.64) - 1.80
Hostility { . . - |

Vo
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Wechgler Bellevue Vocabulary
b .

D -
PO

y o The means, standard deViatiOns,land F statistics for

the one variable from this test are shown in Table 33, No
signif;cant diffefence occurred°acrossythe three groups for
thié tést variable. These grOUp:éveragé scores fall \within
the . average range accor&ihgfto the hormati?e data supplied

with this test.

Califorpia Psychological Inventory
\ ) ‘

The means, standard deviations and F statistics for the

18 variables. of this‘test are shown in .Table 34. These

results indicate that 8nly. one of the 18 variables on this

,underlie‘and lead

test significantly discriminated-amodg ‘the. three groups. It
is reported that -this 'ﬁariable; "Capacity for Status",

measures the " ®personal qualities ‘and attribhtes which
. . o

to status" (Gough, 1956, p. 10).. The best:

5

policemen, as rated by their sergeants, score highesg on

.this ~ variable when cogpared with‘average-gnd low performing

: avaiiéble variab

- anx

policemen. . .

-
A multiple;discriminaht'analysis was applied to the
data for the 18 CPI, variables. The analysis reached maximum

separation amon the three groups by using six of the 18

These variables were: "Capacity for

status", “Intéiiectual efficiency",'"Tolerance",j"Achieve-

went via independence", "Sense of ‘well-béing", - nsycial-

&
t

L
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. i
Table 33 ) o

* . . wf

I Group Means (Standard Deviations) and
‘ F Statistic for the Wechsler-Bellevue Vocalmulary

2. — V4 . N
. - . 5 T T N
Wechsler- High ~ Average W Léu
Bellevue . Level Level - '7 | evel - ( . F
Vocabulary . Performers ' Péerfogmers . erformeré
Ty TN T
Raw Score 128.65 (3.86)127.64 (3.76) 425511 (4.0u4)|0.78
; | T | — 7 ~\: -
g ) - . ' o * - w \\‘
ization". The discriminant functions which were 3enived

resulted in a correct classification of 62.30% of the  three
performance groups. The classiﬁicatiohs as they occurred

are shown in Table 35.

4

- Bhe F ratios for the discriminant functions developed

¥

“

are as follows:

2

F aéfosé ali groups, F =2.29, p<.01 . :
- ) Group 1 and Gtouphz; F =2.22, p<.10
k :,ngﬁp 1 and Groué 3, F =2.97, p<.02%
Group 2 hﬁ% Group 3; F =1.80, p<.25.-

©

- s

.7

only “discriminates

'

The résults indicate tﬁét the’

significantly (p<.05) between groups one an%'nthree.i This
test is best used as a(mere general écreeniﬂg.deﬁice which

V)Hiil separate only the besd performers from the poorest..
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" Group Means

(Standard Dev1at10ns)

Table 34

andg F

Statistics,
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-

&

*p< .05 4

fl

for the Callfornla Psychological Inventory 4 .
. ¢ £
CP1 High Average Low- ‘
"Variable Level Level Level F
'Performers-' Performers Performers

'Dominanco |57 37 (8. 94)]5“ 57(11. 8&)]53 00(13 211
. A t : |
Capac1ty “157.21 (6, 78):52 }m (7 63)|51 11)(8,01)13.42*
for Status 1 i oo i

g : N - [ . 1
‘Sociability 157.63 (7;33)155{56‘K8.03)]55.84 (7.78) | .u2

d , 4 o l ‘ |
Social [60.74 (5.82)|56.61 (8.33)157.95 (6.50)11.81
Presence r | N o {

' : o | . oL b | |
Self- ‘ |59;53-(7.19)|56.7u {(8.10)156.26 {(8.51 1 .10
Ac&éptance | | | i | :
§ ~ | N i oy e
Well-Being -157. 90 (6.01) 158.52 (5.95)155.21 (9.00) 1 .42

| . ' I : i |
Respon51b111ty550 84" (7.40)151.87 (7.49) [49.79 (7.21)] .42
| | | ' | v
Soc1allzat10n {56.84 (6.04) |54, 74 (8..72) 152.90 (8.43) ] .2?:
o | o | S |
Self-Control [57.47 (8.01)157.30 (7.61)155. 74 (8.88)1 .27
| P - S
Tolerance |57.53’(6 19)15U 13 (7. 09f153.3q (7.63) 11.81
' | | | ce s ]

" Good . 159. 00(11 05)|59 70 (10. 3Q)|55.8Q(10.80)| 272

Impression ;| | A ' I
. . ' . . ' i ‘x‘- ' 4 K ‘\ ’
Communality 156.05 (6.96)]55.u3t(5.1?)157.78 (5 16) 1 .91 .
' I ' { : RIS 4 IR . b
Achievéement {58.58 (6.45)]58365 (6 2T)|55453 (9 81)|1 0%
via | [ Rk SRR | '
Conformance | o I |
o \. A S B -
Achievément . 158.21(10.00) | 54,48 (8.39)153.95 (8.93)| «10:
via : | | : R ¢ |

-Independence. ‘| » N P { 1

' o P , 1 P s i
Intellectual( }56.11‘(7.30)151,26 (9.50)15u4.84 (8.56) | 1. 83
Efficency ¢ . " { ~ !

- b - -1 ' {
Psychologlcal |55.8u‘(6,90)156.48 (7.08)156.68 (7.46)1 .07
Mlndedness T I | : | :
B | “0 : v A I
Flexibility |48.00 (9.90)]“9.09(10.80)|49,11 (9.30){ .08
LT L o i
Femininity 146,84 (9.01) {49.74 (9.68) |46.84 (8.69) (| .71
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‘.‘.. *’
FT . | . o
: Prediction Results ofpyle
California Psychological Inventory L
. Bctual” ,’Number'f/predicteQZgggag'gembership
'Group of , A
Membership . gases Group 1, Group 2 Grﬁupa3
N ) '.:L ‘J“ " ‘ . / .
A
Group 1 20 12 3 8
High Leval 4 63.2% 15.8% 21.1%
Group 2 N 22/ 5 14 4
Average Level _ | 21.7% 60.9% 17.4%
"Group 3 B T 2 5 12
Low Llevel : 10.5% - 26.3% 63.2%

S

¢

Percentage of Cases,ClasSified Correctly: 63.30%.

e

Al

\

rs

The Situation Tests and the Three-Minute—-Tests
£

Table .36 shows . the means, i@andard deyiatibns, and

independent F statistics for eacty of the six tests. ﬁhly‘

one

of the Six

tests,

"Directions",

significantly

discriminated among the three groups. The three~miggfé—£est

.

‘second

"Horld" ‘was very

=,

?

achieve.

-

-

~g

recruit class Eheu reduced sample size' (

B 2

close to significantly discriminating

,(p<.ﬁb) but because this test was-only administered. " to the
2 : ’

n =28)

.probably made ﬁhe significance level more - difficultr to

3
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Table 36 o
. b‘&:”l f -

Group Means (Standard Deviations) and F statistiés
for the Situation Tests and the Three-Minute-Tests

“

-

Test ' Higp o Averade . Low
Given Level : Level - Level F

‘ Performers  Performers Performers
Lawnchair 2.60 (0.70)] 2.40 (0.39)1 2.41 (0.87)10.59

Directions 3.16 (0.47){ 2.71 (0.52)f 2.61 (0.90) |4.03%

I | I

|
|
.
) |
Lifegaurd §2.69 (0.95)192.96 (0.54) t 2.42- (0.87)10.84
: -l ‘ i | .
3MT-People ] 2.€8 (0.56)1,;2.55 (0.65)| 2.36 (0.82)]0.97 "
{. -\ i | |
Dog | 3.14 (0,45)A12.89 (0.46) | 2.96 (0.90)0.62
i L | — I
3MT-World } 3.37 {0.57)}.3.12 (0.68) 2.45 (0.77){3.23
: | | . - o
*p<.025 o
* v‘ r N - /“ . ‘ ‘ " & - .
The situatioh tests cbncerning .areas of conflict:
(hLawnchair", "Lifeguward", *#Dog") did rnot sucdessfﬁlly”

discriminate among the berformancé broups. The tasks which
requi§ed‘ verbalizing in the presence Cof little or. no
conflict . ("Dirgctions", ' '"3MT-World") wepe the best tests,n

concepts, his

The candidate®s ability to express abstract

i

level of maturity, and Abilify in verbal ¢ommunication, .are
Qevelopmehial aréas more obviduslyiobservedvon these tests.

3

The multiple discrimipant,analysis/ffor‘ the sitlation

teétsj;;dZthe thréé'hinuﬁe—tests achieved maxinmum separation

“;ampng‘?hekgroups with the use of omly two of ‘the six tests.
jhé s"Directions" sitwation test and the "Worla" three-
- o
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minute—;est were the fwo cgnfributing variables used. éhe
other testé‘addgd no additionai unique discriminapioﬁkpouer
to the fﬂo\?iécrimiﬁant functions detiVed; ‘The predicted-
vgroupf mehbefship as  compared with cheuiactuai gfoup
membership (highslgvel perforﬁers,_avef%ge'leVeB’perforhers,

and low level per?ormerS) is shown in Taplé 37..

!

~

3 . -

The F -ratios for the discriminant - functions devetoped

are as follows: 7 ' ' \
- " . ‘ “ ' : . > L [

F across all groups, F =3.42¢ P<.01
Group 1-and Group 2, F =2.82, p<.10 ! -
Group(f and Group 3, F =4.62, p<.01

Group 2 and Group 3, T =2,96, p<.0S.

These results indicate that when the MDirections" anpd’

"World" tests are cdmbihed; grdups one. and thrée°and groups

3

“two and three _c%n be distinguiéhed; This implies that

AN

-

futufe job peerrmanée at the middle ind lower ' end of the.
job skill continuﬁmfc§n'be préqigtedawiﬁ§ these two tesfs.

It is cléa: fﬁgt group three can be diéc#iminéted:frOm both
”,of the other grdups wifh this fest::_:

°

General Analysis of The~Bést Teét Variables

N
S

The groups of Variablés'that we;é wsed in a'mhltiéle

discriminant analysis . for SeparateﬁJ tests (In&omplete,

Sentence* élank,ﬂ Drau—a—Peréon(} Strong Vocational Interest
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Table 37 -
, Prediction Results of, the ' _ .
Sltuatlon Tests and the Three- Mlnute Tei{s
Actual . Number Predicted Group Membership
Group of - _
Membership Cases Group 1 GroupA2‘ Group 3
Group 1 20 . ) > 5 6
High lLevel 45.0% 25.0% 30.0%
Groupld - 22 5 ;9 B B
Average Level ©22.7% 7 40.9% ~36. 4%
" Group 3 . - 19 7 1 1 f
" Low Level |  36.8% 5.3% 57.9% B
Percent of cases correctly cldssified: 47.54¢% *

P O 3 . 1

J

4Biank,~Califronia PsyCHO‘ogical Inventory, Situation Tests-

+

# . . . o
~and .Three Minute Tests) plug- individual test variables that

-~

had not been included in a previous' muktiple dlscrlmlnate

r/_'_\

/analysis (Wonderlic Total Score, Number, Wrong on Wonderllc,
_ , ‘

Cornell Index Score, Total Hostility Score, Direction of

) Hostility Score, Wechsler 'Belque' Vocabulary Score) were

o

included in a large multiple dlscrlmlnant analysis. The

-~

'Scores for the- Thematlc Apperceptlon Test were not included

because the ' dlrectlon ~of;A the” dlfferences appeared

{
;

(1n51gn1flcantly) to be in the wrong dlrecglon..

The predictidn table for tbls analy51s of the best

-

v‘rlables in the test battery is sbown in Table 38: Only
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K
”, -

one subject was misclassifigd when the larger analysis was

applieévxo the data.

PN
A

- The F ratios for thejdiscriminaht functions ”qevelo ed .
are as follows: ' : ' - %

'F across all grouﬁ%, F =4.12, p<.01

L 5 . e }»’\

Group 1 ahd Group 2, F =4.43, p<.01 :
Group 1 and Grbup 3, F ?3.67,-p<401

Gioup 2 and Group<§,°F =4.31, p<.01. =

-
s

éignificant,difﬁerences occurred between all pairs of groups

: . -
and among the three groups.,.

-The stepwise multiplé discriminant analysis begins by
. selectlng the. 51ngle best dlscrlmlnatlng varlable accordlng
to the preselected crlterla (sergeants' ranklngs in squad).
Then a second varlable is selected as the-variable hest able

to 1mprove the dlscrlmlnat10n>between the. groups,’hThe third -
and succe531ve varlables*‘”Ee selegﬁed.accqrdlng to their
ablllty to furthur eontribute to discrimination. dmong the

. groups = (See VNie, et al. Statistical Packege for the ‘Social
SEiences, 1975, p. 436)." The‘veriables were selected in the
fdlloning,ordef as»shown in Table'39. It can be n@ted<:§Eat
'the"beSt,‘test to dlscrlmlnate ~among = the groups was ‘the

; vﬂDirections"v51tuatlon test folloved by *ﬂgmmlss;ons" 'from

the Inéohple%e Sentence ‘Blank and “Arms" of the Draw-a-

Person. These variables are very dlfflcult to fake and.

11
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Table 38

Prediction Results for the Best‘Varlables

'ﬂ‘iﬁﬁ , o of the Test Battery
Actual Number ‘Predicteg_Group Membership
Group of - : ,
Membership Cases Group 1 Group 2 Group 3
\" Group 1 20 19 0 1
Y High Level R 395.0% 0.0% 5.0% .
Group 2 - 22 JE; Q“;?l 22 0
*  Average Level o 0{5 it 3 100. 0% 0.0%
’ vl S Y - %”';/‘ ?. L P )
Sroup 3~ lwﬁ(?*?i RPN 19
Low Level UM E M t\f 0.0% 100.0%
Yy .
A | o
Percent of Cases Correctly C1a551f1é d: 98.36%. ‘ P

.

Probably for this reason are the bestsdiscriminﬁtors,

- The variables. shown in/Table 40 are«weighted so. that
the groups. can be max1mally ceparated ' This _ separation
occurred with the .use of two dlscrlmlnant functlons. The
plottlng of the mean dlscrlmlnant functlons scores for the
three groups is shown in 1=‘1g;hre 1. These centroi‘s (mean
dlscrlmlg%nr function scores) 1nd1cate that Group 1 'éhd
Group 3 are highly 31m11ar on Functlon 1 and qulte different
on Fpnctﬁfn 2. Group 2 differs from both of the other
groups oh}both functions{. If the concern in the selection
“proces§ is ‘primarily‘ not _selecring Rembers from Group 3,

then noting the indi iduals who scored higheést on Function 2
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Table 39 '

. Order of Variables Selected
in:.Test Battery Discriminant Analysis

+

* STEP VARIABLE . ,
'NUMBER ENTERED ° C REMOVED
1 Directions, Situation Test
2 Ommissions, Incomplee Sentence Blank
3 - Arms, Draw—-a-Person ,
4 Social Service, SVIB @ '
5- Sheet Position, Draw—a:Person
6 Tolerance, CPI
7 " Sexual. Identity, Draw-a- -Person
8 Waist, Draw-a-Person
9 Psychiatrist, SVIB
10 Line Quality, Draw-a-Person
11 Achievement. via Independence, CPX
12 'Hell-Being, CPI
13 Chpaq1ty for Status, CPI
14, Socialization, CPI
45 Mechanical, SVIB
'1@ Physical Therapist, SVIB
1 o ~ w "
18 - ‘Psychologist, SVIB e
19 Librarian, SVIB ° .
20 Placement, Draw-a- Person
21 N - World, 3MT
22 Sales, SVIB i
23 Liking Non-Human, Incomplete Sentegqce Blank
24 Dentist, SVIB
25 Personnel -Director, SVIB
26 Writer, SVIB * - :
* 27 Psychiatrist, SVIB
28 Sales, SVIB
29 Achievement by Independerice, CPI
30 Neck and Chin, Draw-a-Person
31 Music, SVIB
32 Facial Expression, Draw-a- Person
33 Wonderlic Errors _
34 ' co- . Shoulders, Draw-a-Person
35 Policeman, SVIB ( :
36 Identity, Draw-a-Person ) .
37 legs, Draw-a-Person - (
38 Shoulder, [Draw-a—-Person ,
39 Intéllectual Eff1c1ency, CPI * TN
40 Horld 3MT ,

e
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Figure 1

Plotting of Group Centroids

~

Function 1

+
<4

*G1(~1.03,+0.74) ®

*G3(+1.17,+40.61)

[=]

%G2(-0.07,-1.19) : j

{
—

-

e e
—

|
N

-1 0 +1 +2

Function 2 f\

N
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would allow the best prediction power for this type of

selection.
!

Defining wﬁat qualities are measured by ‘the_
disc:iminanf functions can bhe determined by observidg the
standardizéd di;crimiﬁan£ wWeights (which are uséd as the
multiplying coefficients to determine tge contribution of
each variable). These weights are shown in Table 40. High
loadings on Function 1 show that an dinverse relationship
exists ‘between Function 1 and ‘"Librarian" (SVIB) and between
Function 1 and "Arms?" (Draw-é—Pefson). High :scores on
Function 1 occurred for both the high level performers and -
the . low level\ performers. It is indicated that those who
s;orq high on Function 1 have low interests in the fields of
“librarian", "déntist"; eand‘ "psychologistn . suggesﬁingb a
lacking of inclination towards these types of pr;fessiops. e
'Fuﬁction 2 has high poSitve ‘Wweightings on the variables
"phygic;l théfapist"\\(SVIB)b and #"dentist" (SVIB). Lbf
scores on Fuﬂctioh 2 occurred for the high level performers.
It is indicated that high level " performers have leSSer
interest in these éreas then do the 15w levélaperformerﬁ.

a

This 'suggests a dedication to police  work that is not

interfered with by interests in other professions.

a

‘
. =
. . .
N . >



o

\ ) Table 40

|

Standardized Discriminant Function Cbefficieuts

for the two Discriminant. Functions

VARI ABLE

FUNCTION 1 'FUNCTION 2

-

Directions, Situation Test
World, 3MT .

Sheet Placement, Draw—a—-Person
Sex of Drawn Person, DAP

Line Quality, Draw-a-Person

Neck and Chin, Draw-a-Person
Facial Expression, Draw-a-Person
Shoulders, Draw-a-Person

Arms, Draw-a-Person
Waist, Draw—-a-Person
‘Legs, Draw-a-Person
Liking Non Human, '
Incomplete Sentence Blank

k)

‘Response Omitted
Incomplete Sentence Blank

Mechanical Iaterest, 'SVIB
Music, SVIB
Writing, SVIB

Dentist, SVIB ‘ .
Psychologist, SVIB
Policeman, SVIB _
Personnel Director, SVIB
Librarian, SVIB

Physical Therapist, SVIB
Number Wrong on Wonderlic
Capacity for Status, CPI
Well Being, CPI
Socialization, CPI -
Tolerance, CPI

Intellectual Efficiency, CPI

~0.15231
0.07148

0.43290

-0.45893
-0.32751
0.55769
0.23868
0.23868
-1.11066
0.71308
0.18942

0.45119

0.14936

-0.73708
0.44694
1. 02440

"=0.93700

—-0.93700
0.52438

-0.91290

=~1. 39356

~0.01412

"~0.17187
0.24101

©=0.03976

—~0.10870
0.05923
~0.4;758

-0.17697
-0.17267
0.27331
.~0.07615
-0.54505
-0.06902
0.22560
0.22560
-0.2768¢€¢
~0.03054
0.28811

-0.19690

-0.51277 .

-0.62324
0.01726
-0.19279
0.50827
0.50827
-0.03993
0.55943
0.35040
0.81977
-0.13789
-0.25565
0.40340
-0.29454
-0.60844
0.05985:

———



CHAPTER TV

DISCUSSION

Intellectual Measurés: Wonderlic_ Personpel Test

&

and_the Wechsler Bellevue Vocabulary.

~—

It.uas'hypothesizedvthat the overall mean of the police
recruits would 'be in the average or slightly above average
range for these two teéts. This hypothesis is not rejected.
The mean scores for the.policé recrqits ran;ed from ~ 26.48

(high level performers) to 22.21 (low level performers). As

predicted these scores fall within the average range, a

score of 26-27 occurs at th® 61.6 percentile, while a scorei

of 22-23 occurs at the 39.2 percentile (see Wonderlic, 1961,
p- 6).

-

'

The trend = for the nufiber <correct, althqugh not
significant, suggests that high berforme;s scofed higher
than average perfbrmefs who scored higher  than 1low
performers. This +trend has ndt been supported in the

.literature (National Crime Commission, 1928; Thweatt, 1972).

‘Thweatt has reported thdt "the very bright men do not stick’

with the force" (p. 62); In this present study most, but

not all dropouts, were placed by their job performance in

the low performance group. This group had the lowest nmean

.

188
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SCOLe !.)n the 1tntellectual measinres.

}

The  Wechsler  Vocabulary Test score showed  that no
signiticant“difterence  occurred  amony  the qroups. A
predicted  the mdan raw scores (27-29) wers: within the above
average range of intblleq(ual funct¥ ioning (average  scale
score of+ 12 on the Wechsler Bellevue, 80th percentile).
Those results sug?ést the following conclusions,

(1) Policemen tend to be above the population

average in intelligence.- -

(2) Little relationship between intelligence test

scores (of this above average intelligence group)

and job performance exists,

The first conclusion substgntiates a general finding that

has been presented in the 1literature survey. :For most

police departments it is reported that policemen tend to he

Aaverage to above average -in intelligence (National Crime

L .

Cbmmissionta 1928; Kole 1962; Métarazzo, Allen, Saslow, and

Wiens (1964); Neiderhoffer, 1967; Fenester and Locke, 1973;

- Matarazzo, Wiens, Matarazzo and Manaugh, 1973). The results

of this study are congruent with this finding. It should be
nb&ed .that ‘t hese good intelligence scores could have been
produced by the présent selection.method of ¢the personnel
dép;rtmeﬁt. A general kgpwledge\questionnaire is given to
eéch applicant and a 60% score is rééuired bgfore further
coftsideration of “the apblican% is allowed,. This screenikng

method may be responsible for preventing those with below

average intelligence from joining this police department.

A Vo
-’

3
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s Conclusion two also supportswprevious research. Little
relationship between intellectual functioning of police
recruits with above average mean intelligence scores and job

performange has been demonstrated in the literature (Dubois

and Watson, 1950; Mills, McDevitt, and Tonkin, 19€6; Bass,

BN

Karstendiek, McCullaugh, and Pruitt, 1954) . <This resu}t'yaé
also substantiated in this préseqt study by the. multiple
discriminant ‘andl§sis ~of - the"entire_ test batterf. The
va;iablei;"number ri§ht" on the Wonderlic and the "Wechsler
Vdﬁabuléty ‘Score" were not good discriminators of Jjob
perfofﬁaﬁqe levels. ., This w&s shown by thé ﬁact that »fhese»
variablést were not> ihclhded‘ in the final» multiple
'éiscriminant analysis, It»gppears,that oncé policemen are

within the 'avérage to above average range of intelléctual

functioning it is other variables that determine the quality

)

of their job performance. - - ~

. . . - P
The "number vrong"fon the Wonderlic was the twenty

fifth , 'variable entered 1into the multiple discriminant
analysis. This measure of carelessness and imprecision in
intellectual - tasks nmakes a wuseful 'but very limited

¢ ﬁontribution to discriminating among different levels of on-
<4 . R i S .

tﬂe—job perférmance. N



\/ 191

The Interest Test:

Strong Vocational Interest Blank
Y o
AN
It was hypothesized that the mean scores for all three

groups on the "pollceman" scale would.be in the 'A! category-’

{(upper . three guarters of the qtiterion' group). Iﬁis

’hypotnesis’cannot-be entirely'»rejecﬁed. The "policeman"

scale peans fall'within the 'B? Category and are similar to
one quarter of the original ‘criterion group (Strong and

Campbell, - 1966) . Cultural dlfferences may explaln why thlS

present pollce group dlffered from the majorlty of the

crlterlon group. It should be remembered that the crlterlon

A

"group' was _made up of American police officers. No

significant dlfferences among the three levels of performers
for the "poﬂlcemau" scale occurred. These!results indicate
that for thlS group of pollcemen the "policeman" scale was
not a partlcularly good measure of job 1nterest or of llater‘

]ob performance.

It was hypothesiZedi that gqood policemen would SCore

higher on mechanical and clerical nmeasures, The . results

indicate +that mechanical and clerical measures do not

discriminate among performance ' levels of - policemen.
"Technical supervision" and "mechanical® interests showed no

differences among the " groups. In' the llterature survey,

dlfferences were shown in.these areas on more - performance

'
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oriented tasks rather than tasks such as the SVIB which is

the paper and.péncil type.

It was also hypqthesized thaf high .scores on
p%ofessional scales (Udent;St", "osteopath", "veterinarian",
"biologiSt",. "architect",“ "physician", "psycﬁdlogist",
"psychiatrist", "autﬁorljbufﬁalist") and the f"di&Ersi%y\ of
inferest" scale wouid ﬁave_ a negative ;elafionship wifh
: pefférmance. This hypothesis iﬁ bnly partially :fejéqted.

AN

It was shown that the scales "diversity of i terests" (a

measure. of dbreadth of interests"), "artv, “dentist"/
"physician', | and "biolégist" were the best univariate
discriminatiors although the ? differences were not
significant. The‘low performers téndéd to have higher mean
scores .on "diversisty ‘of‘ ‘interests" and the other
profeésidnal scales. ° This finding in = part suapports the

hypothesis phat high interest scores 1in other professions
relates negatively ‘;o police job performance measures.

Thesé findings substantiate those of Blum (1964) and Thwegft
(1972) . 'These authors reported that high scores 'in some
professions had  an inverse relationship with later police
job performance measures. Thweatt (19%2) described
Ipolicemgn in, this category as "frustrated profeséionals“.

The results from thigvstudy méy indicate that 1low level
policemen may find policev work fruStréting and thérefore
report intefests and aspirations in areas other than police
wérk. These other interests may detract from their job

performance,
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4lso hypothesized was the belief;thsté high ,performing
’ policemen would have a greater 1nterest 1n soc1¢1 contacts.

i
This hypothe51s is not accepted ‘“No significant results.

occurred in this area. For the scale "personnel director"

the trend was in the direction predicted but the~differenres

g

were far from 51gn1ficant AN s

., ‘ "‘ s
A\

. ' v ~ 0\ ' \
5 N
It was hypothe51zed that the three police groups (the
A

three groups being con51dered together) ‘would score‘ very
-high on the "masculinity femininity" scale.,this hypothesis

is not rejected. ‘This scale‘was developed“bY'comparing the -

. ES

interests of men and ;omen; "High scores on the Men's forn
indicate Strong 'typically. masculine® interests and low
scores indicate 'tyoicall§ feminine' interestsh’ (Strong;
1966, p. 18). The original criterion group of policemen had;
a mean\lof 50 (staadard "deviation ..of 10). The present
results show -a mean of 60 (standard -deviation of 'id).
indicating a’ unique ~interest area_ (which emphasizes
masculinity) for this group as compared with men-in- general

For the purposes\ of prediction, this. scale.’/dié " not

discriminate among performance levels.. { Lo

The multiple"discriminant analysis of the SVIB test
data resulted in near perfect group prediction (9?’80’).

.Twenty one variables were. 1ncluded in the final analysis,

‘the best five variables being'"art", "religious activities",

"physician®, "social service" and "dentist". The value of

the nultiple <discriminant analysis can be seen in the
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+the findings of the .interest test.
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RN

selection of "art" as’ the best disc iminating wvariable.

This variable separated the average performers who scored

B4

N - . . \ ' .
higher than both the high level and low level performers.

The following general conclusionsd are suggested fron

a

3 . >

(1) The hpoliceman"- scale is not a particularly

good measure of policg interest or of later. job.
performance.. , SEA

(2) Policemen do not have higher intédrests in
mechanical and clerlcal flelds as measured by  the
SVIB. :

(3) An inverse relationship between interest in
other professions and job performance appears (not
quite SLgnlflcantly) to ‘exist. 5

(4 Pollcemen do not show a greéater. 1nterest ~than
men-in- general in soc1al contacts.

(S)APeliceméh score very highly on: ‘items
indicating "typically masculine" interests.

)

F="

Personality Measures

Incomplete Sentence Biank

y ’ S

It was hypothe51zed that hlgh ‘- level performers wduld‘

score‘ hlgher on the developmental scales ("Contrlbutlon to

Soéiety"; "Feelings of Adequacy", "Liking for Others",
"Others Like Subject") and lower on the non-developmental
scales ("Harmful Generalizatioa", "DestruCtive to Soc1ety"

“"Feelings of Inadequacy", "Disliking for Others', "Others

[

R

‘¢

P
B
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€

DislikeASubjecr"). No hypotheses were formulated for the-

“séales "Harmless Generalization", UYself Serving", -and

"Response Omitted". .
A = ~ .
This hypothesis can not be rejected for twg scales,

4,

. "Feelings ' of 'Inadequacyh and "Destructive to Society".

Although univariate F scores were insignificant (p<.30) the

. trend was in the expected direction and significant levels
. N

were<approached, For ' the other developmental and non-
develoﬁmental scales concerning the hypothesis in. question
no significant "differences or trends were noted. The ge -

results suggest that .high level performers haveﬁgfewer
. ‘.w‘ ~ . ¥

feelings of inadequacy and ‘fewer' attitudes "that < are in

‘opposition to societal values.

The "Response Omitted" . variable, about which no

hypothesis was- formulated was the best variable on this tesf

: . ) : o . N
discriminating significantly (p<.05) among.the three groups.

The fact that high level performers omitted more senterce
, : o B _

completions: than ,did the other two groups allows for the

following interpretations.

(1) The high "level performers are guarded and
. defensive about their personal life and are not
wllllng to share it with strangers.

(2) The. "Response omitted" varlable ‘is really a
measure of carefulness and precision in answering
questions. The high level performers demonstrated-
more concern in formulatlng their responses. °

(3) ‘A time limit was applied to the test. The -
high level performers may have taken more‘*time and
considered nmore seriously each sentence stem and
therefore d4id- not omit guestions . but merely did

N
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o

not have time to finish the test. - X e
. ° M

- -~ ' . . i
The "first two. interpretations appear more acceptable

'tfhaﬁ.the thifd. If thehothird interpretation was éorrect
then the higyi level ‘performeréA;ﬁo&ld have'cohsistently
omitted more senteﬁCé:stgms nearer the end of the -test,

. This trend was not obsefyea*fOr thé.high level"perforébrs in_

the scoring procedure for the test. One study, reported in

the ligerature survey, supports the fi;ét ‘fnterpretation.

‘Hooke and Kfausé (1971) found that successful policemeh (as
N , ‘

measured by their promotion to sergeant) tended to be nmore
: guarded" {higher scérqs on X, defensiveness; and Pa,

parahoia; from the MMPI);{ Although  this study .was rot
P . . .
. L I . - . R .
supported by others in the literature comparable results
- - s A Y

appear to have occurred on this test.

The 'multiple . discrimipant analysis allowed for a

prediction percentage - of 47.54%. This in?icates that the

test -as a whole was a relatively poor. predictor of police

Pl

performance.

Draw-a—-Person

#

It was hypothesized “that high Tevel performers would,
score on this test to indicate greater maturity.  This
hypothesis 1is- not rejected for . only one variable, "Arms of

Drawn Person". For this variable the high level and average

level perfogmers,sighificamtly (p<. 10) ueré rated “higher

— -
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:
then tﬁe low level performers. This’ocqurrenqe may have
resulted if ﬁhe appropriate drawing cénception of "arms" is
é reflection of - an individuéls\'self—concept. T6 score

poorly on this variable the arms have to be drawn ‘in  an
. - . ¢

under or over-exaggérated manner. Both types of responses

may reflect. an lnappropriate self-concept. If . an
o . . e »

individual's s§1f~cbncept is reflected in this variable tken

¥

this wvould have = a definite relationship with dob

performance.

This test”demoﬁstrated its good potential to 'predicf

future job performance when the multiple discriminariat
analysis statistical method was used. : Ohly "~ seven
misclassifications -occurred for the 6.1 subjects. This

indic%tes that this test 1is difficult to “Mfake good".
Further refinement of the test is needed so that distinct
variables can be isolated that will discriminate performance

v

‘grqups.

Thematic Apperception Test

Tt was hypothesized for this teést that the high
pé%ﬁqgmance policemen would score higher on the "Overall
~. :- : . : . .

_Level £ Adjustment"  scale for each TAT  card. No

& . .
signifi¢ant differences occurred for any of the cards siown. -
The trend appéared to be in the opposite direction predicted

although *this trend was not significant. The scoriﬁq of the

test was basgd" upon the raters ability to determine the
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"credo\\ffundamental be'lief) underlving each story told in

response to6 the slide shown. It "was pr?sumed that the

»

maturity level of this "credo" would be reflected in later

5 "job+ performdnce as a policeman. The following conclusions

\

areosuggestéd from these unpredicted results:

-

-

‘ (1) The "credo" is ., not representative of
policemen's behavior and knowing the "credo" does
not give information about future police behavior.
- (2) The-"credo" is a reflection of the belief
system of the recruits,but this belief system .was
changed substantially. by police experience.
(3) The "credo" is not &ccurately presented in the
stories written by the candidates. In their
efforts to impress the examiners the "credos"
presented were those the candidates thought were
most appropriate and probably the most idealistic.

All three conclusions are difficult to accept. It was

assumed that "credos" were reflected in the stories written.
o . 4 .

This aséumption'may be . wrong. Conclusion two aﬁd¢ three
.~ combined nmay, héve somé validity.’ Tﬁe‘"credos" during the
re@ruitment period of the p§1iceman ‘may refleét an
exaggerated_ idealistic conéept of the way the candidate
.hopes té be. . If this c5ncldsion ?were acCurage- then no
~relationship between the candidate'g exaggerated idealism
and later job performance was shoéh; It appears. that nmore

research in the area of the "credo" is necessary before more

subst%ntial.hypotheses can be considered.
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[eid]

California Psychological inventogi

It was hypothesized that the police recruits would fall
within the éverage range on.this test. 1In general-all mean

scores fall between standard scores of fifty five and sixty

-

which is slightly above average and validates ‘the
hypothesis. ‘Profi$es-thét tend td»be above average on every
scale are subjebt to beiné 'considered as "faking - good"®
,a,profﬁleﬁ. . | . _ "

. E . _ - , )

AR . ‘ﬁ( R
The "fake good" profiles are above average on

virtually- all the scales. Their high point, as
might be expected, is on the Gi (good impression)
scale, a finding which ts the simulated  profile
apart from most profiPds obtained under normal
testing conditions. (Gough, 1969, p. 16)

"The- mean profiles for the three groups whose ‘"fake gooa".
conditions appear‘ show tﬁe "Good Impression" score éuite
high (meéns = 59, 60, 56). It is péssible that most of the

_:qhestions on this test Are being answered by the candiaates
so as to pfesent theirtbest‘image. However, this conclusion
can oniy be nmade ‘with caution. When interpreting. mean
profiles it ‘must be rémembered that differehc;s ampng‘
individuals are being ignored. The results of each profile

would have to. be considered individually to determine

specific "fake good" profiles. v

F

- Only the "Capaci&; for Status" variable 'diécriminated

among' the three groups. The high level performers scored



higher on this variable than did the other two groups. This

measure of "ambition" is a good predictor of future Sjob

performance. - These results suggest  the following

e

conclusions. ¢

(1) The high average profile scores indicate the
possibility., of a "faking good" approach to the
testing. .

. < .
(2) Ambition, the stfiving ' to succeed is a

quality measured by ‘the CPI which dlscrlmlnates
between higher level and lower level performers.

~

The discriminant functions developed allowed for a
prediction oorreot classification of 62;30% and,signifroant
‘disoriminarion between groups one and‘two and one and three\
resulted. Becaus® of the "fake good" potentlal of this test
it 1s probably only the most subtle itenms that dlscrlmlnated
among the groups. For. a- future police selection battery it
is recommended that only the "Capacity for Status" scaie be

- {
1ncludedxfrom this test.

Cornell'Index

s ©

"This' test was- used primarily ¢ as " a quick screening,

dev1ce to indicate personal and psychosonmatic dlstrubances.

It has been noted prev1ously that policemen tend to have -
higher r psyChosomatic oomplaints (Los Angeies County
Sheriff's Department, 1971). 1s predicted the high level
performers tended to hare a lower score than the other two

&y

groups, the difference approaching significance (p<.d0).



This  indicates that high level performers have fewer
psychosomatic problems. In generél, however, few problens
of this naturé were demonstrated by all of- the gfqups.

Because these men were thoroughly prescreened it | is
understandable that this highly select group would have few
personal and psychosomatic pfoblems. Better wuse of this

test might be found earlier in the selection procedures,

\

Hostility and Direction_ of Hdstility Questionnaire

It. was hypothesized that these recruits would fall
within)éhe normal range on this test. -T%is occurred, with
all.groups fesponding in a manner that deﬁonstrated a normal
Amount of minimal ‘outward hostile expression. It has been‘
reported by the authors of the test ﬁhat "normals" (as
represented by a 'groﬁp of adult hospital employees and
nonpsychiatric adult patients) also tend to scoge .in the
extrapuhitive vdirection. As would be expected the trend of

means, although ihsignificant,"indicates that high 1level

performers have a lower "amount of: hostility" scoretihan do

2

the _other groups. Because of the tests inability to
discriminate among the éerforﬂanceu groups a number of
conclusions can be considered.
(1) little difference among the performance groups
exist on the amount of hostility or -the form  of
expression that -hostility is given.

(2) . The "amount of.hostiiity" that policemen have
does not affect their job performance. *

(3) The "amount of hostility" does affeét "police
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perforiance but this hostility is developed
different ly according to other variables
(interpersonal skills, assertiveness ability,

maturity) after the recruit has been with the
police force for a. period of time. "

(4) . The Hostility and Direction of Hostility
Questionnaire 1is a poor measure of hostility.

S

Conclusions one and two are rejected. ‘Authoritarianism is
known to exist in police behavior and reportedly haé an
effect on job performance (see Westley, f970, p. ii, p. 239;
Toch andech‘ulte, 1961; Biles and McCoy, '15’73;; Teasley and
Wright, 1973; Neiderhoffer, 1967; Barocas, 1973; Crawford,
1973; Skolnick, 1968, p. 9). ;onclusion three may be
correct. Hostility may have developed within the police
wofking envird%ment (gfter the testing) as a function
partially of;“pfevious skills in handling hostiliﬁy plus
other variables. (These other ‘impqrtant variablesw(could
inbiude thé modelling effeét of thé interaction style of the
superviSing sergeant, the police partners'attitude toward
citizens, the area in which the policg work 1is loa@ated,
etc.) This conclusioﬁ\—*would account for .the “slight
differences (although insignificant) that occur ahohg the

N

groups. ' :

Conclusion four may also be partially acceptable; Any
péper and pencill test in a selection" procedure is

"fakeable"™. The validity of the test may have been lessened

because of the nature of the testing situation. It would be

enlightening 1if an accurate measure of hostility could be

given biannually to this police group to monitor amount and
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divection ol hostility scores.

Situation Tests and Three-Minute-Togt -,

These tests were the  best tests given to the police
group, 1f one considers that very good discriminatfon was;
achieved on two of the Six tests (Directions,, IMT-world)}
Both tests indicate maturity level and veqbalizinq skill in
a difficult situation. The "Directions" test 1is quite
Siﬁple‘ An actor asks a police applicént for direcpions ty
Jcity hall (from the legislative grounds) in the presence of
‘videotaping'equipment and two  other experimgntf;s. The
abill;y to verbalize andQ explain the correct route‘in a

courteous and friendly manner appears to be a skill that

most should Dbe able to demonstrate. Yet it discriminates

extremely well among the performance groups. This ikili may-

represent a policemanfs abilify, to fulfill the public+

servant role, to be a friend to a stranger in need of help.

. 4

The skill in this role may be one prerequisite to being a
good policeman. N

i

3

“The other good test, "BMT;World", required the police

candidate to speak for three minutes: 'in answering the

questioh "What's 'wrong with the world?" Communicative

abiiity and attitudes concerning many areas (governments,
world problems, people, violence, ¢city 1life, etc.) 'were

presented. Theé "Level of Development" of the candidate as

demonstrated on this .test may reflect quite accurately his

3
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"mature perspective". * -

The . situation tests dealing wlth .the handling of
hostile 1nd1v1duals were expected to bhOV that those with
skills in these areas would later demonstrate proficiency as

policemen. The mean scores were ‘generally in the right

?

direction but the differences uere not significant. It may

. be 9that ‘motivation to succeed ("Capa01ty for Status" as

/

measured by the CPI) is a much more lmportant variable than
ablllty ‘to handle hOStlllty. A rhlghly motlvated pollce
recruit may overcome his poor SklllS/ln .handllng‘ hostility

as demonstrated during these selectlon procedures.
: ' 5 e

The results from the situation tests and the three-

\; oy

minute-tests suggest the following conclusions.

(1) The ability to be frlendly and helpful to a
stranger, to be able to incorporate the public
servat role, 1is a quality that high level
" policenmen have moré  often than ~ low level
policemen. ’
(2) Communication skills as represented by the
~ability. to speak at length ¢n a topic with no - -
preparation, and at the same time demonstrate a. '
mature value system, is a basic prerequisite of
high level ' policemen. It may represent an
1nd1v1dua1's maturlty and perspective.

(3) leferences in. abilities to handle hostile
.situations were not demonstrated to be related to
later = performance . the- job. It appears that .
interpersonal skills in these areas are primarily
developed in training or on the job. . Situational
problens highly comparable to job 51tuat10ns might

be bettér used as a teaching method during
‘training rather than as a selection technlqu
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Multiple Discriminggg

Analysis of Test Battery

\ >
?

When the entire test battery waé entered into the
multiple diséiiminant analysis almost perféct p;edicted
group membership éccurrédlwhen the subjecté were.classified
in terms of two discriminant functions. The contributionlof

the variables that were 'used in these functions may be
S

determined by observing - the standardized discriminant

weights., These weights .were used to calculate the relative
contribution of each variable to the discriminant function.

In understanding what is being measured by a discriminant

function it is wlise to consider the high positive and high

negative weights for that function and from this information

attempt to derive the essence of what is being measured.

funcfion 1. The. high. positive  and high' negatiﬁg
weilghts for FPunction 1 are shown in Téble' u1; vThé high'
positivé weights indicate tﬁat individualsuwho séore-higher
on these variableé score highlf on Func{ioﬁ 1. (The high
level performers and low 1e;el performers scofe highly on -
Function 1.) A high interest:in writing and 1iking things
noh-human occur for Fdnction 1 and suggest that high scorers
tend >to have intellectual interests and prefer being at a

distance from people. High scores on "neck and chin" and

"waist" variables from the Draw-a—-Person are indicative of

-~




Table 41

High Positive and High Negative
Weights for Function 1

High Positive ‘High Negative

Weights Weights
?Iiting o +1.024  Librarian ' -1.390
aist A - +0.713 Arms ) -1.390
Neck-Chin : +0.557 Dentist -0.937

Like: Non Human +0.451 . Psychologist ' -0.937

sgood selffcdncepts. Interests and attitudes of this . nature
may ‘indicate that high scores in these areas reflect an
intellectual, conservative, distancing approach to solving

problems.”r

The high .negative  weights shown on Function 1 also
indicate a desiring ofdéistancehggpm individuals. Thpse who -
‘want to help qthers and be inv;lved with others in a
profeséional’ way ~may choose careers such as "librarian",
"dentist", and "psYchologist". Individuals scoring highly

on Function 1 tend to score low in theSe interest areas. A

low score on the “"arms" variable from the Draw-a-Person

would élso be achieved by those that score highly on
Function 1. Low scores on the "arms" variable often result
: bééause the arms have been categorized (by the three raters)
as "exaggeratéd, muscles shown" or "thin, wéék, lopsided®.

TH% over or under-emphasis on arm strength may ‘reflect
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feelings of inédequacy expecially in skills "involving .the
use of the arms. ’Bg%puse of these sélf—cbncepts of physical .

. . ) 3 : . >
inadequacy careers distant- -from others are sought.

Fqnction 1 appears to be setting apart individuals who
have intellectual interests ("writing"e SVIB) .and YAlSO
desire good gresentation'(ﬁneck and chin", ‘“waist", .DAPj,

_Also indicated 1is the.seeking of somé distance ngm bthers.
("liking: nonhuman®, and iower interesfs in helping.

professions, "dentists", "psychologist", "librarian").

‘The high‘ performing police group - and low perfqming
police group scéred high on Function 1. . This means that the
‘"distahcing"'approach to pblicework is effective for the
high level performers and is not for the low level
performers. 'yMany 'wou}d suggest ﬁhat?, a h _distant,
disinterested apéroach to police vork would beién effective
working approach to tﬁe; role of policenmen. Consider
Stirlingt's _(1972) reseérch where it is péinted out that
policemen perceive fellow police officers and thercd‘fps as
fhaving role expectations tequirigg policémeh to be objective
(impersonal) and reserved in their~.apprpach. This
orientation within police work would ‘allow for -g nore

judicious attitude in dealing with citizens. However, with

this approach, compassion is often denied and  the
possibility of cynicism occurring is present.

The degree to which an individual remains distant and

objective (Function 1) and yet not <c¢ynical and uninvolved

S
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may be reflected in Function 2. It is Function 2 that

-] .
discriminates among the three groups the most clearly.

o

Function 2. The high postive welghts and high negatlve

_.__-_—..—.__ ¢

weights for Functlon 2 are shown in Table %2. In explaining
Function 2 it nust be remembered that the high level
perforhers have a low aberage score (-1.03), average level

performers have a middle range average .score (-0. 07), and

low . level performers have a high average score (+1 17) on

this function. The high positive welghgs on the scales of

"physical therap st"; "personﬂel airector"; "psychologist®,
and "dentist" may indieate aspirations for higher status
professiens. Intersts in these areas are more indicstive of
the 1ow 1level performers rhan'the high ‘level performers.

"This occurrence may indieate that 1low lejel performers

desire positions in other professions and are not highly

movitivated to remain with police work.

One high , negative weighr that occurred - for . this
" function yas "mechanical interest {SK}%?. This implies

that the high level performers ﬁave more interesr in ‘this
area and may be Seeking hobbles or frustrat on outlets in
non—people act1v1t1es. ‘The frustratlons referred to may
have resulted from the hlgh "tolerance" score (CPI) which is

3

also negatlvely welghted on this functlon. This indicates

that the ﬁigh -level performers would tend ‘to scere highly on
this scale from the CPI. This-mgy be necessary for all high

level policemen. The ability to tolerate frustration and

.



Table 42

)

High Positive and High Negative
Weights fior Function 2

w

High Positive : High Negative
Weights . - Feights
- Physical Therapist +0.820  Mechanmical ., =0.623
Personnel Director +0.560 Tolerance : ° -0.623
Psychologist +0.508 Response Omitted —=0.513
Dentist ° - +0.508 :
Aanx{ety are extremely important in police work. ,Thié
ability may also be reflected in the high negative weighting
for the "Response: omitted" variable (Incomplete Sentence
‘Blank). , High 1level performers have had more responses
omitted than the other groups. \This may indicate an ability
to cope with ‘the . possible negative consequences of such

action (suspected negative reinforcement from the examiner).

Function 2 appears to be a measure of motivation for

police'work (as indicated by relatively lower interests in

comparison with poor performers in other professions) and

also a measure of tolerance in interpersonal and conflict

<

situations. It is possible that a relationship between

"motivation" and "tolerance" exists. If police arc to

.tblerate frustration daily a high degree of dedication would

"be required. ' . o

«
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The following conclusions are suggested from the

<

multiple discriminant analysis of the entire test battery.

(1) Function 1 appears to measure the relating
style of an individual, the high level (and low
level) policemen are more desirous of a distant
objective relationship. . ’

‘ (2) Function 2 appears to measure gpth motivation
for police.work and tolerance for frustration.

. . <

(3) I1f a police = candida "demonstrates a
personality type that shows b. dedication and an
ability to tolerate- frustration coupled with a
professional approach ' to police work that
maintains a certain distance between the policeman
and the public then it appear that this candidate
would be a good prospect for police work.

-

&

—— Concluding Remarks

%
bW

From the statisticall procedure of the nultiple
discriminant énalysis areas th§$ are defined by'COMbinations
of Variables‘éuggest the next isteps in research pfojeéts
dealing wifh prﬁblems of police selection. It appears that
interests i;?intelle;tual activities, , high ﬁotivation‘ for
police w6¥k, and tolera?ce for stress are qualitieé thatgare
predicitgyg of gﬁpd police Fjob perfoﬁmance (asvéssessed-by
sergeants). Futﬁré résearch projects‘could atfé;pt to morg
clearly défine‘ elements in theée areas so that better
predictions can be made wvhen assessing policemen candidates. -

A concluding remark on the Sitﬁation tests is warranted
at this time. In -the literature sitnatgon  tests ;ere

characteristically poorly standardized. Within this
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research project that problem was solved with.the use of _an
actor working from a script. It was shown that situation
tests could be used in a reliable manner. = There was also

evidence that these tests :appeéred' to be acchrately

measuring a police candidates' - ability to ‘react
intelligently and maturely under stress. Somg of tﬁgsg
measures were predictive of future job performance Many of

»

the police candidates remarked after the testing (that théy
fpelieved that  the situation testing, although unsettling,
was the faifest assessment of their agilitiés when all of-
the test battery wasiconsidgred. More researéhiin the area

of the situational test would be of vaiue for poliée

personnel officers.

Futﬁre research p#ojects in the“police department for
"Which this study was cémpleted\should also be conéidered. A
revised test battery made up of the best predictor variables
found in this study should be examined in a-follow-up"studg
to validate the prégent findings. This approach would also

help validate the findings of this research.

Very few studies in the police literature have “related
test meésures ~ to a criterion. This research _has
demonstrated that relationships exist between psychological

" test scores ofkpolice_applicaqts and performance on the job

G

two years later. Seldom has it been shown thaﬁ ‘police

applicants' test scores can be related to job performance
: , .

measures. The value of’ this ‘research could be further

¢
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enhanced if the Subjects in this study were followed

Y

throughout their entire police career.

@

This study has been conducted with the cooperation of
the Cit} of Edmonton Policg Department, Edmonton, Alberta.
This Canadian societal context is different in some aspects
from many of the large American cities.uppn‘whichqarticleé
reviewed from thefliteraturq Wwere based. The unhique aspects
of this environment‘vhave an - influencé apon  the vjob
performance of policemen. This factor should be considered

" when generalizing the findings to areas that  are Vaétly

different fronm Edmogton, Alberta.

"It has been demdﬁéfrgted thaf ;ertain psychological
test measures are related to later job, performance. It must
not be forgotten that the job performapcé Qeasure was
derived ‘from the rank-ordering of police.recruits by their
respective sefgeants. The value of this study is dependent

upon the accuracy of this measure.

Merits of this Study

o

This study had made the following contributions.

(1) A discriminant function has been developed so
that a new recruit's test scores can be weighted
and a prediction for future job performance can be
made. : E '
(2) sSituation tests were developed so that police
candidates reactions under . stress - could be -
measured in a standardized and reliable fashion.
Two of these tests were significantly related to
later job performance. o
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>(3) This 1is one .of the ﬁy& studies in police
research that is predlctlve ‘nature. A measure
of job performance twWwoyVeafs after the original
test battery was given / sep¥ed as the criterion

1 tests were measure.

) upon which the value/;f t
(4) ThlS is a study cente}Q@ in a Canadian 01ty.
Very few police stug&es have dealt- with cCanadian

policemen. //

Study psycholoéical test results of sixty-

Within thj
one subjects (police recruits), gathered during the first
week on-the-job, were'compared with job performance meesures
two yeafs later. ' These performance measures wWere derived
froT)sqﬁad sergeants' assessments of the ]ob performance of
the( subjects. Certain relationships ~ bé€tween  the
,—psighologigal vafiab;es and the job performange scores were
discoyered.éﬂ'If these ’relationships can - be validated in
furthur studies, police job performance will be more easily

predicted, and these predictions may be made at the time of

hiring.

AN
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o
~ . 4
Kol . . Summaries’ of Job Descriptions fer Policemen_
% 4 o
1 . ! ) {
o ) *
(1) Accurate memory and observation. »
- ' , ) ] i A
(2)- Reasonability. , !
(3). A-alytical judgment. L 7
.. (#4) Aability to follow directions.
N . oy - :
" {5) Abillty to organize matérial. L

(SY Mental alertness. ) : , . b e

. S ged of dec151$n.
N ) \\p

<. (8) Judgdent (commonsense). *

(9) Determination.

(10)vsécia1 intelligence.
(11) }édressiveness.

{Holnes, 1942, p. 557)

. Thiswahove'job descriptlon emphasized‘mental'funct;on‘rather

than 1nterpersonal gualltleS’ 1ts focus is on organizatiOn

Bl

and .« efficiency ipn- deallng Hlthv crlmlnal acts. V’The

“_act1v1t1es of a pollcenan frow thlS p01nt of” view appears to

" be that of an eff1c1ent detector, pre}eﬁter, or solver of
crlmes._ ';

In a- later job descrlptlon developediffor‘ the Chicago

‘police departnent (Baehr,, Furcon, and Froenel 1968) more

E) -

1nterpersonal skllls« and matﬁrity were empha51zed. The

tuenty qualxtles of thlS j?b description Here‘

2t ' . ) o : e

© - U T - Lo \



o

© supervision in other situations., .

(7) Exhibit a number“_of
skills. '

X &
'

(1) Endure 1long periods of monotony and yet react
quickly -and effectively to problem situations.

L]

(2) Gain knowlgdgé of ped;le in patrol area.

(3) Exhibit'initiative,  problem solving capacity,
effective judgment and imagination in coping with
complex situations. yid '

(h) Make prompt-and effective decisions.

(5) Demonstrate mature _Jjudgment in deciding to
make an arrest, give a ¥arning or use force.

3 <

{(6) Be critically aware of signs of ﬁnusualf

conditions or‘circumsﬁances.

. Psychomotor

(8) Adequately perforim,communication and record
_keeping skills. : ’- - :

(9) Have facility to act effectively in extremely
divergent interpersonal situvations., -« ~ g
(10) Endure ’~verbal ' and "phys;cal abuse fron
citizens and offenders. o ’ ‘
{(11) Exhibit a proféssional, self-assured presence
and a self-confident manner. \ L

(12) ‘Be capable of restoring equilibrium to 'social

- groups.

ol

(13) Be skillful in'quesfioning offenders, victims
and vwitnesses. '

(14). Take charge of situations yet not unduly
alienate participants or bystanders.

(15) Be flexible enough to ‘work -under loose
supervision in some Situations and under direct

(16) Tolerate siressrin a‘nultitg@e,of forms.

(17) Exhibit personal c0uragei in the face " of
dangerouSVSituatigns, T :
(18) Maintain objectivity while dealipg with . a
wide variety of paople and groups. ; .

. ¥



g

(20) Exhibit a high ie#

The gqualities contained in this above

suggest good personal dev

P - : 248

[

(19) Maintain a balanced perspective in the face

of constant exposure to the t side of - human
nature. -

, ad personal integrity
and ethical conduct. v ’

- (Furcon, 1972, pp.. 5-6.)

job description

elopment . ay®® maturity.

i

[3
. . W
S .

i 1;\_):»"‘ '
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Appendix 2 o

Attitudes of Edmonton_Residents
Towards Policemen (1976)

, Unfavorable% Favgrable%

(i

.ﬁMFeelidgs_toward police . . .- 06.0 ~  94.0.

4 . "Badn "Good"-

Overall Job Performance .0 98.0 .
9

.2
Police Public Relations Rating A 5. 94.1
Police behavior ' o

Yes%- No¥%
Ever treated impolitely | 24.9 75.1
Ever seen impolite treatment : 31.4 68.6
. Ever treated unfairly ‘ 17.1 82.9
‘Ever seen unfair treatment 22.9 77.1
Ever physically mistreated ‘ 03.4 96.6
Ever seen physical mistreagmen;“ 15.7 84.3
Ever seen police neglect 20.6 79.4 Y
’ - S
Never Hardly Sometimes Most of Always
Ever ) the time
Honesty 2909 49.5 1g.4 01.6 '00.6
"Courteous 00.8  01.3 ~  12.4 63.5 21.9
Helpfuyl 4oy 35.4  39.8 19.1 03.5 02.2-
Fair Su<y  00.5 01.8 - 09.2 74.7 13.7°
Competent ¢, 01.1 02.0 1.9 73.2 1.8
Efficieggy 09.3 39.9 4.6 05.3 01.0
--Dissatisfied-- --Satisfied--

Very Moderate Slight Slight Moderate Very

Trea’tment of -

General Public 00.7 01.3  o0u#.0 ' o05.5 45.7 42.8
Prompt in response / o _ N S
to calls ° . - 02.5 02.7 . 06.3. .06.6 38.4 43.5 ..
Enforcing the ' - o S
Law . 01.0 01.7 .06.5 10.1 53.3  27.5%
Traffic : : ’ .

Control . 02.4 0s.7 10.3 12.7° 42.1  27.8

Treatment of - o
Law Breakers = - ° 05.6 05.0 10.4 11.0 44.0 24.0
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Police Studies:

Appendix 3

Criteria Used

STUDY
Martin (1923)
Thurstone (1923)
Ostrander (1925k
Merrill (1g2p127)
o : h@f

- Berman, et al.
{1934)

Diehl et ai;‘
(1933)

Searles & Leonard
(1936)

Humm & Humm (1950}

.Cross & Hammond
(1951) :

" Dubois & Watson
(1954)

Mullineaux (1955)

Marsh (1962)
Blum (1964)

Colarelll & Slegel
(1964)

CRITERIA

Combined rating andwianklng by foar

superv1sors

Hidh service/low service record

Supervisors' ratings

Chief's ratings

Efficiency ratings by captaln (above
average, average, below average)

Ratings by supervisors

Dismissal vs. stay

Dismissal vs. stay

-

Dismissal vs. stay one year

Training school marks, achievement
10 vweek service

test, marksmenship,

rating

Marks in academy

had superv1sed and observed

police- mlsconduct

moving hazardous
hazardous = warning,

‘Background 1nvestlgat10n,

~Eight ]Ob performance variablesi

arrest,
other

aJob ‘performance - ratlngs from many vho -

¥

serious °

moving
.arrests,

services rendered}. light corrections,

‘miles per contachb

hours peérarrest

without

radar,




Appendix '3 (continued)

Police Studies: Criteria Used

Morman, et al.
(1965)

McConnel (1967)

Hankey (j?gB)

Baehr et al. (1968)

Mills, McDevitt
& Tonkin (1966)

‘Levy“ﬁf967)

McAllister (1970)

Leiren, Kiker,
& Phelan (1971)

Hooke & Krauss
.(1971)

Spencer &
Nichols (1971)

Hogan (1971)

Thweatt (1972)

<ibst time, time

“.sion), training c¢lass marks

" Successful,

Judged by 5 supervisors on
5 TAV variables

Rating by supervisors

Aca y marké,

performance
comm dationsv ' .

rating,

Paired comparison, supervisors?
ratings, departmental ° perf ormance,

* tenure, awards, complaints, dis-
ciplinary action, arrests, times
absent

Training class marks

Success, failure, terminators

lost for 1n]ur1es,

completion of training, recognition
of outstanding performance,'absence
of disciplinary charges, completion

~of probationary period,. evaluation by

supervisors

’,
A

Absences, commendations,’ accidents,
supervisors!'. ratings (emotional sta-
bility, appearance, total  impres-

unsuccessful

PTQ (failure to quallfy based on
background investigation), patrolman

effectiveness ' (police department
‘ratings, number of awards, number of
index crime arrests, sustained.

complaints, lost time fronm work, sick
leave abusers' list, safety. record)

Staff ratings, performance ratings

"Drop out vs.. stay

253



Appendix 3 (continued)

'Police Studies: Criteria‘Used

Smith & Schau (1973

" Zurcher, ﬁiller
& Rounds (1975

Hanley (1975)

Peer nomination, paired comparison,
graphic ratings

In-basket test, .
pPaired comparison by supervisors, by
sergeants

.Forced choice evaluation
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SENTENCE-COMPLETION RESPONSE RATING - - Subjeet

Study the, categories where the response might be placed. Read the completion items one at a time. Meake
a ceeision and enter the nurber of the item in the Space provided. Be sure to place every respense in a

ategory. Many responses will be borderiine. Yinen in doubt “force" a choice. After all the items have
‘wmmau/ndmﬁ.j.ma rate (V) the Level of Adiustment (Scale 1 t3 5, lowest .o highest]). :

; -

Totals
T 1] SR S S S N Y DO Y N St I I
Harmful Generalization | o A O B G S S Y DO B .H T T
‘wosnlucﬁ.ou to .mmﬁ.mn.,\. | - T T T T T T S ;., 73 _._
Destructive .ﬁ,oamoﬂ.mﬂv\ SR D D S S AUt PO B & N SNV DR S N I SN A NS D T |
fFeelings of Adequacy O S A : 1 n I T U S A S - | N T SO N D N M —
- feelings o~ Inadeguacy i ._ R I D : N I IO N I AR OO D S A ; ] .
Liking for Others M S N O N S S S S S A A S N O N Y A A A | —
\\. - Distiking for Others T ] ] i | R D .~ I | S ] R A - I .
r..,.«,,.,:n“”. Other than Human [T L RO DS DS S Y ﬁl.v RN B R \, [ - 1 __
. oa.miﬁso... Cther than Humen[ T N Y O A S IR EN R S OO IR A D A L T 1] —
i Others Like Subject C I 7T L T T T T T ‘_ | LT 7T
Others 9.2:6 Subject C T T L T T T T T T T __
o  Self-Serving R S S S A M S S S W mae 9 vt Mo s -
- Respanse Onitted - T T T S A N S S S S S S St v s v R
QVERALL RATING (Rater__, Dete ) o
. Level of Adjusiment | L. _ : * —t : _ ~ el _ * ; : : ~
< Tigtili4ies Par Moy © A Tew Fairly Ceed Becell
- ; . Oxtwelgn Assets Prodlecs " ‘Prcdlen 2d justment s fustment

Code M= Mature; Mo = Maturity Pctential; Ce = Creative Mature; Hm = humor; Fx = Fixation; N = ‘zmc_,.oﬁn“
Sp =-Sociopathic; P = Psychotic; D = Defensive; A = Anxiety: G.= Guilt: Tm m Trwmatircn



Scoring
RS
<

] B

APPENDIX. 6

—

-

261

N

9

Form for the Draw-a-Person
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DAP PATING NETHDD

Rater: Following are ¢
" Consider the “sence”

the dcscnphom.

Exanine the drawing,

\

‘ Encircle theszenle charac

m.'*b"r of sca‘lcs for rating drawings.
Jof 'ach point on scale’zccording to

referring to one sca]c ata time.

Cu.r)" ch c ~304

< k. teristics that relate to the.
§u_b)&£. draving.  If necessary, write mk{& character 1suc and
encircle it. .
Hake a judocmeat and rark the scale po1nt\scorc i th a vl
Enter the -score ln the space at the right\of the scale. t
Da{e' Go to the next scale and rate as hefore. K a rcgmn caanot
A . : be rated inficzte #R (rot ratezble). 4 ' ,
Total the scores separately under the headings ;\»rovided and rete =
pater: the drawing for Overall Level of Adiustment. \‘ '
. \
- * \\‘
- B Fl ~ -
. a1 73 ! . 2. a B . SI7 .
Kuge, over 97 Approxipaies 37 Approxinates 3~1“ v AH i 3- 1“ -
Rups off page Mostly between 7-3% .
Ti.ly. at ]" . , & .
S » 3 P 5 PLACENZHT "
= — — - S-S ) N —
Tover right bpp&r"rigﬂt Centre Verticals Centre Vertical
- Lower left . Upper i g‘( " (apprbxin:'ate) . ¢ - {precise).
0 e ¥ ; ¢ ‘e 5 SIEET POSITICN
rqular axis Eérizontal . - ¥ ruET N -
Varicus axes, -axis faxis . '
Folcee, a/o;? ’ _ AGE OF P
I . . 3 . . g Vs SUBJICT

2 . ’ .
Clearly older or

Shightly. olczr

or old a younger 5-25 yrs (to 5 yrs) %
) o ¢ SEX of P . v -
R 20 .3 4 o 5 vs SUBJILCT -
Cpposiie, arc ~Opposite, Sare sex. Szie, end -
parent, child figure  lear seme age S self-portrait
Sex nat clecr’ (rare) -
" Feminine treatrrnt of male T S
npo
A B 2 3 s g ERRORS. . :
- Oaissions Hany errors read evident errors Ko errors, or '—'
Hany errors lany erasures {be ‘gererous) none e¢vident

Ko correcticns
Fuch n.:orhg{
Fa]se starts

CorrectiOns.mediocra? Few erasures -

. ¢ v . -

- Good. corrections
~

L3 B

[

(rare)

ARTISTIC QUALITY

1 : 2 . 3 ) .. & 5 .
. Gross ms{aropc"non Male, female Fair drawing Very well planned
Scribbling o+ ' drawn alike {be gencrous) and dravn . .-
Poor planning Kindergarten : -
Transparancy cfforf St Y
Diagrasmatic “ _s

.. Hippie, hobo’;

Stick drawing

3 2 i ; .

IOE‘ITITY ("lothmc)

1.
Antisocizal
Anoiher contu
' pz‘anct e

Cartoen, rebot
-Skeleton, nude

2 "
Dude, flashy
Sports:, Convcn_tmnal
Pncst nun Job- or leisure ;
.. Cowboy,"clqun ’ © 'suggested
Sex © Jcct -

Jcr-ds, buttons. peclcts '

* o . . . ""

~¥resentzble rost places Pr cscntao‘ie anyenere

Srmart-looking

_Profgssion or social,
tole- suggested

Conservative.-



o
.

o

~2? <3 4

\

g LINE QUALITY

Froure ueclvar Ligut, faint rn but Slctchj Firm, contident
Treaulous Broken lines ‘ in'places Few breaks
Smudqed Hgavy pressure Consistent pressure
Pressure tears paper  Sizeable erasures
¢ . i i YO . .
) - 3 ) . g PROPORTION =

7

— 2
Very exennaratod
in any region

Someylat unregl” air propostions

(be gener ous’)

Excellent preporiions
Lite a real persca
MENTAL DEVELGPHENT

1 ’ 2 3 4
Sub averege Low everage Average
Circles, sgqueress Crude® Yost deteils.

Cleerly above average
A1l details in and

Exaggerated’
chtﬁ'sbbnn, if not

Feminized on male -

Sensual on female §#n rale

2

Scritdles, stick - Hany detaiis absent present apprepriate
~ bo deteiis : Tmagination shewn
) 17 - 2 o 3 £ SSV\.‘-,F
Toppling . “Posed” Good, naturdd, Good, natureal, R
Feeble, reclining Feet viide apart, but slightly easy
Dcf)ant > tight together stiff
Legs crossed Sitting, bending ) ‘
1 . TP 3 2 =t  GFACLIG POSITION
Tack view Side view \Front view Front vien -
Upside dewn body " body only entire UP
. Face betwesn legs entire DP ‘
' - ' y ) 2
) . . . . 5
. 3 2 1 A&TIO‘ - X ,@ﬁ._ )
Aggressive .Just standing, sitting SJbl.watloﬁ. ‘—_Sub11h, ion, 4 * €
Subnissive Smokifia, eating self=serving other: AErvin f‘gf LV
Death scene ‘Private; prayer, shaving ) " constructlv &, v
Running, exzept onrts : .-
C01tus, ra'sturbation
Elimination *
Druas, alcohol N
" Umcodrdinated
- i 2 3 & 5 PARTHER -
Unstiitebie by Unsu¥table ty age SultubTb parither 55u1m&plc partrer’
age . or sex Mearly nude, sngcostxve Lot overdone ' attractive
Senstial treatmant Glancurized ' sublinated -
": B ' g 3 o 4 . . SIOUlH . v
Omitted - Thick Tips Conventional Sailing, picasant T

Including rJSt*che(neat) Hustache (noat)

Jon male

“smiling ‘$lash Yipe ©
-Ldughing s Depréssed, dovmn . ]

Anary, menacing Cigarette, plpe x : ° . o
‘rberlng » A Erasures e . : S g
wstache overdone w e ',,‘,-‘QA ,; SR : o
L g 7 ol P - o ¥ MECK AuD cnIn

GETited (hin, Tong STender, norrtal " Strong, normal
Very thick Strain lines - Open collar male or female)

Covered by long
beard

Double chin
"Choke" collar
or necklace

Beard (neat) on
male

--Tie in motion.

«

Ascot, scarf.

". Clean -shaven
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¥
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= wr
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1y ’ ' 3 . 5 CHFSTe
B trese lec [xagycrated Good proportion Good propsrtion
Back vie.: Harrcu, thin Oressed for leisur Presentable : /

Obcsc, feu2le

breast® on man
Internal organs showr
Stick

] .

Fat, muscles shoun

Breast emphasis on
fexzale

Profile

Erasures

2 3

beer Te Ily, cxtrgmc

Very tiny, "wasp”
Internal organs -
showti

1

Elabby, “spare tire"
hJ'C]gS shown
Suggestive dress

Enlargad belt, buckle
_ Erasures '
2 3

or atkletics’

4

4

street dress

5 WAIST

rrotrualng ebdoren 7 Fair ¢ FlopDthun Sllh go“d prorort;on

Pre>enttb]p street
dress

5 CENITAL REGION

T
Omission of region

Clothirg, th\genita1s

Clotning, but

Clothing, firm

is corsplfvoua.u. suggested sketchy lines, lines
{rest of DoIy et Druxluy stopped at . delicate treatiment
“hips, leos' drawn) vaist
Size exaggarated Buttens at fly emphasized ’
tude genitals - Shading, profile, erasures ) )
| : 2 3 4 SHIPS
Temini.cd, curved EnTarged T TGood proportion Goud prosortion
".on uzle Narrow . Sketchy Jines Firm Yines
Nude ‘buttocks Profile, flat Presentable- StrLCt Presentable strect
Stick Shadirg dress’ . dress
| Erasures
. ’ ’ ! . ERS
1 . 2 3 o4 ‘ 5 -
Ca tted ) £xaggerated ’ kécquate, good Solid, strong, but
Extreme size . . Thin, frail proportion - not overdone
- Stick Lopsided, short™ Presentable street” . .Good proportien
Defarmity, crutches, Kuscles shown dress . Presentable street é
cane Poor attachmont Realistic attachment dress '

'Absurd attach~ent
'lncorfect nuzher

Joints emphasized
Shorts, briefs worn
, Shading, erasures

Realistic attackzont

1
1 2 B ¢ o s TR
Omitied Rather large ¥ell-dravn, good Well-dravn, &%a -
Exaggerated Too smal} proportion : proportion
Stick On toes . : Good shoes Solid, firm
Spiked, pointed YBarefoot, StOCPlnj;, Good shocs '
. Deforred " sandals Strong ankles -
. dackboots, decorated = Yurned to 51de (90’), Halking motion
Kicking action, i ~er.in )
9 except sports : Toes eor “haSIZCd \
g‘ Unﬁmshcd, incozplete 4
L Shaded, erasures ; o -
- , g GROUND L1t
0 . . 3 o GROUND L1t
Viater, mud, swhy, ko Tinc , Just 2 Tine Kttual ground -

rocts, sand. tall

grass
Scaffolding -
,Clouds tightrope

portrayed.

Street
“floor, Yawn

@



. Kuge nuscles

°
) : HOSE

R 2 3 4 . . -5 ’
Citted.” Very large lioreal . “TelT=dramn, normal
Exangerated Very simplified
Croken, bondaged . Small, cute, sharp
Hostrllf-cnlurgcd Profile, erasures .
*Alcoholic™” . ) :

N 2 3 4 - s EYES :
Waitted Tarqe, small’ WelTdravn, normal “VeYl-dravn, norral
Only_onc in full face Shades worn including spectacles  Proportionate
Meqvw]y mgdo up ; Circles, no pupils : " Commending’
$lits, points, crosses Erasures Fricndly '
Ltong Yashes on eale ‘ B
Crosscd, blind, aask,

patch, sick

1 » 3 . SFLAD (Ha1r Fa!a)
{iaitted, fleas teu small or Good proportion Goou proportion B
Yery large head outsize, tilted | ficat, fashionable hair MHeat, fashiopable
Dishevelled, wayout lessy, undone hair ‘Ears.eppropriate Shaded, attractive

frizzy hair,
- Yong on maie
£ald

Very

"Model" perfect
Ears fairly ]aage,
uneven :

Eavs eppropriate

fars very larce Profile
Earrings on rale Erasures
1 2 ) 2 FICIAL f(“hESSI":

Dmitied Teaturos— fxaqa;matcd Teaturcs Vell-craun he]T dravn

Kenzcing, ly - Uwhappj, virinkled serious pleasant

Dehumanized, sick Exhausted

Double pro.xle . rofile, erasuyes
. Shadlrg {umless. aru) : . . ;
oy 0, 5 SHOULDERS

Extrere size

Good proportion
Pressed for leisure,

Good’propaxc.on
Presentable street

Stick _ath]etigst dress;
1 - L, a . & g HANDS
Umitticd, hidden . _small, mitten, vell-dramn < Vell-drawn -
Exaggerated . * % petal, baby Large Large
Talon, spike fingers . “Unusual nails . Constructive
Fists, w2apon geld Gloves, un]css winter garb action
Deformed,: bandaged “Many rings’ ‘
Touching face, or Shaded (unless art) s
qenital region Badly drawn, uncven, “ : &
Incorrect number of _unfinishcd y -
fingers ‘Erasures
Stick -
v 2 3 - L
Omitted Exuggenatca “Proportionate-to | Proportlongtc to

Extreme size .
_Nery short, stick
.Jattoos, bandagtd
DPeformity, atrophy

Incorrect number,

absurd attachuent

Muscles shown

Thiin, weak, lopsided
Jaints cmphasizcd .
Poor attachment
Erasures

shoulder

" Evenly sized
Realistic attachment

e

shoulder and

body
Realistic attachzent
Constructive actions
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Scoring Summary

Y

Overail Total
|

| » B

 Overall Weighted Total

. o N .
i .
' .- o :
° N )
. L . .
\ . v

’ 7
. B 7.
B £o0n
i ‘ SO L T
¢ v B ,:»1 W \

Rate'the'drawjngff?z Overall Level of Adjustment. %&f‘

; ) ) " o G

* g B

R VR
g

o T

1 2 34 . 5
Guiding 0.0 38.75 77.50. .. 116.25 . .155
Scale B ' : N . -
. (Approximate) o , o » . ‘ ‘ ¥

LA

‘.00"“"‘
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Scoring Form for the Thematic Appercep
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h / ©. .TAT.3tcry Ratinx Mgthod Subioct i Aator ase . S
. Tirezetong: S%wdy the categories r..muno, wum npo.n.". content =izht be uwunon. Reduce tho story to its una.u:uw ﬁ Znter ihe nw.nuknunuu,a punnnn »H.o.»”wo -.o..wv !
. "Tszzces provided. Ixtract the Lredo for ‘esen atory and rate ito werth for real 1ife behavior (1 L5 louest, A kizhest)s - Add the ralings for & %ot 2073 .
’ : . . : - ' . ard - : Aezlen
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. ] ~
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. S . ; ! . § s
Teelings 8% Incdogquacy ¢ . C» /ﬂf 4 . .
* - y — v - P ) )
- 5oluticn by Giher(a) E : ! .
’ Soluticn ty Self ’ X - .
' - ¢ x _
. Ssiution to Prodlex ﬁ . ‘ N
> -
s 1 , ! , | _, A P =
- ®oor Zalution %o Pradle=. : - ,. ” ; ’
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- , ” :
v Ve e - R _
co- Lilking for Cther(s) 0o : : " ) ) N
: . | —~4— ,
b ~ _ 4 * .,
\ Sisliling for Cther(s) . T ' ! m
_— " 5 !
i - // i b 3
_ . Suery Incezplete, Yone M_ - . : .
i 2 : B
. g . het . & —..
.. Credo . . ! ) L A | |
. ! L - ) : i Teril
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er—ar it 1 s A I A St ¢ i » o o .
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S
U\\
4
3HT_RATING Subject Rater
Directions: “Study the cateqories and scales used for evaluation of performance. MHote:
the descriptions of Righ (5) and low (1) points. Review the applicant's videotape. . s
Mark the presentation ?3HT) that is being considered. Rate the applicant's performance
on the general scales. Mhere a category does not apply, write N/A. Finally, on the
basis of the general evaluation, rate Level of Development. ‘
People Horld )
Introduction = . ’ 1__ L .2 3 4 .. 5
' Korricd * Clever start
Hhat to say? Catches interest
Ideas ‘ 1 . . . 2 3 4 . 5
bull- ' Fresh
Nothing Hew Great new Ideas
Clarity : 1. . 2 3 4 . . 5 )
o Mhat vas sard? N Clear as ciystal
Voice T 3 4 . 75
.- Very quict, Tow . ’ . WelT modulated
< + Yery loud _ " Cood control &
. e . ~ . . Nl
drganization 4 Y . 2. .3 4. . . 5 .
Culddeover the place ., ‘ : Good sequence -
i :}‘#15]?, Vel p‘ . c ’ ] uen
igasoping - ., - ML 2 . - 3 4 . . . 5 .
58 Nonscnse Very logical
losure I BT .3 4 . . ..§
“Stdig nid-TTight Closes with punch
Fﬁqs;‘ t of ideas Good tining
oise CATN L. . L2 3: 4 . .. 5
o I Iféﬁt'nt,- Hervous ConTidently says
: . F‘fel threatened what wants to say .
vality-of Content. X1 . . . o 3 4 . . . 5
‘ Z,Tt‘tw'\Fude very fiegative Attigude very nositive
. < Deptructive thoughts Constructive thounits
’Pesj"imisti/c‘, _ynical - - Optimistic, has Taith
istener's Reaction .. 2 3 4 . . .5
ored, t ried of T Delighted, applause
-~ Disgusted, “shakes head Encore! '
VoMl Pating .~ -
avel of Development 1 . 2 3 T4

Inmature thinking

_Lacks comaunication skills

o I

. .5
Maiure thinking
Good conwrunication st
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SITEST RATING METHOD ‘Jubject . - Date Rater
Dircctions: Study the categories and scales used for evaluation of performance. " Note the
descriptions of high (5) and low (1) points. Review the applicant's videotape. Mark the
sitvation that is being censidered (V). Rate the applicant’s performance inmzdiately on
the six genaral scales. . Where a category does not apply, write H/A. Finally, on the basis-
of tie gereral evaluation, rate Level of Davelenrment. !

Lawnchair © Directions Lifeguard Dog
» . L . :
Acopmch to Situaticn S D DU SR -
b_ , o Too timid - Smooth, Conficznt
S Too authoritative o ;~ Friendly
Ciarity of Yorbal Neguest S 2 . .. 3 . .. 8 ., .5 :
or Response Unclear commtnication Clcar Tessage
3 . Confused, Mumbled ; Brief, Mell-spoen
i . .
fonsidoration Given ta 1 . . .2 . . .3 ... 4 . . .5
Other's Conoznts Ceces not Tisten. : ) Listens with inierost
’ Impatient, Indifferent o : Patient, synpathctic
Eff':ctil:_emss of Selution 1 . . .2 . . .3 . . .4 . . .5
1o Problea . Ko'real soluticn - Good solution
Solution resisted - . Accepted as HelpZy!
Corficancg Shawn in T N . N TP
Handling Situzcien Does not know what to do | , Kncis what to ¢o
B _ Insecure,. stiff, nervous B : Takes charge, cant<a~n:
Interpersonal Skills 1 . .. 2 . .3 .. .. . .5
» T - - Poor Handling Hice Handling - -
: ) Hakes an Encny - ' Hakes a Fricad -
( ' - . . ¢ ) . P
Overall lfating"J ) _ o , .
Level oﬁDevc'!ofnncitL 1 . . .2 . . .3 .. 4 . . .5
T ~ Immture _ i Hature
Lacks Resaurces - —_— Has Good Resources

b
A\
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10:  SERGEANTS WITH MEMBERS OF THE RESEARCH GROUP
FROM:  PERSONNEL SECTION |

Within your squad.are police constab]ks who are part of a research
project concerned with developing a battery of selection tests
that will predict later performance on the job. Due to the
nature of the project two additional measures of job performance
are required. ’ '

(1) a ranking measure
& (2) a rating of OVERALL PERFORMANCE

The ranking measure will give the constables
position in the squad compared with the others;
the OVERALL PERFORMANCE rating will give a
numerical figure to the judament of actual
performance. You will be supplied with forms .
for each squad member.

When you receive and examine these forms: »

(1) Arrange the forms in order of merit on OVERALL PERFORMANCE.
- This will give you a ranking of constables in your squad. from
highest to lowest. Enter a number to indicate ranking position, .
assigning number '1' to-the highest ranked, number '2' to the

.

second highest ranked, and so on. -

(2) The forms are now ready for rating on OVERALL PERFORMANCE.
A suggested method is to Tay out the forms in such a manner
that they are placed in order from highest to lowest. °“This

- placement will afford you opportunity for visual review before
the rating of OVERALL PERFORMANCE. Taking note of the captions
under the rating scale decide how the top member is to be rated
and enter your rating. Follow the same pracedures fQg the Tow-
est ranked member. After this, rate the others. Please con-
fine your rating to the scale demarkations. ‘

273



274

o~ L i
i 1, Wu.% - £ . )
- v«u - 2
e.
Reg. No. Constable . )
, ) b - .
Rank{ng in squad ) ’ - .
Tetel tumber of men in squad | ’
CVERALL PZRFORMANCE RATING () 7 \
1 2 3 4 5 6 7 -8 9
) : ! : ! L ! L i 1 ) . } e
Yar © Peor Fair ‘Below Average Above ‘Good ; Very Ocnmnmau;m,
Pecr Average Average. +, Goed
| - . /.\,w
- Q . ,

<o
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ﬁeliability of Performance
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'grobleﬁs With Religﬁility of Performance Ratings

Reliability problems oftep ,occur for studies that
N

atbempt to measure the job performahce of'policemen. The
»focus‘of this problem involves obtaining ﬁmore than . one
. o
performance ratlngkfor each subject For thls,research, the
subject's job ‘peFformance ‘owas ’assessed on two job.
perfopmange measuges (ranking andx ratiﬁg) by -his squad
sergeant. Tbe ‘reliability";measore | for the ihibial“
performance rating was based on fﬁechorrelatlon between

,these°"two measures. This- type}of rellablllty 1nd1cator was

=

not con51dered adequate because it only measuredVrellablllty

/
‘

.lﬂlthln one rater and/pbt betweenﬁraters.f (Thls Would allow
4for one rater to con51stently -glve poor ratlngs w1thoht
beiné deteoted.) ) -

“InT copsideriqg‘»this, problem fu;theb a ;eview .. of
"solutions bto‘ccritepion/ probléms iﬁ“Jchet:?research'”was
undertaken. Radbenhedder (1§70)f‘presented a study ‘that
atfempted to ind%s;igate the feasibilityA of applying a%\\
Ame;ioan; developed :personnel.A:test . (Purdue .Clerical
Adaptability - Test) to uorkers in the Republic of South

Kfrica. The rellablllty of the crlterlon was presented as.

follovws.
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. measuring instrument can
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. ’ .
‘The estimation of criterionm reliability, however,
posed a. -‘different problem. = A " test-retest
- progedure was rather impossible since -the paired
'Comgafison ratings could be obtained only once.
Furthermore only - one jadge per work group (the
supervispr) was available to .rfate the employees
andJ an te:rratér‘reliability estimate could not
be dptairYed. On, the other hand, a wealthk of
evidence/ endorses the effectiveness of the paired
comparison system ‘as a rating technique. Studies,
-for example, by - Bartlett, Hermann, - and Rettig
(1960) and Lawshe, Kephart, and McCormick, (1949)
indicate that this technique can = be regarded as
~Superior . to all ether techriques in sewveral
ways---including interrater reliability (p. 215)

¢ .

‘The problems faced by Raubehheimer'(197ox were similar to

that of the present research. Only one supervisor per group

existed in both research projects and also the tating

approachs were comparable (paired comparison ~and rank
“ . N . & . "
ordering). -  His research, however, is obviously weakened by

thé poor reliability measu#s. The main deficiency within
. - . - . /
Rauberhiemer's research 1s that he suggested that a method

proven reliable in one Culture would also ' be reliable in

.another, This assumptidn of cross cultural applicability,

may be difficult to accept.:

. B e c . ¢
i

The principle underlying this solution, however, is an

inieresting one. It suggests that the reliability of a
. ) “ . i ~ <

" be proven independently of the
S T ,

‘research group. .This prinqipléfiS'uell established for a

/

( ) ,
psychological test's reliability. A_test is proven reliable

and€Zhen'given tqgéifferent» groups with this ;eliébility

measure acceptegd. This principal has been applied by Bruch

L, (1977) who attempted fo predict the need for counseling with
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thé use of the Esychological $crqéning .Inventory {PSI) .

«

Rarings of "social  adjﬂstment" were needed for this

Tesearch.  "A total ‘of 41 upper class residence .~ hall -

advisers rated all freshmen and sophomores under their -

supervision on a 10 i’tem -behavioral rating scale ...."

(p- 239). . The ‘reliability  “problem . was dealt with,

e

indepcndén{ly of the data collection.

\ : . . o

wprior .to ‘collecting ratings, = estimates of
interrater reliability, . were . obtained. Three
female raters and two ‘'male raters, selected at
random from . the ’gr00p of .47, assessed

respéctlvely, as group of women students and a

grou of male students, all of whom were Sevarate L
p Sepal

from the current student sample" (p- 239) .

. » N - -
The’ correlatl ns amcng raters ranged from t=+.72 to r=¥.89.

For the actual \research progect the followlng occurred
)

o . N - L]

No\interrai : rellablllty estl,ates were taken%fbr
‘the ratihgs of the current sampie, since each of
the 41 rateks evaluated diffe ent individuals.

(p- 239) - -

AP

For‘Bruchls research,

to be rellable 1ndepe‘dently of thWe .,ddta collection. For

mgocial adjusyment" ratings were shown

>

\

thj///;resent research progect on pollcemen the OVerall job

L

1ndependent}ylwof tﬂe)\data ncgliection. © The reliability
~ . B ’ ' ¢ - . v . ’ e
~Lesults could be retrospectively- applied to the present
‘resedrch. - S

te N . ]
E -, . : 4
v N .

f perforqsnce measures' could also -be proven rellable'

®

el

Tﬁeat best : approach tog, proving the reliability

v ) 5 ~—~

1ndependently would 1nvolve hav1ng  §ll;iratérs assess. all
° i

-

3

Il
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‘ratees. ' This approach has% been"démonstrated by Schmitt

~

’,(1977). " In hlS study he attempted to examine the interrater

~

rellablllty of assessment center ratings. ) Four ‘raters
’ assessed 101 potential o middle managers on 17
2, dlmen51ona11t1es. Intérratef ‘ rellab111t1e§ (before, a

dlscus51on of ratlngs) ranged from r=+.52 to r= +.88, ‘These

\

1deal condltlons are often -not p0551ble in the actual' work

env1ronment,~ For the present research few sergeants were *

familiar,'xith‘ more thenu‘one squad. These conditions

oreclude Qhé,'possibilites of usipg the ideal approach to

q%thering'reliability information.
e : )

¢

R}

. »
'y R

Solutlons to problems 51mllar to this have occurred in

3

'prev1ous research For example Campbell, Dunnette,«Arrey)

AN

and: Hellerv1k (1973) developed a ratlng Scale for department

managers wlthln iarge stores. T@;lr relalbiIity'problem‘was

"handled as follows.

~ -

Each/department manager Vas rated by both his
store manager and . &ssistant store Banager using
both the scaled expectation method and the summed
rating procedures.' (p-. ?7)

-

o

In thls 51tuatlon all raters could ‘not rate all ratees. The

correlation between palrs of raters on ratees was considered

>

-

as an acceptable reliability indicator.

A similar. approach where all the raters did not rate-

all the ratees was used by _Motowidlo and Borman . (1977).
‘ i\ .

Y

Their research ‘attempted to measure  the. morale of 47

platoons in the U. S. Army (in foreign ;as;s). The

i

~
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. N .
. “ - . . . .
. ' [ . . -
- . N , .

interrater rerlablllty measure of platoon morale vas handled
< ' f

as follows.

-
v

N

With the newly developed scales, morale of each C/
platoon was rated 1ndependently by - two persons,

the company commander and the first sergeant in

the company of whlch the' platoon was a part.

(P179) / . \ ‘ :

[ =

i

‘Interrater reliabilities ranged from r=+.47 to r=+.75. 1In

' ‘ » v o | S
this situation the company commander may have rated, more
than one platoon while the sergeants involved only rated-
their own platoon. The reliability was based on pairs of .

\ o o . - ~ e

"' raters, - one of the raters in the pair possibly beiné

inivolved in more than one pair of raters.
. . ' ’

Landy, Faft, Saal}'ang Freytag (1976) had " a similar .

A'approaoh “to 'obtaining ihterrater_ reliability.y Their

research was directed towards .the development Vdf’fa\\rgting
scale for pollce offlcers.‘ For the purposes of selectlng
different performa ce levels’oﬁ p&i}cemen, constables were
rated on.,"overal worth" to the police departn%nt.‘ "Where
p0551ble pairs of'raters wereé 1dent1f1ed who could prov1de
parallel ratings’ foé a single ratee? These pairs were used
as a ba51s of scale-rellablIlty analyses" (p. 275) -Medlan
rellablllty correlatlons ranged fiom r=+.a7 to r=+.74. 1In
- thlS research of.Landy ‘and. . Colleagues '(1976),' it anpears
that when . two raters hqppened to know the same ratee the
'shared knowledge was used as -aé3 indicator . of interrater
rellablllty. . Thls approach, although not comprehen51ve, is .

probably stlll representatlve of 1nterrater agreement. .

E .. EE- N
. Pt

‘:a M
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A comparable approach in ‘the present %gsearch could

only be used if one sergeant knew another sergeant's entire
E ‘ v N . . X - . N

_squad. This 0ccurrence‘(f6r-the present rksearch) would be

necessary - to indicatéAthe reliability of the rank-ordering

measure. Within th¥s_  police dJepartment, - sergeants only
infrequently Chdnge squads. Sergeants dre not in a good

) . ) o , |
position t6 rate the job perﬁormante of  constables not in

€

€heir squad., An approach similar to Landy ahd. others (1976)

i

[}

zthereforeyﬁppéérs_difficult to implement for this rqseaféh.'
A  modification  of ‘the' method of  using ;atér pair

correlations plus 'completing the reliability measures -

indepéndently of the reSeérch may, however, be possiblé.f

\

Co ' LS L .
It is suggested for this research that the following

{\ : ]

. approach be used to better indicape’fﬁe reliability - of the
job performance measures.»‘RéiiwgépairSTShould be found to

rate each squad. ;" Although relatively few sérgeants know all.

of the constables in another squad, a senior constable in
each squad (vwho is awaiting promotion to sergeant) could be
asked to asseSs_sQuad members with the rating methods _used

. : : . L \
in- this research. Also staff-sergeants may be able to rank

'some of the squads -that they-Supervisef From these rating

/" N € o . | . - . )
pairs' (the sergeant and senior constable for each squad, the
Sefgeant and stafgfse;geant),interrater agreemédf measures

could be gatbeted,

gnce) could be obtained by the pairs of raters during

281,

/ratings (rank-order in squad, 'aovefall - job

i

S
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the preSent time period |(after the intial data were
. » ' S
* collected). The+correlations between the rating pairs would

indicate‘independentlj the degree of the reliability( of

these‘ job performance measures. "These reliability figures

a

‘could be retrospec1ve%¥ ﬁp ied to the present research.

Proposed ACth&

\]
\ ) . .
(1) Conduct another ranking and rating of the subjects

in -the research tﬁat involves ‘job petformanﬁe’appraisais

from «squad sergeants, senio. constables, and staff-
sergeants. Inter—rater' reliability scores could then be
ogtained; ' oo -

(2) As " supplementary measure of reliability Dbetween

squads,~ all raters,- after ratlng and ranking their squad,.

.

be asked to rate and rank the other subjgcts in v;his

Part of this?task will also ihcludeban indication of
"how 2he11 known" the subject is.. This will aglow staff-

sergeants, sergeants, and senior constables from jone squad
: _ .

to assess the job pprformhce of men in another squad. ‘The
‘ ,

1

analysgs of these data may ‘involve a bartial correlation
where the "familiar;ty" variance is subtracted from the
total variance so that the betyeen rater correlations more
f ‘accurately reflect a reliability mea;ure; An exaﬁple of the

- i

form used'fbrvfhis stglementary measure follows.

“
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Name .
Qf' Rater . ) ” " Date _______.__
q, -~ » .
Performancé Rating of
. P
Men not in your Squad
’ .
W ‘ : . )
(1) Rate the constables in terms of how well you know then .
by placing an X in one of the "Familj]

LE&g! colunns.
T‘ a3 ® -

(2) Strike out the names of the,codstﬁ»‘
or “"Know Slightly". '

¢3) Rank order the remaining‘gdnstables in terms of "ove
job performance™ afs if they were in your present squad.

(4) Rate these same - constables in terms of “overall job
performance"™ on the 1-9 scale in QQe same manner as you have
rated the men in your squad.

_ Constable Familiarity . Rank  Rating

I L B Ll . - & .T ‘vT 1
|Don't|Know | KnowiKnow| {Overall i

. {Know |SlightlyfWell|Very| |Performance| °
i l . | [Well( | i
= b 1 gt —+ 1
Smith, A. (000) { { bt | { | 1123456789 |
. ’ 1 4 4 1 L 1 4
LI Ll Ll R v k] | |

Smith, B. (000) ] l | | K/T\Ujj23u56789 | - ¢

‘ ‘ F 4 4 4 +—+ .|
Smith, C. (000) i | | i | KL}23u56789 l
o b I —4 { - +—4 {
_Smith, D. (000) 1 ¥ i T {  1"123456789 |

t A i 4 r 1 7 : 1 :

. | B ) ' L LN | t R .
Smith, E. (000) | | | | | (123456789 |
: ‘o ‘i\ — . i 2 L i ,/ i ¥ \\
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APPENDIX 11

Ratings by Sergeants of Three Written Incidents



Name Date

P

Please rate +the following situatigns in terms of the
constable's Y“overall performance".

G;nstable A approaches a drunk fon the street, who is
extremely intoxicated (staggering and faliing down), 1is
dirty' and wearing ragged clothing. '

" The constable says: "Hey you. Your're just another drunken
pig, aren't you? 'I've seen a thousand like you and you're
not worth dirt." )

The drunk says: "But officer, I'm not that drunk". ‘
The' constable says: "For your own safety, I'1ll have you.
transported into the custody of, the police department until:
you're sober." At this point the paddy wagon is called and
the man is taken away. '

‘QVERALL PERFORMANCE RATING ()

-

1 2 3 u. 5 6 7 8 9 ,
—i—t—
NS

Constable B has just followed a car doing 50 in a 30 ¢ zone.
He pulls the car over to the curb and approaches the driver.
He says: "What right do you have to travel at that spead?
Give me your documents and hurry it up." This was followed
by a traffic ticket being issued. ’

OVERALL PERFORMANCE RATING ( )

4L &

1 2 3 4
—ir—t——t—1—

+ v

oy
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W

Constable C has been called to a family dispute as a result

of the wife's complaint,. On  the doorstep the husband
answers and tells the constable to leave. .
The constable says: ®*A Mrs. Smith phoned in a complaint.

May I speak with her please."

Mrs. Smith enters .the doorway and the constable says:‘

"Mrs. Smith, I am responding to the complaint you phoned to
the police department:. Could I step in and discuss - this
matter with you?.® ‘ '

She agrees. The constable Says upon entering the hqusq

addressing both the man and the woman: "I would 1like” to -

speak to both of you, but Separately, about this complaint."
‘Turning to the nman, "I would like to speak to Mrs. Smith
first, alone please. 1I'1ll hear your side nextw, The man
leaves the room. .After hearing both sides of the incident
.and referring the couple to a community agency the constable
departs having defused the situation.

a

OVERALL PERFORMANCE RATING ( )

1 2 3 4 5
—:— : $—: { _:——+——:’

+ <
[ee]
¥s]

-’_o\
1

\

\

¢



Table 43

Ratings by Sergeants of the

287

7 Three Written Incidents

_— NS 4

Incidents Mean Standard Rangi///g{gndard
Deviation . Error

Intoxication 2.30 1.55 5 .32
Speeding 2.26 1.48 5 .32
Family ‘ : i
Dispute 7.96 .18 3 .18 .

— / ‘
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APPENDIX 12
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the "overall performance"

of a policeman.

Q—-
& Al
.Name Date v
(1) Rate (by circling)sthe attributes below in terms of
their lmportance - for the "overall performance™ of g .
policeman. '
: ) . & 3 ”
ﬁttribdtes_af Lesser Greater Rank
.Job Behavior Importance Importance
- . r N T —
Tough ’ o1 2 3 0y S 6.7 8 | [
. | ' ‘ A i
Courteous .1 2 3 4 s ¢ 7 g { {
: | N l
Cold 1 2 3 4 5 6 7 8 i i
- T I , [ |
Common Sense 1 2 3 4 5 ¢ 7 8 A i .
' ! I I
Intelligence 1 2 3 4 5 § 7 g Ao 1
' | : l. |
Friendly- 1 2 3 4 5 ¢ 7 8 i |
. ‘ 1 I |
Take-charge {1 2 5, 6°7 g i i
e . \ f I I
Honesty ' | 1 2 .5 6 7 8 | i
' i ) ' | l,
,Physical f 1 2 5 6 7 8 i i
‘ | . A 1
Kingd I 1 2 5 6 7 8 I |
' | [ |
Hard-nosed I 2 3 4 5 6 7 8 i |
T e | ’ . o | |
Fairness |, I 1 2 3 4 5 6 7 3 i i
| I ]
Self-Control 1 2 3 4 5 6 7 38 - {
B ! . ' |- I
- Alertness i1 2 3 4.5 6 7 g i |
: | [ |
Ruthless I 2 3 4 5 ¢ 7 8 { . i
i | B |
Enforcement 1 2 3 4 5 6 7 ¢ { ]
| i R
€Courage 11 2 3 4 5 § 7 8 | |
' | ‘ 1
Watchman 11 2 3 4 5 ¢ 7 8 { i
N L | - |
Public Servant 1 2 3 4 5 6 7 3§ - i
. ~ | . | |
Forceful 1T 2 3 4 5 ¢ 9 8 i |
[ & . A 4
(2) Rank order the attributes (the best ‘being number 1, the
second best 2, and so on) in terms of their performance for



