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THE CURRENT SETTING 

FOR 

" POLICE AND FIREFIGHTER SELECTION 

/1 

tHE CURRENT St::TTINC ~'()R pOLICE AND FIREFIGHTER SELECTlnN 

Purpote of thi~ Booklet 

As never before, those who recruit and select public servants are being 
challenged to insure that their methods are responsible and relevant. 
How a community select.s its polic'e officers and firefighters has become a 
particularl y sens.i ti ve concern. Informat ion about well-developed approaches 
to appraising candidates for these essential public fUnctions is still dis
appointingly scarce. Yet, a number of promising developments are underway. 
"owever~ information about these has not been readily available in a useable 
form in one document. Hence, this booklet has been prepared to summarize 
and highlight pertinent examples. We hasten to add that endorsement of the 
particular techniques and methods described should not be inferred. Rather, 
they are presented as suggestions for study and consideratl on,' perhaps wi th 
adaptations, by any given jurisdiction. 

Intended Audiences 

In developing the mate~t~l in this diSCUSSion, we have had in mind the dif
ferences i,n background among public officials who have day.t!o .. day responsibility 
for recruiting and hiting America's police and firefighter personnel. We hdve 
tried to present the information in a nontech:nical, yet not oversimpl:i fied way. 
But this is not to say that individuals with no background in personnel measure
ment should proceed entirely on their own. IncreaSingly, selection methods IllUSt 
be professionally develnped and applied. How to initiate such an undertaking, 
and where to turn, are critical questions in many jurisdiction~. By presentinB 
some examples of what i.t takes to devetclp lob-related selection processes~ it i$; 

hoped that this booklet can aid in upgrEtding current practices. 

Organization of this Booklet 

This booklet consists ~f five major sections. The opening chapter points up 
the critical need for responsible selection of entry-level poliCe officers and 
firefighters. 1 t also di scusses what is requi red f<lr selection to be job
related and valid. Expected values and limitations l)f the booklet are noted. 

The second section ident i f ies the role of "management and hs impact on EEf) 
programs. Resp"nsible personnal administration requires ~anagem~nt concern. 
This section addresses factors which should be conSidered in attempting to impr:~v~ 
equa 1 employment (lpportunit y programs f'."r pol ice and f1 refighter occupations. 

The third s~ctiLln consists of a guide which delats ... /ith conditions and techniques 
for adequate job anaL~sis. which is the necessar~ hase for appropriate Selection 
pr-acti ces. Exampl es of d i ff er(!nL approacMs tr"l j'"lb ana 1 ysis are presented. 

The fout:th sectinn cllosic:;ts of ptl'j~('t summanes. We are using the term flproject" 
to Inean both special devctl'pmf'ntal act1vlties in particular jurisdictions and 
rp.search sludies 1n l\peratin~ s1tuations. "Ihese are intended to identify methods 
and technlqUE>S whlch \'oU may wish to conSider for adaptation to your Dwn ci l"'cum
stances. Some flf tltt- pn'jp.ct summaries illustrate job analYSis approaches; others 
refer primarily to applicant appraisal mothl)ds and devices. 1n each case there is 
an indication of how tll gel further informatifln abclut the particular project. 

1 
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The final !:ection· of tho bookl et const), tutes a sel f .. evalul(tion checklist. This 
1s intended to provide you a tool for helping to identify strengths and we'lkt'l€:::HH:~~ 
In your selection practices for police and firefighter cl.~.es. 

,lm2ortance .jf Police and Fi rofighter Classes 

In this booklet we are focusing on entry-level police officets, both local 
and State, and entry-level firefighters. Besides the critic.at· hatUte of the 
functions performed by i ndi vidual s in such posi tions, severnl otqer factol.'s 
prompt attention to these jobs. Typically they represent a sub~tantial portion 
of the public employees and of the hiring in thei.r jut"isdict'ions •. Another l~ey 
factor is the equal employment opportunity (EEO) aspects of police and fite n 

fighter hiring, with respect to both ethnic groups ann women. These occupations 
more than any others in public employment, have been the subject of court cases 
which contend selection discrimination on bases which are not job-related. 
Closely associated with EEO is heightened concern about the community relations 
aspects of police and fi refight,er work, especial I y in inner ci ties. Another 
problem is the fact that current methods for appraiSing suitability for 
these,jobs leave much room for improvement in a large number of jurisdictions. 
Our aim then is to provide an assist in getting on with the improvement. 

Job analysis which is comprehensive and thorough is the ess'enti·a,l base for a 
sound selection process, as it is for most aspects of effe6~ive personnel 
management. 'l11e analysis must give attention to not only the. ~requency of 
tasks but also their relative importance, whether or not required more than 
occaSionally. Standards of performance--i.e., how well the tasks must be 
accomplished .. -need to be considered also. How frequent~<y new tasks must be 
learned, and what kind, should not be overlooked. In conducting the job 
analysis study,' it is essential to carefully document the p'rocedures and' 
findings. With this data at hand, the next key step is to identify what 
knowledges, skills, abilities and other worker characteristies need to be 
possessed by those who will be hired. The Job .. relatedness ot,the ~election 
process clearly hinges critically on how well this step is carried out. 
Examples of job analy'sis approaches are given in the thi~q section of this 
book~et • 

In developing or choosing the actual testing or appraisal iritrume~ts, there 
are several necessary conditions. They clearly must be job~~elated to be 
appropriate. This is achieved through the steps just noted above of job 
analy~is and identification of the essential candidate qualifications. The 
methods used for assessing the extent to which applicants meet these quali~ 
fications must be valid; that ls, the methods must measu~e what they purport 
to measure. Thus, if a certain kind of physi~al agility has been shown by 
the 10b analYSis to be a critical requircment, the testing of agility must 
be of that kind. not some othcr kind of agili.ty. Or it might be demonstrated 
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that the skill demanded in the test, while not entirely parallel with that re
quired on the job, has a substantial correlation with it. Validity thus needs 
to be established through a direct tie-in with the job analysis. In some 
situations it may also be possible,to deterl!ninc validity through statistical 
comparisons of test scores and scores on me.asures of training performance and 
job performance. The technical feasibility for such 4 study depends on several 
conditions, and its proper conduct requires substantial knowledge of personnel 
~easurement and research methods. 

Validity is cone erned wi th measuring the appropriate characteristics. Another 
requirement of sound selection methods is reliability, which is concerned with 
measuring accurately whatever is measured. Technical books on testing discuss 
Inany factors which affect relia,bility, including'the standardization of the 
testing method and its administration, to insure that each applicant is being 
appraised on the same basis. Moreover, the sample of behavior which is being 
measured must be sufficiently extensive and representative to i~lsure rl~liability. 
Thus, in appraising ability to lift certain kinds and weights of objects, one trial 
may not give a very accurate reading while a combination of three may. What is 
reqUired in this regard needs to be determined by research. 

Objectivity is an important requirement of sound testing methods, particularly 
because it affects the reliability of the measurement. Some characteristics 
can be measured with a high degree of objectivity. In other cases, the degree 

of objectivity which can be achieved is considerably less, yet the characteristic 
to be measured is so important to th~ job that its appraisal needs to be under
taken. Any assessment of human beings involves judgments. The degree of 
objectivity can be enhanced in several ways: (1) by structuring the bases and 
methods for making the judgments; (2) by involving individuals best quali~~~d 
t9 make the pertinent observations and derived judgments; and (3} by inclusion 
of sevetal independent judgments. The whole point of this is to insure that 
the cotnpararative appraisal of the appliCants \oIill reflect tJrimarUy job-related 
differences among th~m rather than difference~ among those making the judgments. 

Whatever testing m~th(lds are used, their adequacy, then, is a matter of their 
objectivity, reliability, job-relatedness and validity. In considering how to 
test and sel~ct entry-levpl firefighters and police officers, there is often a 
tendency to focus almost ent i rei y on the suitabil it Y of individual apprai sal 
methods. At least as important to the soundn~ss of selection is its overall 
job-relatedness and validitv. Ther~ is no more critical question than whether 
the scope of the total pr~~nss encompasses appraisal of all key characteristics. 
When any essential el<:>lTIonts arf' omitted, th~ resulting eligibility list is not 
a balanced reflecti~n of lh~ candidates' rolative total potential. The 
determination of who gets un the' rc'gister, and at \",hat position, must be based 
on an appraisal process that taps all significant ar~as of job~related quali
fications. 

One of the more difficult problllms in carrying out cl. selection process is ho'~ 
to combine scores or rali ngs on thl> vat'ious components of the examination 
process. In some c~oes it may hp possible to determine weights on a statistical 
research basis as to the relative contributions of the parts. Such analysis 
again requires substantial technical competence in p~rsonnel measurement and 
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statistics. More often the weights hove to be determined on a judgmental basis, 
with steps taken to maximi ze thl:! adcqul\cy of tIl(' judgmental process. The factors 
which ,.,0 noted carlier as ways of achieving reasonable objectivity in selection 
ihst ruments arc cquall y 81ppropriatc Lo the process of determining weights. 1 t 
is essential to document in detail the way the weights are determined and applied. 

Closely associalad with the matter of weighting the compone~s of a s~lection 
process is the determination and use of passing points on the separate devices. 
In selecting firefighter and police personnel, it is a common practice to have 
a pbssing point separately on each part of the examination~ such as a written 
test, ,ohysical performance test, and oral exam) nation. For some applicant 
characteristics, a minirnum level of required proficiency can be established wiLh 
considerable confidence. Responsible selection would call for setting passing 
pOints separaLely for each such characteristic. However, to set passing points 
above such a level, or to set them for components where a minimum proficiency 
can be established with less certainty, may be counterproductive. 
The findings of selection rosearch often suggest that a passing point only on 
a combined score may be marc justified. Another approach used by some juris
dictions is to use somewhat less demanding passing points on separate components 
of the exami nation than 0n the total combined score, thus allowing for balancing 
out of somewhat lower abilit.ies in one respect by stronger ones in others. . 

~~8tive Role's of Personnel J~gency and Appointing Agency. 

to achieve a sound selection process in Any in~tRn~p; thn rp~r0~,ibl~ pe~connol 
ttgency and the fireflghLing or police agency must work hand-in-hand. Thus, in 
undertaking job analysis and in developing various examination components and 
methods I both kinds of agencies need to be involved. In the actual conduct of 
the examination the personnel agency by the Law and rules governing its operatiolls 
would normally have primary responsibility. Even here~ however, firefighter or 
police officials might participatn, for example, in an oral examination process. 
It is deSirable, however, to maintain independence between the merit system 

, examining process and th~ appointment process. Thus, if an official will have 
responsiLility for chOOSing candidal~s from a selection cortificate, he should 
not ordinarily hnv~ becn involved in making' any of the judgments on individual 
candidates prior to the appoinLment judgment. 

tinder its law the personnel agenc\' normal 1 y is di rect:cd to carry out an examination 
which is job-relaLQcl and valid. ThaL ag~ncy is mORt fully carrying out its re
sponsibility by conducting a balanced or rounded examination. To leave much of 
the basic assessment to th~ appointing agency is not fair to candidates, to that 
agency, or to the public. The personnel agency has a responsibility to develop 
registers of aligib!us, and s~lection c~rtificatQs, which refl~ct relative over
all suitabilt~~ uf the candidates. Then, as shown by findings from the body of 
sclertiJn r~scarch, appointing officials have the greatest opportunity for 
m{t~~':'ulizing the selection '''bat ting average." 

~imitations of this Booklet 

This booklet is tntended to be of practical help in suggesting ideas and methods 
for possible usC' in the selection of ontry-ltweL firefighter and IXlUce personnel. 
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But it can clearly be only a beginning, nota SUbstitute for the jurisdiction's 
unique responsi~ilities. E~ch jurisdiction mu'st undertake its O\oln job analysi~, 
for the respe~~lve classes. J6b analysis informationlpresente~ in this bookle~ 
may be of conslderable help in de~ermining how to do the analysis, either in a 
general way, or sometimes more specifically, perhaps ev~n to the point of pro
viding a checklist as a basic tool. 

N~r c~n the booklet be a substitute for a jurisdiction's doing its own identi
flcatlon of knowledges, skills, abilit:.i,~s and other worker charactet'istics 
needed to carry out its firefighting and police functions. But hare again 
information in the booklet may provide a valuable framework. 

Each jurisdiction, too, must choose or develop its own selection methods In
formation in the booklet may enlarge the base for'that res~onsibility. If 
selection processes described in later sections of this booklet are to be 
considered for use or adaptation, further, detailed information shouLd be 
obtained about them. 

We cannot, of course, take credi t for the information ... ,d methods ..:.. .. $ctib~ J n 
this booklet i since we are simply assembling, and SLun.'11a~ G.i.ng '.1.1 dl-

be promising d.cvelopments undertaken by others. To them belong any tUQ(\kClr 
what value you may find here. You have critical respon~ibilities for selecting 
our country's firefighters and police officers. It is our hope that t~is 
booklet may in a number of instances give you some head start. 
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f:QIJi\L f}IPl,O\,}1I~T OPPOlrrUNlTY IN POLICE AND F1.REFIGHTh"R SELECTION 

Public employers I~vc 8 mandate to develop programs which will assure equal 
employment opportuni ty for all (>-mploye~s and app! icants for employment. The 
responsi bit i ty for equal employment oPI~")rtunity derives from the fact that it 
is the right and just thing to do; it is b od personnel management, and it is 
the law of the land under the Equal Employment Opportunity Act of 1972 (which 
amended the Civil Rights Act of 1964), 

Any State or 10'81 equal employment opportunity program must be responsible 
and acutely sensitive to the social, economic and political needs of its 
jurisdiction. It must be developed by those who are to administer the program, 
with the knowledge and help clf those who are expected to benefi t from it. 

The Planning Process at Top Level 

The "',: ll. r ~; ~\h , :' of '. 'lP' ''\at?,cment is required as the basis of an effective 
10"' .' .F.l.·....... ., ~.l 1.OC-· lev(» 't'I I~ I,.,' -Id bq t:fi\~ mayor, city.ot' county mo.nager, or 
CI ,I" l: -fl. r. At +' .. 1 ('." . ,1 Gt>'·,"·n,.:- '_." etthe tone .811d the 
g I 1,·1. , c; (,. r ;1) " J1 ~. 'it .. i d'; eltecu ci va branch. 

The kind of top-lc·vel EEO h,undate which is needed is one that'accomplishes the 
following: 

(1) it establishes a broad, attainable goal that can serve as the 
foundation for planning at every level of t.he organization. 

(2) It delegates responsibility for the development of specific 
pLans to 10we~ levels of organization. 

(3) It provides for top·l~vel supporting services by persons with 
knowledge, contacts and technical skills. 

(4) It establishes a liaison through which principal officers can 
have access to Information and supporting services. 

(5) It provides for appointment of staff who will have 
imm(!d:i ate gEO responsi bilHy lhroughout the organi ?oatiC"'. The 
need for such staff d(~pcnds upon many factors, such as the work .. 
load and skills of those personnel officials who might otherwise 
carry the I.'csponsiDHity, the nc.cd for concentrated action or the 
need for someone who can give a new look to the eqtsl opportunity 
aspect of employment. 

(6) It provides for review of plans at top levet. Such review assu'Ces 
coordination throughout. the organization and lends to the planning 
the perspective available only to top management. 

(7) lt sets principal target dates for accomplishment. 

• 

'1 B~for~ an EE0 plan f 
be examined agaiti:t ~~e t~e department is approved b 

allOWing criteria f Y management it 
(1) The 0 good planning: ' might Well 

goals and objectiv 
by top management. as shOUld include aou ~ 

" tllat arc stated 
(2) POlicy sl: .. 

, a~~ments shOUld . 
ethl'llC, and sex grou ahlllYS refer to the a 
should provid f ps in the relevant 1 b ppropriate racial 
t ti C Ot a review f a or ll1erket PI ' 1'a Oh"-rcct'uittn . 0 a 11 asp~cts of' • anhing 
union relations a e~t» Job analysis> and des! pel;'so~inel admin:i.Sh 

n many more. gn, tralning, promot' 
(3) E h .l"an, 

Be propOsed action h 
shOUld be traceab s ould be as specific 
posture of tn d Ie to facts and figures as P?ssible and 

e epartment. - rcgBt'dJ.ng the EED 

(4) The plan shOUld specif 
proposed actio~. y target dates for ° I 

c mp etian of each 
(S) , 

rher~ shOUld be def' . 
review and revi i lnlte provisions Within th 

son. e plan for period~c 
!2,ound ..2..l!P.J?ort P} an . -..:...;;-_.::...__ n1 nS 

Facts and figure 
Such informations~~:eh8?narally useful 
g~e.lc ~:~ . .I.J ~ • • C l.S hcceS6£lry in 

v ... ~ ... .I.1I .... J.UUt:l. 
to support affirmative 
meeting equal amblo\'mp .action planning. 

Cl) A t'evie~' of depBrttaenta 1 

• • nt- n ... " ...... t .. _~. t"r-- "",,,,..t:,-

(a) Croups by .... 
staff currently I 

emp oyed; breakdown 

.. .. Salt; 
(b) ... Race/ethnic categories' 

These subgrouped by: ) 
-. Salary' . , 
... Type of ASSignment. 
-. Emplo>~ent Stnt ' .. us. 

ReView Wome d' f n an mlnorie 
iscal years, breaking t~~g;no~p mem~ers employed durina 

as fOllows: 

40rmatlon dOwn as 0 the past three 
(3) ReView separatinns in Suggested in No, 1 j 

Nos. I & 2; women and minor! ty 

( 4) 

( S) 

( 6} 

, groups, reporting as suggosted 

/{~view women and minority 

ReView trainin 
sUggested in ;t:.rO~ite:; to 

grOUP promotions. , reporting a 
S suggested in Nos.l & 

Wumen and minorit 
Y groups and report as 

Comparison of thA 
w'th h ~ CU~rant a 

1 : e jurisdiction's ge profiles of minority 
ganeral Work force; staff lInd WOtnen 
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(7) Revimv of minotities and women directly involved in 
recruitment. 

( 8) 

8 

Percentage and names 
promotion during the 
under current agency 
general work forc~. 

of minorities and women not receiving 
past year tut qualifying for'promotion 
requirements as compared with the jutisdiction's 

(~ An:;:icipa'ted attd tion rate for all currently employed staff 
for the forthcoming five years. 

(lO)Anticipated changes in tbe staffing profile for the next 
five years in the light of: 

Trends in crime rates within the jurisdiction; 
Probable population changes; 
Anticipated changes in equipme~t and systems; 
Planned or needed reorganiz-tion or job restructure; 
Anticipated legislation or court action affecting 
staffilig. 

(1ll ~~~bable sal flry changes of officBl."S wi thin the ?omi:-g., 
"'J.V~ )'t:::I:1L1>. 

(12) Estimates of probable revenue within the coming fl've years, 
including information on available State and Federal revenue 
sources. 

(13) Possible artificial barriers to recruitment, selection and upward 
mobility in existing management policy. 

( 14) Recruitment sources and techniques utilized within the past 
year. 

( 15) Supervisory training in EEO provided during the year, in
cluding num~er or percentage of supervisors attending by rank. 

!nforming th~ Partlcs Co~cerned 

On<..!.l the EEO affirmative action plan is approved by top.management, the chief 
must see that all the pers?ns and g:oup~ concerned are informed ~,n appropriate 
detail. The methods u~ed 111 conununlcatlng the plan shCluld be as c.elrefully 
conceived as the plan ltself. Among them.might bE: 
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(I' lin orientation for directors and other key staff. 
" 
Orientation and training ~f all staff in supervisory 
positions. Experience indicates that the supervisor 
is a key element in the success of the plan.'Recognizing 
this, soMe departments have set up orientation and 
training course coveting the historical background of 
af£i mati ve action, organizatiol1al responsibi 1 i ty tor 
EEO planning, the supervisor's responsibility, CUltural 
differences, and the orientation, supervision, counseling, 
training and upward mobility of 'wbmen'Qr minbTity employees. 

(3) A message from the chief to each member'of the staff by 
letter or through pcy.sonal appearances. 

(4) Prompt inclusion of policy statements in instructiona1" 
manuals. 
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(5) Consultation with unions covering the broad provisions of the plan. 

(6) A letter to principal recruiting sources indicating proposed 
new directions in recruitment and including a request for 
assistance. 

~j) A prepared press release indicating general types of changes 
contemplated. 

(8) Transmission of copies of the plan to appropriate offices of 
State and Federal agencies that can provid~ appropriate 
assistance. 

Resource for P1anners 

Those who are responsible for EEO planning for a police or firefighter force 
may call upon the U.S. Civil Service Commission for technical assistance. 

The Commission, in accordance with the Intergovernmental Personnel Act of 
1970 (Sec. 205), may furnish technical advice and assistance on request to 
State and general local governments seeking to improve any and 'all aspects 
of personnel administration. ' 

! , , 
r ,; 
') 

:1 
(; 
I, 

" : 
d :1 

? 
" 



By .. produCLS of n Sound EEO Plan 

A sound plan has these managerial 'side effects: 

(U It pl"''1vides a framework for decision~making~ This is important 
because ill-founded EEO decisions can have long-lasting and far .. 
reaching consequences. 

(2) Communication is strengthened both horizontally and vertically. 
Parti cipation in EEO planning of the departrtl(mt offers a "listening 
device" for t\Hl chief, 1 t provides long-range vision to' the 
0rnployec, who may have looked at employment of minorities only 
from his own viewpoint rather than as a'requirement of law which 
his superiors must find a way to meet. 

(3) By making each person in the planning process a potential chang~ 
agent, it, makes change a challen.ge rather than a threat. 

(4) It provides one basis for assessing the performance of super
visory staff. 

Reguisites of a Sound Recruiting Program 

10 

Analyzing iobs and the application of job-related selection de~ices is discussed 
elsewhere in this booklet. An essential part of t.he EEO program that ha~ not 
yet been covered, however, is recruitment. 

A soundly conceived and comprebensive recruj, tment program is one which: 

(1) Is based upon information about current and anticipated hirings. 

(2) Is a continuous effort rather than a series of spur-ofwthe
~oment attempts to meet immediate needs. 

(3) Directs its messages so that they will reach all potentially qualifi~d 
people after making a sound determination of what the geographi 
boundaries of the recruiting efforts should be. c 

(4) P~ovi~es adequate personnel for the recruitment job, including 
m~not"l ty rccrui tet·s ,~here feaSible, as well as persons \~i th 
bilingual ability wherever indicated. 

(5) Dete~mines optimum'methods for reaching as many minority and other 
candlclat~s as possible Within the determined recruitmenL area 
and proVldes for evaluation of the effect! verless of the method 
at stated interVals. s 

(6) Provides for recruitment tools -- e.g., literature and films __ 
that reflect in every possible way the fact that jobs are open 
to a 1'1. 

---r 
. (I 

'i 
i 

The following are among those recruitment approaches generally conceded to 
be productive: 

(1) Cadet programs, which provide a ready reservoir of potential 
careerists; 

(2) Cooperative education programs, whic~ provrde fo~ alternating 
periods of study and study-related work. Some 300 four-year 
colleges have such programs, including about 40 predominately 
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Negro colleges. Many two-year colleges have either started 
programs or have expressed interest in doing so, There would be 
special advantage in arranging programs with two-year colleges that 
have or are willing to institute, law-enforcement or fire training 
courses; 

(3) Enlistttlent of minority and women's groupsl in rect'uitment efforts; 

(4) Information aboutpolice officers and firefightet' jobs in occupational gUide 
.and at counseling centers; 

(5) Stories and advertisements in minority newspapers and on minority
oriented radio stations; 

(6) Television presentations of the police officers' and firefighters' 
jobs and the recruitment effort; 

(7) Attempts to introduce grade-school am high-school students to 
police and fire work as an occupation. Youth organizations as well 
as schools often welcome participation in such programs; 

(8) Establishment of outreach recruitment centers in areas heavily 
populated by minorities. Mobile vans are often used for this 
p\lrpose. 

. ., . 



GlIID~ FOR AHAL\,ZI UG JOBS 

IN 

POLICE OFFICER AND FIR8 FlGHTER CLf\SSES 

This ~\li df' ft>t' anal yzi ng johs was cleve lop<>d for use in per$:) nnel sel ecti on. 
Alt"oll~h it is likely to be useful in other areas of personnel management 
decision making where joh nnalysis is necessary, it is intended for those 
who Are involved in using the data colte<.'ted in job analysis for the design 
and d~velopmpnt of selection devices and applicant appraisal methods. 

The guide is very brief and only int~ncls tnprovide a minimum of what is 
necessary in the proceRfl of job Ilnnlysis. More information and in .. depth 
guidnnce on how to do joh nnalysis will be found in the referenc~s at thr 
end of this section. 

Analyzing a job for selection purposes involves a systematic collection, 
veri.fication! and evaluation of information about the work being performed 
in ~he job being analyzed. This should include: 

(1) current, accurate, and descriptive information about the work 
performed; 

(?) a presentation of this information in a systen~tic fasnion that 
will itlciiic8Le using the lnrormatlon to~ tutther analysiS; 

(3) a statement of specific job requirements based on the analysis. 
The requirements should be stated in terms of the skills, know
ledges and abilities required of the worker to do the job. They 
should be supplemented by what~ver other job-related worker 
characteri sties are call ed for and information about tho work 
environment needed for selection. 

TECHNIQUES FOR GATHERING ,JOB ANALYSIS DATA 1 

There are f0ur hasie methods by which data are gathered for j)b analysis: 
(1) intATvlPws, (2) dir~ctly observing the worker perform, (3) participant 
logs, and (4) use of a questionnaire, Each method is described and dis
cussed below. 

. . 
1!'(ljor portions of thl.'! f<:111owing have been taken from I1Job Analysis 
for Personnel Seloction," The California State Personnel Board. 
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A. :rhe It1dividu~l Interview with. Incumbent 

Intetviews alone are ~ sufficient means of data gathering-for desk 
Jobs snd othClr jobs involving little observable physical activity; 
that is, for jdbs involving the processing of data as opposed to 
the manipulation of tools or other objects. Incumbents may be 
interviewed at their desks d~ sOme other convenient location. It 
i~ important that the interviewee fully understands the reason 
for the interview so that the interview not be interpreted as an 
efficiency evaluation or as only a classificatl on and pay audit. 

The interview might be developed on the follOwing lines: 

1. Beet with the supervisor .to obtain an overview of the job. 

2. 

3. 

The supervisor may give an indication of any special problems 
with the class; and may also select suitable employees for 
interview. The employees selected should know the Job fairly 
well 81ttt range from at least average to superior ab4!oHty in 
performing their duties. 

Meet with the worker alone. The presence of others, particularly 
a supervisor» is likely to be £1 d:U;tr8cti on. 

Use an orderly system to structute Ehe ~nter'View. The following 
approaches may be useful! 

A. Begin the interview by asking the interviewee: 

CO What are the major duties of your position'? What exactly 
do you do? 

(2) What different physical locations do you work in? 
(3) What activities do you participate in?' What e~ctly do 

these involve? 
(4) What other responsibilities do you have~ 

After establishing the job fUnctions through the above or 
sifuilar questions, the intarvJew should be structured by 
confining discussion to one duty at a time. In the discus
sion it will probably be found that each duty 1s composed of 
severa I ta $ ks • 

b. An alternate approach to beginning the interview is to ask: 

(1) What is the purpose of the unit you wrk 1n? 
(2) What is the general nature of the job? 
(3) What sp~cific areas (functions, locations, projects, etc.) 

do you work in? 
(4) How do .yc:>ur responsibi li ties re lute to those of others ;tn 

-your unit? 
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c.A third approach is to use the categories of people, data and 
t"hings to structut"e the interview. In using this approach, the 
interviewer first determines all the people with whcm the worker 



has communicltions, l'ithc·r in person, by telephone, letter or 
in any ot.her way. Having det~t"minl'd who thefw p(!ople are, the 
intcrvi(,wcr then asks the worker what work he performs with 
respect to ench of these individuals or groups of individuals. 
The indicated work can thcn be broken down into tasks. The 
same general procedure is followcd in isolating the tasks that 
relate to data and to thing5. First, a list is made of the 
data or the things with which the worker comes into contact 
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al~ then the specific tasks which relate to each of these items 
are e2.-plored. 

d. In nonsedentary jobs it may be desirable to further divlde the 
job into the tasks performed at various duty stations; that is, 
struct.ure the interview according to work location. 

e. For jobs whose duties vary on a seasonal basis or which are 
nonrepetitivQ in nature, it may be desirable to structure the 
interview in terms of individual seasons or months, days of the 
week, or even in terms of duties performed within the last 
month or last severa 1 months. 

f. Some jobs consist largely of project assignments and may be 
structured by developing a list of projects and discussing 
the tasks involved in one project at a time. 

g. Many audits may be structured by asking for the tasks performed 
on a typical day or week. 

4. Ask the worker to describe his duties in his own wen"cls. Insist on 
a thorough description of each acLivity. Ask questions about terms 
which aro not unclel."stood. Ask to see forms or equipment with \vhich 
you arc unfamiliar. 

S." Obtain copies of any forms or other \vrittpn material inc1llding 
~ining manuals and regulatol."Y material \vhich may be useful later 
ip formulating exam items. This step is essential in planning 
and developing a content valid exam. 

6,1 Take completQ notes and sumnlCl.ri~e them to the interviewee from 
time to time to varify your understanding of the job. 

7 'I Cht.!ck your interview notes agal nRt any avai lable Job anal ytic 
materials, such as duty statements or allocation standards, as 
these may prompt new and fruitful questions. Make suye that 
the indicated duties explain what happens to each for I, object, 
etc., that passes through the employee ' s hands; that is, anything 
received that is acted upon by him or transmitted by him, as this 
1Jl.a.y help him to remember additional tasks. 

8 ,1 Chnck whether the indicated duties explain the presence of all 
rll<lturials (tools, telephone>.) files, equi.pment) at the work station. 
Questions about these items may bring out additional tas'ks.· 'Confirm 
that ~hc duties as indicated account for all the people contacted 
on the job and ~ll information (data) wllich is prOVided or dispensed. 

I 
\ 
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B. Tre Group Interview 

In many situations, group interviews are a more effective means of 
gathering job information than are individual job audits or other 
individualized methods of job analysis. T~e group approach is espe .. 
cially efficient when jobs at several levels in a Single occupation 
are being subjected to analysis. Each job analysis group shOUld be 
representative of the ~rganization in which the jabs are located. 
For example, when the job subject to analysis is a full journeyman 
position, the group should consist of several journeymen, several 
subjourneymen (assistants or trainees) and one or mote supervisors. 
So long as the superVisors are not a110wed to dominate or inhib~t 
the discussions, such a group can be counted on to give a complete 
and well-rounded picture of the job including the knowledges, skills 
and abilities necessary for successful performance. 

As is true of any job analysis method, the group method provides the 
following information: an overall description of the nature of the 
job; a comprehensive list of tasksj knowledges, skills and abilities 
required to perform each task; the frequency with which a task is 
performed; the percentage of time devoted to the task; whether the 
task has a high consequence of error and whether the task seems 
appropriate to the total job considering the other tasks which make 
up the job.. It should be understood that all of these area.s are 
usually not covered in one sitting. 

While a highly successful group may be able to complete a·job analysis 
in one all .. day session, generally several sessions of from two to four 
hours each are required. Even a highly productive group shouLd be 
encouraged to hold at least UoX) meetings sirce a period of reflection 
after the first meeting may result in the development of additional 
important information. 

At th~ fiist meeting llf the group, the analyst should explain the 
purpose of the job analysis. For example, if the job analysis 
is part of a test validation effort, the analyst should explain the 
relationship between job analysis and test validation, including 
the importance of test. validation to the selection of the best qualified 
employees. 

The group interview may be -conducted by one or t\vO job analysts \'1ho 
serve as facilitators, posing questions to the group when necessary 
and recording information developed by the group. It may prove useful 
to tape Sizable sheets of paper to the \va11 to recurd t:,,, information 
developed in a group session. In this way, the infor~ntion is vinible 
to the enti ro gruup and can serve as a constant tltiml,tlL'.S to the ()ovclop~ 
mont of new information. The other rQsponsibil!tic~ of t~e :rou~ 
faci! Hators are to /2'"0vide di raction to the group to get the group 
started and to keep the group movin~. 



Many groups arc ~asy to start and will respond to requests for a 
volunteer to give a brief duscription of the job. Hopefully this 
statement wi 11 start some discussion. The following may be useful 
if it proves difficult to start or maintain a group process: 

1. Ask (a) what are the major duties of th~ position; (b) what 
di fferent functional areas must the. incumbent work in; (c) does 
he have 8f\ yother responsi bil i ti es. 
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2. Give a statement of your own understanding of the job. Misconceptions 
or inaccuracies will probably be commentod on by the group. 

3. If you Already have some understanding of the job, offe: the 
group a statement which you know does not describe the Job well. 
Members of the group may be prompted to offer a corrected version. 

4. Select one or two persons to statn their concepts of the job. 
Even if the group fails to conUllent on the first statement, they 
are Ukel y to have comments t'n any differences between the 
statements of the two individuals. 

Additional useful techniques to initiate and maintain discussion 
inci ude: 

1. Pursue lines of questioning until obtaining all n~cessary details. 

2. feriodically summarize what the group h~s produced up to that pOint. 

3. Ask one or two group members to ~nswer a general question. 

4. Challenge a statement '-Ihich has been made. You will either get 
renewed discussion in support of your challenge or discussion in 
defense uf the original statemenL, or both. 

C • .§.t,mcr;visory 1 ntnrviews 

Rather than conducting dQsk audits or group sessions, one can adequatel~ 
analyze manY jobs bv intcrvipwing a number of supervisors. The supar
visors inLe~viewed ~ust have a thorough knowledge of the job, either 
through firsthand Elxpel·i(~nc(.! in the> wod< of, the job 0: t"r_.lgh a v,:ry 
close ... ,orking re 1 at ionsh i p. Thi s approach 1 s appropnate for new Jobs 
,,.,rhich have noL 'let been fi lied, for pOSitions in a homogeneous class, 
and for highly ~tructured jobs '.1hich the employee ca mot "m~di£yll by 
his own style or approach. Howc.~r) it may also be approprlBtD to 
consider the group approach or desk audits in order to supplement the 
knowledge of the supervisor and to insure the accuracy of the super
visors' impressions of the job. 

The supervisory interviews can be conducted in a manner comparable to 
the standard indiVidual interview.' 

1. Explain the purpose of lhe interview. 

2. Structure the interview (by functions, people, data, things, 
location, etc.). 

3. Get complete details. 

4. Obtain copies of forms and written materials used on the job. 

5. Take complete notes. 
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6. Compare the tasks brought out in the interview to other indicators 
of possible job duties to be sure that all important tasks are 
included. Such indicators include (a) the incumbent's job descrip
tion or class spe~ification (if either of them are available); 
(b) materials or equipment at the job site; (c) list of people, 
data, or things encountered on the job. 

D. Direct Observation 

For most Police and Fire jobs, direct observation can be a useful 
method of job analysis. The observation method may be approached 
in two ways: 

1. Observe the ,...arker on the job performing a compl ete work cycle 
before asking any questions. Take notes of all the job activities 
observed, including those not fully understood. After accumulating 
as much information as possible from observation, talk ,o/ith the worker 
to clarify pOints not understood and to determine what the worker 
does in addition to what has already been seen. 

2. Observe and interview simultaneously. As you t-latch, talk with the 
worket: about what is being done and ask questions about to/hat is 
observed"as wall as conditio~s undar which the job is being performed. 

Under eithcr approRc~ it is necc~sary to discuss the analyst's 
observation wi th th<.' Harker or others. This technique should 
normally 1)0 used only in conjunction ""ith ether techniques dis .. 
cussed in this chr ... p~cr. 

E. Participant Logs 

In this dnta-gathering technique, pnrticipants are asked to keep 
daily logs or lists of things they do during the day, As the 
participant changes from one task to another, he records the task 
along with the time in a lag providQd to him. The advantage of 
this techniClue is its comprchensiveness e Every minute of wot'k 
tilne is assi'gt1cd to a task. . . , " •. 

• 



If the· tasks of the job vary over a period of days, weeks, or 
months, incumbents may be asked to complete logs only for specified 
representative periods. If it is not certain when changes in duties 
occur but onl y that they do occur, the anal yst may randomly select 
periods during Hhich logs are to be completed. 

In order to fully understand and be able to use the logs, the analyst 
shoul~ interview one worker or supervisor to clarify the Use of 
terms and to obtain any needed explanations or clarifications con
cerning the log. A meeting with a group of people familiar with the 
job may be even more helpful; especially if there are differences in 
terminology among the logs, as different employees may use different 
descriptive terms in their logs~ making it difficult to compare one 
position with another. 
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Tasks indicated on the lags are ~ewritten as good task statements by 
the analyst and then analyzed and used in the same manner as interview 
informat:Con. 

F. Questionnaire 

The questionnaire asks for certain identifying information and provides 
space for employees to describe their positions in their bwn words. 
They may be asked to give duties and tasks performed and to list 
materl.als, lools, and equiplilent used. Employees are required to com
plete the form independently, but the supervisor may b~ asked to 
give some minor assistance or to verify the responses given befora thA 
questionnaires are returned to the analyst. 

A checklist questionnaire is a special kind of questionnaire. This 
procedure,uses a list of task statements which describe a job. In its 
simpl~st form, employees are asked to check,th, tasks they do in the 
course of theik work, Generally th~ anAlys~: shoul4 ayoid using the 
checkList to coll ect initial data earty in the stufly. SOth~ other type 
ofl~ob analysis first m4st be"made to develop ~he checklist. Then the 
chackJidt m~y be used as I~ kind Of task in~en~ory to collect further job 
~nformation. One possible appro~ch is to collact occupatio~al data by 
means of ~n open-end instr~nent and then develop a checklist from these 
data fO\: each occupation of' conce~n. Another apprbach is to use the 
61ass apecification, when one is available to develop items for the 
chqcklilit.l If properly condtructed, the checklist all so CCln provide 
~ata on hcc~p8tional chanles and job differences. 

li.~!!.l.~ttting [lncl :-1nking ,Ju.9~ll\C'nts Ab(,',Jt the Inlm.-mlltion 

Once information is gaLhered about the job through on0 or a combina~ion of t~e 
above methods, the information must be presented in a m~nnur that \11111 make 1 ~ 
useable for the purposusintcnded. This step is just as important as coltectlng 
the information. The accuracy with which it is, c~rried out.Will g~vern th7 
cfrectiven~ss of the next step in the process of Job annlysls, derlving skl~ls, 
knowl edges lind abit itic? and other worker characteristics from the informatlon 
presented. • 

(1) Dc·scribro whnt the worker dO(!$ in simple dr·c-L.H·,1!'l"': sent:~ncct 
(task slnt (olll(lnLs) fnrlllul :lll~d bv fI'~ki I1A: 

(8) \·,lho'? ... I\)WllYS implied Lo he the worker; 
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(b) PCldorms whal nction? .. -I~egin the sentence with an 
action verb as explicit and COhcrete as possible; 

(c) To who~ or to whrlt? S 
'" g .. - tate the immediate object; 

(d) To produce what? ".Supply the reason "'''h'yll in the action 
bei ng dl::lne; 

(e) Using what tools, equipment, work aids, methods or processes? 
.. -Answer "how" the work is being done. 

Once tasks have been formUlated in this way, answer the follOWing: 

(2) What is the frequency with which the tasks are performed? 

(3) What is the relative difficulty of each task as compared with the 
rest of the tasks of the job? 

Answers to questions (1) (a) thto ugh (e) above should·"be stated by 
using the formula for a task statement as follows: 

Using What Tools 
~1on Verb Db j cct Expected Output Methods, PIX? cesses 

The vel'b that 
begins the 
sentence--it 
"h",,,IM h ...... " ...... _- .. - -- --
concrete and 
as explicit 
as possible. 
Example: 
Speaks wi th 

This answers 
the questions 
II to whom" or 
u ... _ .,t".-\ ... O ... t.. ..... 

\,0." nt ....... '"" .... " ..... 

action is bei ng 
performed. 

participants in 
domestic quarrels, 
or other disputes 

Deriving Job Reguir0ments 

Always start 
with the phrase 
lIin order toll 
and thus &~~pl;~~ 
the reason II why" 
the action· is 
being done. 

in order to deter
mine differences 
involved l whether 
legal action is 
necessary and 
quell disturbance 

Answers the question 
"how the work is 
being done," 

using knOWledge or 
family and community 
relations, legal 
statutes and physical 
means ~hen nece~sary. 

Deriving job requirements requires going back to aach task statement and answering 
the qu~stions below as precisely as pqssible. Job requireme~ts should be stated 
in terms of the characteristics that are required of the job incumbent for suc
cessful performance of the job. Job requirements are the basis from which minimUIll 
worker qualifications for jobs are developcd w -th0 general backgrounds of training. 
experience, knowledges) skills, abilities and other special requir~ments that an 
individual nacds for entrance into the job. They should be the minimu~ needed 
regardless of the level of the job. The references immediately follOWing this 
section may be used in co~ unction with this section of the guide to assist in 
developing precise worker requirements. 

(1) Skill r~quircmcnts 

(a) What actiVities hlUst the worker perform with ease and preciSion? 

(b) What manual skills are reqUired of the wot'ker.? 

•.. .1 co) . IJhn 1 •.• Jn:ll"jlln£1..~."\b l.n.Uw=....ll.l" •• P/llli1lDl.OnL .. 1IIIlSt bn nnn:r:n tad'> • . 



(2) Knowledge and abil i ty roqui rements 

(a) What subject-matter areas are covered by the task? 

(b) What .facts or principles must the worker have an acquaintance 
with or understanding in these subject-matter areas? 

(e) Der~ribe the level, degree, and breadth of knowledge required 
in these areas or subjects. 

(d) What instructions must the worker follow? Are they simple, 
detailed, involved, abstract? 

( e) 

( f) 

What mathematical knOWledge is needed to perform the 
duties of the job? Is it basic ~r advanced? Does it 
involve simple addition and subtraction or advanced 
mathematical and statistical techniques? 

What is the nature and level of language ability, 
written or oral, required of the worker on the job? 
Are there complex oral or written ideas or simple 
instructional material? 

(g) What interpersonal- abilities are reqUired? 

(h) What reasoning or problem"solving skill must the wOl.'ker have? 

(3) Responsibility 

(a) Supervisory (not applicable Lo entry"level jobs) 

(i) How closely ar9 subordinates supervised? 

(ii) Bow many and what kind of workers are supervised? 

(iii) Is the supervision direct or indirect? 

(i v) \-.'hal supervision is received by the worker? On what 
\~ccasions is thE: worker expccLed to seek supervisor's 
guidance·'.' 

(b) Nonsupc'rvis\lrV rC:!sponsibility 

(1) Whal poliCies, IiI an::;, proc(!durns, r.>quipmcnt, 
standard!:> is lh/: \1IC1rl~er responsible for 
i ni t.iat ing, d"vi Sing lIr improving? 

<i1) \fual inqui rips ('un occur as a resul t of work failure? 
Providc> 1.1Iustralilins al1d ~xplain the posffible results 
of wl·rk fai lurf!. 

(UiJ What ::;afc~>, d(!vicus ()r checks Hxist? 

(iv) With what ot.hl!r ItlOrkcrs is this \-prknr required to 
coopo rn te? 
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(4) Other Worker Requirements 

Properly prepared task statements should pi~point other 
important worker reqUirements that are directly related 
to job performance. Adaptability requirements made upon 
the worker as the tasks are performed; the kinds of in~ 
terests an individual would be e~pected to have or develop 
to sustain satisfactory performance; and physical require~ 
ments are most closely related to selection. These 
characteristics should be specified in the job analysis. 

" Following is a list of areas covered in the DCL Handbook 
for Analyzin~obs,* a source that will be of particular 
help to"the analyst in identifying job tasks that suggest 
specific worker characteristics in these categories. 

Physical Reguirements 

(a) PhYSical activities - describe the frequency 
and degree to which the incumbent is engaged 
in such activities as: pulling, pushing, 
throwing, carrying, kneeling, setting, run-

crc~ .. lin;;, rCuchi"g, etc. 

(b) Working conditions - descri'be the frequency and degree 
to which the incumbent will encounter such 
c('mditions as these: cramped quarters, work-
ing alone, working with others, electrical 
hazards, moving objects, Vibration, adequate 
ventiliation, etc. 

(e) Ha~ards • describe the frequency and degree 
to which the incumbent will encounter such 
conditions as these: sudden death, loss of 
parts, burns, bruises, cuts, impairment of 
sens~s, collapse, fractures, electrical shock, 
etc. 

* See References immediately follOWing this section. 
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AdFlplll.lJiJi ly Amas 

(1) Situations involving the inLprpretation of feelings, ideas, 
or facts in terms of personal viewpoint; 

(2) influencing people in their opinions, attitudes, or 
judgments about ideas or things; 

(3) Working with people beyond giving and receiving 
instructions; 

(4) Performing repetitive work, or 
the same work; 

continuously performing 

(6) 

Performing under stress when conf:onte~ with em7rgency , 
c~i~ical, unusual, or dangerous sltuatlons; ,or 1n 
situations in which working speed and sustalned attention 
are make-or-break aspects of the job; 

Performing a variety of duties, often chnnging from one 
task to another of a different nature without loss of 
efficiency or composure. 

Interest Are.as 

(1) A preference for activities dealing with things and 
objects; 

(2) A preference for ac ti vi tics inVD 1 vi ng businC?ss,cpn tact 
with people~ 

vs. A preferencp. for activities of a scientific and 
technical nature; 
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(3) A [ , felr activftins of a routine, co~_rcte, Lcganiz0d pre .CrE'lnco 
nature; 

vs. A preferencc for activities of nn abstract a,d creative 
nature; 

(4) A preference for working for the presumed good of people; 

vs. A orefercncc for. activities that are carried on in 
reiation to processes, machines, and techniques; 

(5) A preference for activities resulting in prestige or the 
'esteem of others; 

vs. A preference for activitios resulting in tangible, 
nroductive saLisfaction. 

/ 
\ 
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Summa rv: 

The process of job analysis for selection or entry-level police officc~s 
and firefighters described here, 

requires, first of all, a practical method for collecting and 
verifying job information. 

The analyst needs then to describe in specific terms, according 
to the formula provided, (1) the tasks of the job and (2) re
qUired skills, knowledges, and abilities at time of entry. These 
should be supplementf.'\d by other worker requirements such as physical de
mands and responsibility, necessary information about the work environ~ 
ment such as hazards involved, and. finally worker characteristics 
that describe expected interests and adaptability conditions on 
the job. . 

All information gathered, should be reviewed by appT;.op1;'iate aut,h~rities 
who have knowledge of the job. Once this is done the information 
should be documented appropriately. 

'fhis is only a brief outline of what is ess61tial to carrying out job analysis 
for selection purposes. It is a state~ent of what should be covered rather 
than a guide to the actual doing of analysis--which indeed involves more tha;:. 
what may be suggested by the shortness of this guide.' Along with the applicaticn 
of techniques described in the references that follow~ use of the guide should 
help the organizatir.1n develop a sauna program of job analysis for selection 
purposes. 
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This section aims to identify key project reports and publications relevant to 
the. selection of entry-level police and firefightQrs. It is a selective listing 
of studies covering appraisal techniques and qualifications requirements, with 
special focus on the findings of job analyses. Published and unpublished reports 
are included as well as descriptions of major ongoing projects with progress rp.- . 
ports. 

The techniques and the results of the studies are not necessarily endorsed but 
are offered as a source of information and ideas upon which a jurisdiction may 
build its O\ffi job analysis and selection procedures. A jurisdiction may wish 
to use the job analysis findings as an initial list of task or critical require
ments, prior to doing its own analysis. Also, jurisdictions may choose to 
adopt the approach used in relating selection procedures to critical job require
ments. 

Each jurisdiction must examine for itself the implUntions of using commercial 
tests and of including personality and biographical inventories among its 
selection procedures. Each must review its own laws and regulations and con
sider problems of test security, invasion of privacy and test faking. When 
consideting a selection procedure, however, the key consideration needs to be 
the Job-relatedness Llf the procedure, lIamely, that the knowledges, skills and 
abilities assessed be based on critical job requirements determined through a 
careful job analysis. 



#IERICAN JLlSTICE INST1TUTE. Proj('cl STAR: Svst0ms and training 
analysis of requirrments [or criminal justice participants. 
Project summary for Grant D71-DF-713 o[ the Law Enforcement 
Assistance Administration.' Harina del Rey, California, 
October 15, 1971. 

This nontechnical list of goals and objectives concerns significant 
recruitment, selection, training and performance evaluation problems 
of criminal justice personnel. lncluded are police as well as 
custodial officers at jails and institutions, prosecutors and de
fenders. 

Among the g(!nera1 objectives arc the fo110\»ing: identification of 
major functions and determination of knowledge and skill require-
ments for each ~ole. Included will be a questionnaire survey of role 
perceptions of operational personnel and a task analysis. Total 
funding for 39 months is projected at $2.3 million. In addition to 
California, the States of Michigan, New Jersey and Texas are parti
cipating, with the American Justice Institute acting as the prime 
contractor. The project summary may be obtained from the Project 
Director at 4818 Lincoln Boulevard, Marina del Rey, California. 90291. 

i 
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BAEHR, M. E., SAUNDERS, D. R., FROEMEL, E. C. 0& FURCON. J. E. The 
prediction of performance for black and for white police 
patrolmen. Professional Psychology, Winter 1971 2 (1) 
46-57. ' - , 

27 

This article provides a short technical summary. For technical details see: 

BAEHR, M. E .• FURCON, J. E. & FROEMEL, E. C. Psychological 
assessment of patrolmen gualifications in relation 
to field performance. Washington, D.C.: U: S. Government 
Printing Office, 1969. ~For sale by the Superintendent 
of Documents, U. S. Government Pri~ting Office, Washington, 
D.C. 20402, for $2.00) 

General summary--The auth~rs aimed to identify selection tests that predict 
job success of patrol officers working in the Chicago Police Department in 
1966 through 1968. As a result of an extensive job analysis which included 
direct field observation, a list of 20 critical behavioral requirements for 
patrol success was compiled. Next a four-hour test battery was carefully 
8~lected to cover many of the behavioral requirements. This battery of 
corrunercially ~vailable tests could be administered to large groups using 
pr~nted materlals and could be scored by trained clerical personnel. The 
tests measured motivational, intellectual and behavioral characteristics 
and used highly original questions and test formats. The authors chose ~ot 
tQ include measures of general intelligence and did not conduct direct 
assessment ot emotional health Slnce they round the present civil service 
test and the psychiatric screening procedure to be adequate. Besides the 
Chicago pol ice had a1 ready met these qual if'ication standards, and'the;efore 
were preselected on these characteristics. 

A total of 490 pat~ol officers volunteered to complete the battery of tests. 
These officers had been rated as being among" the top or bottom third in job 
performance from among a larger group of patrol officers. The paired-com
parisons technique was used as the major system of measuring the job per
formance of the offi~ers. Using this technique, each officer was compRred 
~ith every other offlcer known by the supervisor, and one of each pair was 
Judged to perform better on a performance dimensj.on. This rating system was 
supplemented with seven other performa~ce measures including the regular 
departmental performance ratings, disciplinary actions, number of arrests and 
tenure. 

The test scores were related to present, job performance and statistically 
meaningful relationships were found and in g&~eral verified on a second 
holdout group. Several selection devices worked moderately well in pre-
dicting job success, measured chiefly by the patted- comparisons technique 
to/hieh was subsequently found (Furcon et ai, 1971) to be the most stable measute 
of job performance over a period of two to three years. The three selection 
devices that worked best involved one instrument assess~ng background and 
experience through a biographical data bla~k, while another appraised ways of 
dealing wit~ interpersonal or social problems and a third measured temperamental 
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factors such as self~reliant, social and stable traits. Of all the instruments 
used, the latter two showed the smallest differences in test performances be
tween black and white pollc~ officers. Furthermore, visual perception skills 
were also found to predict job success, that is, the better patrol officers were 
better at organizing visual materials and observing differences. 

The size of the r-elationships between tests and job performance .were found 
to be greate:. wh~n analyses were made separately for the black and white 
officers, with the highest relationships found for the black officers. The 
black officers were more often assigned to predominantly black districts 
where they no doubt were more visible to their supervisors because the districts 
often turned out to be high crime areas. Black and white officers may weil have 
spent their ,,,ork time on different duties for which there possibly are different 
behavioral 'l!'equirements. 

BehaVioral reguirements--As part of the job analysis, the researchers reviewed 
published materials in the form of job descriptions, profeSSional journal 
articles, training bulletiM and reports on officers who received awards or 
were suspended. Meetings were held with patrol officers and supervisors at 
different levels within the organization .. The most direct observation came 
when the researchers traveled in patrol cars observing districts with high, 
average and low crime rates at different times of day and night and at various 
times of the week. As a result of the job analysis, this list of many of the 
attributes critical to th~ job success of patrol officers was formed: 

1. endure long period of monot0ny in routine patrol yet react 
quickly (almost l~stantaneously) and effectively to problem 
situatjons observed on the street or to orders issued by the 
radio dispatcher (in much the sam~ way that a combat pilot 
must react to interc0ption or a target opportunity). 

2. gain knowledge of his patrol area, not only of its physical 
characteristics but also of its normal routine of eventa and 
the ,usual behavior patterns of its residents. 

3. exhibit initiative, problem-solving capacity, clfective judg~ 
ment, and imagination in coping with the numerous complex 
situations hp is called upon to face, e.g., a family disturb~ 
ance, a potential suicide, p robbery in progress, an ac~'dent, 
or a disaster. Police officers themselves clearly recognize 
this requircm(';!nL and refer to it as "showing street sense," 

4. make prompt and cffccti va decisions, sometimes in 1 .fo: and 
death siLuations, and b~ able to size up a situation quickly 
and take ~ppropriate action. 

5. demonstrate mature judgment, as in deciding whether an arrest 
is warranted b~ the circumstances or a warning is sufficient, 
or in facing a situation where the use of forc~ may be needed. 

6. demonstrate cri tical a\"areness in di$cerning signs of out-of
the-ordinary conditions or circumstances which indicate trouble 
6r a crime in progress. 

/1 
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7. 

8. 

9. 

10. 

1.9 

exhibit a number of compt(lx psychomotor skills, such as driving a 
vehicle in normal and emergency situations, firing a weapon accurately 
under extremely varied conditions, maint~ining agility, endurance, 
and strongth, and shOWing facility in self-defense and apprehension, 
as in taking a person into custody with a minimum of force. 

adequately perform the communication and re~ordkeeping funttiohs of 
the job, including oral reports, preparation of formal case reports, 
and completion of departmental and court forms. 

have the facility to act effectively in extremely divergent inter
personal situations. A police officer const~ntly confronts P?rsons 
who are acting in violation of the law, ranglng from curfew vlolators 
to felons. He is constantly confronted by people who are in troubl~ 
or who are victims of crimes. Besides his dealings with criminals, 
he has contact with para-criminals, informers, and people on the 
border of criminal behavior. (He must also be "alley-wise"). At the 
same time he must relate to the people on his beat--businessmcn, re
sidents ~chool officials, visitor~, etc. His interpersonal relations 
must ra~ge up and dO\\'T\ a continuum defined by friendliness and per
suasion on one end and by firmness and force at the other. 

endure verbal and physical abuse frbm citizens and offenders (as when 
placing a person under arrest or facing day-in and day-out race preju
dice) while using only necessary force in the performance of his function •. 

11. exhibit a professional, self-assured pre&crtcb and a ~elt-confldpnt manner. 
in his conduct when d~aling with o~fenders, the publlC, ard the cou~ts. 

12. 
~ , 

be capable of restoring eqUilibrium to social groups,.e;g., rcsto~lng 
orde~ in a fami.ly fight) in a disagreement between nelgnbors, or 1n a 
clash between rival youth groups~ 

13. be skillful in questioning suspected offenders, victims, and witnesses 
of crimes. 

14. take charge of situations, e.g., a crime or 8~cident scene, yet not 
unduly alienate participants or bystanders. 

15. 

16. 

be flexible enough to Hork undE:!r loose supervision in most of his day
to-day patrol activities (Qither alone or as part of a two-m~n team) 
and also under the direct ~upervision of superiors in situatlons where 
large nUfubers.of officers arc requked 

tolerate stress .in a multitude of forms, such as meeting the ~iole~t 
behavior of a mob, arousing people in a burning building, coplng With 
the pressures of a high-spc~d chase or a weapon being fired at him, or 
dealing with a woman boaring a child. 

17. exhibit personal courag~ l' n the face of dangerous si tuations which may 
result in serious injury or death. . 

18. mafntain objectlvlty u ., whl'lc· denll'ng ltIith a ho~t of "special interest" 
f relat ives of offende~s to members of the press. groups, ranging rom 

t
l
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19. maintatn a balanced perspective in the face of constant exposure to 
the worst sid a of human nature. 

20. exhibit a high level of personal inlegrity and ethical conduct, e.g., 
refrain from accepting bti.bes or II favors ,I' provide impartial 18\'1 
enforcement, etc. 
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CuHEN, B. & CHALKEN, J.M. 1'oli('(' bflC'kgrClund chllr£lct(!ri~tic5 nnd pcrfortQ!I..!.lt& 
Surnmnry. Rc'port prt~parQd for tllo Nltlional InstitutC' of Law i!:n[Cll*C(llIwnl' 
and Criminal JustiCll. Grant A\..,al"d Nl.7-030-G. New York, N.Y.: The 
New York Rand Institute, R-999-DOJ (abridge.d) Hay 1972. (May be pur
chased for $2.00 from the Institut~: 545 Madison Avenue, New York, N.Y. 
10022.) 

In a nontechnical summary, the authors compare the background characteristics 
of 1,915 officers appointed to the New York City Police Department in lQS7. 
with performance data collected over a period of 11 years following their 
appointment. Background factors sucil as age, race, mental ability and personal 
history are related to performance measures such as career advancement, dis
ciplinary ~ctions and absenteeism. Included are two community-derived measures, 
the number of civilian complaints against officers, and the number of allegations 
of harassment. 

The research effort aimed at understanding the police selection assignment, 
promotion and r(!ward pol ides, They found I fot example, that officers ,..,i th 
higher' intell igencc scores showed fas ter career advancement and al so recoi vod 
more dcpartmental a\o"ards. Cohen & Chaiken saw thair findings as having im
plications for improving enlployment practices. Since officet"s holding college 
degrees were both good performers and showed a relativel~ higher turnover rate, 
they recommended that efforts be made to retain them on the force and aid them 
in continuing their education. But tho aut.hors were also a\.Jare of the ne,ed for 
~plRcting and retaining officers of average intelligence an~ without college 
training, knowing that these officers perform trafflc duties wetl and were 
stable employees. 

College graduates also fared well on the community~derived measure of civilian 
complaints. Officers with more education had fewer complaints filed against 
them. This led the authors to recommend that officers with advanced education 
who are also older be assigned to sensitive districts and sent in large numb~rs 
to trouble spots. 

The background investigation performE:!d c'lt the time of application by t.he Police 
Department was predictive of later police performance! with 10\\l .. rated 
candidates less likely to be promoted and developing more departmental 
disciplinary problems than the candidates with higher ratings~ In order to 
avoid potential racial discrimination in this procedllre, Cohen & Chaiken re
commend having black and Hispanic investigators participate in the background 
reviews. 

Performance at the Police Academy and during the probationary period were the 
strongest predictors of later poor performance on the job. On the basis of 
this finding the authors recommended development of a comprehensive performance 
evaluation program, so that recru:its who were performing poorly might be 
terminated. 

. . 



DISTRICT OF COLtJW~lA ~~E'I'ROPOI.1TAN POLICE D'i':PAR'nfENT. Basic off{cClrR 
trninlng S>,Sl~~1 d(Hlign. WnshinAton, D. C. Training Division 
September 1972 (OUT OF PRINT). 
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The Washington, D. C. Metropol Han Po lice Dcpartme,nt undertook a systematic 
approach to t',e design of a training program relevant to the basic street 
officer function, using Educational Systems for the Future as the contractor. 
A systematic task analysis was ulldertaken to anS\.fer the question, "\oJhat will 
the trainee have to do on the job, under what conditions, and at what level 
of performance?" The basic street officer function was broken down into its 
many individual tasks and grouped into six major categories: (1) Scout car 
operation, (2) Patrol techniques, (3) Arrest and detention, (4) Interviewing, 
(5) Weapons and self~defense, and (6) Internal. 

Additionally, a behavior analysis was undertaken to identify the skill and 
knowledge requirements for each task and subtask in the cognitive, psychomotor 
and affective domains. The cognitive behaviors dcfinGd were: recall, re~ 
cognition, multiple discrimination, concepts, principles, and problem-solving. 
In the psychomotor domain the specific skills required were: writing, verbal 
(spGcific to police vocabulary), visual, auditory, touch, and manipulation. In 
the affeclive domain five arcas were considered: initiative, responsibility, 
bearing and behavior, resourcefuln~ss, and leadership. 

Based on the beh~vior analysis, certAin entry-level bphavio~s were prescrihed 
J: ... t.. 1 • r: 4oot.. ___ I! ........ _ .... ___ _ \...! __ .... ~ ..... _.:_ ""t.. ... n ... _J .. 
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Officers Training System. A baltery specifying certain types of tests was 
rcconunended for usc in selecting off{cers for the training program. For further 
information contact: 

Dr. Peter Esseff 
Educational Systems for the Future 
7676 New Hampshirc Avenue 
Langley Park, Maryland 20783 
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FURCON, J., FROEMEL, ~. C., FRANCZAK, R. c. & BA~~R. M. E. 
A longitudinal sludy clf... pSYchological t~st, predictors nnd 
aSSQssmants of patrolmun fi0ld p0rCormance. Report to the 
Law Enforcement Assistanco Administration, Grant No. Nl-0010. 
Chicago, Illinois: The Chicago Police Department, June 1, 
1971. (May be purchased for $7.00 from the Industrial 
Relations Center of the University of Chicago at 1225 East 
60th Street, Chicago, Illinois 60637.) 
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Furcon and coworkers carried out a second study of 212 of the Chicago police 
patrol officers who were tested in 1966 (Baehr, et. a1, 1971) and fO"( whom 
performance measures were again coll ected in' 1969 to 1970. In addi tion to 
verifying the original findings on officers who were still on street patroL, 
this project also had as its aim assessment of the stability of the job 
perforMance measures used earlier. Essentially the same job performance 
measures assembled originally by Baehr and others (197.1) were again collected. 
Both the paired-comparisons and the administtation supervi~ory ratings, sho\o,led 
a deSirabl~ level of stability over a period of time, while the arrest and 
awards measures of job performance also remained quite stable. The possi
bility of collecting peer ratings was investigated and proved to be feasible. 

On the basis of 1966 test scores, it was possible to predict subsequent job 
performance in 1967, 1968, and 1969. Tho general findings reported in the 
earlier study (Baehr et al, 1971~ held up, \'lith subsequent lob performance 
nr~riirr~ri ~n ~hp hA~iR of AnnrniRAl of backnround and experience, interpersonal 
~odes of reaction, tamp(!ram~~tal charactcri~tics aOnd visual perception skills. 
Ilowevet, the size of the statistical relat~onships between test scores and 
measures of job performance dccrcDs0d but continued to he statistically signi
ficant. Again, it was found that the reLationships between the test scores 
and job pcn-formance 'were'higher for black than for \o,lhite officers. 
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FURCON I J. Some qUp.stj ons and Ilnst-,C'l."S about pol ice offi.~el" selection 
testing. OccllsioMl Paper 30, Chicago, Illinois: The University 
of ChicBto Industrial Relations Center, 1972. (May be purchased 
for $2.00 frQf!l the Center: 1225 East 60th Street, Chicago 
Illinois 60637.> 

Furcon answers 20 questions thllt have frequently been raised about two 
research proj~cts on polk e selection conducted by the University of 
Chicago's Industrial Relations Center (see the two project summaries 
of reports published in 1971, with Baehr and Furcon each listed as 
first authors). 

The author identifies the basis on which the test battery was selected 
and describes dimensions measured by each test. Included also are the 
addresses of the publishers of each test and the qualification require
ments for test purchasers and users. 

The paired-comparison method £o'r obtaining supervisory ratings is de .. 
scribed and agencies using the rating method and the selection battery 
are listed. Furcon indicates how he would go about validating a 
selection battery and using the test battery validated in Chicago in 
other jurisdictions. 
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CHISELLl, E. E. The validity of occuQational aptitude tests. New York: 
Wi! ey, 1 966. 

Chiselli presents an overview of 'st.,dies of the validity or tests, summarizing 
both pub~ished and unpublished data that spans tho period from 1919 to 1964. 
Only apt1tude.t~st~ are reviewed because Lhey have wider applicability than 
tests of speCIfIC Job knowledge and job skill. Included were test~ of: in .. 
tellectual abilities, spatial and mechanical abilities, perceptual accuracy 
rootor abilities and personality traits. ) 

The ~indings are reported separately for occupational groups classified ac
cordIng to the system use~ in the 1949 edition' of the Dictionary of Occupntional 
Titles. ,For each occupatIonal group, correlations relating test scores to train
ing and Job criteria are averaged. Chiselli acknowledges that the size of the 
~a lid! ty measurf:{S may be underestimates si nee employee groups vary cons,idc.:rabl y 
In the range of talents represented in different investigations. He also calls 
attention to the related fact that tests and performance criteria used in 
different,. studies are likely to differ greatly in their measured reliability. 
The author re~orts that, in general, training success can be better predicted 
than job profIciency as measured by such criteria as supervisory ratings Bnd 
units of production. 

After reviewing the validi ties found for fi remen, Chi sell iconci udes that their 
training ability may best be measured by spatial and mechanical tests, noting 
that: the teBts of inl'ptlprhl:11 nhi1iHpc: ~nrl r~l""""r:'lg! E!.,=~urecy meast!r~f: dec 
have merit, lmmedjate memory tests of intellectual ability arc the best pre •• 
dietors of job proficiency for firemen. 

In predicting training success of both policemen and detectives working for a 
government agency, tests of inLell!.~l':tulll abilities have proven useful, with 
spatial and mechanical tests pr~dicting reasonably well. The best predictors 
Ot job proficiency were tests of intellIgence, name comparison and p~rsonality 
inventories. 



C:RI~NC1K, .]., SNIllBE, N. & t-IONTGOHERY, 11. Physiological fitnoss 
Glnndards rl'sl'arch projl'ct. 111tvrim Progress Report, Law 
Enforcement Assistance Administration Gront No. NI·70-042. 
Las Angeles County, Calif9rnia: Sheriff1s Department, June 
1971. 

The aim of the project is to develop standards for both physiological and 
psychophysiological fitness for the selection of police officers for usc nationally 
The authors report that, nationally, police suffer from a higher incidence of heart 
disease than do work groups of comparable age, thus indicating need for develop
~en~ procedures to detect and predict the outcome of this disease and others 
such as back disorders, and peptic ulcerati6~. 

Tile research plr I proposes assessing 500 officers each year through a 
psychological Bnd a medical examination as well as exercise testing which 
wi 1.1 include <it. procedure to meaSurc! cardiac stress. These measures will 
be related to actual on-tho-job performance using the pair~d comparisohs 
technique and other dopartmental daLa such as disciplinary actions, work
men's compensation claims plus a sulf-evaluation on specific tasks, 

A national survey of 126 agencies was conducted to teaLn of the physiologi cal 
and psychophysiological evaluation procedures and standards in use. Ninety
six or 65% of the agencies completed the questionnaire. Significant diversity 
in procedures was found and many standards worn reported to be arbitrary and 
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HECKMAN> R., GRONER) D. M., DUNNE'l'TE, M.D. ~ & JOHNSON, P.D. 
Development of psychiatric standards for police selection. ~dPort 
of First Year's Research, Law Enforcement Assistance Administration 
Grant No. Nl 71.085-G. Minneapolis, Minnesota: Personnel Decisions, 
Inc., June 1972. 

The authors reviewed studies of selection procedures for police officers l 
covering the diversi,ty of procedures used by civil service and police 
agencies. These include written civil service as well as situational and 
aptitude tests. Also Leviewed are medical and physical examinations and 
standards, background investigations, clinical evaluation, weighted ap
plication blanks, oral boards, psyciliatric interviews, personality and 
interest measures. Heckman and coworkers observe that researchers have 
failed to give much attention to job p~rformance measures, particularly 
~ailing to cal~ attention to the multidimensional nature of police work. 

The authors report that their first year was devoted to the development 
of four sets of job performance ratings scales to reflect the mutti~ 
~imensional nature of four classes of police jobs: patrol officer, de
tective, sergeant and the midlevcl command personnel. At workshops, held 
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with lOl police officers, 1,600 critical incidents of effective and in
e'ffective police were collectC'!d. These incidents formed the bases fot 
developing the rating scales, with 11 rating dimensions eventually emerging 
for the patrol officer job. The critical incldellLs were us~d as an anchor 
tor the deSignated po~nts along the rating sCdle," 

Heckman and his coworkers proposed develo~ing a Police Career Index based 
on an experimental battery of tests and personality measures. Plans were 
also made for developing situational exercises and job simulations to be 
used to design Police Assessment Centers. The Police Career lndex might 
be used in evaluating applicants for police work. Police Assessment Centers 
on the other hand could be used in assessing persons who have completed 
Police Acad~my training and may have worked as officers. 
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HUNT, f:. C. & COllEN 1 B, ~Jj nod ty t'ccrui tinr, in the N(·w York Ci ty 
1£!..i Co D('e~~. Nl'W Yurt<., N. Y.. : 'l1w ~h~\.J 'I'ork Ci ty Rand 
Institutc.', l\~il)LwNYC, Nay 1971. (~f.:1y be put-chasod ft1t' $4.00 
from the lnstitu t(': 545 Had i son Avcnu(J, N~\.,I York, N. Y. 10022. ) 

1110 authors report studic1s conducl~~d for the New York C;i ty PolicE' Dcparlmant 
(NYC1?D) which Ilim('d at assc'ssing the eifcctlvencss 'of pl.'ograms and strategies 
for recru1tinp, minorities and identifying ways of increasing their representa
tion in the Department. Tllough Lhese project summaries were not intended to 
cover t'ecruitmnnt, this project is .included as an example of a fact-finding 
eUore cr1 tical to furthering equal cmploYl1H'nt opportunity. 

1110 first part of the study consist~d of lntcrviewing 200 black and Puerto Rican 
minori ties who \vCH'C close in age and <3ducation to meeting the entry-level re
qUirements for police officers. Of thesc, 152 said they knew of openings in 
the NYCPD and these rcv('alcd that the major source of information was the 
PJliLD~) a geocral cl. rculal'ion n(' .... 'spaper, 

In addiLion to Lho inl('rvi~\vs, a qU('slionnair(> study \.,a5 made of 2,652 persons 
who had applied for bUl [ailcd to appcnr for a Patrolman's Examination held 
on April 5, 1969. Of these, 37% replied) including 288 blacks, 141 Puerto 
Ricans and 529 "'/hites. The authors found that blaCKS and Puerto Ricans agre(Jd 
on the major recruiting sources, listing these among the top three in frequency: 
ft·:l.cnd or f('lmily member who is a policeman,"The Chief (a New York civil service 
ncwspapc.>.r), and recruiting teams. Tbe first~o of these recruiting sources 
w(~re also the Dr(~dClminant soUt"ces for whites. The Dailv Net;s \.,Ias far more 
frequently li.Sted as a recruitment: soutce for all three gr~'ups than were 
radio and television announcements. 

Both minority groups stated the same two reasons for findi ng police work 
attractive! opportunity to help maintain law and order, and feeling that 
comes from helping people. The white applicants, on the other hand, stressed 
such matters as fringe brmcfi ts and job security. The major reason cited for 
not taking tha Qxamination by all three groups was that they had to work on 
Saturday, tbe day the examination was held. 

The second parL of the study dealt with Lhe retention of applicants in the 
setection process, based on a followup of an examination held January 21, 1967. 
The authors found that only 26% of the persons passing the written examinations 
dropped out of the scl~ctiun process prior to completing the bac:3round 
invClstigation form. R"commcmdations c('nter on rcducirg the tine between \·,hich 
DOC pnssQs an Qxamination and the time when one is finally appointed, a time
~pDn o! 17 months. Included among the ~ecommQndations are e~rly scheduling of 
the medical and physical Qxaminations and speeding up the PEcsonnel Investi
gations. 

39 

KENT, A. D. ~ ElSENaERG, T. The selection and promotion of police 
The Poll.ce Chief, February 1972~ XXXIX (2), 20-29. otflcf!I:'S. 
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LANDY) F. J. Police> perf9rmance Clppraisal. Quarterly Progress Reports~ 
Law Enforcement Asslstance Administration Grant No. NI 7l-063 .. G. 
University Park, Pennsylvania: Pennsylvania State University. 
July t, 1971 to June 30,1972. 

'rhe princ] t"tll investigator and coworkers plan a three"year project that 
includos two surveys of present local police personnel and civil' service 
practices, concentrating on developing performance appraisal instruments 
by involving a nationwide sample of local police agencies. Research 
litorature covering the police function is revielt/ed and includes recruit
ment and personnel selection. 
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A questionnaire surveying the personnel function of police agencies was sent 
to 381 agencies of which 51% replied. As a result of this effort, 59 per
formance appraisal instruments wera catalogued. Another questionnaire was 
sent to 214 civil service agencies anj of these 60% responded. The authors 
found that rc,cruiting for patrol officers \"as done primarily through local 
nCWGpapar uds and pamphlets. The most heavily weighted selection procedures 
incLuded background checks, medicaL e~aminations and intelligence tests. The 
written e~aminations were generally developed by the local civil service 
ugoney, with the police dopartment making final decisions on departmental 
appointments. 

Pc,rLorm£l.nce appraiMl instruments with behavioral descriptiot'!s aLong key 
pott'.'J cf the !:'ot:!.ng cC!:lle I,.,i 11 hf.> rl"'"" ln t'pr\ ,,~i ne nnl i C"P ~llOP.rvi~ot's. co
workars and ci vi I ians as consul tants. These \"i 11 ~over technical performanct! 
dimensions important in working with partners, and dimensions based on the 
observations of civilian groups including victims of crimes, prison inmates 
and small owners. 
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LAW ENFoRCEMENT ASSISTANCE ADMINISTRATION, ~. S. Department of JUst~ce, Equal 
. rights gUidelines: effect on minorities and women of minimum height 

reqUirements for employment of law enforcement officers. FedJral Register 
.tarch 9, 1973. 38 (4J). 641,1;. ' 

The guideline which applies to all recipients of funds from the Law Enforce
ment Assistance Administration states that the'use of minimum height require
ments disqualifying disproportionatel y women and persontl of cet'tait\ national 
origins and races, is in violation of the JUstice Department's regUlations 
prohibiting employment discrimination. ' 

EKceptions to this regula tian will be 8ranted on1 y when there exists support! ve 
factual data such as profeSSionally vaLidated studies shOWing operational 
necessity for the jobs involved, that is, that the employment pract.ice is 
necessary for the safe and efficient eXercise of law enforcement duties. 

'. 
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LEVIN, A. S. & ZACHERT, V. Use of biographical inventory in the Air Force 
Classification Program. Journal of Applied Psychology, 1951, 35 (4), 
241 .. 244, 

A bio~raphi(Ml invcnt?ry ~as been used to select ~ir Force personnel for 
t raim ng pC' ogrtllns. Flreilght:ers and crash rescue workers were among the 
2/

4 trai ning groups for which the hour-long biographical inventory was used 
A 125-1tpm biogrdphical inventory was devoloped with the content of the • 
mulliple-choice items based on job analysis of job requirements. Item 
CU~l0nt includ~d,preferc~ce for the spe~ialty and a description of edu
cational Bnd SOClocconomlC background and participation in'activities related 
t~. t(}('hni~al Spt'ci~lties. The questions were factual and dealt specifically 
wlth hobl11Cfj and wlth int(lllectual, physical and social activities. 

Eioht scoring keys were developed based on the statistical relationship be
tW('(ln ~:lHl £lnS\<l~!l'S to the t telnS and tho final training school grade. The 
m(Jdlll~lcal, (~l(Jclr(lnics and craftsman k(!),s were found to predict success in 
LcC'htllcnl school training for 91 men C!ngagj,ng in firefighter and crash 
n'scuc \oJork. . 

MILLS, R. B., MCDEVIIT, R. J" & TONKIN, S. Situationl.1l tests in 
metropolitan police recruit setccLion. !!~1l1 o~ Criminal Lnw, 
Criminology and Police Science, 1966, 2H (1), 99-106. 
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The authors describe three situational tests t~at have been used experi
mentally to assess the performance of Cincinnati poli~t'l recruits receiving 
Police Academy training. The situational tests, modeled after the tests 
used by the Office of Strategic Services during World War 11, were deSigned 
to simulate natural field problems that officers might typically encounter. 
During the five to six hour psychological evaluation, the candidates worked 
on the tasks while observers rated the candidates' performance 
under simulated stress conditions. The tasks'were designed sO 
that their compl~tion did not depend on skills developed through specialized 
training or experience. Group activities were included so that the can:udates' 
leadership qualities and capacity for teamwork could be assessed. 

One task was called The Foot Patrol Observation Test and in this test the 
candidates were instructed to walk to a specified building through a busy, 
predominantly Negro business neighborhood, making observations along the 
route. Afterwards, they were asked to complete multiple-choice questions and 
open-cnded essays that were getting at attitudes about law enforcement and at 
the same time providing a wri ting samp 1 (~. 

The second test was the Clues Test which involved candidates~ investigation 
vir:;; ra),pvthirt':'ical .:ity €:mpluye.::", OlJsdv"aLlul.::, ';)l.'cuueJ .i.1I i:I 'LUV~J urr cl,L'~d 
of a simulated office that had clues such as race-track sheets, Scotch bottles, 
a passport application and a memo from the €ity Manager requiring'audit of 
certain accounts. The candidates completed a questionnaire that cw led for 
factual data as well as hypotheses regarding such matters as the employee's 
whereabouts and possible basis for prosecution. 

The third task called the Bull Session is a gro~p diagnostic procedure in 
which en evaluation team observes candidates interacting with their peers, 
after being b'riefed on the strengths and weaknesses of candidates. The group 
leaders began the discussion of topics relating t~ police work including such 
subjects as the use of force, the handling of fear, and the use of narcotics. 
The questions were usually presented as personal experiences or as hypothetical 
si tuations. At the end, Pc, "debri ,·fing" session was held to restore emotional 
equilibrium. The Bull Sussion was considered by the staff to be a Most valuable 
selection technique used at the ti~e. 

The authors note that situational testing could be used as a supplcm1ent to 
both written tests and personality inventories once adequate reliability can be 
established and the test scores arc evaluated in relation to measures of effective 
police field pnrfor~ancc. For further information, contact: 

Robert H. Mills~ Ph.D. 
Professor & Head 
Department bf Criminal Justice 
Univorsity of 9incinnati 
Cincinnati, Ohio 
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MILLS, R. B. Use of diagnostic small groups in police recruitment, selection 
and training. Journal of Criminal Law, Criminology, and Poli~ Science, 
1969, 60 (2), 238 M 241. 

Mills descr'·.)es a police selection exercise call(~d'IIThePrisonerls Dilemma,lI 
1 t takes up the first half of a two-hour "Bull Session ," Eight to twelve 
candidates participate after they have completed all other selection pro· 
ccdures. TI1e four-person evaluatiorl team includes two group leaders and 
two participant-observers who instl.1uct the candidates to make their views 
known, and caution them not to "hid(~11 themselves within the group. 

The candidatC:!s are divided into tHO teams, with four to six candidates in 
each group. They are told that the purpose of the exercise is to maximize 
the number of points their team obtains. But as it turns out, the only 
sLrategy that wins points is one in which there is a collaboration on the 
part of both teams. During the exercise, there are specified opportunities 
in which the "n('gotiaLors" [or each, team can meet to discu'5s their strategy, 
thus providing the evaluation team with opportunities to observe leadership 
b('havior, p(~rsonal persuasi'veness and ability to function under pressure. 

Police recruits react differently to this exercise than do college students 
or mombers of the clergy. TIl~ polica candidaLes a~e morc aggressive in 
getting points for their Leom. 

TI1C evaluation team uses a combination of objective and projective types of 
personality tests as ",,(d 1 as sit~lational tasks sucha,~ the small 
group technique described in this paper. The team presents to the Civil 
Service Commission a recommcmdation on Gach candidate, describing each as 
either "acceptablc" or as a "high risk" candidate. For further in.formation 
contact: 

Robert B. Mills, Ph.D. 
Professor & Head 
Department of Criminal Justice 
University of Cincinnati 
Cincinnati, Ohio 

MILLS
th

, R. B. New directions in policu selection 
e annual meeting of the American Psy 1 l-'i Papel' presented at 

Honolulu, Hawaii, 1972. C10 og cal Association, 

Hi 11 s stresses the need for sel actin " 
namely officers who hav" a huma·n g. a new breed" of police officers 
i ~ serVlce ori t~· d· , 

n dealing with minority groups and soci en.a lon an who are sensitive 
personality measures such as the Mi ~ al devl~tes. He recognized that 
Inventory (MMPI), popular in police n:~:sota. Hul tlphasic Personality 
undesirable qualities such as sadisti~l~ct~on, screen out candidates with 
has been done to identify the positive ra~tsl noting that little research 
performance. qua ities related to superior job 

For ten years a team f h 0 psychologists an~ a . h' 
t e CinCinnati Civil Service Commission ~n thsyC ~atr~st have been advising 
Mills describes this procedure which inclUdes e se ect on ~f police officers. 
interview with 10 to 14 d'd a five to SlX hour group stress 
MMPl can 1 ates and involves th o'f" assessment, peer evaluation a d e use role-playing, 
Psych6logical evaluation comes at ~hca s~ru~tured ¥roup discussion. This 
.pro~edure that included a group intell~nc 0 the Clvi~ Service selection 
medlcal examination and background inv gt~ce ~xamihatlOnj polygraph interView, 
dimenSions are assessed in the h las 19at1on. These positive petsanality 
a law enforcement care~r (2) P:YCtO ogical evaluation: (1) motivation for 
stability and good judgm~nt d

no 
ma maSCUline self-assertion, (3) emotional 

ad' 1 d un ar stress (4) sensi ti . t t d n SOCla E'viates, (5) collaborativ I'd . ,Vl Y o\oJar minority group:;· 
(7~ ;-;:~tur~.i..·.~lc:i.tiull::.l'.i.}J LlJ ::;uc.i.<:ll aULi~or:~vcr.shlp skllls, ("6) flexibilit:y, and 
used 1n WhlCh candidates' str th .' ~ g10bal assessment process is 

. eng s and weaknesses are taken into co~sideration. 
For more information on the selection pro~edures 

used in CinCinnati, contact: 

Stcphl~n Shut t 
Assistant Personnel Officer 
Cincinnati Civil Service Commission 
215 City Hall 
CinCinnati, Ohio 45202 

.. 



MILTON, C. ~omen in policin 
(May be purchased fat: $l~'OO ~ashington> D. C.: Police 
N.w, Washington, D. C. 20036{om the Foundation: 1015 

Milton describes the role 
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Foundation 1972 
E' 1 ' • 19lteenth Street, 

since th~y first J that Women police off!' 
chiefl' k oined the Los An el . eel'S have trad't' 
effort~ aWOt.er bedei wi th dJuveni les and ~emaelsePpOrll~ce force in 1911. 1 lona11 y played 
i ng rna e to us th Soners and have ty Wdomen . have 
nVestigation work. e cir skills in patrol) traffic pe. Now Special 

By recruiting Women t . 
control and 

performed, qualified a perform the same pol ice dut 
app} tCQllts Su I b pol ice officers may be lies as men have t 
fl' C1 rOlldonin f se ected fr I raditionally 

u in increasing minorit g a the recruitment base am a arg~r pool of 
women hava been found to Y ~roup membership on the po~?Y b; partlcularly hol p-
up at lellSt 80% of police llC ~ely seck service duties ~~et orce. Furthermore 
as Sccuri Ly officE!rs in wor: Experience in em I., i a are said to make I 

handlel domc!stic disputes as~~~~~t h~Using project is ~i~;d \ sma~1 group of '~()men 
letlcally~ dcfusin at a s ow that women 

A legal analysis of e 1 g P entially Violent situation 
studles detailin qu~ employment opportuni' s. 
functions arc re:o;~~~. In· which \~omen arc carr~rn:e~~trcments, is given and case 

, a varlety of Police 

HURDY, L B. & NORTON, R. P . .f.ll!L.~~~ test vaUdlltion I)tudy: City of 
forth Worth FircDQpartmen~. Instituto of Behavioral Research. 
Technical Report No. 72- 2, For,tWorth , Texas: Texas Christian 
University, May 8, 1972. 

General Summary--Murdy and Not"ton report a test validation project in which 
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an experimental battery of tests was administered to 123 Fort Worth Fire 
Pdvates and Drivers, and scores rela'ted to job performance ratings made by 
two office'l."s acquainted with th<'! men's work. The regular Civil Service 
examination was not included in the stud~ because the men were already pre
selected on that ability measure. Instead, th~ experimental battery con
sisted of a tht'ce and one-half hour battery of commercially available tests 
measuring intellectual, perceptual, and mechanical abilities as well as 
personality characteristics. Personal history was assessed by a specially 
designed questionnaire. These assessment devices were selected to be relevant 
to the job behaviors included in the performance evaluation. 

!1 

The firefighters participating in the study in early 1972 were all Caucasian 
men, had worked as Fort \~orth firefighters for 6 months to 8 years, and averaged 
29 y.ears of age, and 12.3 years of education (with one .. third having c!)mpletcd 
one or more years of college). 

The paired compari sons rating system ,."as used in such a. way a~ to maximize the 
consistency or reliabi 1fty ot the n:lLlII~:iI. The rcti,ngs of the'! 40 dimensions 
made by the two raters were added together to provide a single m~asure of job 
performance for each firefighter. 

Conclusions are based on the analysis of data collected from one group of 
123 firefighters, with recommendations made for conducting an additional cross~ 
validation study. Highly rated firefighters can be described as follows: 
quick to grasp ideas, docile, fastidious, dependont, resourceful, in control 
of their emotions,and worriers. They were able to comprehend symbolic relation
ships, make valid deductions, and showed a specialized type of perceptual ability 
which involves visually tracing a path tht'ough a maze of lines. Personal 
history data dealing with education background and work preferences also pre-

# dieted job success. 

1be authors ptes~nt data predicting the overall success of firefighters and 
discuss how the passing point might be set, taking into consid~ration the 
likelihood of success as firefighters. 

Performance evaluation dimensions· .. The key dimensions of job performance be
haviors were identified in conn~ction with the development of the perfo~nance 
rating form. 

The ~xisting EfHci !!ncy Rating Report forl1\s were reViewed -and more sped fie 
dimensions were dQvulopcd in consultation .with District Chiefs •. The folLOWing 
40 job behaviors, classified under thrc~ broad categories, are the result of 
the collaborative efforts: 

-----< 



,---_._----_ ... _---_ .. --------------------------, . 
ENERGENCY WORK: relates to combatting and extinguishing fires and 
operalion in other emergencies such as roscut' work and protection 
of life and property. 

l. Knowledge and use of apparatus, tools. and equipment. 

2. eroperation with members of his company. 

3. Awareness of the position and tasks of every member of the team. 

4. Demonstrated knowledge of auxiliary extinguishment aids including 
sprinklers, standpipes, etc. in first and multiple alarm territory. 

5. Indication of competitive team spirit in relation to other companies. 

6. Demonstrated knowledge of streets, hydrants, and buildings in first 
alarm and mUltiple alarm tnrritory. 

7. Dependability in producing consistently good results with a minimum 
of wasted effort. 

8. Willingness to accept authority in receiving and executing orders 
promptly. 

9. Demonstralion of good public relations in general behaVior and 
speech At thp emprBBn~y Rc~np. 

10. Recognition of emergency problems and readiness to adjust stralegies 
in view o~ changing conditions. 

11. Utilization of safety equipment and clothing and observation of 
standard safety procedures. 

12. Making logical dc·cislons based on available information and the use 
of common sense. 

13. Al ertness to hazardous condi lions and taki ng precautions to prevent 
accidents to himself and others. 

14. Skill in usi ng standard techniques lof fi re supprcssiod to produce 
desired results. 

15. Skill'in using standard lC'chniques in emergencie' other than fire 
suppression to produce desired results. 

16. Indication of physical stamina (toughness) by enduring hardships 
and heavy workloads. 

17. Aggressiven~ss in attacking a fire or emergency situation as opposed 
to ~olding back. 

18. Indication of.courage by encountering danger and physical abuse 
knowingly and willingly. 

.h 
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.----~----------------~------~/----- .. ~~-.----------~,-,-------------~------~,~!~--~ 
SUPPORT FUNCTIONS: relates to station work, preparedness and fire 

1. Promptness in beginning scheduled work, watch duty, drills and other 
meetings. 

2. Reflection of dependability and consistency in the attendance record. 

3. ~aintenance of quarters in a clean and orderly fashion in preparation 
for the oncoming shift. 

4. Maintenance of prot~ctivc gcar and clothing in a good state of re?air. 

S. MaintenancQ of toolR and apparatus after use for proper storaBe and 
operation according to sp~cificalions and Department pot icy. 

6. Observation of company rules and regulations during nonemergency 
operations. 

7. Proper mai ntcnance and util haHon of reports and records. 

8. Participation durine overhaul operations. 

9. Demonstration of knowledge and appllcation.of star.dard tt'!chniQucs 
during participation in basic drills. 

, 
10. Recognition of potential fir~ hazards and possibln extinguishment 

problems while on inspections. 

11. Attention and r~ceplivitv to ord~rs and instructions in drills, 
training and school. 

12. Indication of Anod puhlic relations during inspections by describing 
and explaining tol'll' provlsions and purposes. 

13. Preparation for th~ futuru by sLud~inA to improve knowledge of pro
cedurps~ regulnllnns and other asppcts important to fireman effective
ness. 

14. Proper 1 nterprt'l ation and ·~.ppl i cat. irn of ci ty codes during inspect 10ns. 

~OCIAL AND PERSOXAL ASPf-:C'l'S,: relates to b",haviors reflecting some aspect of 
sodal interactlon 0\" pt'r'sonal i ly important fOl' effective functioning 

• 1. Demonstrating an abIlity to get along well with the general public 

2. Showing a willingness to get aJanA with other members of the Depnrtmont. 

" 



3. Indicatlon of a willingness to get along with superiors. 

4. Demonstration of favorable atLitudes toward the Department, ro· 
fleeting positive identification as a member of th~ fire service. 

5. Having personal hygiene habits agreeable to station members \-lith 
whom r ~ lives. 

.50 

6. Personal appeat'~nc~ reflecting an adherence to Department regulations. 

7. Off-duty behavior reflecting favorat!y on the fire service in accord 
with civil service policy. 

8. D~monstrated ability to work and live as a considerate member of the 
company. 

I [, 
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PERSONNEL DECISIONS I INC. Report, on t~st val idation stud,,: Minn~l\pol is 
Civil Service fjrcfightcr 1obs. Ninncapolis, Ninncsota, November 197L. 

General sumnlllry~'"Tcst scores \.,rer'c related to job performance rating!:, fot' 166 
Caucasian firefighters. These men had been prcselc¢tcd on.thc basis of a 
Civil Service written examination and 44% of them had attended college. The 
te~ts were commerciall y availabl e measures of personali ty', interests, general 
mental abit i ty, mechanical comprehension and a speciall y designed personal history 
form. 1 t was found that fi refighters who did better on the job ,,,ere Ii kel y to 
be organized, dependable, hard-working, cautious and followed the directions of 
others. These findings were verified on a hold out group, making up part of the 
group of 168 firefighters. 

,gerformance evaluation dimensions--The performance, evaluation fotm used fOl" 

rating the men was designed in consultation with the training captain and others 
familiar with the job. Precinct captains rated the firefighters on these 
rating dimensions that emerged, referring to behavioral descriptions that 
"anchorcdil points along the rating scales: 

" ~ 
1. Understanding bUildings, constructions, and fire behavior. Ability 

, to evaluate buildings and construction; to recognize possible fire 
hazards; haVing good IIfire sense." 

2. Mechanical ability. Ability to understand and opeta~e apparatus 
and equipment. repair toolS, etc. 

3. Ability to profit froll1 training. Apility to learn quickly, to "catch 
on" to instructions, 1 earn from observation, etc. 

4. Flexibility in performing different, positio,ns. of a ~::;r:el.1. Capacity 
to perform the different crew positions; interchangeability from 
activity to activity in firefighting. 

5. Holding up under pr,essUl"C and stress. How well the individual. "holds 
up'" under emergency situations; staying calm and dependable; not 
wasting time during emergencies. 

6. Carryi~g out orders under firefighting cohditions. How well an in
dividual carries out orders while firefighting, even where .he 
disagrees with them. 

7. '1'horoughness .1 n carryi.!!£ out proc(!dures \-1hen searching' for, hot, sp0 t2. 
Searching for "hot spots" after the flames of' a fire have apparently 
bacn extinguished. 

8. Qet~ing along with other firefighters and ~mployees. Ability to get 
along with others, sociability" friendliness, etc. 

'9. Showing teamwork. HakiJ)g efforts to build teamwork and have a cohesive 
effect on other ~embers of his company. 

10. Amoun~ of superVision necessary. Amount of supervision and direction 
needed. 

.' 



11. M11int'lL!ll!ill...Jl~~qc relations. Ability to impress the public 
favot"llbl y; ~mllintllin pubLic relations. 

12. 9v~rnULjpb effectiveness. A firefighter's overall value as 
a member of the firefighting unit. 

I)') 
'. 
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POLICE FOUNDATlON. Exp,eril'l\e,ots;n police i,mprovemet')t:, a progrc,ss ,rcpt;lt"t. 
Washington, D. C' l November 1972. 

The Police Foundation, set up in 1970, as a five-year proj ect under a thirty 
million dollar Ford Foundation grant, aims to aid police agencies in deve10pM 
ing and funding promising programs which affect the quality of police services 
delivered on the street. Chief among its projects are efforts to evaluate the 
employment of women as regular police officers and experiments in neighborhood 
team policing in Cincinnati. The project in Dallas called for the identification 
of com~unity needs and a structuring of police services to respond to these 
needs. The Dallas plan focuses on valirlBtingnew screening criteria for candidates 
and deals with recruiting of officers, particularly from the minority groups. The 
effectiveness of these projects will be evaluated to determine which new approaches 
prove to be constructive. 

The Foundation calls attention to two aspects of police work, noting that police 
teamwork and the 1."01 eS played in helping ci tizens \~h() arc not ne;pessarl 1 y in
volved in crime require special skillS that need to be considered in selection 
as well as training procedures. The Foundation is concerned with testing 
assumptions underl ying personnel practices. They ask, "Do college graduates 
m~ke better police officers? Will increasing minority officers produce better 
police service? Can female officers perform as well as, or better than, mate 
off.icet·s? And what does 'better' mean?" For more informatiQo, contact the 
Foundation at 1015 Eighteenth Street. N.W .. Washinetnn: n.~. ?nn1~, 
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Si\U10N.1 L. W. TIle d{'vcloQn1C'nt of it biographical dtlta invC'ntory for pr<>dicti ng 
21t££QSS as a St~te Police Trooper. Nichigan Department of Civil Service 
Research Report. Lansing, Michigan, July 1972. 

An ~xpcrimantal ll1~item biographiesl data inventory was tried out on 110 
white Michiga~. State Police Troopers and related t~ performance ratings 
obtld.ned through the routine performance rating systetn. This pilot effort 
aimod at covering information generally obtained through an oral examination 
Buch as school work, and recreational and work preferences. 

'rhe scored data blank was found to predict job performance ratings for whi te 
troopers from Michigan, with the findings verified on another group of 
49 Michigan troopers. It was also tried out on troopers from Pennsylvania 
and New Yodf I The scoring key did not predict job performance for a small 
group of 22 black troopers from Michigan and Pennsylvania. But it is worth 
noting that the black and whi te troopers obtained similar scores on the 
inventory. A revised biographical inventory will be tried out on applicants. . I 

, 
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SK1NAS, N. & IIALL, \~. S. An cu:perimcntnl t'OS.l construe/tion fOI: thc'posill!:ill 
,of p~~~t:.!·oll1lan. Trenlon, Nl1W Jersey: Department of Civil Service, Division 
of i-::lw'minations) R('soatch Uni l, Jun(' 1972. . . 

The authors describe the development of a patrol dfficer examination based on 
a job analysis and analysis of data from three forms of the examination 
administered to large groups of candidates that included 427 blacks and 130 Spanish 
speaking persons. 

The job anal ysls was conducted tlu-ough individuat' interviews with 40 e~pericnced 
patrol officers representing eight local jurisdictions located throughout the 
State. These officers \<lere themselves chiefly involved in pat1.'ol wot"k and came 
from various ethnic and cultural backgrounds. They were asked La list the dlltlcs 
of police in descending order of importance on a scale from ol'e to ten. This 
list of 16 duties or tasks resulted, with the most frcqucntl~ mantioned ones 
appeuri ng £i 1's t : 

1. s~rvice to the public 9. ,protection of life 81d property 

2. report wt'iling 10. patrol 

3 • P II b li c t.e 1 at ion s 11. domestic disputes 

6., 1 ? 

$. court appearances '13. first aid 

6. law enforcement 14. juvenile offenses 

7. apprehension of Violators 15. summonses 

8. investigations 16. escart duty 

These~16 duties were then placod into four comprehbn~ixu categories: cnrorco~cnt 
of the law, public relatidns, report writing and court a~pearances. For eQch 
group of duties, a list of required chClractcristics was compiled by the authors. 
'They rtoted, for example, that in order to do a good job in making "court: 
appearances" an officer l<lould n(~ed to be;! vC:!rball y f lucnt, grammaticall y cot"reet 

~ in language usage, hav~ an adequate vocabulary, show confidence as well as 
have a good memory. 

A wri t,t en and ora 1 cy.ami ni ng procedure \-Ias developed to assess the cri ti cal 
characteristics needed tu carry out the four types of job duties derived from the 
job analysi's. In order to assess abiliti.es in th,e "enforqcment of tha 1m"," the 
examination specialists c6mpiled a series of,wiit~en subt~sts that included the 
follOWing types of test items: Discretiona(y Situa(ions, Reading Comprehension~ 
and Figure Analogies. ~ ... 



Th~ Discretionary Situations were presented to candida~es in onc-paragrap~ 
d(:~crlptions of crucial situations that called tor decl.Sive action and WIHCh 

W(~1"(! appropriate for candidat()sincxpcric'nced in police work. Rt~sults from 
t'lw test administ.rations show thaL white, black and Spanish-l;;peaking 
('ond:tdatcs scored simi laxly on these judgment i terns. These job-relat?d . 
items were r •.. lonp; the siX types of written test items recommended for l.ncluslon 
in futuro patrol officer tests. 

" 

VERt;JUCCl, F. & HEI::KINS, T. Proposed plwsi.cal ,ap.t:itudc exnmina'!jon f'2.!: 
San' Frnndsco fircm,on) City and GOUDty of San FranciSCO, Galifol.·hill, 
January 28, 1971. 
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The authors have developed and proposed seven phYSical ,aptitude Illeasut(~s 
assessing motor abil ity requi rcments for fi ~efightcr \.,tork i[\ San Francl,$co. 
A survey \.,tas conducted to identify the physical skills required of 
San Francisco firemen in emergency situations. Involved in the survey 
were 40 fi refightcrs) officers) and chiefs who identified the amount of 
time spont on each of the phYSical skills.For each skill, the 'relative impOL"CaneC 
of each of nine body parts, and of each of nine physical movement components 
(e.g.) balance, and cardiovascular endurance), was rated by 0 kinesiologist, 
t\oJO physical educatol's, and b,JO firefighter administt'atot:s. The rating results \lhH"C 

ne){t rclated to the amount of t:i,rnc each sid 11 ... ,IlS used in crnargellcy con-
di tion~. I t \'las again:::t thi s porfOrm(l11CQ cd tation that the lldclCJuacy 01: tho 
proposud physical aptitudp meQAUrC was assessed. Tho proposed physical 
aptitui" rnCllsur<.\S ",er:- cs~ablished by compnt'~ng'thc tnst item t!nquircmcl'\t:s 
to the performancC! cn tenon that was (~stabllshed on the physical require
ments of fi refightcr emergency work. 

The proposed physical aptitude menSllre has now been copyrighted, and there 
will be a minimal fee for usc of the tost by merl t sYl?tem agenc.i,cs. The 
examination consists of seven types of test items: 

(1) coupling coordination test; 

(2) bent-knee sit-ups; 

(3) a hand grip strength test; 

(4) a sand dodge run; 

(5) a bend l twist, and lounh measure; 

(6) a chins meAsure, and 

(7) a 500~yard shuttle run. 

for morc information about the Physical Aptitude Examination for Firemen contact: 

Dr. Frank Verducci 
Gh~irman) Dept. of Physic41 Educati~n 

for ~lcn 
Galiforni~ State University, San Francisco 

. 1600 Holloway Avenue 
San Francisco, California 94132 



~IOLF't W. M. & tlOk'J'II, I\. J. Selection of 'municipal firemen, Journal of 
!ill.pJftd P n y.£.Il!l.l 0 g}! j llli, 12, 25"" 2 9 • 
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This is an examplQ of a published validity study relating test scores to 
job parforma' ~B of 144 privates employed by a large Texas municipality. 
TheDo men wero preselected on the basis of a commercially available genoral 
mentol ability tost as well as on the regular civil service written examina
tion mcas~ring general knowledge and elementary information concerning 
fircfi8hting. Job performance was measured by a special ranking system 
in ... /hi eh captains' ranked the men whose abi 11 ties they knew best. The civil 
sm:vice eXamination as well as the Bennett Mechanical Comprehension test 
~as found to differentiate botween higher and lower ranked firefighters, 
with the higher ranked receiving higher scores. 

stLl-' .. EVALUATI0N CHECKLlST FOR POLICE /\NO FtltEF1GH'fER 
SELECTION PRACTICES 

Job Anal vsis . --
Has a systcmati c, comprehensi va and th"l'ough anal ysi s of our ontry poli cc 
(or firefighter) job, including the formal and informal training. been 
carried out? 

Is this job analysis kept up-to-date? 
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~s .the job a~alysis obtained directly from the ''o'brk situat.ion (for C!xlunplc, 
thtough observation, and systematic recordkeepin~)? 

Does the job analysis provide fot a sufficient and rnpresentative sample of 
observations? 

Does the job analysis desctib~ in specifi<~ I:Ct1ns: 

~ each of the various kinds of duties performed by incumtcnts? 
the required level of pE!rformance for ouch of the kinds of duties? 

M \>lhich of th(> duties are cri tical; that is, duties \o,lhtlrc c(')mpetanl: 
performance is essential? 

Has the .lob analysis been carefully documented, including a .description of 
the methods used. the date. and the results? 

Identification of Needed Worker Characteristic! 

'. 

Has there been an identification of knowledges, skills, abilities and other 
worker characteristics (KSA' s) necessat')' for successful perfot"mance of tho job? 

Are these clearly relat(>d to each of th~'critic~l duties identified in the job 
analysis? 

Are the KSA's focused on charact~ristics required upon ent!'}! to the job, and 
ort potential for care~r advancement to the extent appropriate? 

Is there a documented description of the procedures for identifying the KSA's? 

Ones the procedure provide fnr suffici~nt Dbj~ctlvity? 

LillErai sitl .!21 "Apr} icant Charact(!\'i sti (:'$ 
~-------

Docs the selectinn process includa appraisal of each critical KSA? 

Does the selectinn process exclud~ appraisal of any characteristic not 
identified as a critical KSA? ' 

Has each appraisal \tll~thod been establi shed as valid by a method of validation 
appt'opriatc ,to the circumstances? 

Is each method of appraisal sufficiently reliab1!!? 
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, Is alueh appraisol method sufficiently ol>jcctiv~? 

bo(.>o the ElM1 rItting of each applicant reHect relative s,tanding on all critical 
KSA I' 111 

Arc 'scores or. ra.tinga from the? various appraisal '!lethods combined with appropriat"J 
relative weights? 

Is each aspect of the appraisal process carefully described and documented? (This 
should inc lude each a ppra isa l method) plus the procedure for establishing re
lative woights and combining scores on the individual components.) 

Coordinlltion --;;.;;.;.;;;.;;:.;;;..;;.;;; 

In undertaking job analysis, identifying needed applicant characteristics, and 
. doveloping and applying methods for appraising candidates, is there close co
Ordination between the personnel agency and the police or fi~efighter agency? 

.6.2I)()intment Pt·o~ 

Arc the respective rolon of the personnel agency and the appointment agency 
ixplicit and clear?' 

nou the process ptovidefor appointment from among those ranking highest on 
ov/)rall suitability as determint~d by the applicant appraisal process,? . 

l'.-::e. ~hC' jt:clg",,,~::.z iiiu.:l..: .;:!Ul.'.i.IIQ ~:It: appviHi.ltll.::l1i. P!IH':t.!::!!:! inaependent or those r.lade • 

during the applicant appraisal process preceding appointment? (Officials, 
n~sponsiblQ for appointment decisions shou'ld not ordinarily have' a part in 
mnking judgments on indivtdua Is during the applicant appraisal process.) 

I 
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