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This study examined the validity of the Minnesota
Multiphasic Personality Inventory (MMPI) as a predictor for
police officer selection. The MMPI profiles of 212 police
officer applicants selected to enter the training academy
wera compared to the standardized MMPI norms. Significant
differences between the police officers and the normative
population were found on all but two scales. When the
average profile of officers still on the policé force was
compared with the average profile of terminated officers,
two scales were significantly different. Significant
correlations were obtained betwesn four MMPI scales and the
academy score criterion and two scales sach for the
commendation and supervisory rating criteria. A prediction
equation was developed for academy score using multiple

regression analysis.
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CHAPTER I
INTRODUCTION

Historically, police officer selection has been one of
the most difficult tasks confronting personnel specialists
and researchers. This is evident in a quote from Vollmer
(1821).

The poor quality of personnel is perhaps the greatest

waakness of police departments in the United States.

In departments of all sizes, the percentage of men

suited to police work is woefully small . . . the

greatest number of these men are badly placed and
inadequately trained, yet they are charged with a task
that would be difficult for men of the highest quality
and skill. {(p. BT71)
Decades later the inability to recruit and retain gqualified
personnel is still one of the most serious issues facing law
enforcement as a profession (Adams, 1872). In support of
this view, Colarelli and Siegel (1964) stated that "the
critical problem of selecting candidates is one of the
thorniest, the most expensive, the most time consuming
tasks facing such (police)} organizations” (p. 2Z87).

Effective selection of police officers rests on setting

and enforcing proper minimum qualification standards. The

National Advisory Commission on Criminal Justice Standards




and Goals (1973) recommended the following minimum standards
for selaction.of police officers in a report published in
1973: a) physical health, strength, stature, and ability,
with consideration given to the physical demands of police
work; b) character, with consideration given to the
responsibilities of police officers and the need for public
trust and confidence in police personnel; and c) education,
with consideration given to the mental skills and knowledge
necessary to perform the police function properly. A formal
process for police officer selection was suggested which
would include a written test of mental ability or aptitude,
an oral interview, a physical examination, a psychological
examination, and an in-depth background investigation.

Psychological tests have been frequently used as part
of an occupational screening and evaluation program even
though they were not developed for this purpose.
Unfortunately, validation work on the use of these tests for
predicting police job performance is very limited
(S8pielberger, 1979) and most research which has utiiized
recruits were officers has not been longitudinal (Crosby,
1979). This has contributed to the selection of persons who
are not gualified for police work instead of job candidates
who have a high potential for success.

Studies which describe the typical police candidates or
police officers fall into four categories: intelligencse,

vocational interest, personality characteristics, and




biographical information (Poland, 1978). §Studies reported
here will focus on personality testing of police candidates
with the Minnesota Multiphasic Personality Ianventory (MMPI).

Some general problems with the use of personality tests
in personnel selection are: a) misuse as selection
instruments, b) poor construction, c) lack of validation or
no validation for use to which they are placed, d) over
emphasis on test results, e) adverse impact, and f) invasion
of privacy (Tielsch & Whisenand, 1877).

The major problem with the use of psychological
screening for police selection is that few, if any, tests
have been validated for this purpose. This is due in part to
a lack of knowledge about the psychological aspects of
police work. Although the majority of psychological tests
were developed to examine emotional difficulty in
hospitalized patients, Leonard (1870) believed that personality
tests are extremely useful as screening tools in exposing
traits which are incompatible with police agencies. However,
the use of psychological tests to screen applicants for
police work is questionable unless the tests are validated
and appropriate follow-up work is done (Stratton, 1980).

More personality assessment research has been conducted
on the MMPI than any other instrument. From the time the
MMPI was originally published in 1943 by the University of
Minnesota Press, to 1860, at least 213 scales had been

developed (Dahlstrom & Welsh, 1960). These included the 10




major clinical scales which are used to objectively measure
the presence of psychopathology. The mental health
practitioner uses the MMPI to detect any of the following:
emotional instability, problems accepting authority,
excessive dependency needs, sexual identity problems, and
paranoid, depressive, neurotic, psychopathic, or
schizophrenic tendencies.

The goal of psychological evaluation for police
selection has been debated in recent years. GSome hold the
traditional belief that psychological tests should be used
to search for psychopathology and to screen out unstable
individuals who fail the exam. Others contend that the
goal is to select those who are the most stable and possess
the traits necessary to be an effective police officer
(Swank & Conser, 1983). The current research will focus on
the use of the MMPI to screen out individuals who are
emotionally unstable, since no one persconality pattern (or
range of patterns) appears to meet an overall ideal, due to
the diversity of law enforcement jobs.

Incorporating the following steps into the selection
process, police officer selection can be made more
defensible by: a} conducting a thorough job analysis, b)
screening by a qualified psychologist, ¢) providing written
rationale for the instruments and procedures used, d)
keeping records of those who were screened, e) computating

adverse impact statistics, and f) being willing to testify



in court regarding the validity of the screening procedures
(Hardgrave & Koﬁls, 1984).

Job studies that have been conducted on the police
officer position are numerous, and many common elements have
been detected. For example, in a study of six cities, the
following common elements were identified: crime
prevention; use of force; maintenance of public safety;
traffic maintenance and control;, investigation, detection, and
follow-up on criminal activity; report writing} dealing with
the public; and handling domestic disputes {(Dunnette &
Motowidle, 1976). Several job studies indicate that 90
percent of the officers’ duties consisted of some form of
commnunity service. A great deal of interpersconal skill and
use of discretion were essential to resolve disputes between
citizens (Swank & Conser, 1983).

Specifically, Holmes (1942) pointed out that the
development of an effective police selection battery
required a detailed job analysis. He identified the
foliowing characteristics as being desirable for police
officers:

accurate memory and observation, reasoning
ability, analytical judgment, ability to follow
directions, ability to organize material, mental
alertness, speed of decision, judgment {common sense),
determination, social intelligence (understanding human

nature) and aggressiveness. (p. 578)




Standard Civil Service examinations and screening
prodedures, including background investigations, physical
agility tests, physical examination and oral interview all
fail to eliminate applicants with psychological and
amotional problems which could deter their ability to
function as police officers. Psychological testing is
critical because an emotionally unstable officer who
terminates employment due to misconduct or incompetence can
cause destruction and can cost a police agency thousands of
dollars.

There has been an increase in the use of psychologicai
testing for police applicants since the Civil Service Reform
Act of 1883 when tracking of police officer selection began.
The earliest attempt at psychological screening was by Louls
Terman of the City of Ban Jose, California on October 31,
1816. Terman (1l917) believed that except for high morals,
intelligence was the most important factor in determining
tfitness of an applicant for police and fire work. Im 1921,
Vollmer recommended a psychiatric exam as well as
intelligence testing to detect the unstable and unfit.

Shev and Hewes (1977) divided police officers into
three categories. The first category consisted of five
percent of all police officers who intuitively handled the
work and pressures of the Jjob. The second category, the-

"treatable" cop had to work hard tc master all the skills of




being a police officer including the ability to handle
pressure. Shev stated:

The really dangerous police are the 35% who make up the

third category. These are the "untreatable” men and

women--the bad cops. Thelir personalities are not
suited to police work, and they are unable to learn
about themselves or accept treatment that would allow
them to function adeguately as police officers. One
cop in three is untreatable and the actions of this
minority are usually responsible for the bad reputation

of police in many communities. (p. 55)

Shev had no detailed studies to support his claims which
rasted on psychiatric interviews with police recruits.

The 1950's marked the beginning of an era in which an
emphasis was placed on personality characteristics and
mental abilities. This change brought about increased use
of psychologists and psychiatrists in the selection process
(Daley, 1978). The psychological test and/or clinical
appraisal, which is a judgment by a professional clinical
psychologist or psychiatrist regarding the applicant’s
potential to perform in the police role, is now a traditional
part of the selection process. However,.the use of
clinicians in selection has been called into question, in
part, because these professionals are trained to work with
emotionally unstable people to diagnose and treat a

particular condition, not to predict future behavior.




Another contention is that the clinician is not needed,
because the background investigation can do all that the
clinical appraisal can, since the best predictor of future
behavior is past behavior. Crosby (1978) discussed these
issues and upheld the necessity for clinical appraisal.

A great deal of inconsistency has been found in profile
interpretation by clinician raters. The study conducted by
Costello (19768) is a case in point. Two clinicians were
asked to sort the MMPI profiles of police cadets into high
risk and low risk groups based on suitability for police
work. Intrarater reliahility was high with about 90 percent
of the profiles seen more than once being placed in the same
category. However, the interclinician reliability was 65
percent with agreement reached on only 60 of 92 profiles.
This result indicates that while each rater used his own
rules consistently, he did not use the same rules as the
other rater. This study had methodological flaws including:
a) a lack of contrels; b) an absence of information about
the representativeness of the sample, ¢) failure to monitor
attrition with regard to MMPI correlates, and d} failure to
use an objective empirical assessment procedure, such as
multiple linear regression. Costello concluded that
salaection systems should be validated on a department-by-
department basis since inconsistency occurs in svaluation.

Matarazzo, Allen, Baslow, and Wiens (1964) conducted a

study in which a team including psychiatrists and




psychologists derived risk statements about applicants based
on "clinical" interviews and MMPI test results. Forty-four
percent of the applicants were labeled high risk even after 94
percent of the original pool was screened out by other

means. The decisions were not validated and the work cannot
be replicated, because no objective rules with regard to MMPI
profile interpretation were given, except that profiles
appearing to suggest “clinical fragility"” or "psychosis”
contributed to the conclusion of high risk.

The evidence is not conclusive that the involvement of
behavioral scientists in the selection process actually
improves assessment. Theoretical assumptions from
professional training and clinical work to assess
psychopathology are applied to personnel screening as if
they are appropriate for predicting future behaviors.

Despite all of these criticisms, the clinical appraisal can
help to estimate likelihood of future breakdown in behavior.

Two general hypotheses can be found in the literature
regarding the origin of the "police personality." The
soclialization model purports that the police personality is
a product of the formal and informal demands of police work.
In other words, values and attitudes deemed necessary for
adequate performance are adopted by the police officer on the
job. On the other hand, the predisposition model contends
that law eﬁforcement attracts those who already possess

certain personality traits and these are accepted and
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rewarded in the occupation of police officer (Bennett &
(Greenstein, 1975).

Levy {(1967) discussed the practice of screening out
police applicants whose life histories, interviews, tests,
or references revealed the presence of "anxiety, rigidity,
low intelligence, poor credit ratings, c<¢riminal records,
sadistic tendencies, alcoholism, dishonesty, homosexuality,
or behavioral manifestations of impulsivity" (p. 285) which
are traits not consistent with the needs of good law
enforcement. Levy noted that these traits are absent when
the applicant is hired but are freguently present at the
time of termination. This finding suggested that police
work, by nature, has the capability of bringing about a
change in the self-image and behavior of the officer, which
lends support to the socialization model.

In addition, Levy {(1l967) studied the personnel records
of 4,500 California police officers hired during 1952-1882.
She hoped to find what, if any, factors before selection
discriminated between those who terminated due to
accupational inadequacies and those deemed adequate and
successful. Officers terminated for cause tended to be
yvounger at the time of appointment, were better educated,
had more traffic violations, and had a shorter work history.
Generally, these officers exhibited a pattern of impulsivity
and mobility. &he contended that rejection of emotionally

unsuited applicants who did not possess gualities typical of
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police officers was more effective than rejection of
emotionally unstable candidates who exhibited signs of
pathology or severe nesuroses.

A study by Bennett and Greenstein (1875) evaluated the
validity of the predisposition model by looking at the value
system of police science majors compared to non-police
majors. While the value systems of police majors were nearly
identical to that of non-police majors, police science
majors were divergent from the value systems of experienced
police officers. Thus, the predisposition hypothesis was
rejected and the socialization hypothesis was supported,
which suggests that the focus should be on new training
methods rather than selective recruitment on the basis of
personality variables.

Mills, McDevitt and Tonkin (1964) found that recruits
and veteran patrol officers had similar MMPI profiles and
both showed small standard deviations in deviant scale
values. These results support the predisposition model and
suggest a highly homogeneous population. Similar results,
which argue against the socialization hypothesis were
obtained by Rokeach, Miller, and Snyder (1971). When they
compared the value patterns from the Rokeach Value SBurvey
for police under age 30, between 30 and 39, and over 40,
none of the 36 values showed a significant difference.

Since research studies lend support to both the

predisposition and socialization models for development of
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the police personality, the evidence is inconclusive.
However, it can not be disputed that situational factors
contribute to stress experienced by a police officer.
Symonds (1970) discussed two types of stress experienced by
police officers. One type is stress due to the nature of
police work and the other type is a result of the nature of
the pclice organization. When beginning a career as a
police officer, an individual views himself as a helper and
protector of others. Once in the field, emotional strain is
caused by an uncooperative and often hostile public the
officer is supposed to be helping. The officer must deal
with all types of people including juvenile offenders,
arsonists, sex offenders, burglars, drug addicts, drunks,
prostitutes, and homosexuals. He must be able to use good
judgment and discretion when under pressure and stress
knowing that he is exposed to danger and is continuously
facing the unknown in the police officer role.

The second type of stress is caused by the nature of
the police organization and its quasi-military structure.
The police officer must be able to work under an
authoritarian management system while performing
aggressively on the job. Many issues must be faced
including problems in law enforcement, assignments,
promotions, and interdepartmental orders.

As one can imagine, several conflict areas are

prevalent in the work of a police officer. The four major
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areas are law enforcement vs. service function, prosecution
of offenders vs. legal or procedural constraints,
individuality vs. bureaucratic control, and maintenance of
authority vs. presentation of self (Butler & Cochrane,
1877).

Careful selection of police officers is essential since
they may be required to arrest, subdue, enforce, control,
shoot, and kill. The effective police officer must be
rational, controlled, reasonably objective, and able to act
appropriately under extreme stress and pressure. Given the
stressful nature of police work, applicants should be given
psychelogical screening tests to evaluate the ability to
handle stress and control emotions, as well as the tendency
toward hostility and aggression and the attitude toward
power (Stratton, 1980).

Although methods for evaluation of psychological fitness
vary from state to state, an increased usage of psychiatric
evaluation for determining emotiomal fitness has taken place
over the years (0’Connor, 1962). When Frost (19553 conducted
a survey of 33 American cities regarding policies,
procedures and methods by which police officers were
selected, he found that none of the cities sampled reported
using psychological tests to screen applicants.

Oglesby (1957) conducted a survey which indicated that
14 of 90 cities with a population greater than 100,000 had a

formalized program of psychological screening, which
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consisted primarily of a psychiatric interview. However, szix
of these cities used a paper-and-pencil psychological test.
In the course of the survey, Oglesby found that Wilmington,
Delaware and Teledo, Ohio have been doing psychiatric
screening since 1838.

In 1866, the International Association of Chiefs of
Police conducted a survey that was reported by O’'Connor in
1962. Only eight percent of the responding agencies
(population 25,000 or greater) reported that they routinely
screenad pélice applicants for emoticnal fitness. Only twq
cities said that they used the MMPI.

When O’Connor conducted a follow-up study of cities
with 25,000 or greater population in the 1961, 16 percent of
the police agencies (49 cities) were doing some form of
psychological screening. The MMPI was used in 12 cities and
the Rorschach was used in seven. Narrol and Levitt (1983)
surveyed 61 cities with population greater than 150,000.
They found that only 22 percent of the agencies surveyed
reported using any type of personality inventory to screen
applicants and 16 percent used psychological tests in
addition to a psychiatric interview. Also, Narrol and
Levitt’s survey showed that several other techniques
including polygraph, stress interview, and group interview
were used in the selection process. However, only the city
of Minneapolis, Minnesota was doing research in selection of

police officers.
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A study by Murphy (1972) was indicative of the
increased usage of psychological testing for police officer
selection in the 1870°s. He surveyed 258 municipal police
agencies with more than 100 officers on their force in
cities with 50,000 or more population and 49 state police
agencies. A total of 203 responses were received including
173 local agencies and 30 state police forces. The survey
results revealed that 76 (43.9%) of the local agencies and
only four (13.3%) of the state forces used 38 various
psychological tests. The MMPI waé the most widely used
personality test with 39 (48.7%) departments out of 80 using
this instrument. Only four used the California
Paychological Inventory (CPI) and two used the Sixteen
Personality Factors (16PF). An additional 14 percent
utilized some sort of psychiatric or psychological appraisal
only when the test results raised a question about the
emotional stability of an applicant. Another survey by the
Los Angeles County Hheriff’s Department (1973) showed that 33
of 48 departments used the MMPI. Less than five departments
used either the CPI, 16FPF or a similar instrument. Although
rejection rates of from 43.7 percent to 89.1 percent were
reported by O’Connor (1882) for standard screening
procedures for police applicants from various regions of the
country, substantial numbers who passed the other screens
were psychologlcally ungualified. For example, Rankin

(1957) reported a psychiatric rejection rate of 15.86 percent
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based on evaluation of 161 successful candidates using the
MMPI and group Rerschach.

When Rankin (1859) looked at the use of psychological
screening from 1853 through 1959, he found that 11 percent of
2,000 applicants for the Los Angeles Police Department were
emotionally unfit., All of these were classified in the
"perscnality disorders” general category with the following
diagnosis--51 percent latent psychotic, 15 percent inadequate
personality, 22 percent schizoid personality, and 14 percent
cyclothymic or paranoid personality. Rankin’s explanation
for this finding was that the overly neurotic or psychotic
applicant would have dropped cut as a result of the time
lapse and frustration with the Civil Service process. However,
the latent psychotic might have persisted because he is
attracted to the security and prestige of the uniform and the
opportunity to exert authority.

Rankin was an advocate of including psychiatric and
psychological screening as part of the recruit selection
process, in particular the MMPI and Rorschach. He felt that
any test utilized should have "wide areas of application" and
"many years of wvalidation" but no empirical evidence was
submitted regarding the instruments used in his own work.

Mills, McDevitt and Tonkin (1964) studied MMPI profiles
of 149 officers and 89 recruits in Cincinnati, Ohio because
they felt that motivational, emotional and personality

dimensions were largely untapped in the traditional




17

selection process. They found that 10 to 15 percent of the
prescreened group with a high school diploma who passed the
rhysical exam, background investigation, polygraph and oral
interview were considered high risk based on their MMPI
profiles and were dropped from the eligibility list. They
concluded that the police officers were a basically a
healthy group psychologically that did not differ greatly
from the normal population.

Rhead, Abrams, Trosman and Margolis (1968) reported that
30 percent of over 1,000 of Chicago’s presreened police
applicants were recommended for rejection during an 18-month
period from 1961-1963. All applicants who passed the Civil
Service Exam were given the MMPI and Draw-A-Person tests.
Those candidates with deviant results were called back for
individual testing. Of the 30 percent recommended for
rejection, 21 percent of these exhibited evidence of '"grossly
incapacitating illness."”

A plethora of research has been conducted on
psychological test data to study what has been called the

"police personality."” Studies by Matarazzo et al. (1964),
(1964}, Nowicki (1966), Levy (1987), Rhead et al. (1988} and
Gottesman (1969) generally indicated that police officers
differed from the general population on several personality
characteristics. These characteristics were described in

¥

terms such as "blustery," "sociable,” "impulsive," "tough

minded, " "conservative," "stable" and "practical"” based on
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test interpretations (Matarazzo et al., 1964).

One of the most popular stersotypes of the "police
personality” is a racist and superconventional upholder of
the status quo, and potentially brutal sociopath who derives
great satisfaction out of beating people. Ancther
stereotype is that of the man’s man which describes the police
officer as being "blustery, sociable, impulsive,
opportunistic, active" (Matarazzo et al., 1964). 8Still
ancther view is that the police officer has an excessive
love for children and the elderly--"the thin blue line" that
protects the democratic way of life by fighting against criﬁe.

Empirical data were provided by Butler and Cochrane
(1977) to identify trends and patterns in the dominant
personality factors of groups of police officers. Using the
Edwards Personal Preference Schedule and the Rokeach Value
burvey, the data showed a trend toward a personality which
needs to argue one’s point of view and be independent in
decision making. The tendency away from the need to
recognize guilt and to do new and different things was also
prevalent. The Rokeach Value BSurvey showed a trend toward
conservatism and an increase in the relative value of self
esteem,

Nordlicht’s (1978) research in New York found that
police officers tend to mask feelings, have little
communication with spouses, and are unable to give attention

and love to children. Stress on the job and limited
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exposure to the world was thought to lead to the high rate
of alcoholism found in officers.

Although most research in police organizations assumes
a single police personality which differs from non-police,
some studies have suggested that the average police officer
applicant does not differ significantly from the average
white collar worker or lower middle class worker in terms of
personality traits. While no unique factors exist within
the police officer’s working personality, it differs from
others in emphasis (Butler & Cochrane, 1877). Balch (1972)
contended that police officers are as heterogeneocus as any
other group and that a "police personality” which could
provide a sound basis for selection, does not exist. After
reviewing studies of police recruit personalities, Balch
(1872) listed what he considered to be positive gqualities of
effective officers: a) no psychopathology; b) motivation for
law enforcement carseer; c) normal self assertion; d)
emotional stability under stress; e) sensitivity toward
minority groups and social deviates, with a non judgmental
attitude and f) collaborative leadership skills including
being socially outgoing, influential with peers, and
expressing ideas clearly.

Contrary to popular belief, all types of personalities
are needed in police work to do many different kinds of Jjobs
(i.e., patrol, vice, training, administration). In

addition, many factors can affect the personality of the
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police officer such as the assignment, crime patterns,
supervision received and citizen characteristics (Tift,
1974). Personality characteristics necessary in police work
vary according to region and community and over time as
communities change (Daley, 1978). Research on several
occupations has shown that requirements for success in

a given occupation vary with the characteristics of the
organization and the characteristics that an individual
brings to the organization (Dunnette, 19686). These factors
deter the identification of the personality of an ideal
officer.

Dudycha (1955) was the first to emphasize the
personality characteristics of applicants as the most
eritical area of concern in police recruitment and selection.
He felt that the following 11 characteristics were the most
necessary for a police applicants to possess: initiative,
practical Jjudgment, ability to learn, ability to follow
directions, social sense, cooperative attitude toward
others, attitude toward work, emotional control,
dependability, and accuracy. He felt that it was essential
that people who are emotionally unstable, predisposed toward
mental illness or actually psychotic be eliminated early on.
Dudycha recommended a psychiatric exam, but with a large
number of applications, use of personality testing was
acceptable if the test had built in validity and lie scales

to assess applicants who attempted to answer in a favorable
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light. Dudycha can be considered a front-runner in the
application of "advanced" psycholcgical techniques to the
evaluation of police officer personalities.

Niederhoffer (1967) and Chevigny (1989) both believed
that authoritarianism did not come into the force with
recruits but was brought about by socialization.
Authoritarian reactions by police officers were thought of
as a logical product of the police role and the
organization. However, an interesting finding reported by
Smith, Locke, and Walker (19687) showed that college educated
police officers are significantly less authoritarian than
police officers who have not attended college.

Balch (1972} reviewed the literature to determine the
characteristics that are commonly attributed to police
officers. His list included suspicion, conventionality,
cynicism, prejudice, and distrust of the unusual which
described an authoritarian personality. However, after he
examined various studies in sociological and attitudinal
research, Balch concluded that the evidence was
inconsistent. Thus, the hypothesis of authoritarian
personality among police could not be established or
disproved.

Some questions have been raised in the literature
regarding the masculinity of police officers. Ino 1987,
Niederhoffer discussed strong unconscious homosexual needs in

police officers but he had no empirical data to support
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his opinion. More recent data show that police officers
obtain scores in the normal range on the MMPI Masculinity-
Femininity (Mf) scale and do not support the contention
that police officer suffers from a deficit of masculinity.

Fenster and Locke (1873) conducted a study which
investigated whether police and civilian groups at two
educational levels differed on masculinity-femininity scores
on two standard tests, the MMPI and Form I of the Wechsler
Interest Inventory. The New York City police group
consistently obtained more masculine scores than any of the
other groups. Thus problems of sexual identity were not
found to be characteristic of average New York City police
officers.

Murrell and Lester (1979) administered the MMPI to 123
police recruits in training separated into four groups.
Thirty-three male college students served as a comparison
group. The mean T-score of 58.5 for the police group was
significantly higher than the mean T-score of 50 but the
mean T-score for the college students was even higher (M
= 682.7). These results suggest that police recruits were
not deviant in Mf scale scores on the MMPI when compared
with other males tested during the same era.

The effects of year of bhirth, age, and time of
measurement were assessed in 119 police academy recruits
{(Costello & Schoenfeld, 1981). A two-way univariate ANOVA

showed that the MMPI scale scores were not affected by age
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or year of birth. Nine of thirteen scale scores (L, F, K,
Hs, Pd, Pt, Sc, Ma, Si) were affected by time of
measurement. Another interesting aspect of this study was
that from 1964-1971, recruits were showing more
"symptomatology'" and less "defensiveness" at a non-
significant level. In 1972, a consultant clinical
psychologist was hired by the department which seemed to
have the effect of increased guardedness by the recruits,
possibly out of fear of scrutiny. The averages of the
profiles did not indicate psychopathology or altered
approaches to the test. The major conclusion of this
research is that only applicants who are so disturbed that
they cannot change their test behavior to fit normal
standards will be detected by the MMPI.

Even though the complexities of the police job demand a
high level of psychological well-being, very few studies
have looked at the relationship between performance on
the job and personality patterns. An unpublished study of
87 police applicants who were giveﬁ the MMPI, Rorschach,
Draw-A-Person, Strong Vocational Interest Blank, and Otis-
Lennon Test of Mental Abilities was conducted by Blum
{(1964). The test results, which were not used in the
selection decision, were correlated with on-the-job
performance seven vears later., The findings indicated that
the number of exceptionally seriocus misconduct charges

against officers were significantly correlated with BSec, .47;
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F, .42; P+, .40; Pa, .34; and Ma, .32. Blum felt that the
MMPI could be used to reject applicants who would
potentially become subjects of serious misconduct charges.
However, these results should be viewed with caution due to
the large number of criteria and predictors used by Blum,
his failure to give significance levels, and his failure to
cross-validate.

Gottesman {(19639) ceollected MMPI profiles on 203
applicants who successfully passed on selection hurdles of
urban pelice departments from 1966-1969 and 100 MMPI
profiles from a group of war veterans who had no physical or
paychological disabilities to use as a peer comparison
group. He compared those profiles with profiles of 89
Cincinnati police recrulits reported by Mills et al. (18684)
and the MMPI normal standardization group as reported by
Dahlstrom and Welsh (1860). The police applicant group mean
profile differed significantly from the MMPI normal group
profile on the ¥, K, Hy, Pd, Fa, Ma, and 2i scales with the
greatest difference Eeing elevated ¥ and K scores on
applicant group profiles. Mills’ group also had elevated F
and K scores and differed significantly from the MMPI normal
group on those scales and the L scale.

The similarity of profiles across two geographically
distinct applicant groups led Gottesman to conclude that a
"fake desirable” response set was shown by both groups which

could have led to higher rejection rates than warranted.
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Gottesman suggested that a comparison group more similar in
age, marital status, education, and sociceconomic status to
_ potential police applicant groups be created because "any
attempts to interpret personality characteristics of member
of subgroups whose demographic characteristics differ
significantly from the MMPI normal groups are fraught with
dangers of misinterpretation and erroneous conclusions” (p.
132). However, Gottesman suggested that the profile
consistency that does occur may be useful in selection
"unless there is a substantial change in image of the policg
force and work content” (p. 134).

In 1962, Marsh attempted to study the predictive value
of several hurdles in the selection process including the
personality tests for deputy sheriffs hired between 1948-
1950. Personality data were available on only 100
applicants who received counseling. The criteria for this
study were multiple rater evaluations of each subject’s job
rerformarnce, employment status, rank status, and job related
accidents. Results on the analysis showed that subjects
with T scores below 55 on the Ma and Hs scales were found
much more likely to succeed. Those with T scores greater
than 55 had lower performance ratings, but no statistical
measure of the strength of the relationship was given. The
likelihood of involvement in an aute accident related to T
scores of bb or above on the Ma scale and T-scores below 50

on the D scale. The results must be interpreted with
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caution because a small sample size (N = 100) took the test
for counseling purpoSes, chi sguare was used instead of
multiple correlation, and no cross-validation was conducted.

In 1973, Azen, Snibbe, and Montgomery did a
longitudinal study as follow-up work to Marsh (1962). They
used the same predictor variables as Marsh which included
employment status, rank status, and job type as of 1970 or
termination date, supervisor ratings, Jjob related accidents
prior to 1958, and job related accidents prior to 1870. The
only two scales on the MMPI that were significant predictogg
of aute accidents were the inversely ralated D scale and the
directly related Ma scale. However, height of the officers
was more predictive of auto accidents than the D or Ma
scales. The Hs scale slightly predicted the rank reached by
an officer. The MMPI did not predict retention on the job,
job type, or superviscor ratings. .

Colarelli and Siegel (1964} reported on the Kansas State
Highway Patrol selection program. Predictors in this study
were the California Test of Mental Maturity, Edwards
Personal Preference Schedule, Allport Vernon Study of Values
and the MMPI. The patrol officers were divided into
desirable and undesirable classes using criteria of
supervisor ratings, arrests, warnings, and accidents
investigated. The results showed that the screening battery
successfully identified recruits who were later rated

unsatisfactory on eight performance criteria by their
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supervisors. The MMPI indicated that good applicants were
those with prgfilas similar to the population norms. Those
with elevations on the K-scale and Psychopathic Deviate (Pd)
scale were shown to be poor applicants. The major
conclusion of this study was that based on the criteria
used, paper-and-pencil psychological tests could be helpful
in predicting performance. The results have limited
generalizability, since the criteria in question are narrow
in scope and apply to only one of many police functions.

A study of 243 police officers and fire fighters was
conducted by Matarazzo et al. (1964). No psychopathology
was indicated by the means of the MMPI scales for police or
fire personnel and their profiles were very similar. The
authors reported an interesting finding from their clinical
interviews: police applicants tended to come from lower
socioeconomic backgrounds and had high to superior
intelligence. Most did not attend college because of lack
of motivation or lack of family recognitioﬁ of the value of
education.

Nowickil (18966) studied the personality traits of 27
police officers by administering the MMPI to the police
group and to a comparison group of industrial employees who
were matched with police on sex, age, and education. When
the profiles were reviewed, the Social Introversion (5i)
scale was slightly higher for police (significant at .10

level). Elevations on the K-scale, and the special scales
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Dominance, Ego Strength, and Social Status were more than
one standard deviation above the mean of the general norm
group, but these were not statistically significant.
Nowicki described the police officers as a bit defensive in
the test taking situation but adjusted, flexible, frank,
open-minded, not prone to worry, optimistic, and willing to
meet reality head-on. The industrial group had elevations
on the K~scale and the Ego Strength special scale. Nowicki
contended that the lack of additional significant
differences between the two groups was probably due to the.
similarities in work content, such as routine duties and
paperwork.

Hooke and Krauss (1971) compared the profiles of 37
police officers who were eligible for promotion to sergeant
in the Kansas City, Missouri Police Department to the
profiles of officers who competed but were not eligible for
promotion. The profiles of successful and unsuccessful
candidates were in the normal range but were elevated
slightly on the Ma and Pd scale. Successful candidates had
significantly higher scores on the K-scale and significantly
lower scores on the 8i scale.

This finding suggests that successful sergeant
candidates were more sensitive in interperscnal situations,
more self confident, more prdne to depend on themselves,
and more outgoing than unsuccessful officers. However, when

sergeants on the force rated successful candidates as good
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or poor sergeant material, the MMPI did not differentiate
betweean the groups.

Using the MMPI as part of the psychological assessment,
three police applicant groups comprised of 100 successful
applicants, 100 rejected applicants, and 100 in an attrition
group (those separated from the department within three
vears) were sampled by Saxe and Reiser (18768). Means and
standard deviations were calculated for the 13 MMPI scales
for each group. Significant differences were found in the
mean MMPI profile of the successful applicants when compared
to those who failed the psychological evaluation, those who
passed the psychological evaluation and were successful but
were unsuccessful later, and those from a combination of the
two failure groups. However, these differences were within
the normal range and were too small in terms of traditional
standard scores to be meaningful in differentiating
sucgcessful from unsuccessful applicants. All of the police
applicant profiles compared showed moderate elevations on
the K, Hy, Pd, and Ma scales and a slightly depressed S5i scale.

Perhaps, the most important finding of this study was
that the profile of these applicants differed from
Dahlstrom’'s MMPI normal profiles on all scales (except Hs) at the

.02 level of significance or better and from another agency’s
profile on eight of 13 scales at .01 level of significance.
The results of this research and other studies suggest the

dangers of using test norms developed on one sample for
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personnel selection from a different sample and supports the
neaed for population specific norms and local validation

for validity generalization research one the use of the MMPI
in police selection.

Depending upon the type of statistical analysis used,
data from a study by Gottlieb and Baker (1974) showed that
different combinations from four MMPI scales (L, F, K, and
Pa) helped to distinguish between low and high
efficiency groups. The sample consisted of TO‘police
officers with more than three years of service.

Although several studies (Spielberger, 1979; Crosby,
1979; Gottesman, 1975; Murphy, 1372, Matarazzo et al., 1964,
Mills et al., 1964) have examined psychological screening
devices for urban law enforcement agencies, few
investigations have been conducted on small town law
anforcement persconnel. Bartol (1982) studied 102
small town male police officers and a control group of 100
male college students and showed that scores on the K-scale and
the clinical scales of Pd, Mf, Ma, and Pa were significantly
higher for police officers. These results are consistent
with those reported in the aforementioned studies on urban
police officers. The results of this study suggest that
small town police agencies should consider raw MMPI scores
for suitability since uncorrected clinical scales
ditfferentiated well between the above average, average and

below average rated police officer groups.
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In an initial evaluation of Tennessee law enforcement
candidates, a study by Saccuzzo, Higgins, and Lewandowski
(1974) revealed both the metropolitan and non-metropolitan
candidates approached the MMPI in a "faking good" manner and
the profiles were flat, hovering around the mean. The data
also indicated that if psychopathology were present in police
afficers, it would manifest itself as a 4-9 or 4-3 character
type.

Similar results were obtained by Daley (1978) when he
looked at the relationship of the MMPI to police
performance. The profile analysis revealed significant
differences at the .01 level between the police and the
normative population on all scales except Hs, but all scores
were within the normal range of one standard deviation from
the mean. The Si scale yielded the lowest clinical score.
The high three point code 9-4-3 depicted an energetic,
enthusiastic and somewhat nonconforming group of officers
when compared to the norm group. More specifically,
individuals with 4-3 profile were described by Dahlstrom and
Welsh (1968) as having difficulty with social conformity
and impulse control. They were characterized by aggressive
feelings which are expressed directly and intensely and
chronic hostility. Individuals with high point codes of 4-9
were depicted as being untrustworthy, overactive, and
irresponsible. When Daley attempted to predict performance

on the basis of MMPI scores and certain demographic




variables, the results were significant but not useful
because they explained only five percent of the variance
between the groups. However, the results of Daley’s study
supported the 4-3-9 research conducted by Dahlstrom and
Welsh (1968) and numerous others.

Several studies have been conducted on police officers
using the Goldberg Index, which is an operational definition
of psychosis calculated using a linear composite of the L,
Pa, Sc, Hy and Pt MMPI scales. A study by Merian, Stefan,
Schoenfeld, and Kobos (1980) examined the use of the
Goldberg Index to differentiate between acceptable and
unacceptable police candidates. The unacceptable officers
scored higher than the intermediates who in turn scored
higher than the acceptables on the Goldberg Index. Bayes
thecorem was applied to show the effect of varying base rates
of unacceptable officers on the efficiency of the Index and
the statistical errors of inference. Although hit-rate
shrinkage was noted on cross-validation from 80 percent to
71 percent, statistical significance was maintained.
Thirty-one items differentiated significantly between
acceptable and unacceptable officers. The results of this
study show that the Goldberg Index has sufficient validity
to warrant further investigation.

Another study using the Goldberg Index was conducted by
Costello, Schoenfeld, and Kobos (1882) using police

department supervisor ratings of 424 subordinates as being
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either a credit or discredit to the department. The
Goldberg Index was used to differentiate officers into one
of three groups: Acceptables, Intermediates, and
Unacceptables. The results indicated that police officers
are a heterogeneous population and in order to adequately
screen applicants, several predictive indices would be
needed. The researchers concluded that 25 percent of the
target population which was comprised of officers with high
potential for poor performance may be detected with a
cutting score of 80 on the Goldberg Index.

After reviewing the literature regarding the use of
psychological testing for poclice officer selection, several
conclusions can be drawn. One of the most critical issues
facing police and personnel departments is the selection of
qualified police personnel. Since other screening tools
fail to identify candidates who are psychologically and
emotionally unfit to be police officers, psychological
testing has become more accepted as an essential part of the
salection process. Even though the MMPI is one of the most
widely used instruments for assessing the personality of
pelice applicants, skepticism and resistance to the use of
psvchological testing still exists.

To help dispel some of the doubt, further research
is necessary to examine the appropriateness of using the
original MMPI norms for police officer selection and to

identify reliable and wvalid measures of police performance.
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Although some studies have shown significant correlations of
MMPI scales with performance ratings and other criteria of
job success, more conclusive research is needed.

The current study attempted to identify the personality
characteristics of a typical police officer compared to
the MMPI norm group and to assess the validity of the MMPI
in predicting performance of police recruits by testing the
following hypotheses:

1) The mean MMPI profile for successful police officer
applicants examined in this study would be significantly
different from the normal MMPI profile.

23 The mean profile of officers who are still on the
force would differ from those who are no longer with the forcs.

3) The MMPI scales would significantly correlate with job
performance measures of: a) academy scores, b) supervisory

ratings, c¢) commendations, and d) reprimands.
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CHAPTER 11
METHOD
Subjects

Twe samples of male entry-level police officers
between the ages of 19 and 43 M = 25.9) who took the
Minnesota Multiphasic Personality Inventory as part of the
screening process for a police department of a large city in
the southwestern portion of the United States were chosen
for this study.

The first sample consisted of 212 applicants who took
the MMPI between 1984 and 1986 and were selected to be
police officers. The second sample, a subsample of the
first, was comprised of 109 officers who were hired, completed
the academy and had worked as officers for at least one
year.

| Instrument

The Minnesota Multiphasic Personality Inventory (MMPI)
is a personality questionnaire (consisting of 566 statements
regquiring a true or false response) which has been
repeatedly shown to predict final clinical diagnosis in
approximately 60 percent of new psychiatric admissions.

Validity and reliability have been consistently demonstrated

35
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to be the best available for this type of evaluation
instrument (Dahlstrom & Welsh, 1980).

The original normative data were derived from a sample
of about 700 “normal” individuals who visited the University
of Minnesota hospitals and may be considered a
representative cross section of the Minnesota population.
The sampling was fairly adequate for ages 18 to 55 for both
sexes. Additionally, data were available on 250 precollege
and college students, a group which represented a reasonably
good cross section of college entrance applicants.

The MMFI has cross-validated scales which were
constructed to provide a means to measure persoconality
characteristics that affect personal and social adjustment.
The original MMPI consisted of nine clinical scales which
were named for the abnormal conditions on which theory
construction was based. Shortly after MMPI publication, the
Social Introversion (8i) scale was added for a total of 10
clinical scales and three validity scales.

The 10 clinical scales are: Scale 1 ~ Hypochondriasis
{(Hs), Scale 2 - Depression (D), Scale 3 - Hysteria (Hy},
Scale 4 - Psychopathic Deviate (Pd), Scale b -
Masculinity/Femininity (Mf), Scale 6 - Paranoia (Pa), Scale
7 - Psychasthenia (Pt), S8cale 8 - Schizophrenia (5Sc¢), bScale
9 - Hypomania (Ma), Scale 0 - Social Introversion (5i}.

The three validity scales are: "L" scale - measures the

tendency to give socially desirable responses; "F" scale -
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identifies those intentionally faking pathology; and "K"
scale -a correction factor used to improve discrimination
between normals and abnormals on scales Hs, Pd, Pt, Sc, and
Ma (see Appendix A for a brief explanation of MMPI scales;
Butcher, 1871).
Procedure

The steps in the process of selection of police officers
on which this study i= based are described as follows. If an
applicant met minimum qualifications, the first step in
processing consisted of a written reading and writing test,
which if passed, was followed by a physical agility test,
and a polygraph and background check. Then, the applicant
was administered a battery of tests including -the MMPI,
California Psychological Inventory, Sixteen Personality
Factors, Rotter Incomplete Sentences Blank and Otis Lennon
Test of Mental Abilities. Next the staff psycholegist
conducted an oral psychological interview of all applicants
and prepared a final recommendation. Any applicants whose
responses were Jjudged to be psychotic or pre-psychotic were
not recommended for hire. Seriously neurotic patterns of
response were also considered grounds to be not recommended.
Next, all applicants went to an oral interview board which
consisted of a panel of police officers, who made the
decision to hire or to reject an applicant on the basis of
all available information.

The MMPI scores for the 10 clinical and three validity

scales were collected for the first sample of 212 successful
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police officer applicants. A successful police officer
applicant was defined as an individual who was hired as a
police officer and entered the training academy. The MMPI
T-scores of these officers were compared to the T-scores of
the population norms used in the original standardization of
the MMPI as presented by Dahlstrom and Welsh (1960). The
profiies of 191 successful officer who were hired and are
5till on he police force were compared to the profiles of 20
officers who were hired but terminated, either voluntarily
or involuntarily at some point after completion of the
police academy.

Training academy files, including personnel files of
individual officers, were searched to obtain data on the
performance criteria of academy scores, supervisory ratings,
commendations and reprimands. Final academy score averages
were obtained on all recruits who completed the police
academy. A mean supervisory rating was obtained for all
officers who héd been on the force for at least one ysar.
The form used to evaluate performance is included as
Appendix B. The average number of commendations and
reprimands was calculated by dividing the total number
obtained in each category by the total number of years of
service. Performance criteria data and MMPI T-scores were
used to evaluate the MMPI as a predictor of police officer

performance.



CHAPTER III
RESULTS

To test the first hypothesis that the mean profile for
successful police officer applicants is significantly
different from the normal MMPI profile, the MMPI I-score
data for 212 successful police applicants were examined and
means and standard deviations were obtained. A two-tailed
z-test was conducted to compare the mean scale scores of
police applicant profiles to the standard T-scores from the
MMPI normative population. Table 1 summarizes the means,
standard deviations and obtained z-scores. In support of
the first hypothesis, the results showed that all of the
MMPI scale scores for successful police applicants except
the clinical scales Hs and D were significantly different
from the population norms,.

Two of the mean police scale scores were significantly
lower tharn the norm, one validity scale (F) and one clinical
scale (8i). The other two validity scales, L and K, and
seven clinical scales, Hy, Pd, Mf, Pa, Pt, 8c, and Ma were
significantly higher than the norm.

All scales were within one standard deviation of.the
population mean, with the exception of the K-scale, which has
the highest mean validity scale. The highest clinical scale

was Scale 4 (Pd), followed by Scale 3 (Hy) and Scale 9 (Ma).
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Scores on scales 3 and 9 fell within .5 of a I-score point of each
other. A profile like the one obtained in this study with a
high three point code on scales 4, 3, and 8, occurs

frequently in MMPI profiles of police officer applicants.

Table 1

Means and Standard Deviations of the MMPI and Obtained Z-

Values for Successful Police Applicants

Scale Mean Standard Deviation | Z-Value
L 65.21 7.499 7. 55%%
F 48.57 3.73 ~2.07%
K 63.78 7.68 19.97%%
HS 50.46 5.28 .87

D 50.86 6.58 1.25
HY 56.21 5.96 9.00%%
PD 58.81 7.668 12, 77%x*
MF 54.38 8.05 6. 35%x
PA 52.44 B.64 3.54x%x
FT 52.64 5.64 3.83%x%
SC 53.82 6.75 5.68%x%
MA 55.88 8.02 8.52%%
51 45,79 6.45 -6. 10%x
*p < .05

xkp .01,
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To test the second hypothesis that the mean profile of
officers still on the force differs from the profile of
officers no longer with the force, the average profile of
191 officers who were still on the police force was compared
to the average profile of 20 officers who had terminated.
When a two-tailed t-test was run on the data, significant
differences were found on the Hs scale (t = 2.03, p < .05}
and the Hy scale (£t = 2.33, p < .05). The means, standard
deviations and t-values for the 13 scales are shown in Table 2.

The results indicate that the Hs scale, which measures
an abnormal concern over bodily health, and the Hy scale
which, among normals, suggests enthusiasm and sociability
with an element of immaturity and egocentrism, significantly
discriminated between officers ﬁho were still on the force
and those who had been terminated. The terminated officers
scored significantly lower on both scales than those still
on the force, but both groups were well within the “"normal
range’ of one standard deviation from the mean.

When Pearson product moment correlation coefficients
were computed for each MMPI scale with the termination cri-
terion only the Hs séale was significant (xr = -.1378, p < .05).

A discriminant function analysis was performed on the
test data for those who were still on the force and those
who had terminated. The prediction equation included three
MMPI variables (Hs, Pa, F) which resulted in correct

classification of officers 63.51 percent of the time.
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Table 2

Means and Standard Deviatiops of the MMPI and T-Values for

Officers S5till on the Force and Terminated Qfficers

5till on the Force® Ig;migggggb
Mean Mean

BSeale T-Score sh T-Score 8D t-value
L 55.29 8.14 h3.65 6.37 1.07
F 48. 46 3.80 49.85 2.98 1.66
K 63.96 7.63 61.90 8.46 1.05
Hs ho.74 5.28 48.25 .22 2.03%
D 50.96 6.56 49.35 6.88 1.00
Hy 56.48 6.02 63.75 5.08 2.23%
Pd 58. 85 7.71 58. 30 6.87 .34
ME 54.35 8.00 54.80 g8.91 .27
Pa 52.69 8.57 49.90 7.08 1.869
Pt h2.78 5.85 51.30 6.5H3 .97
Sc 54.04 6.64 5Z.860 7.8%2 .79
Ma 55.82 8.18 56.35 6.63 -, 33
81 45.66 6.60 47.20 4_84 -1.30
an = 191.
by = 20.



Out of 211 observations,

classified.

Of the misclassifications,
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134 officers were correctly

eight were false

positives (predicted to still be on the force but had

terminated),

terminate and were still on the force).

shown in Table 3.

Table 3

Clagsification Results for Termination Criterion

and 89 were false negatives (predicted to

The results are

Predicted Group Membership

8Still on
Actual Group No. of Cases Force Terminated
5till on the
Force 191 122 689
83.9% 36.1%
Terminated 20 8 12
40.0% 60. 0%
Percent of "grouped" cases correctly classified: 63.51%

To test the third hypothesis that the MMPI scales

significantly correlate with job performance measures of:

a) academy scores,

and d) reprimands,

b) supervisory ratings,

c) commendations,

Pearson production moment correlations

between the MMPI scale scores and the four performance

criteria were computed and are presented in Table 4.

scales (L, ¥, Ma,

with academy score,

Four

51i) were found to be negatively correlated

while the Pa scale was positively



correlated with that criterion.
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Means and standard devia-

tions for the performance measures are shown in Table 5.

Table 4

Pearson Correlation Coefficients for Criterion Measures
Academy® Supervisoryb

beale Score Ratings Commendations® Reprimandsd

L ~.1817% . 0694 -. 0271 -. 1608

F - 187 3%k -.0877 ~.0160 -.0290

K .1354 . 2065% -.1044 ~.0423

Hs -.0924 .1232 -. 0600 ~.0403

D -.0980 L0769 L0371 -.1140

Hy L1191 .2192% .0133 -.1290

Pd L0001 L1231 -, 2092% .1029

Mf .0088 -.0107 L0779 ~.0334

Pa .1942%% .0515 Q74T -. 10565

Pt .0258 L1151 ~.2038% ~. 0769

Sc ~.03386 L1411 -. 0811 -.0193

Ma -.1986%x% .0373 .1305 .0179

Si L1613 -.0943 -.1502 -. 0072

¥p < .05, x%xp < .0l.

AN = 206.

bN = 109.

N = 99.

dy = 101.
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Table b5

Means and Standard Deviations for Criterion Variables

Variable N Mean 8D

Academy Score 208 86.19 4.23
Supervisory Ratings 108 3.16 0.256
Commendations 99 ] 1.44 1.06
Reprimands 101 0.03 0.12

A least squares regression equation, which consisted of
four scales (Ma, Si, L, Pa) was derived using stepwise
multiple regression analysis to determine how the scales fit
together to predict academy score. The prediction equation
for academy score is as follows: Academy Score = 99.68 -

.15 (MA) - .13 (Si) - .08 (L) + .10 (PA). For this sample,
a multiple B of .3787 was obtained, which explained 14
percent of the variance encountered in academy scores. The
results of the analysis are summarized in Table 6.

Significant Pearson product moment correlations were
obtained for the Hy scale (r = .2192, p < .05) and K scale
(r = .2085, p < .05) with supervisory ratings (see Table 4).
When multiple regression analysis was conductad, only one
scale (Hy) entered the prediction equation of supervisory
ratings. A multiple R of .2192, which explained only five
percent of the variance, was obtained. The results are

presented in Table 7.
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Table B
Summary Table for Academy Score

MA SI L PA
Multiple R . 1996 . 3012 3476 37886
R~squared ,0398 .0907 .1208 .1434
F(Egn) 8.464 10.129 9.253 8.410
Sig F 004 . .000 000 . 000
B -.1482 -.1280 ~.0842 .098%
Beta -.2827 ~.1925 -.1593 1852
Cor -.1996 -.1613 -.1617 1942
Part Cor -. 2706 ~.1804 -.1575 .1502
Partial -.2806 -.1913 -.1677 .1602

Constant 99.6838

Table 7

Summary Table for Supervisory Ratings

Beale Multiple R B~8quared F(FEgn) Sig F B

Hy .2192 .0480 5.450 .021 .00893

Constant Z2.6440

As an additional analysis of these data, the sample for
which superviscry ratings were available was collapsed into
two groups--above average and below average (M = 3.16,; 8D =

(.25). When a discriminant function analysis was applied to
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the data, the predictive function weighted five MMPIL
variables (K, Ma, Mf, L, Hy) which resulted in 64.22 percent
accuracy of prediction of above or below average supervisory

ratings. The results are summarized in Table 8.

Table 8

Classification Results for Supervisory Ratings

Predicted Group Membership

Actual No. of Above Below
Group Cases Average Average
Above Average 41 29 12
Supervisory

Ratings T0.7% 29.3%
Below Average 68 27 . 41
Suparvisory

Ratings 39.7% 60.3%
Percent of "grouped' cases correctly classified: 64.22%

The commendation criterion had a significant Pearson
product moment correlation of -.2092 (p < .05) with the Id
scale and -.2038 (p = .05) for the Pt scale (see Table 4).
The multiple regression analysis revealed that only the Pd
scale entered the prediction equation for commendations with
a mualtiple R of .2092 which accounted for four percent of
the variance. The results are reported in Table 9.

Further analysis was conducted by collapsing the sample

of 99 cases into two groups--above average and below average

number of commendations (M = 1.44, 8D = 1.05). A
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Table 82

Summary Table for Commendations

Bcale Multiple E R-Squared F(Egn) sig F B
Fd .2092 .0438 4.1863 .044 -.0274

Constant 3.0677

diseriminant analysis was performed and an equation was
derived which contained variables K, Hy, Pd, Mf, and Ma.
Use of the prediction equation to discriminate between
officers who would fall into either an above average or
below average group correctly classified individuals 72.73

percent of the time. Table 10 summarizes the results.

Table 10

Classification Results for Commendations

Predicted Group Membership

Actual No. of Above Below
zroup Cases Average Average
Above Average 59 42 17
Number of

Commendations 71.2% 28 8%
Below Average 40 10 30
Number of

Commendations 25.0% 75.0%

Percent of "grouped' cases correctly classified: T2.73%
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No significant Pearson product moment correlations were
obtained between the MMPI scales and the reprimand criterion
{(see Table 4). The sample of 101 was collapsed into an above
average and a below average group (M = .03, 8D = .12) based
on the number of reprimands received by each officer. When
diseriminant function analysis was applied to the data the
predictive function welghted six MMPI variables (L, D, Hy,
Pd, ?t, S¢) resulting in 78.22 percent accuracy in
prediction of whether an officer will be given an above or
below average number of written reprimands. The results are

shown in Table 11.

Table 11

Classification Results for Reprimands

Predicted Group Membership

Actual No. of Above Below
Group Cases Average Average
Above Average 93 74 19
Number of

Reprimands 96.6% 20.4%
Below Average 8 K| 5
Number of

Reprimands 37.56% 82.50%

Percent of "grouped" cases correctly classified: 78.22%
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CHAPTER IV
DISCUSSION

The first hypothesis was supported by the results which
showed significant differences between successful police
applicants and the MMFI norm group on all scales except Hs
and D. Other studies present similar findings of the police
applicant profile as deviant from normal patterns
{Matarazzo et al, 1864; Mills et al., 1964; Rankin, 1957;
Rhead et al., 1968). Although significant differences exist
between the means obtained for the officers’ average profile
and the MMPI normative group, the differences are not of the
magnitude to prevent use of the MMPI as a screening
instrument. The average police profile obtained in this
study falls within the clinically normal range. No scale
even approaches the T-score of 70, which is the level of
clinical psychiatric significance. Also, the standard
&eviations of the police sample are consistently smaller
than those of the normative sample, which shows that the
police officers’ scores were grouped more tightly about the
mean than those of the norm group.

The average police profile produced MMPL patterns with
high point code clinical scales of 4 (Pd), 3 (Hy), and 39
(Ma), and 0 (Si) as the low point, but all scales are within

one standard deviation of the norm with the exception of the
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K validity scale (T-score = 63.78). Personality profiles that
are deviant in consistent directions (high K, high Hy, high
Pd, high Pa, and low Si) were reported in studies by
Matarazzo et al. (1964), Rankin (1968), and Hooke and Krauss
(18971). The consistency of this finding in the present
study with the study’s cited above provides weak support for the
predisposition model that law enforcement attracts people
with certain personality traits that differ from those of
the normal population.

The 4-3-9 profile with the low Si scale suggests a
mildly psychopathic adjustment, particularly with the 4-9
elevation. Individual officers with this profile type tend
to be outgoing, energetic and talkative. They are typically
ambitious with respect to fulfilling their own needs, but
they do not have great concern for the needs or feelings of
others. Thus, these officers tend to be superficial and
often manipulative in relationships. Their predominant
action orientation, rather than thought orientation,
occasionally leads to impulsive behavior.

The 4-3-9 profile is typically seen in groups such as
applicants in an employment setting, who are trying to make
a good impression. In part, the low mean score on Scale O
(8i) could be attributed to the applicant responding in a
way that would indicate an enjoyment of contact with the

public, since the police officer job has this element in it.
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The elevation of the K-scale, which is designed to
identify examinees who deny psychopathology and try to
present themselves in a favorable light should be discussed.
Individuals with a high K-scale score are assumed to be
trying to give the appearance of adequacy and control, when
they really have a guarded and defensive approach to taking
the MMPI. Although the results suggest that the police
applicants had defensive test taking attitudes, in the
selection situation the group could have utilized a "fake
desirable" response set in order to gain employment which
makes interpretation of the MMPI in this setting highly
suspect. For this reason, caution should be used when
interpreting the Hs, Pd, Pt, ¢, and Ma scales which have a
K-correction factor applied.

Regarding the second hypothesis that the profiles of
terminated officers would differ from those who were still
on the force, the results indicated that only the Hs and Hy
scales significantly discriminated between the two groups.
More significant profile differences might have been
obtained if those who voluntarily terminated could have been
studied separately from those who were fired or forced to
resign. This was not possible due to the small number of
subjects.

Caution must be used when interpreting the percentage
of cases correctly classified by the discriminant function

analysis. By definition the model f£fits the sample from which
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it is derived better than it will fit another sample from
the same population, which results in an inflated estimate
of the true population. Also, when the number of subjects
in one group is much smaller than the other group, such as
for the terminated group as opposed to those still on the
force, a highly correct classification rate can occur even
when most of the minority group cases are incorrectly
classitfied. In other words, if every recruit were predicted
to remain on the force a 90 percent correct classification
rate would still be obtained, but all of the terminated
would be misclassified.

The most significant result of the stepwise
discriminant function analysis is that the Hy scale was a
predictor in the equations for the criteria of supervisory
ratings, commendations, and reprimands. The inclusion of
this scale is not surprising, since effective police officers
would be expected to be sociable and enthusiastic and
somewhat egocentric.

Several significant correlatibns were obtained between
the MMPI scales and performance criteria, which lends support
to the third hypothesis. However, the value of the results
is limited because none of the scales were significantly
correlated with more than one predictor. The results led to
the development of a least squares egquation that may be
stable enough to predict future performance in terms of

academy performance only. The stepwise multiple regression
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procedure identified the contribution of the L, Pa, Ma, and
83 scales to prediction of performance and controlled for
the contribution of the remaining scales. The scales that
are selected by using this method are those that contribute
most significantly to the eguation.

The combination of clinical scales in this equation
suggests that a recruit who has a normal level of energy and
enthusiasm and is outgoing and gregarious, but has a certain
element of cynicism and suspiciocusness, will perform better
in the police academy. The L scale measures a tendency to‘
give socially desirable responses on the MMPI. Perhaps this
carries over to academy performance.

If the MMPI is to be used most effectively in the
selection process of police officers, a connection must be
formed between job performance and the MMPI scales using
predictive validity studies. The majority of the studies
which find that the MMPI scales predict officer performance
are concurrent validity studies.

There are many reasons that the relationship of MMPI
scales to job performance has not been clearly established.
For example many officers who did not pass all requirements
would not have been hired, which leads to a restriction in
range when studying Jjob performance. The range of data was
further restricted by an absence of criterion information
for officers who had not bean on the force for at least one

year.
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Lack of finer discrimination of the MMPL with respect
to the performance variables could be attributed in part to
the defensive test taking attitude of the applicants. In
addition, the performance measures used in this study,
especially the overall supervisory ratings, could be
considered subjective and suspect regarding their
reliability and wvalidity. Central tendency rating error
seemed to occur in the supervisory ratings probably because
an explanation is required for any rating othér than
standard (see Appendix B).

Poor correlations obtained between the MMPI scales and
all criteria except academy score could be due to low
variances for the supervisory ratings, commendations, and
reprimands criterion measures. Another possible explanation
for the poor correlations could be that the proper job
performance criteria are not being measured to establish a
strong, consistent relationship between the personality
variables and job performance measures.

Many studies have shown that MMPI scores are not useful
in trying to select a candidate who possesses certain
characteristics for the police officer job, because the
scoras do not relate to Jjob performance criteria {(Nowicki,
1966; Hooke & Krauss, 1971; Gottesman, 1869). These
findings are not surprising since the MMPI was designed as a
clinical instrument to detect psychopathology, not as a

selection instrument to predict job performance.
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The police officer applicant profiles are fairly
representativé of the general population in terms of MMPI
scores. Bven though significant differences were found on
all but two scales, the differences were not large enough to
guestion use of the MMPI to screen out police applicants
with severe pathology. Studies have shown that a high
percentage of police applicants who were psychologically
unfit, passed the standard screening process and would not
have been detected as unfit candidates if psychological
tests had not been administered. Use of the MMPI to screen
out applicants with pathology is necessary due to the
critical nature of the police officer job which requires a
psychologically fit individual. The MMPI has validity for
identifying severe pathology, even under conditions of
defensiveness noted in the sselection environment.

Although several significant correlations were
obtained between the MMPI scales and the performance criteria
in this research, further study and cross-validation of the
relationship between the MMPI and performance criteria is
needed before the MMPI is used to select candidates who
possess certain characteristics that are believed to be
present in an effective police officer. Baehr, Furcon, and
Froemel (19688) stress the importance of cross-validation
because this method greatly increases the likelihood of
developing a useful selection program. Although an MMPI

profile pattern seems to exist in several police studies,
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the scales found to bhe significant predictors of various
performance fgctors are not consistent.

In summary, the results of this study and data from
earlier research raise concerns about the validity of
interpretations of personality patterns of police
applicants which are based on test norms developed on one
sample and are used to select a vocational group from
another population. Interpretations used to "screen in'
applicants should not be made unless norms are developed
which have predictive validity for job performance. For}thg
present, the evidence shows more support of using the MMFI
to screen out police applicants with severe pathology, a@
opposed to selecting officers who possess certain person?lity
traits. Future research should focus on identifying
personality characteristics which are positively associated

with effective Jjob performance of police officers.
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Scalse

? Cannot Gay

L Lie Scale

F Fake Bad Scale
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Characteristics

A wvalidity score that, if high, may
indicate evasiveness

A validity scale that measures the
tendency to present oneself in an ovarly
favorable or highly virtuous light

A validity scale composed of highly
infrequent items. A high score suggests
carelessness, confusion, or claiming an
inordinate amount of symptoms or "faking
illness."” Random responding also will
result in an elevated F score.

K Subtle A validity scale that measures
Defensiveness defensiveness of a subtle nature
l{Hs) Hypochondriasis High scorers are described as

2{D) Depression

3(Hy) Hysteria

4(Pd) Psychopathic
Deviate

B(Mf) Masculinity-
Femininity

6(Pa) Paranoia

cynical, defeatist, preoccupied
with self, complaining, hostile,
and presenting numerous physical
problems

High scorers are described as moody,
shy, despondent, pessimistic, and
distressed. This scale is one of the
most frequently elevated in clinical
patients.

High scorers tend to be repressed,
dependent, naive, outgoing, and tco have
multiple physical complaints.
Expression of psychological conflict
through vague and unbased physical
complaints.

High scorers often are rebellious,
impulsive, hedonistic, and antisocial.
They often have difficulty in marital or
family relationships and trouble with
the law or authority in general.

High scoring males are described as
sensitive, aesthetic, passive, or
feminine. High scoring females are
described as aggressive, rebellious, and
unrealistic.

Elevations on this scale are oftan
associated with being suspicious, aloof,




7iFPt) Psychasthenia

8(8c) Schizophrenia

9(Ma) Mania

3{81i) Social
Introversion-

bSource:

Butcher,
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shrewd, guarded, worrisome, and overly
sensitive. High scorers may project or
externalize blame.

Bigh scorers are tense., anxious,
ruminative, preoccupied, obsessional,
rhobic, rigid. They frequently are
self-condemning and feel inferior and
inadequate.

High scorers are often withdrawn, shy,
unusutal, or strange and have peculiar
thoughts or ideas. They may have poor
reality contact and in severe cases
bizarre sensory experiences--delusions
and hallucinations.

High scorers are called scociable,
outgoing., impulsive, overly energetic,
optimistic, and in some cases amoral,
flightly, confused, disoriented.

High scorers tend to be modest, shy,
withdrawn, self-effacing, inhibited.
Low scorers are outgoing, spontaneous,
social, confident.

1971.
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gaviL SERVICE COMMHISSION

_ Efficiency Rating Form For Police Department
UNIFORMED POLICE OFFICERS

NAME 1.0 PERIOD ENDING
CLASSIFICATION RATING

RATINGS: ‘ ANY RATING OTHER THAN STANDARD
ES — Exc‘EED‘s STANDARD MUST BE JUSTLIFIED IN THE SPACE

PROVIDED FOR  DOCUMENTATION.

§ — STANDARD PLACE THE APPROPRIATE RATING

BS -~ BELOW STANDARD IN THE BOX PROVIDED FOR EACH
U~ UNSATISEACTORY CATEGORY FACTOR.
WORK HABITS! DOCUMENTATION / TRAINING
ATTENDANGE AND PUNCTUALITY - "
401 SLCX DAYS WARTTUALLY TAKYE 1M COKIJUNCTION VITX Bats ofF? '——I

beds DFYICEA FEEGUINTLY REPOEL LaTE FOR DUTYY 15 OFTICER'S
ATTENRMNEE OF PNCTUALITY WAVLEG AN ABVIRSL IFFICY oM 1ot
OTTIZLE'S WORK WIT?

IHITIATIVE AND PRODUCTIVITY I

pott GFEICER PLAYORN WETHOUT HLING REPLATEDLY TOLD TO oo 50°
15 SFTICER Y00 PASSIVE O YOO AGEAESILVLY Y& TNE PRODUCTIVIw
7Y of THL wORK WEIT SHARED PEDFOATICONATILY ¥7 TRL pPrLCIet

TARE ARD USE OF EQUIPMENT = I
pos GYFLCER TAEE PROTCN CAKE OF BOUIACINT SUCH 4% FEELwLNI,

JLIVER 1TEMS. OFFICE MACKLNEG. VENITLES. TYC.? Dodi grmicri
LSL CORNECT AMD SAFE WETHCOS WEK WTILIEING BQUITWINT®

HAMDLING OF PRISONEAS—~ I

15 WINLCTSSSRY FOREE FATGUEWYLY VTR D03 OFFLCLE FREQUET- )
Ly KLCUIVL BUSTAINED ABUST COMPLALWTS' AAE SATETY PRECAU-
TioRs TaELN?

JUDGMENTY

DoLS DFFIGEE WakE DEC1S10WS GORVINSURATE wWITH IRPCRIENCTY 1
Tl OFFICCR ARLE 7O LOCICALLY axd AMALYTICALLY ELACH &
CoMCiLusion' DELE OFTICEE RAVE & YENDENCY To UNMDER O OVIN
Halr?

& APPEARANGE

15 OfFISEN & ool ATPRISERYATIVE OF T DEXANTWIRT? s
OfFICIN PRACTICE €000 PINIOMAL NYCLEME® DOES OFFISER  Yaxl
FRITE 1% aPPLANANCL®

! COMPATIBILITY

BOES OFTICEA  WAVT  DIFFICULYY worRINE Wifw eTuEns*t ok S
PENSORALITY AWTAGOWIZE PLOPLE' DaEy OFFICER FRACTIGE GOID
ComBITY AELATIONS® DOLS OFFICLE CODFLRATE ANE INTERATT
NItH GYHIZ DIVIIIMS/IMITS?

LEADERSHIP TRAITS:

.

-

-

3 PERFORMANCE WITH MINIMUM INSTAUCTIONS __!
!

-

DOCUMENTATION/ TRAINING

pors OFFICEY OPRWATE EPFLCTIVELY Wit BR1ET ERSTRIUCTIONS Adb
DAFLAMATIONS® DOLS  OTFLCIE  RAVY BLIFICULTY IMDEISTANDINC
JNSTALTS: GME™ DOt SFTICEH WAvL TG 98 LED 8Y THT manb*

g PERFORMANCE IN NEW BITUATIONS

Can OFFICLR PIATDER (WOER LNANGLD CERSUNSTARETS &30 "oy
KNVITOMRENTEY 15 QFFICER ABLE 10 apart aiD L -LE it ] viTaoyt
SUPLAVISORY LNTENVRTICNY

O PERFOAMANCE UNDER STRESS

DOES OFFLSIN THINE LECILALLY Kb CLEARLY UWbER STRISS OF 1%
ERLRGESCY  SITUATIONS? COES oPTICTN BEISONL INSATIONAL 1%
STRLSSTUL STTUATIONET 1§ IT Py WECTSEART YO BEITRAES
PFTICER 'S ACTTONS IN STIRTITUL SITUATLEME?




COMMURNICATION SKILLS:

DOCUMENTATION / TRAIMING

1 ACCURACY =
15 ¥ORR COMSISTINTLY ACCTefadlE OF I3 1T PRESUERTLY 3LJECTLD
£Or tMaCE RAZIRAY ARD TSTIRATICNE USLD WEM THL LRSCT aTs
1% availibit®

? MEATHESS~

WRAT DRES Fluigsrn wour SEODUCT LOOW LiTr* 1§ 17 JM0itativi
CF S.CPPIREST GF TaAELESAWESS® DS JT OFTES MECDSS4RY Yo
ELILDT LT MECA0SE OF [LAICIBILITY

I THORQUGNES S~
5 SU24ITTES WORK COWPLITI' MAS IT BIIK WONKLD YNADULH TO &
LEGITAL COMCLUSIOR WITH ML AYEWULE COVEMED' 14 EVIDIMCE
PAESERVID NS THOFOUCHLY BEECRIMEDY

ORAL EXPREZRION-

Y§  oFFICIY ARLT  TO  CONDUET INTILLIGENT  COMVERSATIONG
UTILLIING COOD SAAMNANT 16 CFFISEN ABKASIVE WNLX RAEERG
CITIZEN GOWTatYs” T ’ -

5 WRITTEN EXPRESSION~-

tax DFFLCIN EFPECTINELY PUT TROUGUTS DOWM I PaMb in &
LOCICAL  AND  BTOULNTIAL MAMNLRY SOL§ OFFLCER UMD CORD
Coammak, PISCTUATION, ANO SENTIZCE BTBUCTVRL?Y

JOB KNOWLEDGE:

DOCUMENTATION/ TRAINING

-

INVESTIGATIVE ABILITY

a2l CaSTH PRDMATURLLY SLAPENDED WX TUeTHER INVESTICATICN |

15 NECLSSARY® ARE GUSPLENYATS CONPLETED 1% & TIZILY mawwis®
D¢ INTERVIEWING/IFTIRROGATIAG TECMNIQUES PRGOUCE THE DLSIALD
RESULTS?

~

POLICIES AND PROCEDURES

ARL POLICITS ANT PRODECUNES ADNILLD TD OB DORS OFFilZt RavY §

4 TEADEMCY TO DUSRECAAD TREW® 15 DFFICLE FaRILIak WMITK
COMTENT OF CIWfLst, DEDCRS MAWDEOUN AND COTE OF COMOUCT? DOKS
OFFICEE UPCATL THENW!

LAWS AND OADINANCER

14 OFFICED DNDWLEDCLANLE OF WWE Laul AND OEDGMANCES TOR
WRITH  THL DIPANTHENT T8 RESPONSIRLE PO EKTORCINGT pOL3
OFFICER PHEOUEWTLY MaL 4RREZSTS FOR INAPPEUPLIATL PRhal COBY
[y 7% (45

OO0 dyyLtL

Chuatf ol Polics

Beaputy Chlel of Folice

Bitecior of Civil Gervicd

181 Qupervicol

Znd Supervised

ERairperson, Civil Barvice Commission

001-3510Q-005
{5/29/81)
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