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AN INQUIRY INTO THE USEFULNESS OF PSYCHOMETRIC TECHNIQUES 
IN THE SELECTION OF PRISON OFFICERS 

Abstract 

The purpose of the study was to explore the use of 

cer t a i n psychometric procedures and to study t h e i r value i n 

r e l a t i o n to the problems of s e l e c t i o n and p r e d i c t i o n of prison 

personnel. The tests selected were the Wesman Personnel C l a s s i 

f i c a t i o n Test, the Kuder Preference Record, form CH, the Minneso

t a Multiphasic Personality Inventory, and the Manson Evaluation. 

The c r i t e r i o n used to evaluate the tests was supervisors' ratings 

based on a forced d i s t r i b u t i o n r a t i n g scale which measured only 

one t r a i t , namely job p r o f i c i e n c y . 

The t o t a l sample consisted of 100 employed prison 

o f f i c e r s and a l l were rated f o r job proficiency. Sub-samples 

from the main sample were formed from the extreme ratings of the 

whole group. Thus, the top 27 per cent represented the success

f u l group and the bottom 27 per cent the unsuccessful group. 

The tests were analyzed i n d i v i d u a l l y . Mean p r o f i l e s 

for the t o t a l sample were computed f o r a l l t e s t variables and 

were compared with the published norms f o r each t e s t . Mean 

scores and standard deviations f o r both groups of o f f i c e r s were 

computed and these data were examined fo r s i g n i f i c a n t differences 

between the two groups. 

From an analysis of the mean scores 14 out of 35 t e s t 



variables s i g n i f i c a n t l y discriminated between the two groups. 

The best predictor proved to be the S o c i a l Service scale of the 

Kuder Preference Record. The next best predictor was Part I 

(verbal) of the Personnel C l a s s i f i c a t i o n Test. 

B i s e r i a l c o r r e l a t i o n c o e f f i c i e n t s from widespread 

classes were also computed. These c o e f f i c i e n t s were generally 

of a low order, ranging from .04 to .49. Fourteen c o e f f i c i e n t s 

were s i g n i f i c a n t l y greater than zero. 

A scattergram analysis of a l l tests and subtests was 

also undertaken to determine the best c r i t i c a l scores. This 

analysis revealed that, f o r p r a c t i c a l purposes, s i x scales 

yielded e f f e c t i v e cutting scores. The six scales i n descending 

order of effectiveness f o r selection purposes were Part I, Per

sonnel C l a s s i f i c a t i o n Test, the Kuder So c i a l Service scale, the 

MMPI Psychasthenia scale, the MMPI Depression scale, the MMPI 

H o s t i l i t y scale, and the Manson Evaluation Total score. 

In general, the re s u l t s indicate the psychometric t e s t s 

have value f o r the screening of prison o f f i c e r s . However, i t i s 

indicated that the r e s u l t s must be employed with caution u n t i l a 

further v a l i d a t i o n study i s carried out on a sample of o f f i c e r s 

that i s more representative of the population upon which i t i s 

intended to use the t e s t s , v i z . , a sample of job applicants. 
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CHAPTER I 

EVENTS LEADING UP TO THE PRESENT STUDY 

The selection of personnel at Oakalla Prison Farm is 

based largely on the results of a personal interview. This 

method of selection offers l i t t l e objective evidence of either 

aptitude for or interest in prison work. 

In the spring of 1954 two projects besides the one 

reported herein were to be undertaken at Oakalla Prison Farm 

to provide a basis for establishing a sc ient i f ic program for the 

selection of prison off icers. Part of the research was to con

s ist of a study of biographical data for screening purposes. 

Another study was to y ie ld a sc ient i f ic description of the 

occupation of prison guard by using the c r i t i c a l incidence tech

nique. This was regarded as a very important study to the 

tota l project since a sc ient i f ic job description i s obviously a 

f i r s t step in establishing a sound selection program. Hence 

i t was f e l t that, unless the c r i t i c a l incidents study was 

completed, the investigation using psychological tests in a 

prison setting for selection purposes would of necessity have 

to be exploratory in nature and would be concerned only with 

the more general features of the occupation of prison guard. 

In order to understand what qualit ies a good guard 

must possess and to select appropriate tests for use in this 

study, the author secured employment as a prison guard. This 
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step l a t e r proved to be highly worth while since the c r i t i c a l 

incidents study unfortunately had to be abandoned. After work

ing as a prison o f f i c e r f o r several months, i t was concluded that 

the d i f f e r e n t i a t i o n between a successful and an unsuccessful 

o f f i c e r might possibly be accomplished i f attention were focussed 

on three major personal components. 

1. Intelligence or mental capacity - the successful 

o f f i c e r seemed to be more a l e r t and quicker to learn and grasp 

new situations than the unsuccessful o f f i c e r . 

2. Interests - the successful o f f i c e r generally seemed 

to l i k e his work and to deal with people i n an understanding manner. 

3. Personality - the successful o f f i c e r generally seemed 

more "adjusted", at peace with himself, more tolerant and open-

minded than the unsuccessful o f f i c e r . 

The battery of t e s t s used i n t h i s study to measure these 

areas consisted of the Wesman Personnel C l a s s i f i c a t i o n Test (which 

provides three scores of mental a b i l i t y ) , the Kuder Preference 

Record - Vocational (which provides ten scores on i n t e r e s t s ) , the 

Manson Evaluation Test (a t e s t on alcoholism, which provides eight 

scores on personality t r a i t s ) , and the Minnesota Multiphasic Per

sonality Inventory (which measures fourteen personality t r a i t s ) . 

Several c r i t e r i a were to have been used to validate the 

tests but, owing to p r a c t i c a l considerations and the time which 

would be required to c o l l e c t pertinent data, the present study 

was l i m i t e d to the use of one c r i t e r i o n , v i z . , supervisors 

f o r c e d - d i s t r i b u t i o n ratings. 
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Formal Statement of Problem 

S p e c i f i c a l l y the purpose of t h i s study was (1) to ex

plore the r e l a t i o n s h i p between a series of tested t r a i t s and suc

cessful and unsuccessful prison o f f i c e r s , and (2) to set up ten

t a t i v e test norms f o r these t e s t s which d i f f e r e n t i a t e successful 

from unsuccessful prison o f f i c e r s . 



CHAPTER II 

REVIEW OF THE LITERATURE 

I . BEGINNINGS IN EMPLOYMENT PSYCHOLOGY 

Indirect Contributions 

Wilhelm Wundt was one of the f i r s t to break away from 

the f i e l d of philosophy and define psychology as an independent 

experimental science. The school of though founded by Wundt 

began in 1879 at Leipzig and established a laboratory spec i f i 

ca l ly devoted to the study of psychological problems (56, p. 242). 

Two years la ter , through the work of the laboratory, the f i r s t 

journal for the publication of experimental studies in psychology 

appeared, namely, Philosophische Studien (20). 

This new school at f i r s t tended to shift the emphasis 

from differences between people to specific descriptions of how 

the human mind works and demonstrated that psychological pheno

mena can be objectively and quantitatively analyzed. 

Probably of even greater significance to employment and 

personnel psychology was the behaviouristic doctrine, which gave 

an entirely new perspective to the f i e l d of psychology. This 

school stressed the fact that behaviour could be impersonally 

observed and measured. Emphasis is placed on the measurement 

and recording of how people behave in particular situations. 

Subsequently, tests were developed to measure human behaviour and 
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differences in aptitude and performance. Such devices are an 

important contribution to present day personnel methods. 

Direct Contributions 

S ir Francis Galton recognized the importance of measur

ing characteristics of the individual . He had been impressed by 

the Belgian s ta t i s t i c ian , Adolph Quetelet, who kept many records 

of social data such as b ir ths , deaths, marriages and crimes (5). 

Quetelet showed that data such as these, gathered from unseleeted 

samples, tend to form definite patterns of distr ibut ion, termed 

by stat ist ic ians as "normal" or Gaussian curves. 

Inspired by the theories of Quetelet, Galton set up his 

own laboratory in 1882 with the object of measuring characteris

t i c s of many individuals and recording the results . He i s 

reported (5) to have formulated some of the most important statiS' 
t i c a l tools used today: the method of correlation, the rat ing-

scale method, the concept of the median, and the use of standard 

score. He also helped to develop several mental tests by which 

certain differences between individuals might be measured. The 

recognition of variations in individuals and the measurement of 

such differences as a basis for the selection and retention of 

workers is one of the goals of the personnel technician. 

One of Wundt's students who pioneered in the f i e l d of 

industr ial psychology was James McKeen Cat te l l . In him we see 

a merging of two movements, v i z . , the experimental method and 

the measurement of individual differences. The term "mental 

testing" as we know i t today was f i r s t used by Catte l l in 1890 
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i n a published a r t i c l e e n t i t l e d "Mental Tests and Measurements" 

(10). This a r t i c l e described various t e s t s which were used i n 

h i s laboratory at Columbia University. 

The v a r i e t y of t e s t s used by C a t t e l l were devised to 

provide a r e l i a b l e basis f o r d i f f e r e n t i a t i n g i n d i v i d u a l s from 

one another. C a t t e l l showed how psychology could be u s e f u l l y 

applied. His early work with mental t e s t s f o r college students 

set the pattern f o r other research i n the same area. 

Intelligence t e s t i n g as we know i t today began i n 1905 

with the development of Binet and Simons' t e s t of i n t e l l i g e n c e . 

Binet probably has contributed more to the development of mental 

tests than any other i n d i v i d u a l , although the Binet-type t e s t s 

are used r a r e l y i n the business and i n d u s t r i a l f i e l d s . 

Another student of Wundt who directed the course of the 

new personnel technology was Hugo Munsterberg who spent the l a t 

t e r part of h i s l i f e as d i r e c t o r of the Psychological Laboratory 

at Harvard University (5). He also performed experiments which 

indicated the usefulness of the s c i e n t i f i c s e l e c t i o n of workers. 

I I . EFFECT OF WORLD WAR I ON EMPLOYMENT TESTING 

Up to the time of World War I the main work i n t e s t i n g 

had been dire c t e d towards i n d i v i d u a l t e s t i n g but such t e s t s were 

impractical f o r measuring large numbers of men at one time. 

Just before the war Otis had developed a "group" t e s t of i n t e l l i 

gence drawn up on the basis of e a r l i e r t e s t s of Binet and others. 

This test was t r i e d out on a thousand men a f t e r which i t was 
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revised and i s now known as the Army Alpha Test. The Army Beta, 

a non-language t e s t , was devised l a t e r to test i l l i t e r a t e s (74). 

Trade tests were also developed to select s k i l l e d per

sonnel to carry on s p e c i a l i z e d tasks i n the forces. 

I I I . PERSONNEL RESEARCH FOLLOWING WORLD WAR I 

A. General 

Personnel techniques made some progress during World 

War I. In 1919 the journal, Personnel, was f i r s t published. 

During the war a considerable amount of groundwork i n personnel 

t e s t i n g had been done by army personnel technicians. Later when 

these technicians went into industry, personnel managers became 

interested i n personnel t e s t i n g and research, and laboratories f o r 

further exploration i n various f i e l d s of i n t e r e s t were set up. 

Also, cooperative programs began between u n i v e r s i t i e s 

and industry, such as the Bureau of Salesmanship Research, which 

was founded at the Carnegie I n s t i t u t e of Technology i n 1922. A 

number of firms contributed funds to t h i s bureau f o r the purpose 

of conducting research on salesmen selection on behalf of the 

member companies ( 3 ) . 

With the advent of the depression during the 1930 Ts 

most plans f o r the development of personnel research i n industry 

were set aside. However, a research group at the University of 

Minnesota at t h i s time investigated several aspects of the unem

ployment s i t u a t i o n . They attempted t o answer such questions as: 

I f one of two men were to be l a i d o f f , what should be the basis 
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f o r determining who should go? A summary of t h i s research i s 

found i n "Men, Women, and Jobs", a report on re s u l t s of the 

project of the Minnesota Employment S t a b i l i z a t i o n Research In

s t i t u t e (52, p. 129) . 

In 1935 the U. S. Employment Service helped to deal 

with some of the-questions posed by the Minnesota I n s t i t u t e by 

creating the Occupational Research Program. This program draws 

together the resources of u n i v e r s i t i e s , private and public em

ployment agencies, and the collaborative e f f o r t s of many indus

t r i e s (58, p. 3 ) . One of the major r e s u l t s of the research 

was the development of the Dictionary of Occupational T i t l e s 

(69) which provides d e f i n i t i o n s of about twenty-one thousand 

occupations. In addition, several selection devices, such as 

trade t e s t s and aptitude t e s t s , were constructed which enabled 

the U.S. Employment Service to supply industry with applicants 

who had been selected i n a more adequate manner. The research 

improved the technical understanding of occupations and selec

t i o n devices and contributed to the improvement of i n d u s t r i a l 

and business personnel methods and m i l i t a r y personnel manage

ment . 

B. Employment Testing 

The army tests marked a forward step i n the progress 

of i n d u s t r i a l psychology and i n i t i a t e d a group t e s t i n g movement. 

This l e d to a wider use of the group t e s t i n g technique to the 

measurement of other t r a i t s . 
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Tests used f o r s e l e c t i o n i n business and industry are 

of many kinds and are designed to s u i t the many special needs 

of various firms and occupations. In general the t e s t s f a l l 

i n to three main categories, v i z . , aptitude, self-evaluation and 

achievement t e s t s . These are used as follows: 

1. Aptitude tests y i e l d information r e l a t i v e to the 

applicant's capacity to learn a job quickly and e f f i c i e n t l y . 

2. Self-Evaluation t e s t s consist of questionnaires and 

inventories which provide information about the applicant's 

s u i t a b i l i t y f o r a job i n terms of inte r e s t s and personality 

t r a i t s . 

3. Achievement t e s t s help to determine the extent to 

which the applicant has already acquired the knowledge or s k i l l s 

required i n the job. 

The subject of t h i s t h e s i s i s concerned only with the 

two first-mentioned areas of employment t e s t i n g and these are 

discussed more f u l l y below. 

1. Aptitude t e s t s . According to Maier (44) aptitude 

tests are "designed to measure a person's p o t e n t i a l i t y for suc

ceeding i n certain tasks." The purpose of aptitude t e s t i n g , 

then, i s to determine before an applicant s t a r t s t r a i n i n g how 

well he might succeed i n i t . 

Aptitude t e s t s have been devised for a v a r i e t y of 

vocational f i e l d s . The h i s t o r y of educational and vocational 

aptitude t e s t i n g p a r a l l e l s the developments i n mental t e s t i n g . 

The aptitude most commonly measured i n the f i e l d of education 
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i s scholastic aptitude or general mental capacity. 

Tests have been developed f o r the following a b i l i t i e s : 

Mechanical, motor, c l e r i c a l , musical, graphic a r t s , reading, 

and a b i l i t i e s i n s p e c i f i c academic subjects, and i n the f i e l d s 

of medicine, law, engineering, teaching, and other areas too 

numerous to mention. 

Aptitude t e s t s might also be divided into various 

categories as follows: 

S p e c i f i c vs. General Aptitude Tests. On t h i s basis 

we may distinguish between t e s t s that are designed to detect 

p a r t i c u l a r aptitudes from those that are constructed to detect 

general or average aptitudes. Patten's test f o r capacity to 

learn to operate the engine lathe (51) or Deemer's stenographic 

test are examples of s p e c i f i c aptitude t e s t s . The Stenquist 

Mechanical Aptitude Tests (13, p. 21+5) on the other hand 

apparently are designed to t e s t mechanical aptitude i n general. 

They y i e l d an o v e r - a l l appraisal of a person's a b i l i t y to do 

a l l kinds of mechanical work. The numerous so-called i n t e l 

ligence t e s t s , such as the Binet-Simon t e s t s , the Terman Group 

Test of Mental A b i l i t y , and others are also examples of general 

aptitude t e s t s . 

Number of units employed i n t e s t b a t t e r i e s . A second 

method of c l a s s i f y i n g aptitude tests r e l a t e s to the number of 

te s t units employed f o r a given prognosis. The contrast l i e s 

p rimarily between the use of a single t e s t or a battery of t e s t s . 

In most cases aptitudes are of such complexity that a single 
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test w i l l r a r e l y be able to sample enough of the determining 

factors to make a usefu l predic t i o n . According to Cronbeck 

(13) single standardized prognostic tests have declined i n use. 

Test batteries are commonly used f o r aptitude t e s t i n g nowadays. 

Miniature tests vs. tests of abstract t r a i t s . Under 

t h i s category aptitude tests may be divided into (1) those 

which attempt to duplicate i n one t e s t a l l of the es s e n t i a l 

a c t i v i t i e s of the occupation, and (2) those based on a general 

psychological analysis of the a b i l i t y and are then translated 

i n t o test items. 

The job i n which the aptitude expresses i t s e l f may be 

analyzed eit h e r by fa c t o r analysis or by simpler means i n order 

to single out i t s psychological components. Test items are 

then organized to represent these components. An ap p l i c a t i o n 

of t h i s procedure i s found i n the so-called "work sample t e s t " 

or "miniature" t e s t s which are made up of representative a c t i 

v i t i e s involved on the job. The t e s t by Munsterberg (68) f o r 

motorraen i s a good example and was also one of the f i r s t a p t i 

tude tests to be developed. The Minnesota Test for C l e r i c a l 

Workers i s another example of a miniature t e s t which i s used 

i n the measurement of c l e r i c a l aptitude (13, p. 215). 

An example of a test which i s based on a more general 

psychological analysis i s the Seashore Measures of Musical 

Talent (9» p. 177) which turns e n t i r e l y on a psychological 

conception of musical a b i l i t y and contains no items from musical 

a c t i v i t y i t s e l f . 
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There are other ways of classifying aptitude or employ

ment tests but for the present purpose i t i s f e l t that the 

foregoing discussion w i l l suffice. 

2. Self-Evaluation tests. Self-evaluation tests may 

be subsumed under two categories, namely personality and interest 

tests. 

Success in an occupation i s not solely determined by 

a b i l i t y but is in part also attributable to t ra i t s of personal

i t y and interest. Separation from a job may be due to de f i 

ciencies in personality. Therefore, in employment testing i t 

i s necessary to consider various methods that have been devised 

for evaluating these more intangible factors. 

Hunt (34) has described the effect of personality in 

job turnover. He conducted a survey of 76 corporations on 

reasons why 4,000 employees were either discharged or fa i led to 

receive promotion. He found that lack of a b i l i t y accounted for 

only 10 per cent of-the discharges, and 24 per cent of those who 

fa i led to receive promotion. The remainder were due to per

sonality deficiencies. 

It appears safe to say that, judging from the voluminous 

amount of work being done by human engineers and psychologists 

in industry (29, 30, 35, 47, 61) to satisfy employee-employer 

relations and bring about effective output, personality i s more 

a determiner of success than is intel l igence. 

However, personality testing i s in i t s infancy and i t s 

accuracy is very l imited. Gray (26) notes that we are hardly 
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yet removed from an age of charlatans, when personality was 

diagnosed by reference to the stars, palm l i n e s , face contours, 

or c r a n i a l protuberances. 

Although Hunt (34) noted that personality was responsible 

f o r most of the turnover of employees, he also noted that most 

of the personality t r a i t s were of a long-term type which defied 

discovery by tests or singl e interview. Such t r a i t s include 

lack of ambition, dishonesty, and so on. However, although 

present methods of personality measurement are crude, they are 

the best available, and, when properly interpreted i n l i g h t of 

t h e i r d e f i c i e n c i e s and used i n conjunction with a l l available 

data, personality measurement data increase the accuracy of 

human judgement. 

Background of personality and inter e s t t e s t s . 

(a) Personality t e s t s . As i n the case of i n t e l l i g e n c e 

te s t i n g , World War I brought into prominence the p o s s i b i l i t i e s 

of group procedures f o r obtaining personality s e l f - r e p o r t s . 

The f i r s t noteworthy questionnaire was Woodworth's Personal 

Data Sheet which was used i n processing World War I r e c r u i t s 

(72). Following World War I the enthusiasm f o r mental t e s t i n g 

brought also a demand f o r te s t s of personality. As a r e s u l t , 

a number of instruments f o r probing personality were drawn up 

that were adaptations of Woodworth's questionnaire. Each t e s t 

consisted of a c o l l e c t i o n of questions which purported to measure 

a facet of personality. 

Laird and Heidbreder (57} p. 299) independently and 



simultaneously published an introversion-extroversion inventory. 

In 1928, the A l l p o r t s (1) devised the A l l p o r t Ascendance-Sub

mission Scale. A more objective questionnaire was developed 

i n 1930 by the Thurstones (67) who attempted to validate t h e i r 

items by an empirical method. An integration of several 

questionnaires was effected by Bernreuter (6) i n 1931. He 

attempted to integrate several questionnaires u t i l i z i n g items 

from the Thurstone Personality Schedule, the La i r d Introversion-

Extroversion Questionnaire and the Al l p o r t s * t e s t . In 1935, 

Flannagan (18) applied the factor analysis method t o the 125 

items of the Bernreuter Personality Inventory. 

Some of the most recent instruments have placed t h e i r 

emphasis on scores claiming empirical v a l i d i t y , making psycho

l o g i c a l i n t e r p r e t a t i o n of scores a secondary consideration. 

This i s the case with the Minnesota Multiphasic Inventory and 

the Humm-Wadsworth Temperament Scale (33, 48). In these scales, 

items were selected, not because they f i t t e d a d e f i n i t i o n of a 

t r a i t but because experimental t r i a l showed that p a r t i c u l a r 

groups of mental patients give d i f f e r e n t responses from normal 

subjects. Scores on these t e s t s indicate how f a r the subject 

deviates from normal on such dimensions as "paranoid", "manic", 

and so on. Both scales employ check scores to i d e n t i f y un-

dependable self-reports and both u n t i l i z e correction formulas 

to compensate f o r a subject's tendency to give a favourable 

or over suggestible s e l f - r e p o r t . 

(b) Interest t e s t s . As early as the seventeenth 
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century the educator Comenius pointed out the need of making 

subject matter interesting (64, p. 100). Later Rousseau and 

Dewey made interest the corner-stone of their philosophies of 

education. However, psychologists did not begin studying 

interests u n t i l about the time of World War I . According to 

Fryer (19) the measurement of interest began in 1913 and 1914 

by Kel ly . The former developed an inventory to investigate 

group interests which called for self-estimates by the i n d i 

vidual . The scale was intended to predict success in English, 

History and Mathematics but no follow-up on the va l id i ty of 

the technique has been reported. 

The earliest work upon a standard interest inventory 

was begun in 1919 by Yoakum, Moore and Freyd (7, p. 5) at the 

Carnegie Institute of Technology. The Carnegie Interest 

Inventory published in 1921 i s the f i r s t standardized inventory 

in which the va l id i ty of each item was carefully checked on the 

basis of i t s degree of se lect iv i ty in terms of groups. 

The method of the Carnegie Interest scale was subse

quently adapted or modified by Patterson (50), Cowdery (12) and 

Kornhauser (36) with few innovations. Later on Strong made 

extensive use of this work but Garretson (7, p. 6) was the f i r s t 

to develop a widely used questionnaire which did not adhere to 

the pattern of the Carnegie form. He published a preference 

questionnaire in 1931 which contained 328 items and which attempts 

to explore nine areas "useful in attaining educational adjustment" 

in the technical and commercial f i e lds . 
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The Kuder Preference Record (37) was published i n 1939 

a f t e r Kuder had c a r r i e d on research over a period of s i x years. 

His inventory consists of 504 items, each of them gi v i n g a b r i e f 

description of a certain type of a c t i v i t y . The l i s t e d a c t i v i t i e s 

are grouped into 168 t r i a d s , i n each of which the i n d i v i d u a l 

selects the most and l e a s t l i k e d items. In 1948 Kuder revised 

h i s t e s t using the same method of construction and added two more 

scales. 

In 1943 Lee and Thorpe (40) published t h e i r Occupation

a l Interest Inventory. The i n d i v i d u a l selects the more favoured 

task from each of 120 pairs of l i s t e d a c t i v i t i e s . Although the 

method had been used e a r l i e r by Miner (49), Lee and Thorpe were 

the f i r s t to use the method as the basis f o r an entire inventory. 

Strong f i r s t published his Vocational Interest Blank i n 

1927 and revised i t i n 1938 (62). It i s a superior example of 

the empirically constructed i n t e r e s t t e s t . At present i t con

s i s t s of 400 items r e l a t i n g to occupations, school subjects, 

l e i s u r e a c t i v i t i e s , and types of people to whom one responds i n 

terms of l i k i n g , i ndifference, or d i s l i k i n g . The answer to 

each item i s assigned a weight that indicates i t s significance 

for a given occupation. The weight was determined by giving 

the inventory to a sample of men who were successfully engaged 

i n an occupation, and by determining what percentage indicated 

a l i k i n g , i ndifference, or d i s l i k e for each item i n the inventory. 

Summary of employment t e s t i n g . From the foregoing we 

see that employment t e s t i n g i s not primarily involved i n measur-
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ing s p e c i f i c aptitudes. Brown and G h i s e l l i (22) point out that 

a t e s t i s a "stimulating s i t u a t i o n designed to e l i c i t behavior 

of a p a r t i c u l a r sort". However, the f i n a l measurement of an 

in d i v i d u a l i s not r e f l e c t e d i n single or independent t r a i t s but 

rather involves several a b i l i t i e s , depending on the job. Con

sequently, a te s t might be designed that draws p r i n c i p a l l y upon 

personality t r a i t s and i n t e r e s t s rather than upon one or another 

of various a b i l i t i e s . Thus, the term "employment t e s t i n g " 

involves any tes t or inventory or groups of te s t s which c o n t r i 

butes to ultimate prediction and selection f o r a p a r t i c u l a r job 

area. 

IV. IMPLICATIONS OF WORLD WAR II 

During the war years from 1941 to 1945 a new high was 

obtained i n vocational t e s t development. When war broke out the 

m i l i t a r y forces were faced with the biggest personnel problem i n 

t h e i r h i s t o r y . The problem was to r e c r u i t , c l a s s i f y , t r a i n and 

assign to duty m i l l i o n s of o f f i c e r s and men who varied greatly i n 

mental a b i l i t y and physical and emotional make-up. In addition 

to the use of t e s t s f o r purposes of general c l a s s i f i c a t i o n and 

selection, new tests had t o be devised f o r the se l e c t i o n of per

sonnel to be trained for the many occupational s p e c i a l i t i e s that 

comprise a highly mechanized m i l i t a r y organization. Careful 

studies were made to determine the s p e c i f i c factors entering into 

success i n various assignments and te s t s were developed to measure 

these f a c t o r s . A vast amount of data accumulated from such 

studies and the r e s u l t s were published at the conclusion of the 
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war. 

The U.S. Airforce (73), for example, published nine

teen volumes of research descriptive of personnel investigations 

made by that single mil i tary unit . Another contribution to 

personnel research by the mil i tary was an evaluative summary by 

Stuit (63) of the selection and c lass i f icat ion of personnel con

ducted by the U.S. Navy's Bureau of Personnel. 

Research from World War II provided case histories on 

the applications of modern techniques to complex personnel prob

lems and proved of value not only for mi l i tary organizations 

but also in post-war personnel administration in business and 

in industry. 

V. PERSONNEL RESEARCH FOLLOWING WORLD WAR II 

Extent of Employment Testing 

The successful use of tests by various government 

services and private industries during World War II added imme

diate impetus to the testing movement. Employment tests have 

been devised for every conceivable kind of work. There are tests 

for semi-skilled workers, sk i l l ed workers, salespersons, c l e r i c a l 

workers, managerial and supervisory, professional groups, and so 

on ad infinitum. 

Dorcus and Jones (1$) in a study of well over 2,100 

employment tests have grouped tests under 227 different occupa

t ional t i t l e s . However, since many of the studies under con

sideration had to be eliminated because of minimum cri ter ion 
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standards and since many i n d u s t r i a l settings do not publish t h e i r 

research i t follows that many more job t i t l e s exist than these 

that have been l i s t e d . 

Although psychologists have been reporting on the 

effectiveness of various employment tests since 1908, i n only a 

few instances has any given t e s t been validated for a p a r t i c u l a r 

job more than a few times (22, p. 189). An extremely neglected 

area i s that of the job of prison o f f i c e r . . 

Personnel Selection of Prison O f f i c e r s 

Very l i t t l e s c i e n t i f i c experimentation has been attempt

ed on selection of prison o f f i c e r s . J. D. Klinger i n New Horizons  

i n Oriminology i s reported as saying that i n 1941 i n the United 

States only ten states selected and employed prison guards by 

means of either c i v i l service examinations or some other merit 

system (4, p. 658). Lundberg (41), i n the only other survey 

published i n the l i t e r a t u r e , found that eighteen states made some 

provision f o r selecting prison o f f i c e r s by some form of merit 

system. Several of the states at that time had not yet i n s t i 

tuted competitive examinations because i t was necessary to hir e 

a l l applicants. However, i t should be noted that the c i v i l ser

vice examination does not i n i t s e l f guarantee adequate standards. 

A careful job analysis i s e s s e n t i a l to the development of adequate 

standards and,outside of the practices i n seventeen states, 

p r a c t i c a l l y no standards have been established f o r the po s i t i o n 

of prison o f f i c e r . Lundberg came to t h i s conclusion : 

methods of sel e c t i o n of the Prison Guard are generally 



loose and have l i t t l e experimental study of v a l i d i t y . 
Of the some 13,000 guards i n t h i s country, i t i s safe 
to say that over three fourths have been selected by 
u n s c i e n t i f i c methods....Several states "validate" 
t h e i r examination by providing a period during which 
the candidate i s i n a probationary status - only New 
Jersey has conducted an experimental v a l i d a t i o n of 
t h e i r selection methods. (41, p. 179) 

The retardation of the s c i e n t i f i c s e l ection of prison 

o f f i c e r s has been due l a r g e l y to public indifference to the 

p l i g h t of the inmate once he has been sentenced. The purpose of 

a prison has been looked upon as affording some protection to 

society or i n terms of s o c i e t a l revenge. However, i n recent 

years there has been i n Canada, as i n other countries, a change 

i n the approach to the treatment of individuals- sentenced to 

imprisonment i n penal i n s t i t u t i o n s . R e h a b i l i t a t i o n has become 

a key word. This term r e f e r s to those processes of learning or 

i n h i b i t i o n which may change the personality of the inmate i n such 

a manner that upon release he w i l l conform to the l e g a l requests 

of society. 

Q u a l i t i e s Requisite f o r E f f e c t i v e Prison O f f i c e r s 

Taft (66, p. 438) aptly describes the guard acceptable 

i n the o l d - l i n e prison. A guard had to be 

p h y s i c a l l y strong, a l e r t , emotionally d u l l , courageous, 
obedient, not averse to monotonous routine, not too 
i n t e l l i g e n t or c r i t i c a l l y minded, ignorant of s o c i a l 
science and amenable to p o l i t i c a l d i s c i p l i n e i f other
wise reasonably honest. 

However, a prison o f f i c e r working under a contemporary 

constructive program has to be 

firm and courageous and l o y a l to the administration, 
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but t h e i r l o y a l t y must be based upon voluntary and 
enthusiastic cooperation i n a piece of d i f f i c u l t but 
absorbing constructive work. Neither tough men nor 
tender-hearted sentimentalists w i l l do, but rather 
men capable of i n t e l l i g e n t decisions and with the 
a b i l i t y to carry them out by force when necessary, 
but always by persuasion when possible. They must 
be examples of s e l f - c o n t r o l , impartial, consistent, 
objective. They must insp i r e confidence i n men who 
are prejudiced against them. They must preserve 
amid discouraging d i f f i c u l t i e s the b e l i e f that some 
prisoners' attitudes may be changed and that the 
e f f o r t to change them i s worth while. (66, p. 438) 

It can be seen from the foregoing description that a 

"modern" prison o f f i c e r must have q u a l i t i e s which have not 

characterized the guard of the past. 

It i s obvious that prison o f f i c e r s of high q u a l i t y are 

r e q u i s i t e to a successful prison treatment program. In f a c t , 

without s a t i s f a c t o r y prison o f f i c e r standards any correction 

r e h a b i l i t a t i o n program i s ultimately doomed to f a i l . To emphasize 

t h i s l a s t point even more, l e t us note a quotation by a New York 

State prisoner. 

I have a l l respect f o r doctors, the s o c i a l workers, 
teachers and other workers i n the i n s t i t u t i o n and I 
believe they do a good deal of good, but the greatest 
influence that can e f f e c t a man while i n prison i s 
h i s respect f o r someone on the prison s t a f f whom he 
i s under. I met such a man i n O f f i c e r Blank of the 
Michigan State Prison. My great respect f o r him and 
the influence he exerted on me completely reformed my 
l i f e and I f e e l that i t w i l l continue to exert i t s 
influence f o r my entire future. (66, p. 45) 

However, one need hardly mention that establishment of 

a s e l e c t i o n program that i s designed to y i e l d a high-grade o f f i c e r 

candidate cannot be accomplished unless the salary f o r such work 

i s commensurate with the a b i l i t i e s of the men hired. The fact 

that s a l a r i e s have been inadequate explains why i n d i v i d u a l s of 
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good a b i l i t y have not been attracted to prison work and i s i n 

part the reason why i t has been d i f f i c u l t to deal with t h i s prob

lem along s c i e n t i f i c l i n e s . 

Up to 1946 only two states, Michigan and New Jersey, 

regularly used a standardized mental t e s t i n s e l e c t i n g guards 

(41, p. 143) . Hubbard (31) found that objective employment t e s t s 

used fo r s e l e c t i n g guards correlated about .70 to .80 with the 

Army Alpha t e s t . However his study was l i m i t e d to measuring 

s k i l l s f o r s p e c i f i c t e c h n i c a l jobs such as "painter" and so on, 

rather than to using the tests i n s e l e c t i n g a l l guard applicants. 

So f a r as the writer has been able to discover i n the 

l i t e r a t u r e , there have been no attempts to investigate e i t h e r 

interests or personality i n prison o f f i c e r candidates other than 

by interview. It has already been pointed out that i n t e r e s t 

and personality inventories generally do not y i e l d precise 

predictions. However, a study of such factors seems necessary 

i n order to determine the p r i n c i p a l trends of i n t e r e s t s and 

personality which might prove of value when used as a part of a 

battery of t e s t s . The purpose of t h i s thesis i s to investigate 

the problem of the selection of prison o f f i c e r s i n terms of 

trends that might be gleaned from a use of personality, interest 

and i n t e l l i g e n c e t e s t s . 



CHAPTER II I 

TESTS USED 

I. PERSONNEL CLASSIFICATION TEST - FORM A 

A, Reason f o r Selection 

(1) Ease of administration and scoring. Directions 

are simple and e a s i l y understood. The t e s t can be conveniently 

scored i n about two minutes. 

(2) Moderate time l i m i t s . There are separate time 

l i m i t s f o r the two sections of the PCT. Part I (verbal) requires 

eighteen minutes and Part II (numerical) ten minutes. 

(3) It was standardized with groups of comparable ages 

and education. 

(4) The test i s e s s e n t i a l l y a measure of power rather 

than speed. 

(5) The t e s t was intended primarily f o r i n d u s t r i a l and 

business use. 

(6) The form of the test permits use of a wide vari e t y 

of subject matter and a consequent reduction of emphasis on mere 

vocabulary knowledge. This was thought t o be important since 

the minimum educational requirement f o r a prison o f f i c e r applicant 

i s Grade VIII. 

(7) The name of the t e s t was also taken into considera

t i o n to lessen the uneasiness that might r e s u l t from taking a 

"mental a b i l i t y " or " i n t e l l i g e n c e " t e s t . 
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(£) The general quality of the techn i c a l data supplied 

i n the manual i s good. Moreover, normative data i s provided 

for various employment groups and det a i l e d description f o r each 

of seventeen occupational groups i s also provided. 

B. Structure of the Test 

The Personnel C l a s s i f i c a t i o n Test i s a short general 

a b i l i t y test which y i e l d s three scores: a verbal, numerical and 

a t o t a l score. Part I consists of f o r t y multiple-choice verbal 

analogies items i n which the f i r s t and fourth terms of the 

analogy must be chosen with the second and t h i r d terms given. 

According to the author of the test (71) the type of item used 

to measure verbal reasoning a b i l i t y was designed so that reason

ing through analogy and perception of relationships are needed 

to respond to each item. 

Part II contains twenty arithmetic computation items 

which were devised to tes t command of basic arithmetic s k i l l s 

and processes plus general f a c i l i t y i n the use of numerical con

cepts. The content has been so arranged that a premium i s 

placed on one's a b i l i t y to perceive relationships and to operate 

with ingenuity while the importance of sheer figure manipulation 

or number perception, which are better measured by simple c l e r i 

c a l t e s t s , i s minimized. 

I I . THE KUDER PREFERENCE RECORD - VOCATIONAL 

A. Reason f o r Selection 

(1) This test i s characterized by s i m p l i c i t y of adminis-
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t r a t i o n . The Kuder Form CH i s self-administering. Directions 

explaining how to mark the answers are given i n each t e s t booklet 

and are clear and easy to understand. The blank can be given 

either i n d i v i d u a l l y or to groups and the tester need give very 

l i t t l e assistance. 

(2) There are also moderate time l i m i t s i n administer

ing and scoring. The Kuder requires about t h i r t y to t h i r t y - f i v e 

minutes to administer and scoring can be completed i n f i v e to s i x 

minutes. The ease of scoring was the main reason f o r s e l e c t i n g 

t h i s inventory rather than the Strong Vocational Interest Blank 

since scoring the l a t t e r on a l l possible occupations requires a 

great deal of c l e r i c a l work. 

(3) Extensive research has been done i n the Kuder and 

i t owes much of i t s success to the research that preceded i t s 

introduction to the test market. 

Kuder began work on his t e s t i n 1934 (37) and i t was 

not published u n t i l a f t e r s i x years of research and r e v i s i o n . 

Kuder attempts to i d e n t i f y c e r t a i n generalized a c t i v i t y patterns 

which are psychologically meaningful. According t o B r a y f i e l d 

(9 , p. 640) t h i s approach to the measurement of interests i s i n 

l i n e with f a c t o r analysis studies of the problem and i s consis

tent with the "pattern a n a l y s i s " i n t e r p r e t a t i o n of other i n t e r e s t 

inventories. 

(4) The Kuder employs, also, a v a l i d i t y or d i s t o r t i o n 

scale which makes i t possible to i s o l a t e those i n d i v i d u a l s who 

are careless i n t h e i r answering or who d e l i b e r a t e l y t r y to put 
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themselves in the most favourable l ight . 

(5) It has reasonable r e l i a b i l i t y . The 1953 revision 

(39) of the manual gives separate r e l i a b i l i t y estimates for each 

of the ten scoring categories based on four different groups. 

The number of individuals in each group i s as follows: 1,000 

men, 100 women, 100 boys, 100 g i r l s . On the average, the report

ed r e l i a b i l i t i e s are approximately .90, the lowest being .84 and 

the highest .93. 

B. Structure of the Inventory 

The testee i s presented with 169 groups of ac t i v i t i e s , 

in each group there are three act iv i t i es and the subject i s 

required to rank them in order of preference. From the three 

items, he selects the most and the least l iked ac t iv i t i e s . This 

i s done by pin perforations made in a record blank consisting of 

stenci ls , which fac i l i t a t e scoring. The various scales contain 

a different number of items, ranging from 69 on the musical scale 

to 210 on the persuasive scale. 

Nine f ields of interest are studied and these are l i s t ed 

on the profi le sheet (38) as follows: 

0* Outdoor interest means that you prefer work that 
keeps you outside most of the time and usually deals 
with animals and growing things. Forest rangers, 
natural ists , and farmers are among those high in 
outdoor interests. 

1. Mechanical interest means you l ike to work with 
machines and tools . Jobs in this area include 
automobile repairmen, watchmakers, d r i l l press 
operators, and engineers. 

2. Computational interest means you l ike to work with 
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numbers. A high score i n t h i s area suggests that 
you might l i k e such jobs as a bookkeeper, accountant, 
or bank t e l l e r . 

3 . S c i e n t i f i c i n t e r e s t means that you l i k e to discover 
new f a c t s and solve problems. Doctors, chemists, 
nurses, engineers, radio repairmen, aviators, and 
d i e t i c i a n s usually have high s c i e n t i f i c i n t e r e s t s . 

4. Persuasive inte r e s t means that you l i k e to meet and 
deal with people and to promote projects or things 
to s e l l . Most actors, p o l i t i c i a n s , radio announ
cers, ministers, salesmen, and store clerks have 
high persuasive i n t e r e s t s . 

5. A r t i s t i c i n t e r e s t means you l i k e to do creative work 
with your hands. It i s usually work that has "eye 
appeal" involving a t t r a c t i v e design, colour, and 
materials. Painters, sculptors, a r c h i t e c t s , dress 
designers, hairdressers, and i n t e r i o r decorators a l l 
do " a r t i s t i c " work. 

6' L i t e r a r y i n t e r e s t shows that you l i k e to read and 
write. L i t e r a r y jobs include n o v e l i s t , h i s t o r i a n , 
teacher, actor, newsreporter, e d i t o r , drama c r i t i c , 
and book reviewer. 

7. Musical inte r e s t shows you l i k e going to concerts, 
playing instruments, singing, or reading about music 
and musicians. 

8. S o c i a l Service inte r e s t indicates a preference f o r 
helping people. Nurses, Boy or G i r l Scouts leaders, 
vocational counselors, tutors, ministers, personnel 
workers, s o c i a l workers, and h o s p i t a l attendants, 
spend much of t h e i r time helping other people. 

9. C l e r i c a l i n t e r e s t means you l i k e offi'.ce work that 
requires precision and accuracy. Jobs such as 
bookkeeper, accountant, f i l e clerk, salesclerk, 
secretary, s t a t i s t i c i a n , and t r a f f i c manager f a l l 
into t h i s area. 

I I I . MINNESOTA MULTIPHASIC PERSONALITY INVENTORY TEST -
(GROUP FORM) 

A. Reasons f o r Selection 

(1) Use of v a l i d i t y scales. As an inventory-type t e s t , 



the MMPI has an advantage over other inventories i n that i t 

attempts to measure the v a l i d i t y of the t e s t f o r the i n d i v i d u a l 

by showing whether he i s taking the t e s t s e r i o u s l y and honestly 

giving his opinion. The v a l i d i t y indicators are provided on 

four scales: The Question score, the Lie score, the V a l i d i t y 

score, and the K score. The Question score simply records the 

number of answers and a high score i s taken to mean that the 

true scores on the diagnostic categories would probably be f u r 

ther away from the mean than they are. The Lie score (L) i s 

made up from the answers to a number of questions which make the 

subject appear i n an unfavourable l i g h t ; subjects claiming the 

favourable a l t e r n a t i v e are presumed to have f a l s i f i e d t h e i r 

diagnostic scales also i n the d i r e c t i o n of greater favourable

ness. The V a l i d i t y scale (F) consists of items which are i n 

frequently answered by either normal or abnormal subjects; high 

scores usually indicate that great care i s necessary i n i n t e r 

preting the record. The K scale acts as a suppressor variable 

and i s claimed to sharpen the discriminatory power of the diag

nostic scales. 

(2) Standardization has been done c a r e f u l l y and con

sci e n t i o u s l y . 

(3) The s t a t i s t i c a l work i s of high q u a l i t y . 

(4) Adaptability to new scales. New diagnostic scoring 

categories can be added without necessitating a new set of ques

t i o n s . A l l older records may be scored on any new key. Conse

quently, the t e s t i s a good source of research material and as 
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new scales are developed standardization can be undertaken on the 

groups of previous studies. In the present study f i v e addition

a l scales were added to supplement the regular diagnostic scales: 

Dominance scale (Do); Responsibility scale (Re); H o s t i l i t y scale 

(Ho); Social-Economic Status scale (St). These f i v e scales 

were a l l developed on normal subjects. 

(5) Ease of administration and scoring. Booklets are 

re-usable. Blank forms are supplied on which a subject working 

from the booklet can record h i s decisions. The instructions are 

easy to understand and l i t t l e assistance need be given to adminis

te r the t e s t . Scoring i s made as mechanical as possible and i t 

i s thus suitable f o r regular and routine t e s t i n g . 

B. Structure of the Inventory 

The inventory consists of 550 statements which the sub

ject indicates as being true or f a l s e or uncertain with respect 

to himself. Different areas of l i f e experience are covered by 

the items such as family r e l a t i o n s , mood-tone, b e l i e f s , somatic 

experiences, and so on. The inventory attempts to measure 

s p e c i f i c c l i n i c a l syndromes and does not merely attempt to deter

mine whether or not the subject i s neurotic, as has been the case 

with some of the e a r l i e r schedules. On the basis of the perfor

mance of patients i n the various p s y c h i a t r i c groupings, scoring 

scales based on 351 of the items have been constructed f o r the 

following personality trends: (a) Hypochondriasis; (b) Depres

sion; (c) Hysteria; (d) Psychopathic Deviate; (e) Masculinity-

Feminity; (f) Psychasthenia; (g) Paranoia; (h) Schizophrenia; 
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( i ) Hypomania. The raw scores of the t e s t are converted into 

standard scores from which a p r o f i l e f o r the subject i s made. 

The standard scales have a common mean of 50 and a standard 

deviation unit of 10 points. Accordingly, standard scores above 

70 would represent the presence of an abnormal amount of the com

ponent i n question. 

A s p e c i a l feature of the te s t that d i f f e r e n t i a t e s i t 

from other inventories i s the v a l i d i t y score mentioned above (see 

section A). 

IV. THE MANSON EVALUATION 

A. Reasons f o r Selection 

(1) Time consumption i n scoring and administration. 

The te s t can be completed i n f i f t e e n to twenty minutes and scored 

i n about four to f i v e minutes. 

(2) It seemed advisable to investigate the sample of 

prison o f f i c e r s f o r p o t e n t i a l a l c o h o l i c tendencies. 

(3) To provide a short questionnaire f o r comparison with 

the MMPI. The seven t r a i t s measured by the Manson Test are c l i n i 

c a l l y comparable to some of the longer MMPI scales. Hence, i t 

was decided to include t h i s test as a supplementary t e s t and deter

mine what re l a t i o n s h i p i t might have with the MMPI (see section B, 

description of t r a i t s ) . 

B. Structure of the Manson Evaluation 

The Manson t e s t consists of 72 items which purport to 

d i f f e r e n t i a t e alcoholics from non-alcoholics. The subject 
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responds to each question by answering either "yes" or "no". 

According to the author (46) the Manson Evaluation was 

designed t o : 

(1) Identify i n d i v i d u a l s whose behavior and personality 
structure indicated they were a l c o h o l i c s or had serious 
a l c o h o l i c problems; (2; i d e n t i f y nonalcoholic i n d i v i 
duals with personality c h a r a c t e r i s t i c s often found i n 
a l c o h o l i c s . Perhaps such individuals would become 
alc o h o l i c i f placed under certain conditions of str e s s . . . . 

The author (45) reports that a subjective analysis of 

the seventy-two questions resulted i n establishing seven neurotic 

or psychopathic t r a i t s . The t r a i t s l i s t e d i n the manual (46) 

are as follows: 

A. Anxiety. High scores would indicate an excessive 
number of fears, worries, feelings of i n s e c u r i t y 
and inadequacy, undue concern over health, e a s i l y 
fatigued. 

B. Depressive Fluctuations. High scores would i n d i 
cate e a s i l y depressed, sadness, frequent mood swings 
toward depression, prone to quick disappointments. 

C. Emotional S e n s i t i v i t y . High scores would mean 
extreme emotional s e n s i t i v i t y with i n a b i l i t y to 
make s a t i s f a c t o r y s o c i a l or emotional adjustments; 
extreme l a b i l i t y with poor defenses; touchiness. 

D. Resentfulness. High scores would indicate strong 
and b i t t e r feelings of resentment toward society 
and i n d i v i d u a l s ; e a s i l y i r r i t a t e d ; c a r r i e s chip 
on shoulder; paranoid ideas. 

E. Incompleteness. High scores would indicate a 
series of f a i l u r e to complete commonly accepted 
s o c i a l objectives, such as education, work mastery, 
steady employment, marital adjustments, community, 
p a r t i c i p a t i o n , r e l i g i o n , unsteadiness, mobility, and 
frequent change. 

F. Aloneness. High scores would indicate f e e l i n g s of 
being alone i n the world, i s o l a t e d , unique, unwanted, 
undersocialized, f e e l i n g as i f there were a b a r r i e r 
between the i n d i v i d u a l and the world or society. 
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G. Interpersonal Relations. High scores would mean 
lack of close personal and emotional t i e s , poor 
family r e l a t i o n s , parental r e j e c t i o n , unhappy c h i l d 
hood, lack of r e a l f r i e n d s , shallow emotional 
rel a t i o n s h i p s . 



CHAPTER IV 

THE RESEARCH DESIGN 

I. THE SAMPLE 

Selection of Sample 

The p r a c t i c a l aspects of obtaining the sample became 

important determiners i n the f i n a l s e l e c t i o n of the sample. 

To secure a s a t i s f a c t o r y sample i t was hoped that the following 

c r i t e r i a could be u t i l i z e d . 

( 1 ) There must be good l i a i s o n between the experimenter 

and o f f i c i a l s at Oakalla and good rapport with the prison o f f i c e r s . 

(2) The f a c i l i t i e s f o r t e s t i n g would have t o meet a 

reasonable standard of comfort, quiet and l i g h t i n g . Moreover, 

time would have to be set aside during regular working hours to 

te s t the men. 

(3) The sample must be of reasonable s i z e so as to 

insure s t a t i s t i c a l s i g n i f i c a n c e i n the r e s u l t s . 

(4) The sample must be taken from men on the job who 

have f i n i s h e d at least a three-month probation period i n order 

to make i t possible to c o l l e c t the required p r o f i c i e n c y ratings. 

(5) The sample must represent equal numbers of men from 

four d i f f e r e n t working s h i f t s . 

(6) There must be a suitable c r i t e r i o n to d i f f e r e n t i a t e 

the sample into upper and lower l e v e l s of proficiency. 
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Translating these c r i t e r i a into action was by f a r the 

most d i f f i c u l t part of the whole study. 

In order to understand the job of prison o f f i c e r and 

es t a b l i s h rapport with prison o f f i c i a l s the experimenter hired 

on as a Prison O f f i c e r i n November of 1953. Because of atten

dance at u n i v e r s i t y lectures, only the afternoon s h i f t (4.00 to 

12.00 midnight) and the"graveyard" s h i f t (12.00 midnight to # a.m.) 

were available f o r purposes of t h i s study. 

This employment proved invaluable f o r obtaining the 

job description data which f a c i l i t a t e d the selection of t e s t s and 

in "learning one's way" around a prison s e t t i n g . Fellow o f f i c e r s 

knew that the experimenter was i n no way connected with the "ad

ministration". This f a c t i n i t s e l f helped considerably i n 

establishing the required cooperation when the actual t e s t i n g got 

under way. 

The variable of the random sampling of d i f f e r e n t working 

s h i f t s seems not to have been too w e l l controlled since most t e s t 

ing had to be carried out during the evening s h i f t . However, 

t h i s problem was overcome to some extent by the f a c t that i t took 

considerable time to gather the test data and that s h i f t s auto

matically changed every three months, i . e . , the day s h i f t changed 

to the afternoon s h i f t , the afternoon to the night s h i f t , and so 

on. 

Description of Obtained Sample 

The sample f o r t h i s study was made up of 100 employed 

prison o f f i c e r s who constituted approximately 33 per cent of the 
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t o t a l population of employed guards. Several c r i t e r i a concerning 

the composition of the sample should be noted. 

(1) Each guard had undergone a five-day orientation 

course i n basic t r a i n i n g . 

(2) A l l guards were i n "good" health. A physical 

examination by the Prison Physician i s a prerequisite f o r employ

ment. 

(3) A l l guards had no c i v i l i a n crime record. 

(4) A l l guards had at le a s t three months of on-the-job 

experience and i n most instances over s i x months1 experience. 

This s p e c i f i c a t i o n was adhered to i n order to ensure getting a 

more v a l i d r a t i n g of performance. Many men who were obviously 

u n f i t f o r work as a guard were eithe r eliminated or dropped out 

of t h e i r own accord by the time the probationary period was over. 

S t a t i s t i c a l a nalysis. The sample was appraised s t a t i s 

t i c a l l y f o r age and formal education l e v e l . 

(1) Age d i s t r i b u t i o n of t o t a l sample. Table I shows 

that the d i s t r i b u t i o n of ages f o r the t o t a l sample ranged from 

age 21 to 43. The mean age f o r the t o t a l sample was 28.9 with 

a S.D. of 5.57. The median age was 29. This table presents 

the frequency of the d i s t r i b u t i o n i n terms of percentages. 

Analysis of the table shows that 89 per cent of the t o t a l sample 

was di s t r i b u t e d between the ages of 21 and 35> and 55 per cent 

of the sample f e l l within the 21 to 29 age range. Only 4 per 

cent of the sample was over the age of 39. 

(2) Age d i s t r i b u t i o n of good and poor groups. Table I 



TABLE I 

CHRONOLOGICAL AGES, MEANS, MEDIANS AND STANDARD DEVIATIONS FOR TOTAL SAMPLE 
AND SUCCESSFUL AND UNSUCCESSFUL GROUPS OF PRISON OFFICERS 

Sample 
, Age 

Mean Median q n 

Age Age *' u' Sample 21 23 25 27 29 31 33 35 37 39 41 43 
to to to to to to to to to to to to 
20 22 24 26 28 30 32 34 36 38 40 42 

Mean Median q n 

Age Age *' u' 

Percentage 
of Total 
Sample 
(N = 100) 

2 21 14 8 10 12 10 12 2 5 2 2 28.9 29.0 5.75 

Successful N 
Group 
(N = 27) % 

Unsuccess- N 
f u l Group 
(N = 27) % 

0 4 3 2 5 3 4 4 0 2 0 

0 15 11 7 19 11 15 15 0 7 0 

1 8 4 2 3 3 2 0 2 2 0 

4 31 15 7 11 11 7 0 7 7 0 

29.1 30.0 4.72 

27.6* 27.0* 5.34* 

* Difference between two groups not 
s i g n i f i c a n t . 

ON 
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also shows the mean and median ages, standard deviation and f r e 

quency d i s t r i b u t i o n (in per cents) f o r the successful and unsuc

cessful groups. The successful group has a d i s t r i b u t i o n of ages 

ranging from age 22 to 39 and the unsuccessful group from age 21 

to 38. The mean age of the successful group was 29.1, the median 

age 30, and the S.D. was 4.72. The mean age f o r the unsuccess

f u l group was 27.6, the median 27 and the S.D. was 5.34. There 

was no s i g n i f i c a n t difference between the two groups either i n 

mean scores or v a r i a b i l i t y . 

(3) Education l e v e l of the t o t a l sample of prison o f f i  

cers. Table II shows that the school grade d i s t r i b u t i o n , ex

pressed i n percentages of the t o t a l sample, ranged from Grade 6 

to 13. The mean school grade l e v e l f o r t h i s sample was 9.4, the 

median grade 9, and the standard deviation 1.52. Analysis of the 

frequency d i s t r i b u t i o n s i n Table II shows that 92 per cent of the 

guards f a l l between Grades 8 and 12, and 83 per cent between 

Grades 8 and 11. Only 6 per cent of t h i s sample f i n i s h e d Grade 

7 or below, while 9 per cent f i n i s h e d Grade 12 or had higher 

education. 

(4) Educational differences between the groups of suc 

cessful and unsuccessful guards. Table II also shows that the 

mean grade f o r the successful group was 9.30, the median, 9.00, 

and the standard deviation 1.34, whereas the mean of the unsuc

ce s s f u l group was 9.40, the median 9, and S.D. 1.64. Very l i t t l e 

difference was found i n v a r i a b i l i t y . 

An analysis of the frequency d i s t r i b u t i o n indicates 



TABLE II 

EDUCATIONAL LEVEL, MEAN GRADE, MEDIAN GRADE, AND STANDARD DEVIATIONS 
FOR TOTAL SAMPLE AND SUCCESSFUL AND UNSUCCESSFUL GROUPS OF PRISON OFFICERS 

Sample Last School Grade Completed Mean Median S.D. Sample 
6 7 8 9 10 11 12 13 

Mean Median S.D. 

Percentage 
of Total 
Sample 
(N = 100) 

2 4 25 26 28 8 9 2 9.4 9.0 1.52 

Successful N 0 9 9 5 1 3 0 9.3 9.0 1.34 
Group 
(N = 27) % 0 33 33 19 4 11 0 

Unsuccess N 1 8 8 7 1 1 1 9.4 9.0 1.64 
f u l Group 

26 (N = 27) $ 4 29 29 26 4 4 4 
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that 87 per cent of the successful guards f a l l between Grade 8 

and 11 while 88 per cent of the unsuccessful guards f a l l within 

the same range. 

It can be seen from the analysis of the two groups that 

the samples are quite s i m i l a r i n regard to age and education. 

I I . THE CRITERION 

As Davies notes ( 14 ) , "In r e a l l i f e s i t uations you have 

to take the c r i t e r i a which you can get despite i t s l i m i t a t i o n s . " 

A great many studies have l i s t e d the pros and cons of 

merit t e s t i n g , and the concensus seems to l i e against t r a d i t i o n a l 

r a t i n g procedures such as the graphic r a t i n g scale, the check 

l i s t , the chart method and so on. The trend i n some settings 

seems to be towards more s c i e n t i f i c and objective measures of 

performance ($9) (43) (8) (17 ) . 

The method i n current use at Oakalla f o r evaluating or 

rating a prison o f f i c e r i s the chart method. This method con

s i s t s of r a t i n g an i n d i v i d u a l i n terms of the following q u a l i t a 

t i v e scale, i . e . , whether poor, f a i r , good, or excellent on such 

variables as dependability, conscientiousness, and so on. The 

d i f f i c u l t y with a l l such methods (54, p. 35) i s t h e i r subjective 

nature. L i t t l e consideration i s given to whether the job factors 

one selects are a c t u a l l y involved i n job performance. In most 

cases no experimentation i s undertaken. One may question whether 

the factors i n job performance that are outlined by conference 

procedures are i n f a c t the most important and the most d i r e c t l y 
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i d e n t i f i a b l e . For example, i t i s easy to demand a quality such 

as "maturity" i n a person, without making a thorough analysis of 

the t r a i t to a r r i v e at a common understanding of what the term 

means. 

C r i t e r i a used i n t h i s Study 

It was decided to rate t h i s sample by the forced d i s 

t r i b u t i o n method. This method i s probably the simplest of a l l 

r a t i n g methods since the o f f i c e r s are rated only on one charac

t e r i s t i c , v i z . , that of job performance. Its use i s j u s t i f i e d 

by the f a c t that very extensive s t a t i s t i c a l work (68, p. 17) with 

other more complicated systems has shown that i t gives s i m i l a r 

r e s u l t s with even greater r e l i a b i l i t y . According to convention

a l practices a fiv e - p o i n t job-performance scale was used based 

on the normal curve; one end of the scale represents best per

formance, the other end poorest performance. O f f i c i a l s were 

asked to allocate 7 per cent of the men i n the sample to the 

best end of the scale, 20 per cent i n the next category, 46 per 

cent i n the middle bracket, 20 per cent i n the bracket next to 

the lower end, and 7 per cent i n the end. No descriptive phrases 

were included on the scale. 

Because of the homogenous nature of our t o t a l sample 

only the extremes of the sample were used f o r comparing the 

means of "good" guards and "poor" guards. The middle group, 

consisting of about 46 per cent of the sample, was omitted. 

Other C r i t e r i a 

There are many reasons why an o f f i c e r may be c l a s s i f i e d 



as "good" or "poor". He may have l i t t l e i n t e r e s t i n his work, 

he may have i n f e r i o r i n t e l l i g e n c e or various personality charac

t e r i s t i c s which would handicap him i n "handling" inmates. 

Therefore, each guard was to have been rated on a number of 

s p e c i f i c variables by the "chart method" i n order to provide a 

more s p e c i f i c understanding as to why an i n d i v i d u a l was rated 

either "good" or "poor" on the forced d i s t r i b u t i o n scale. 

The rating form used was devised using the conference 

method procedure - the very method which has already been d i s 

cussed above f o r i t s lack of r e l i a b i l i t y . The only defence 

for the use of t h i s method i n t h i s instance was the lack of time 

to develop a more objective instrument. 

The new r a t i n g form consisted of 14 c r i t i c a l areas con

sidered by top prison o f f i c i a l s to be necessary f o r success. 

Actually, however, 25 variables were f i r s t offered but, owing to 

c o n f l i c t i n g d e f i n i t i o n s , the l i s t was reduced to 14 variables. 

This part of the project proved to be very time consum

ing. Moreover, because of administrative duties, Oakalla o f f i 

c i a l s could not rate a l l of the men i n the sample i n time to be 

included i n t h i s study. 

I I I . ADMINISTRATION OF TESTS 

Approximately 100 t r i p s to Oakalla were required to 

complete a l l of the t e s t i n g . Because of the general nature of 

the prison setting and the necessity to maintain security, the 

number of men tested at any one time was limited to two or three. 



Hence, i t took 12 months to gather the t e s t data. The t e s t i n g 

began i n A p r i l 1954 and was completed i n A p r i l 1955. 

Because of the crowded f a c i l i t i e s and the shortage of 

man power, every o f f i c e r at Oakalla i s kept rather busy. The 

t o t a l time that one might get o f f during the day was eith e r an 

hour at noon or perhaps an hour i n the afternoon. The evening 

s h i f t from 9.00 p.m. to 11.45 p.m. proved the most favourable time 

f o r the t e s t i n g since the inmates are locked up f o r the night at 

9.00 p.m. It was d i f f i c u l t to do any test e a r l i e r than 9.00 

p.m. since a good part of the "treatment" program i s under way 

a f t e r supper and every o f f i c e r has a s p e c i a l r o l e to play i n i t . 

While the battery was completed by f a s t readers i n 

about two-and-a-half to three hours, a large number of o f f i c e r s 

averaged around four hours. Consequently, i n most instances the 

t e s t i n g took two sessions. 

For the most part the t e s t i n g was carried out i n the 

New Gaol i n a warm, well l i g h t e d section that was used pr i m a r i l y 

as a gymnasium. However, t h i s l o c a t i o n was not the most i d e a l 

since the radio was not turned o f f u n t i l 10.00 p.m. and thus 

proved a d i s t r a c t i o n f o r certain i n d i v i d u a l s . Moreover, the 

room often became uncomfortable when dust p a r t i c l e s were s t i r r e d 

up a f t e r the gym had been used f o r an evening's p a r t i c i p a t i o n . 

Later the t e s t i n g was conducted i n the classroom at the 

Main Gaol. Thirty-three men were tested there and conditions 

were good. The t e s t i n g of each group was prefaced by a b r i e f 

informal explanation of the purpose of the study, v i z . , that i t 



was desired to obtain an average f o r a l l prison o f f i c e r s so as to 

be able to set up minimum requirements that would eliminate cer

t a i n applicants before coming on the job. Any questions that 

were asked about the study were answered, and the t e s t i n g followed. 

The standardized i n s t r u c t i o n s , that are provided f o r 

the Kuder, MMPI, Manson Evaluation, and the Personnel C l a s s i f i c a 

t i o n Test, were followed exactly. 

No standard order i n the administration of t e s t s was 

followed. Because of the time factor tests were given which 

could be f i n i s h e d i n the a l l o t t e d time. Usually and where 

possible the Personnel C l a s s i f i c a t i o n Test was given f i r s t since 

i t i s a timed t e s t . Then followed the Kuder and Manson Evalu

ation. The MMPI was administered mostly by i t s e l f during the 

second t e s t i n g session since i t took the longest to complete. 

IV. STATISTICAL PROCEDURES 

The data were f i r s t organized by tabulating the t e s t 

scores f o r each i n d i v i d u a l . Opposite each name there were 35 

test variables. The p o s s i b i l i t i e s f o r studying these data were 

many. However, the s t a t i s t i c a l procedures f i n a l l y decided upon 

were selected i n the 1 ight of p r a c t i c a l considerations and the 

ease with which the re s u l t s could be adapted to the actual 

p r a c t i c a l setting. Each t e s t was analyzed i n d i v i d u a l l y and the 

investigation covered the following: 

(1) Computation of a mean p r o f i l e f o r the t o t a l sample 

on every t e s t and subtest. 
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(2) Determination of mean scores f o r the upper and lower 

l e v e l s of prison o f f i c e r s and examination of these data f o r s i g n i 

f i c a n t differences between the two groups. 

(3) Computation of b i s e r i a l correlations from widespread 

classes f o r a l l t e s t and subtest variables based on a formula from 

Peters and Van Voorhis (53, p. 3#4). 

(4) S t a t i s t i c a l analysis of standard deviations f o r 

s i g n i f i c a n t differences between groups of good and poor prison 

guards using formula 36 i n Garrett (21) . 

(5) Scattergram analysis to determine possible c r i t i c a l 

scores. 

(6) Special i n t e r p r e t i v e analysis depending upon the 

test under consideration. For example computing percentile 

ranks f o r raw scores on the Personnel C l a s s i f i c a t i o n Test and 

computing product moment correlations between several MMPI and 

Manson Evaluation t r a i t s and so on. 



CHAPTER V 

RESULTS 

I . PERSONNEL CLASSIFICATION TEST 

Mean of Total Sample 

Table III shows the means, medians and standard 

deviations for the to ta l sample of the three parts of the PCT. 

The mean, median and S.D. for the to ta l score was 22.47, 23.00 

and 6.35,respectively. 

The mean for Part I was 15.70, the median 16.00, the 

S.D. 6.40; and for Part II 6.70, 7.00 and 3.47, respectively. 

TABLE III 

MEANS, MEDIANS AND STANDARD DEVIATIONS OF 100 PRISON OFFICERS 
ON THE PERSONNEL CLASSIFICATION TEST 

Part Mean Median S.D. 

Part I (verbal) 15.70 16.00 6.40 

Part II (numerical) 6.70 7.00 3.47 

Total 22.47 23.00 8.46 

Means and Differences Between Means of Successful and Unsuccess- 
Officers 

Table Iv shows that both the Total Score and Part I 

(verbal) on the Personnel Class i f icat ion Test s ignif icantly 

differentiate the two sample groups at the .01 l eve l . The 



TABLE IV 
MEANS, DIFFERENCE BETWEEN MEANS, T-RATIO AND BISERIAL CORRELATIONS 

BETWEEN UPPER AND LOWER LEVEL GROUPS OF PRISON OFFICERS 
ON THE PERSONNEL CLASSIFICATION TEST 

Part Successful Group 
Mean  

Unsuccessful Group 
Mean  Difference T-Ratio R-Bis 

Part I 
(Verbal) 19.62 12.40 7.22 4.60* .46# 

Part II 
(Numerical) 

Total 

7.11 

26.74 

5.81 

18.22 

1.30 

8.52 

1.47 

4.00* 

.15 

* Significant at the .01 level. 
# Significantly greater than zero. 



b i s e r i a l c o r r e l a t i o n f o r the Total Score was .41, f o r Part I 

(verbal) .46, and f o r Part II (numerical) .15. 

Difference i n V a r i a b i l i t y Between Upper and Lower Levels of  
Guards 

Table V shows that the two groups do not d i f f e r s i g n i 

f i c a n t l y i n v a r i a b i l i t y . 

TABLE V 

THE RELIABILITY OF DIFFERENCES BETWEEN STANDARD DEVIATIONS 
ON TWO GROUPS OF PRISON OFFICERS 

ON THE PERSONNEL CLASSIFICATION TEST 

Part 
Successful 
Group Mean 

Unsuccessful 
Group Mean Difference T-Ratio 

Part I 
(Verbal) 

4.38 6.35 1.52 1.38 

Part II 
(Numerical) 

2.79 3.57 .78 1.24 

Total 6.12 3.98 2.86 1.91 

C r i t i c a l Scores 

A scattergram was drawn up representing the "good" and 

"poor" guards and a cutoff score was determined. Thirteen was 

found to be the best cutting score f o r separating "good" prison 

guards from "poor" prison guards. For predictive purposes, men 

scoring 13 and above may be considered p o t e n t i a l l y successful 

prison guards, whereas men scoring 12 or below may be considered 

poor r i s k s . 
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Intercorrelations 

Intercorrelations between t o t a l score and the two parts 

were computed i n order to determine the extent to which the sub

tests were independent. Table VI shows that the c o r r e l a t i o n 

c o e f f i c i e n t between the Verbal and Numerical subtests was . 4 3 . 

The Verbal and Total Test Score correlated .87 while the Numerical 

and Total Test Score correlated . 35 . 

TABLE VI 

INTERCORRELATIONS BETWEEN TOTAL AND SUBTEST SCORES ON 
THE PERSONNEL CLASSIFICATION TEST 

Verbal Numerical Total 

Verbal .43 .87 

Numerical .35 

Additional Data 

In order to make the data more useful f o r actual selec

t i o n and f o r further research, a table of percentile norms were 

calculated f o r the Verbal subtest. These data are presented i n 

Table VII. 

Summary 

1. Part I of the Personnel C l a s s i f i c a t i o n Test d i f f e r e n 

t i a t e d between the group of successful guards and unsuccessful guards 

s i g n i f i c a n t l y at the .01 l e v e l . Total Score also d i f f e r e n t i a t e d 

between the two groups at the .01 l e v e l but the degree of association 

as measured by the b i s e r i a l c o r r e l a t i o n was .41 f o r the Total Score 



TABLE VII 

NORMS FOR A SAMPLE OF PRISON OFFICERS 
ON THE PERSONNEL CLASSIFICATION TEST: 
RAW SCORES WITH PERCENTILE EQUIVALENTS 

Verbal Score Percentile 

40 - 35 
34 
33 
32 99 
31 99 
30 99 
29 98 
28 97 
27 97 
26 97 
25 93 
24 89 
23 87 
22 85 
21 81 
20 76 
19 72 
18 69 
17 65 
16 57 
15 55 
14 42 
13 36 
12 31 
11 24 
10 18 

9 15 
8 12 
7 9 
6 7 
5 6 
4 4 
3 2 
2 1 
1 1 
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versus .46 f o r Part I alone. Part II (numerical) does not d i f 

f erentiate between the two groups and i n t h i s study tends to 

decrease the Total Score predictions. 

2. There was no s i g n i f i c a n t difference i n v a r i a b i l i t y 

between the two groups. 

3 . Scattergrams showed that the d i s t r i b u t i o n was normal 

and l i n e a r f o r the t o t a l sample and between successful and unsuc

c e s s f u l groups of prison guards. 

4. A c r i t i c a l score of 13 was determined on the Verbal 

subtest. Had such standards been available at the time of h i r i n g 

and had the optimum cutting score been used, 58 per cent of the 

"poor" guards would have been rejected at the time of t h e i r 

application. At the same time, only 4 per cent of the "good" 

guards would have been eliminated. These relationships are 

presented graphically i n Figure I. 

5. The c o r r e l a t i o n c o e f f i c i e n t between Verbal and 

Numerical a b i l i t i e s i s low enough ( .35) to suggest that these 

a b i l i t i e s are s u f f i c i e n t l y independent to warrant measuring them 

separately i n those s i t u a t i o n s where both q u a l i t i e s are considered 

c r i t i c a l requirements. This c o r r e l a t i o n i s s i m i l a r to that 

reported by the author of the te s t (71 ) . However, i t i s evident 

that Verbal a b i l i t y contributes most to the t o t a l Score since the 

i n t e r c o r r e l a t i o n between Total Score and Verbal was .87 versus 

only .35 f o r Total Score and Numerical. 



Successful 
Off i c e r s 

Per cent surpassing 
cutting score 
(would have been 
hired) 

Cutting score 
(13) 

Per cent below 
cutting score 
(would have been 
rejected) 

Unsuccessful 
Officers 

Figure I. D i f f e r e n t i a t i o n achieved between 
successful prison o f f i c e r s and unsuccess
f u l prison o f f i c e r s using Part I (verbal) 
of the Personnel C l a s s i f i c a t i o n Test. 
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I I . KUDER PREFERENCE TEST 

Mean P r o f i l e of Total Sample 

Figure II shows i n graphic form the mean Kuder p r o f i l e 

f o r a sample of 100 prison o f f i c e r s . The percentile scales of 

the published norms (38) were employed as a basis f o r p l o t t i n g 

the p r o f i l e . Scale eight, the S o c i a l Service scale on the 

graph, shows that i n general prison o f f i c e r s have more preference 

f o r working with and helping people than the average man. There 

were no other mean scores above the seventy-fifth percentile of 

the published norms. Table VIII shows the mean p r o f i l e s and 

standard deviations i n raw score form. 

Comparison of Mean Scores Between "Good" and "Poor" Prison  
Of f i c e r s 

Only three of the scales yielded r e s u l t s that make i t 

possible to d i f f e r e n t i a t e between the two groups. Table IX 

shows that successful guards have s i g n i f i c a n t l y greater seores 

on the S o c i a l Service scale. The S o c i a l Service scale difference 

shows a t-value of 4.71 s i g n i f i c a n t at the .01 l e v e l of confidence, 

and the Computational and C l e r i c a l scale differences produced t -

values of 2.01 and 2.58 respectively, both s i g n i f i c a n t at the .05 

l e v e l . The Kuder te s t p r o f i l e s f o r the two groups are depicted 

graphically i n Figure I I I . 

Table IX also shows the degree of r e l a t i o n s h i p expressed 

as b i s e r i a l c o e f f i c i e n t s f o r each scale i n r e l a t i o n to the success

f u l and unsuccessful prison o f f i c e r categories. The S o c i a l Ser

vice scale yielded the highest b i s e r i a l c o r r e l a t i o n , .49; next 
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Figure II. Percentile ranks of mean scores obtained by 
100 prison officers on the Kuder Preference Record -
Vocational (percentiles from norms supplied by test 
publisher). 

CLE 



TABLE VIII 

MEANS AND STANDARD DEVIATIONS OF TOTAL SAMPLE OF PRISON OFFICERS 
ON THE KUDER PREFERENCE RECORD - VOCATIONAL 

q „ Q l a c 0 1 2 3 4 5 6 7 8 9 bcaies Out Mec Com Sci Per Art L i t Mus Soc Cle 

Mean 45.55 45.95 26.20 39.50 37.60 21.65 18.93 10.71 51.10 40.95 

S.D. 14.60 10.83 7.89 8.90 11.17 7.65 7.19 10.11 14.65 10.30 

• F -



TABLE IX 

MEANS AND DIFFERENCES OF THE MEANS FOR SUCCESSFUL GUARDS AND UNSUCCESSFUL GUARDS 
ON THE KUDER PREFERENCE RECORD 

Kuder Scales Successful Guards 
Mean 

Unsuccessful Guards 
Mean Diff. T-Test R Bis 

Outdoor 48.22 42.48 5.74 1.48 .16 

Mechanical 47.70 44.77 2.93 1.02 .11 

Computational 24.74 28.74 4.00 2.01* • 21# 

Scientific 39.92 41.11 1.19 0.48 .06 

Persuasive 38.37 37.18 1.19 0.39 .04 

Artistic 20.55 23.81 3.26 1.69 .18 

Literary 19.11 21.00 1.89 0.99 .11 

Musical 8.74 10.55 1.81 1.01 .12 

Social Service 58.88 40.81 18.07 4.71** .49# 

Clerical 38.11 44.26 6.15 2.58* • 24# 

* Significant to the .05 level. 
** Significant to the .01 level. 
# Significantly greater than zero. 

VJ1 



-Successful prison o f f i c e r s 
-Unsuccessful prison o f f i c e r s 
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Kuder Scales 

Figure I I I . Percent i le ranks of mean scores obtained 
by groups of successful and unsuccessful pr i son 
of f icers on the Kuder Preference Record - Voca t iona l . 



i n order was the C l e r i c a l scale with a c o e f f i c i e n t of .24, f o l 

lowed by the Computational scale, .21. These b i s e r i a l corre

l a t i o n c o e f f i c i e n t s were a l l s i g n i f i c a n t l y greater than zero. 

The other correlations were below .20 and were not s i g n i f i c a n t l y 

greater than zero and, thus, do not contribute anything to d i f 

f e r e n t i a t i n g between "good" and "poor" prison o f f i c e r s . 

The R e l i a b i l i t y of Difference between Standard Deviations 

Differences i n v a r i a b i l i t y between the successful and 

unsuccessful groups of prison o f f i c e r s i s summarized i n Table X. 

Only on the S o c i a l Service and C l e r i c a l scales were v a r i a b i l i t i e s 

s i g n i f i c a n t l y d i f f e r e n t between the two groups. On the former 

scale the difference was s i g n i f i c a n t at the .01 l e v e l with the 

greater v a r i a b i l i t y occurring i n the unsuccessful group. Like

wise, there was more v a r i a b i l i t y i n the lower group on the C l e r i 

c a l scale. This difference was s i g n i f i c a n t at the .05 l e v e l . 

Additional Data 

As a p r a c t i c a l aid i n s e l e c t i o n , tentative norms were 

computed based on the scores of the t o t a l sample. Table XI 

shows the percentile ranks f o r each of the ten preference scales. 

Summary 

1. When an analysis was made of the t o t a l sample i n 

r e l a t i o n to the published norms, only one scale appeared s i g n i 

f i c a n t l y d i f f e r e n t . This was the S o c i a l Service scale. In 

regard to the strength of S o c i a l Service i n t e r e s t the prison 



TABLE X 

THE RELIABILITY OF DIFFERENCE BETWEEN STANDARD DEVIATIONS 
OF THE SUCCESSFUL AND UNSUCCESSFUL GROUPS 

ON THE KUDER 

Kuder Scales 
Successful 

Group 
S.D. 

Unsuccessful 
Group 
S.D. 

Difference C r i t i c a l 
t-Ratio 

Outdoor 14.55 13.94 .61 .22 

Mechanical 9.25 11.26 -2.01 .49 
Coraputat ional 7.35 6.99 .36 .26 

S c i e n t i f i c 10.15 7.34 2.81 1.62 

Persuasive 9.56 12.10 -2.54 1.19 
A r t i s t i c 6.67 7.25 -.58 .42 

L i t e r a r y 6.38 7.41 1.03 .76 

Musical 4.72 4.94 .22 .23 

S o c i a l Service 8.54 17.61 -9.07 3.35** 
C l e r i c a l 6.25 10.45 -4.20 2.47* 

* S i g n i f i c a n t at the .05 l e v e l . 
S i g n i f i c a n t at the .01 l e v e l . 
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TABLE XI 

NORMS FOR 100 PRISON OFFICERS SHOWING PERCENTILE DISTRIBUTIONS 
ON THE KUDER PREFERENCE RECORD - VOCATIONAL 

Score Out Mec Com Sci Per Art L i t Mus Soc Cle 

80 100 100 
78 98 99 
76 98 99 
74 97 98 
72 96 97 
70 95 96 
68 94 100 100 94 
66 92 99 99 92 100 
64 89 99 100 99 85 99 
62 86 95 99 99 80 99 
60 83 90 99 98 72 98 
58 81 87 98 97 66 97 
56 80 83 97 96 60 95 
54 70 77 100 96 94 55 94 
52 65 71 99 94 92 100 48 90 
50 60 65 99 90 89 99 44 85 
48 55 57 99 86 85 99 37 80 
46 50 50 98 78 80 99 31 72 
44 46 42 97 70 75 99 100 26 65 
42 42 35 96 62 68 98 99 22 57 
40 35 29 93 53 60 98 99 18 47 
38 23 17 91 43 53 96 99 17 37 
36 23 15 85 34 45 95 98 15 30 
34 23 7 78 25 39 92 97 14 23 
32 13 7 71 18 31 88 96 100 13 16 
30 13 3 63 13 25 83 94 99 12 12 
28 7 3 55 6 20 77 90 99 8 8 
26 6 3 45 5 17 70 84 99 8 5 
24 5 1 35 3 11 61 77 98 6 4 
22 4 1 25 2 6 52 68 96 6 1 
20 3 20 1 5 44 58 92 6 1 
18 2 14 2 35 48 88 4 
16 2 12 . 2 27 37 80 4 
14 1 5 1 20 26 70 4 
12 1 4 1 15 18 56 1 
10 1 2 5 10 14 45 1 

8 1 2 3 7 33 .5 
6 0 3 7 23 .5 
4 3 7 15 .5 
2 
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o f f i c e r , i n t h i s sample, may be c l a s s i f i e d along with i n d i v i d u a l s 

employed as s o c i a l workers, welfare workers, and teachers (secon

dary school). It i s i n t e r e s t i n g to note also that scale four, 

v i z . , Persuasive, y i e l d s one of the lower ranges of scores and 

t h i s might suggest that the group as a whole has l i t t l e need 

for "aggressive o u t l e t s " on the job. This f i n d i n g would seem to 

support the view that the present-day o f f i c e r i s d i f f e r e n t from 

the guard of the "old school" and to r e f l e c t modern penological 

thinking i n that, although the modern prison o f f i c e r must be firm 

and often stern, the emphasis l i e s i n helping or r e h a b i l i t a t i n g 

the inmate rather than using aggressive methods to keep the i n 

mate i n " l i n e " . 

A l l remaining scales are near the medians of norms 

used and thus have l i t t l e s i g n i f i c a n c e from the viewpoint of 

selec t i o n . 

2. A c r i t i c a l score of 45 was determined on the S o c i a l 

Service scale. Had such a cut-off standard been used at time 

of h i r i n g , 59 per cent of the unsuccessful group would have been 

rejected, whereas only 4 per cent of the successful group would 

have been eliminated. 

3. Three scales on the Kuder discriminated between the 

two groups. The successful o f f i c e r s had s i g n i f i c a n t l y higher 

scores than the unsuccessful o f f i c e r s on the S o c i a l Service scale 

and s i g n i f i c a n t l y lower scores on the Computational scale and 

the C l e r i c a l scale. B i s e r i a l c o r r e l a t i o n c o e f f i c i e n t s on a l l 

three scales were s i g n i f i c a n t l y greater than zero. However, the 
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correlations of the other scales were of a low order ranging from 

.05 to .18 and were not s ignif icantly greater than zero. 

From the analysis of the two groups in this study i t 

appears that "good" prison officers have a markedly greater 

interest in social service ac t iv i t i e s , such as working with and 

helping people, and are less interested in ac t iv i t i e s that require 

precision and accuracy of deta i l or working with numbers and 

figures. 

4. Differences in v a r i a b i l i t y were found between the 

two groups on the Social Service and Cler i ca l scales. An analysis 

of individual Social Service scores revealed that in the unsuccess

fu l group two men received extremely high scores, while three men 

scored extremely low. These five extreme scores represent over 

20 per cent of the poor group sample and undoubtedly account for 

much of the greater v a r i a b i l i t y i n the unsuccessful group. 

III . THE MINNESOTA MULTIPHASIC PERSONALITY INVENTORY 

Profi le of Total Sample based on Mean T-Scores of the MMPI 

Table XII shows the mean T-scores and standard deviations 

of the tota l sample. The mean T-scores for the sample of prison 

officers a l l f a l l within the "normal" range. The highest mean 

T-score was 57.06 on the Psychopathic Deviate (Pd) scale. In 

descending order the Hypomanic scale was next with a mean T-score 

of 55.20, followed by Hypochondriasis (Hs) and Depression (D) 

scales both with a T-score of 52. The mean scores for the 



TABLE XII 

MEAN T-SCORES AND STANDARD DEVIATIONS OF TOTAL SAMPLE 
ON THE MMPI ORIGINAL AND ADDITIONAL SCALES 

MMPI 
Scales 

Mean 
T-Scores S.D. 

L # 4 .64 2 .30 

K # 15.15 4 .30 

F # 3 .76 2 .30 

Hs 43.92 6.97 

D 52.30 9 .77 

Hy 52 .70 7.14 

Pd 57.06 9 .97 

Mf 52.62 8.44 

Pa 49.06 8.81 

Pt 49.02 8.63 

Sc 50.01 9.42 

Ho 46.38 9.75 

Ma 55.20 9 .07 

S i 46.85 7 .45 

Dom.# 17.33 2 .76 

RE # 21.32 3 .58 

Soc.St.# 21.74 3 .21 

# Raw scores 
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other scales f a l l below a T-score of 50. 

The three v a l i d i t y scales, L, K, and F, a l l centred 

around a mean T-score of 50. 

Comparison of Mean Scores Between the Two Groups 

Table XIII gives the means, differences between means 

and b i s e r i a l c o r r e l a t i o n c o e f f i c i e n t s between the successful and 

unsuccessful prison o f f i c e r s . Of the nine o r i g i n a l MMPI c l i n i 

c a l scales the means on only three were s i g n i f i c a n t l y d i f f e r e n t 

between the two groups. A difference s i g n i f i c a n t at the .01 

l e v e l was observed f o r the means on the Depression scale, and a 

difference s i g n i f i c a n t at the .05 l e v e l of confidence was found 

f o r the means on the Psychasthenia scale and V a l i d i t y scales. 

Other MMPI Scales 

Several other scales which have been developed on 

normal groups were also included i n the study. Cook (11) 

developed a H o s t i l i t y scale; Gough developed a Dominance scale 

(23), a Responsibility scale (24), and a Soc i a l Status scale 

(22), and Drake developed the S o c i a l Introversion scale (16). 

A l l f i v e scales were developed from e x i s t i n g MMPI items. Home

made scoring s t e n c i l s were made and the scales treated s t a t i s t i 

c a l l y i n the same manner as the regular MMPI scales. The r e s u l t s 

are presented i n Table XIII. 

Three of the f i v e additional scales yielded s i g n i f i c a n t 

differences between the two groups. A difference s i g n i f i c a n t at 



TABLE XIII 

MEAN T-SCORES, DIFFERENCE BETWEEN MEANS, AND BISERIAL CORRELATIONS 
FOR TWO GROUPS OF PRISON OFFICERS ON THE MMPI SCALES AND ADDITIONAL MMPI SCALES 

Or i g i n a l 
MMPI 

Scales 

Successful 
Group 
Mean 

Unsuccessful 
Group 
Mean 

Difference T-Ratio R Bis 

L # 4.00 4.33 .33 1.56 .05 
F if 2.30 3.80 1.50 2.39' .27** 
K # 15.44 14.93 .51 .41 .05 
Hs + ,5K 47.51 50.30 2.80 1.57 .16 
D 48.40 55.59 7.19 3.09* .30** 
Hy 51.62 52.92 1.30 .58 .07 
Pd + ,4K 55.52 56.67 1.15 .43 .05 
Mf 53.11 51.52 • 1.61 .66 .08 
Pa 47.07 50.44 3.47 1.57 .16 
Pt + IK 47.27 52.90 5.63 2.47" .27** 
Sc + IK 48.00 51.77 3.77 1.56 .16 
Ma + .2K 54.77 58.15 3.38 1.32 .15 
Additional 

MMPI 
Scales 

S i 45.81 51.26 5.45 2.52" .30** 
Ho 45.64 51.85 6.21 2.28' . 26** 
Dominance^ 18.81 16.25 2.56 3.77* .38** 
Respon-
s i b i l i t y # 21.11 20.00 1.11 1.24 .14 
S o c i a l 
Status# 22.18 21.48 .64 .77 .08 

# Raw scores » S i g n i f i c a n t at the .05 l e v e l * Si g n i f i c a n t at the .01 l e v e l 
" S i g n i f i c a n t at the .02 l e v e l ** S i g n i f i c a n t l y greater than 

zero 
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the .01 l e v e l of confidence was found f o r the Dominance scale (Do), 

a difference at the .02 l e v e l f o r the So c i a l Introversion scale 

( S i ) , and a difference s i g n i f i c a n t at the .05 l e v e l of confidence 

for the H o s t i l i t y scale (Ho). The unsuccessful group received 

s i g n i f i c a n t l y higher mean scores on the S i and Ho scales whereas 

the successful group received a s i g n i f i c a n t l y higher mean score 

on the Do scale. Nearly i d e n t i c a l means were found for both 

groups on the Responsibility and Soc i a l Status scales. 

B i s e r i a l Correlations 

Table XIII also shows the d i f f e r e n t i a t i n g c a p a b i l i t i e s 

of each scale expressed i n terms of b i s e r i a l c o r r e l a t i o n c o e f f i 

cients. The Dominance scale had the highest c o r r e l a t i o n c o e f f i 

cient with .38, next i n descending order i s the Depression scale 

with a c o e f f i c i e n t of .30, then the Soc i a l Introversion scale with 

.30, the V a l i d i t y scale and Psychasthenia scale both y i e l d a 

b i s e r i a l c o rrelation of .27 and f i n a l l y the H o s t i l i t y scale with 

.26. These b i s e r i a l c o r relations were a l l s i g n i f i c a n t l y greater 

than zero. The other correlations were below .20 and were not 

s i g n i f i c a n t . 

R e l i a b i l i t y of Standard Deviations 

Differences i n v a r i a b i l i t y on the MMPI between success

f u l and unsuccessful guards were investigated. These data are 

presented i n Table VTV. With the exception of the V a l i d i t y 

scale (F) there were no s i g n i f i c a n t differences i n v a r i a b i l i t y 
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TABLE XIV 

RELIABILITY OF DIFFERENCES BETWEEN STANDARD DEVIATIONS 
FOR SUCCESSFUL AND UNSUCCESSFUL PRISON OFFICERS ON THE MMPI 

MMPI 
Scales 

Successful 
Group 
S.D. 

Unsuccessful 
Group 
S.D. 

Difference T 

L # 2.47 2.37 .10 .21 

F # 1.48 2.75 1.27 2.95* 

K # 4.32 4.64 .32 .36 

Hs 6.41 6.87 .46 .35 

D 7.45 9.19 1.74 1.06 

Hy 7.77 8.32 .55 .34 

Pd 10.22 9.09 1.12 .59 

Mf 9.93 7.48 2.45 1.42 

Pa 8.08 7.89 1.20 .12 

Pt 7.24 9.08 1.84 1.15 

Sc 8.44 8.99 .55 .33 

Ma 7.43 10.84 3.41 1.93 

S i 6.12 9.12 3.00 1.97 

Ho 10.14 9.46 .68 .35 

Dom.# 2.59 2.28 .31 .65 

Respons.# 3.37 3.59 .22 .32 

Soc. St.# 2.76 3.24 .48 1.02 

# Raw scores 
* S i g n i f i c a n t at the .01 l e v e l 
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between the two groups. 

Scattergrams 

Scattergrams were c a r e f u l l y examined to e s t a b l i s h cut

t i n g o f f scores where possible. Because of the degree of over

lap between the scores of the successful and unsuccessful groups 

on most of the scales, c u t t i n g o f f scores could not be applied 

f o r a l l MMPI scales. 

Of the f i v e scales which d i f f e r e n t i a t e d between suc

cessful and unsuccessful guards, three scales permitted reason

able cutting o f f scores. These are the Depression, Psychasthenia 

and H o s t i l i t y scales. The cutting o f f scores were 55, 57, and 

52 respectively. Gutting o f f scores were arrived at according 

to the conventional practice of determining the score point 

which r e s u l t s i n the smallest loss of successful and the maximum 

loss of unsuccessful personnel. 

Summary and Discussion of Results 

1. The mean p r o f i l e of the t o t a l sample suggests that 

as a group, prison o f f i c e r s are l e s s i n h i b i t e d , more capable of 

acting out impulses and reducing tensions, and are more active 

and enthusiastic than the general population norm group f o r the 

MMPI. The values of the v a l i d i t y scales suggest that as a group 

they did not attempt to place themselves i n the most favourable 

l i g h t when answering questions and were neither over-defensive 

nor o v e r - c r i t i c a l i n t h e i r test-taking a t t i t u d e . 

2. The successful group d i f f e r e d from the unsuccessful 
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group on si x scales: the Depression scale, the Psychasthenia 

scale, the Soc i a l Introversion scale, the H o s t i l i t y scale, the 

Dominance scale and the V a l i d i t y scale. I t i s in t e r e s t i n g to 

note that the l a s t three MMPI additional scales which were derived 

from a normal population seem to have more v a l i d i t y than the 

o r i g i n a l MMPI scales. However, t h i s i s not too surprising since 

the t o t a l prison o f f i c e r sample i s also a normal group and thus 

differences within t h i s group compare more favourably with the 

population on which the a d d i t i o n a l scales were based rather than 

with the c l i n i c a l populations from which the regular scales were 

derived. The unsuccessful o f f i c e r s as a group scored higher on 

a l l the MMPI scales, with the exception of the Male-Female i n t e 

rest scale where the means almost coincide. 

3. Q u a l i t a t i v e l y speaking, successful o f f i c e r s appear 

to have more confidence; more a b i l i t y to concentrate; less ten

dency to worry and become introverted; greater i n t e r e s t s ; they 

appear to be more optimistic about the future and generally more 

extroverted compared to unsuccessful o f f i c e r s . Moreover, suc

cessf u l o f f i c e r s appear to l i k e and t r u s t and have more confidence 

i n t h e i r fellow men, or, i n other words, are more tolerant and 

less c r i t i c a l than unsuccessful o f f i c e r s . The successful 

o f f i c e r tends to be more self-assured and assertive i n his deal

ing with people, that i s , he tends to be "stronger" i n face-to-

face personal s i t u a t i o n s than the unsuccessful o f f i c e r , who by 

contrast tends to lean i n the other d i r e c t i o n toward a state of 

submissiveness and being "over-kindly" so to speak. This 
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c h a r a c t e r i s t i c of assertiveness and s e l f assurance, i f not exces

sive, i s e s s e n t i a l to a prison setting, since a s a t i s f a c t o r y 

prison o f f i c e r must have the a b i l i t y to assert himself and adminis

t e r sound d i s c i p l i n e when the occasion c a l l s f o r i t . 

4. With the exception of the V a l i d i t y scale the two 

groups were not s i g n i f i c a n t l y d i f f e r e n t i n v a r i a b i l i t y . A d i f 

ference s i g n i f i c a n t at the .01 l e v e l was found on the V a l i d i t y 

scale. In t h i s instance an analysis of the two groups showed a 

range of scores from 1 to 13 f o r the unsuccessful group and from 

0 to 6 f o r the successful group. 

5. When analyzing i n d i v i d u a l p r o f i l e s i t was apparent 

that more of the "poor"officers seemed to get "high" MMPI scores 

than did the "good" o f f i c e r s . Therefore a second method of 

comparison was decided upon. A t a l l y was made of the percentage 

of persons i n each group obtaining a given number of scores over 

the 65th T-score. These percentages are shown i n Table XV. A 

test of the significance of difference of percentages revealed 

that s i g n i f i c a n t l y more successful o f f i c e r s had only one or le s s 

high scores. Only 37 per cent of the successful o f f i c e r s had 

scores over the 65th T-seore on any scale, and only 11 per cent 

had more than one high score. On the other hand, 66.8 per cent 

of the unsuccessful o f f i c e r s had scores over the 65th T-score 

and 36.8 per cent had more than one high score. 

6. C r i t i c a l scores were derived f o r three scales: 

Depression scale. A T-score of 55 was found to be the 

best cutting score on the depression scale. Had t h i s score been 



TABLE XV 

FREQUENCIES (IN PER CENTS) OF SCORES 
OVER THE 65TH T-SCORE ON THE MMPI 

MMPI 
Scales 

Successful 
O f f i c e r s 

Unsuccessful 
O f f i c e r s Difference 

Hs 0 3.7 3.7 

D 0 26.0 26.0 

Hy 11.1 14.8 3.7 

Pd 14.8 14.8 0 

Mf 14.8 7.4 7.4 

Pa 0 7.4 7.4 

Pt 0 7.4 7.4 

Sc 3.7 11.1 7.4 

Ma 14.8 33.3 18.5 

S i 0 14.8 14.8 

Ho 0 7.4 7.4 

Number of 
Scales 

Summary of Percentages of Groups 
Scoring above C r i t i c a l Scores 

on a Different Number of Scales 

0 63.0 33.2 29.8* 

1 26.0 30.0 4.0 

2 3.7 18.4 14.7 

3 
and over 7.3 18.4 11 .l v 

* S i g n i f i c a n t at the .01 l e v e l 
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used at time of h i r i n g , 52 per cent of the unsuccessful o f f i c e r s 

would have been rejected, whereas only 22 per cent of the success 

f u l o f f i c e r s would have been eliminated. 

An analysis of the ten best o f f i c e r s and ten poorest 

o f f i c e r s i n the sample showed that t h i s cutting score would have 

eliminated 60 per cent of the poorest men but only 10 per cent 

of the best. 

Psychasthenia scale. A T-score of 57 proved to be the 

best cutting score on the Psychasthenia scale. A cutting score 

of 57 would have eliminated 30 per cent of the "poor" o f f i c e r s 

while r e j e c t i n g only 4 per cent of the "good" o f f i c e r s . 

An analysis of the ten best o f f i c e r s and ten poorest 

o f f i c e r s i n the t o t a l sample revealed that such a c r i t i c a l score 

would have eliminated 30 per cent of the poorest men with no l o s s 

at a l l i n number of the best men. 

H o s t i l i t y scale. A T-score of 52 was the best cutting 

score on the H o s t i l i t y scale. Such a cutoff point would have 

eliminated 52 per cent of the unsuccessful o f f i c e r s and 33 per 

cent of the successful o f f i c e r s . However, an analysis of the 

ten best and ten poorest o f f i c e r s i n the t o t a l sample revealed 

that a c r i t i c a l score of 52 would have eliminated 50 per cent of 

the poorest o f f i c e r s but only 10 per cent of the best o f f i c e r s . 

IV. MANSON EVALUATION 

Mean Score P r o f i l e s 

Table XVI shows the means and standard deviations of 
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TABLE XVI 

MEANS AND STANDARD DEVIATIONS OF 100 PRISON OFFICERS 
ON THE MANSON EVALUATION 

Manson 
Scales Mean S.D. 

AN (Anxiety) 2.17 2.51 

DF (Depressive 
Fluctuation) 1.91 1.68 

ES (Emotional 
S e n s i t i v i t y ) 1.74 1.75 

RE (Resentfulness) 2.51 2.01 

IN (Incompleteness) 4.60 2.02 

AL (Aloneness) 1.49 1.16 

IR (Interpersonal 
Relations) 1.24 1.18 

ME Total 12.96 7.31 



100 prison o f f i c e r s on the Manson Evaluation t e s t which purports 

to measure a l c o h o l i c t r a i t s . The t o t a l mean score on the te s t 

was 12.96 with a standard deviation of 7.31. The highest mean 

score on the subtests was the Incompleteness scale with 4.60 

and, next highest, the Resentfulness scale with 2.51, and 

Anxiety scale with 2.17. The scores ranged from a t o t a l score 

of 2 to 39. Most v a r i a b i l i t y appeared on the Anxiety scale, 

with a standard deviation of 2.51, the Resentfulness and Incom

pleteness scales follow with S.D. values of 2.01 and 2.02, res

pectively. 

Mean Differences Between the Two Groups 

Table XVII gives the means, difference between means, 

t-values, and b i s e r i a l c o r r e l a t i o n s f o r successful and unsuccess

f u l prison o f f i c e r s . Differences were found at the .05 l e v e l 

as follows: Total score resulted i n a t-score of 2.35, the 

Depressive scale, 2.03, and the Incompleteness scale, 2.36. No 

s i g n i f i c a n t differences were found at the .01 l e v e l . 

The Manson t o t a l score and the Resentfulness scale both 

had a b i s e r i a l c o r r e l a t i o n c o e f f i c i e n t of .26, the Aloneness 

scale, .22, and the Depressive Fluctuations scale, .21. 

V a r i a b i l i t y Between the Two Groups 

Table XVIII shows the r e l i a b i l i t y of the differences 

between standard deviations of the two groups. The only s i g n i 

f i c a n t r e s u l t between the two groups was on the Depressive Fluc

tuations scale. The t-score of 2.06 i s s i g n i f i c a n t at the .05 



TABLE XVII 

MEANS, DIFFERENCE BETWEEN MEANS, AND BISERIAL CORRELATIONS 
FOR SUCCESSFUL AND UNSUCCESSFUL PRISON OFFICERS ON THE MANSON EVALUATION 

Manson Scales 
Successful 
O f f i c e r s 
Mean 

Unsuccessful 
O f f i c e r s 
Mean 

Difference T-Ratio R Bis 

AN (Anxiety) 1.35 3.30 1.44 .74 .13 

DF (Depressive) 1.55 2.40 .85 2.03* .21** 

ES (Emotional 
S e n s i t i v i t y ) 1.44 2.18 .74 1.53 .17 

RE (Resentfulness) 2.11 2.77 .66 1.27 .16 

IN (Incompleteness) 4.07 5.40 1.33 2.36* .26** 

AL (Aloneness) 1.48 2.11 .63 1.83 .22** 

IR (Interpersonal 
Relations) 1.00 1.70 .70 2.00 .19 

Total Score 11.70 16.44 4.74 2.35* . 26** 

* S i g n i f i c a n t at the .05 l e v e l of confidence. 
** S i g n i f i c a n t l y greater than zero. 
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TABLE XVIII 

RELIABILITY OF DIFFERENCES BETWEEN STANDARD DEVIATIONS 
FOR THE TWO GROUPS ON THE MANSON EVALUATION 

Manson 
Scales 

Successful 
Group 
S.D. 

Unsuccessful 
Group 
S.D. 

Difference T 

AN 1.98 2.47 .49 1.12 

DF 1.17 1.79 .62 2.06* 

ES 1.65 1.85 .20 .58 

RE 1.87 1.88 .01 .03 

IN 1.71 2.30 .59 1.47 

AL 1.07 1.40 .33 1.35 

IR 1.05 1.27 .22 .97 

Total 5.84 8.48 2.64 1.86 

* S i g n i f i c a n t at the .05 l e v e l 



l e v e l . 

C r i t i c a l Scores 

C r i t i c a l scores were obtained f o r the Total score and 

several of the subtests as follows: A c r i t i c a l score of 17 on 

the Total test score, 5 on the Anxiety scale, 3 on the Depressive 

Fluctuation scale and 7 on the Incompleteness scale. 

Intercorrelation Between Subtests 

The Depressive Fluctuation scale and the Incompleteness 

scale correlated .46. 

Analysis of Manson Evaluation and MMPI Scales 

The scales on the Manson which d i f f e r e n t i a t e d between 

the two groups were correlated with the scales on the MMPI 

which d i f f e r e n t i a t e d between the two groups. A tabulation of 

the test correlations from which the following analysis i s made 

i s found i n Table XIX. 

Manson Total score and MMPI scales. The MMPI Hosti

l i t y scale correlated the highest with the Manson t o t a l score, 

y i e l d i n g a c o e f f i c i e n t of .47; the Social Introversion scale 

was next with .40. Both of these correlations are s i g n i f i c a n t 

beyond the .01 l e v e l of confidence. The Psychasthenia scale 

correlated .21 which i s s i g n i f i c a n t at the .05 l e v e l . The 

Depression and Dominance scales are of low order, .10 and -.08, 

respectively, neither of which were s i g n i f i c a n t . 

Manson "Depressive Fluctuation" and MMPI scales. Of 

a l l the i n t e r c o r r e l a t i o n s , the Soc i a l Introversion and Depressive 
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TABLE XIX 

CORRELATIONS BETWEEN SEVERAL MANSON EVALUATION 
AND MMPI SCALES 

MMPI 
Scales 

Manson Evaluation Scales 
Total Score Depressive 

Fluctuation 
Incomplete

ness 

Psychasthenia 

Depression 

So c i a l Introv. 

H o s t i l i t y 

Dominance 

.21** 

.10 

.40** 

.47** 

-.08 

.26** 

.27** 

.52** 

.21* 

-.17 

.29** 

-.21** 

.10 

.22* 

-.38** 

* S i g n i f i c a n t at the .05 l e v e l 
** S i g n i f i c a n t at the .01 l e v e l 
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Fluctuation scale correlated the highest with .52, s i g n i f i c a n t 

w e ll beyond the .01 l e v e l . The MMPI Depression and Psychasthenia 

scales correlated .27 and .26, respectively, both s i g n i f i c a n t at 

the .01 l e v e l . The Dominance scale had a negative c o r r e l a t i o n 

of -.17 which was not s i g n i f i c a n t . 

Manson Incompleteness scale and MMPI scales. The 

highest c o r r e l a t i o n was on the Dominance scale with a negative 

c o r r e l a t i o n of -.38, s i g n i f i c a n t at the .01 l e v e l of confidence. 

The Psychasthenia scale had the highest p o s i t i v e c o r r e l a t i o n , 

.29, which was s i g n i f i c a n t at the .01 l e v e l . The H o s t i l i t y scale 

correlated .22 and the Depression scale, -.21, both s i g n i f i c a n t 

at the .05 l e v e l . 

Analysis of Individual Scores 

An analysis of i n d i v i d u a l scores was undertaken f o r 

each group. A comparison was made by t a l l y i n g the percentage 

of each group obtaining a given number of scores over c r i t i c a l 

points. The c r i t i c a l scores that are regarded as high are the 

ones given i n the test manual (46). The upper portion of Table 

XX shows the percentages of each group who received scores above 

the c r i t i c a l points on each scale. The bottom part of Table XX 

shows that 67 per cent of the successful o f f i c e r s did not exceed 

the c r i t i c a l scores on any of the scales. This compares with 

44 per cent of the unsuccessful o f f i c e r s who did not exceed any 

of the c r i t i c a l scores. This difference was s i g n i f i c a n t at the 

.05 l e v e l of confidence. The other comparisons i n terms of one, 



TABLE XX 

PERCENTAGES OF GROUP SCORING ABOVE CRITICAL SCORES 
ON THE MANSON EVALUATION 

Manson 
Scales 

Successful 
O f f i c e r s 

Unsuccessful 
Officers Difference 

AN 7.4 22.0 14.6 

DF 0 7.4 7.4 

ES 3.7 13.3 9.6 

RE 22.0 30.0 8.0 

IN 7.4 37.0 29.6** 

IR 3.7 7.4 3.7 

Total 
Score 14.8 30.0 15.2 

Number of 
Scales 

Summary of Percentages of Groups 
Scoring above C r i t i c a l Scores 

on a Different Number of Scales 

0 67.0 44.0 23.0* 

1 14 .0 22.0 8.0 

2 7.0 12.0 5.0 

3 
and over 12.0 22.0 10.0 

* S i g n i f i c a n t at the .05 l e v e l 
** S i g n i f i c a n t at the .01 l e v e l 
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two and three or more scales are not s i g n i f i c a n t . 

Conclusion and Discussion 

1. The t o t a l sample i n t h i s study obtained a t o t a l 

mean score of 12 .96 on the Manson which compared with the mean 

score of a group of s o c i a l drinkers (45) used i n the v a l i d a t i o n 

study of the Manson t e s t . The mean score was s i g n i f i c a n t l y 

below the c r i t i c a l score of 21 f o r a l c o h o l i c s . 

2. The poorer group of o f f i c e r s received s i g n i f i c a n t l y 

higher scores on the Depressive Fluctuation scale, the Incomplete

ness scale and the Total Test score. From t h i s , the c l i n i c a l 

picture as measured by the Manson would seem to indicate that 

the"poor" group tend to be more e a s i l y depressed, have more 

frequent mood swings and tend to be more r e s t l e s s and unsteady 

than the good group of o f f i c e r s . 

3 . Scattergrams were investigated to determine possible 

c r i t i c a l scores on some of the scales. A cutting score of 17 

was found on the Total score. Such a score would have eliminated 

50 per cent of the "poor" group but only 18 per cent of the "good" 

group. 

The most e f f e c t i v e c u t t i n g score on the Anxiety scale 

was 5. Such a cutting score eliminated 30 per cent of the "poor" 

men while retaining &9 per cent of the "good" o f f i c e r s . 

On the Depressive Fluctuation scale a c r i t i c a l score of 

3 proved the most e f f e c t i v e . I f t h i s score had been u t i l i z e d at 

the time of h i r i n g , 44 per cent of the unsuccessful o f f i c e r s i n 
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t h i s sample would have been rejected before coming on the job, 

whereas only 15 per cent of the successful o f f i c e r s would have 

been rejected. 

Investigation of the Incompleteness scale favoured 7 as 

the cutting score which eliminates 37 per cent of unsuccessful 

o f f i c e r s but only 7 per cent of the successful o f f i c e r s . An 

analysis of the ten best o f f i c e r s and the ten poorest o f f i c e r s on 

the same scale revealed that a c r i t i c a l score of 7 would r e j e c t 

66 per cent of the very poor men while r e t a i n i n g 75 per cent of 

the best men. 

4. An analysis i n terms of the c r i t i c a l scores (taken 

from the te s t Manual) f o r each of the Manson scales revealed that 

more of the unsuccessful o f f i c e r s exceeded such c r i t i c a l scores. 

However, a simi l a r analysis i n terms of Total scores on the Manson 

revealed that there were no s t a t i s t i c a l l y s i g n i f i c a n t differences 

between the two groups. According to the t e s t author (46) a 

Total score of 21 i s the c r i t i c a l score which d i f f e r e n t i a t e s 

alcoholics from non-alcoholics. On the t o t a l t e s t , 30 per cent 

of the unsuccessful group obtained c r i t i c a l scores of 21 or over 

while 14 per cent of the successful group obtained s i m i l a r scores. 

5. Correlations between the MMPI and the Manson Evalu

ation reveal that, f o r the most part, the scales under question 

are f a i r l y independent measures. The MMPI S o c i a l Introversion 

and H o s t i l i t y scales correlated the highest with the Manson 

scales. The MMPI Soc i a l Introversion scale and the Manson 

Depressive Fluctuation scale yielded a corr e l a t i o n of .52. The 
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S o c i a l Introversion scale correlated .40 with the Manson Total 

score. The next highest c o r r e l a t i o n . .47 was found between the 

MMPI H o s t i l i t y scale and the Manson Total score. 

I t appears that the Manson Depressive scale and the 

MMPI Depression scale are measuring two d i f f e r e n t c h a r a c t e r i s t i c s . 

The Social Introversion scale appears to have more i n common with 

the Manson Depressive scale than does the MMPI Depression scale. 

One concludes that the important scales form the two 

tes t s studied, although not y i e l d i n g completely independent 

measures, supplement one another i n important respects. 



CHAPTER VI 

GENERAL CONCLUSIONS AND IMPLICATIONS 
FOR FURTHER RESEARCH 

General Conclusions 

1. Of the 35 t e s t ' v a r i a b l e s used i n t h i s study, 14 

variables s i g n i f i c a n t l y discriminated between successful and un

successful prison o f f i c e r s . 

The following 5 variables were s i g n i f i c a n t beyond the 

.01 l e v e l of confidence: Part I and Total score on the Person

nel C l a s s i f i c a t i o n Test; the Kuder S o c i a l Service scale; the 

MMPI Dominance scale; and the MMPI Depression scale. Except 

f o r the Depression scale the successful group i n each instance 

scored higher means than the unsuccessful group. 

Two scales s i g n i f i c a n t l y d i f f e r e n t i a t e d the two groups 

at the .02 l e v e l of confidence. These were the MMPI Psychas

thenia scale and the MMPI So c i a l Introversion scale. The un

successful group received higher means i n both instances. 

The following 7 scales s i g n i f i c a n t l y d i f f e r e n t i a t e d 

the two groups at the .05 l e v e l of confidence: the Kuder Com

putational scale; the Kuder C l e r i c a l scale; the MMPI V a l i d i t y 

(F) scale; the MMPI H o s t i l i t y scale; the Manson Depressive 

scale; the Manson Incompleteness scale; and the Manson Evalu

ation Total score. Except f o r the MMPI V a l i d i t y scale the un

successful group received higher means on each of these variables. 
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2. In this study the best predictor in differentiating 

successful and unsuccessful prison officers proved to be the 

Social Service scale of the Kuder Preference Record. The Social 

Service scale s ignif icantly discriminated between the two groups 

well beyond the .01 level with a t -rat io of 4.71 and a b i s e r i a l 

correlation coefficient of .49. The next best predictor was 

the Verbal scale of the Personnel Classif icat ion Test which also 

s ignif icantly differentiated the two groups at the .01 level of 

confidence with a t -rat io of 4.60 and with a b i s e r i a l correlation 

of .46. These two scales alone make a significant contribution 

to increased proficiency in pract ical selection procedures. 

(See (5) below.) 

3. The correlation coefficients were generally of a low 

order, the largest was .49, but this is not unusual in the measure

ment of psychological characterist ics. In regard to low corre

lat ion coefficients, Cronbach states (13, p. 257) that the only 

f a i r standard for an acceptable va l id i ty coefficient i s the 

question: "Does the test permit us to make a better judgment than 

we could make without i t - suff ic iently better to just i fy i t s 

cost?" The evaluation of va l id i ty coefficients for selection 

purposes nowadays i s usually made in terms of selection cost. 

According to Cronbach (13, p. 257), "a test which increases the 

proportion of good employees i s a test worth using; but the 

va l id i ty of the test must be balanced against a t t r i t i o n , the num

ber of potentially good employees discarded in screening." 

However, percentage comparisons are often more valuable 



than correlations. In practice one i s usually more interested 

i n the problem of how w e l l one can d i f f e r e n t i a t e between the poor 

and the best workers and not so much i n the excellence of d i f f e 

r e n t i a t i o n at the extremes of t e s t scores. Percentage compari

sons are thus e s p e c i a l l y u s e f u l i n showing how well p r e d i c t i o n 

can be made at some p a r t i c u l a r part of the t o t a l range of t e s t 

scores. 

4. In t h i s study scattergrams were investigated to 

determine possible c r i t i c a l scores on those test variables which 

d i f f e r e n t i a t e d the two groups. The i d e a l c r i t i c a l point i s that 

score point which d i f f e r e n t i a t e s the greatest number of probable 

f a i l u r e s from the greatest number of probable successes. Because 

of the degree of overlap between the samples of successful and 

unsuccessful groups, i t did not seem j u s t i f i e d to determine 

c r i t i c a l scores f o r a number of the scales. However, in spite 

of the overlap, s i x scales yielded reasonably e f f e c t i v e c r i t i c a l 

scores and t h e i r p r a c t i c a l s i gnificance i s discussed below. 

Since these c r i t i c a l scores are based on the r e s u l t s from small 

samples of successful and unsuccessful o f f i c e r s , they must be 

considered tentative u n t i l corroborated by further research. 

The r e s u l t s showed that: (1) I f a c r i t i c a l score of 

13 on Part I of the Personnel C l a s s i f i c a t i o n Test had been used 

at the time of h i r i n g , 58 per cent of the unsuccessful group 

would have been rejected whereas only 4 per cent of the success

f u l group would have been eliminated. (2) A c r i t i c a l score of 

45 on the Kuder S o c i a l Service scale would have rejected 59 per 
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cent of the unsuccessful group but only 4 per cent of the success

f u l o f f i c e r s . (3) A cutting score of 57 on the MMPI Psychas

thenia scale would have eliminated 30 per cent of the unsuccess

f u l o f f i c e r s and oniy 4 per cent of the successful group. (4) 

A c r i t i c a l score of 56 was determined on the MMPI Depression 

scale. Such a cutting score would have eliminated 51 per cent 

of the unsuccessful group used i n the study and 22 per cent of 

the successful group. (5) A cutting score of 52 on the MMPI 

H o s t i l i t y scale would have eliminated 50 per cent of the unsuc

ces s f u l group and 20 per cent of the successful group. (6) 

F i n a l l y , a c r i t i c a l score of 17 on the Manson Total scale would 

have eliminated 50 per cent of the unsuccessful o f f i c e r s but only 

18 per cent of the successful o f f i c e r s . 

5. An analysis was made of the combined e f f e c t of the 

si x c r i t i c a l scores on the two groups. Table XXI presents the 

number of successful and unsuccessful o f f i c e r s that are eliminated 

when various scores are applied to the two groups. The re s u l t s 

indicate that i f the two best predictors (Social Service scale 

and Part I PCT) had been used at the time of h i r i n g , 93 per cent 

of the unsuccessful group would have been rejected, whereas only 

8 per cent of the successful group would have been eliminated. 

I f a l l s i x c r i t i c a l scores had been used, 100 per cent of the 

unsuccessful group would have been eliminated, while 63 per cent 

of the successful group would also have been eliminated. It can 

be seen from the table that the greater the number of c r i t i c a l 

scores used f o r screening purposes, the less e f f e c t i v e are the 
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TABLE XXI 

EFFECT OF SIX CUTTING SCORES IN ELIMINATING 
SUCCESSFUL AND UNSUCCESSFUL PRISON OFFICERS 

Various C r i t i c a l 
Scores Employed* 

(in order 
of merit) 

1 

1,2 

1,2,3 

1,2,3,4 

1,2,3,4,5 

1,2,3,4,5,6 

Successful Group 
Percentage Eliminated 

(cumulative) 

4 

8 

12 

30 

52 

63 

Unsuccessful Group 
Percentage Eliminated 

(cumulative) 

58 

93 

93 

93 

100 

100 

* 1. Part I (verbal) PCT 
2. Soc. Service scale 
3. Psychasthenia scale 

4. Depression scale 
5. H o s t i l i t y scale 
6. Manson Total scale 



r e s u l t s . However, i n actual practice the three measured areas 

( i n t e l l i g e n c e , interest and personality) would be considered 

separately and c r i t i c a l scores would be s e l e c t i v e and pertain to 

that one area only. That i s , an applicant would have to pass 

the "hurdles" or c r i t i c a l scores i n each of the three predictive 

areas before being hired on. 

6. In summary, the r e s u l t s seem to indicate that for 

p r a c t i c a l purposes personality, i n t e r e s t and i n t e l l i g e n c e t e s t s 

are probably more useful i n screening out candidates who should 

be rejected rather than i n i n d i c a t i n g which ones can be safely 

accepted. Because of the s i g n i f i c a n t t - r a t i o s obtained, and 

the s i g n i f i c a n t relationships between tests and c r i t e r i o n ratings, 

i t i s f e l t that the r e s u l t s warrant further i n v e s t i g a t i o n . 

Suggestions and Implications f o r Further Research 

1. General i n t e r p r e t a t i o n of the r e s u l t s from t h i s 

study must he guarded and must be considered tentative since more 

refined research i s necessary before further generalizations may 

be drawn. The next step must be a cross-validation study u t i 

l i z i n g applicants. 

The purposes of such a cross-validation study i s to 

protect one from putting too much confidence i n r e l a t i o n s h i p s 

which may just "happen" to hold true f o r the present group, but 

which may not hold true i n the long run. A c r o s s - v a l i d a t i o n 

study would prove whether the r e s u l t s derived from t h i s study 

would be t r u l y e f f e c t i v e f o r screening purposes, when applied to 

another independent sample of o f f i c e r s . However, the study must 
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consist of a representative sample of applicants rather than 

presently employed o f f i c e r s . 

In regard to t h i s , the use of the "present employee" 

method of v a l i d a t i o n r a i s e s the question of whether the cutting 

scores suggested above can be used to predict job p r o f i c i e n c y 

when applied to applicants. When using presently employed 

o f f i c e r s , the sample should represent s i m i l a r age, vocational 

interests and attitudes and other c h a r a c t e r i s t i c s that the bat

tery w i l l ultimately be used on, i . e . , prospective job applicants. 

However, t h i s p r i n c i p l e i s v i o l a t e d when using on-the-job o f f i c e r s , 

since these men markedly d i f f e r from applicants i n t h e i r a b i l i t y 

to do the job and i n the f a c t that they are not s i m i l a r i n t r a i n i n g , 

age, i n t e r e s t or attitude, and thus r e s u l t s from such a v a l i d a t i o n 

might d i f f e r greatly from the r e s u l t s obtained from a group of 

applicants. In t h i s regard, G h i s e l l i and Brown (22, p. 173) 

state that correlation c o e f f i c i e n t s w i l l be lower for prognostic 

purposes when established workers are used rather than applicants, 

and the d i s t r i b u t i o n of the scores on the t e s t s w i l l not be the 

same. However, i f the test battery stands up under t h i s kind 

of v a l i d a t i o n i t w i l l tend to have more d i f f e r e n t i a t i n g power 

(than suggested by the r e s u l t s from the group used i n t h i s study) 

when used with applicants. This would seem to be so since psy

chological t e s t s w i l l r e f l e c t a greater d i f f e r e n t i a t i o n i n a 

large representative group rather than i n a p a r t i a l l y screened 

smaller group; and when measuring applicants the variations i n 

a b i l i t y , i n t e r e s t , and so on, w i l l be greater than employed 
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workers because of the reasons mentioned above. Thus, the c r i t i 

c a l scores determined from the present group of employed o f f i c e r s 

w i l l be somewhat d i f f e r e n t from those obtained from applicants. 

Consequently, any c r i t i c a l scores established i n t h i s study must 

be considered wholly tentative and should be corrected from the 

resul t s . o f a cross-validation study u t i l i z i n g a representative 

sample of applicants. 

2. A comprehensive job analysis of the p o s i t i o n of 

prison o f f i c e r s using the c r i t i c a l incidents technique should be 

undertaken to determine i n a s c i e n t i f i c way what a b i l i t i e s and 

habits contribute to or l i m i t success. 

3. The MMPI should be revalidated on applicants to 

develop a s p e c i f i c occupational key u t i l i z i n g item analysis, 

i n much the same way as the keys were developed f o r the e x i s t i n g 

categories on the t e s t . 

Also a further study of the MMPI should be undertaken 

using mean p r o f i l e analysis interpretations of high and low 

patterns, rather than placing the emphasis upon i n d i v i d u a l mean 

scores. 

4. R e l i a b i l i t i e s of the test measures must also be ob

tained by retest methods or by using equivalent t e s t forms. 

5. An important research project f o r the development of 

adequate selection procedures i s the need of a thorough i n v e s t i 

gation of the v a l i d i t y and r e l i a b i l i t y of various c r i t e r i a of 

success. Such a study would s t r i v e to a t t a i n objective c r i t e r i a 

measures so f a r as possible and also develop more reliableonerit 



r a t i n g procedures. 

6. In conclusion one should point out that although a 

tes t battery i s an important supplement i n sel e c t i o n procedures 

other methods of selection are s t i l l necessary adjuncts, f o r 

example the interview and the probationary t r a i n i n g period. 
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