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The study examined the validity of using the California

Psychological Inventory (CPI) as a tool for police

selection. The mean CPI profile of 211 police applicants

was first compared to that of the CPI norms. Five

performance criterion measures--retention on the job,

academy grades, supervisory ratings, commendations, and

reprimands of police officers--were studied to investigate

their relationships with the CPI scales. The results

indicated that there were significant mean differences on

all the CPI scales between police applicants and CPI norms.

The scale of Flexibility significantly differentiated the

criterion groups of retention on the job. The CPI was

useful in predicting academy performance; however, it did

not correlate well with job performance as measured by

supervisory ratings, commendations, and reprimands.
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VALIDITY OF THE CALIFORNIA PSYCHOLOGICAL INVENTORY

FOR POLICE SELECTION

Law enforcement is a complex, demanding and stressful

occupation in our society (Balch, 1972). An officer is

expected to be all things to all people (Elam, 1983). His

or her duties may range from giving directions, information,

and calming a lost child, to investigating a major crime or

arresting a felon with the use of deadly force. An officer

is expected to make a flawless decision in a split second

which may mean life or death to himself, a citizen, or

fellow officer.

Police officers are constantly under pressure because

not only is there frequent change and growth of the police

function, but little guidance in their law enforcement

duties. They must experience discretionary judgment in all

situations, and their emergency decisions are often subject

to lengthy court debate.

Deployed in distinctive uniforms and police vehicles,

police officers are visible symbols of safety and

protection. Police are the only people society allows to

use force at their discretion to maintain law and social

order (Shev and Hewes, 1977). If the officer is emotionally

unstable or mentally ill, tremendous tragedies can result.

The citizen hopes that the officer has been carefully
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screened, selected, and trained to use his authority and

power properly. It is not surprising then that the

screening and selection of law enforcement officers is

becoming increasingly critical (McCreedy, 1974), and is one

of the thorniest, most expensive, and most time-consuming

tasks facing law enforcement administrators (Colarelli and

Siegel, 1964). It is reported that next to education, the

largest item in the budget of the average American city is

that of the police department (Holmes, 1951).

Skolnick (1968) has commented that in view of the

importance of the law enforcement function in our society,

it seems strange that police agencies have focused on

improving efficiency of police performance through advanced

technology and training but have neglected the human

dimension of police work. It has been said that

approximately 35% of all police officers are unsuited for

the job (Shev and Hewes, 1977).

It seems hardly arguable that the selection of the

right person to be a police officer is critical. Behavioral

scientists often claim that personality factors are

important determinants of a police officer's success or

failure.

However, it is not always clear what kind of person a

law enforcement officer should be. The purpose of the

present study was to clarify those personal characteristics

that promote effective performance in a police officer.
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Weston and Fraley (1980) commented that despite the millions

of dollars that have already been expended on delineating

the role of the police officer, police personnel

administrators have no specific quantifiable data on the

"ideal job applicants," or the "ideal police officer."

A question has been raised in the literature regarding

the existence of a police personality. Reiser (1970) stated

that "there are as many personality types and individual

differences among a large population of policeman as

engineers, teachers, lawyers, or psychologists"(p. 34) and

espoused the view that there is no such thing as a police

personality. Randano (1968) and Murphy (1965) simply

asserted that a policeman is like any other man.

Kinnane (1979) even stated that police are ordinary men

in extraordinary circumstances. There is nothing terribly

unusual about police officers as a group that would

distinguish them from "the public" as a group. The main

reason a discussion of the police personality is important

is that many people hold rather stereotypical and negative

ideas about the police.

Eilbert (1966) found no difference between good and bad

police officers with regard to personality. Nowicki (1966)

concluded that the average police officer does not differ

from the average office worker. Tiemann (1973) failed to

identify highway patrolmen's personal characteristics and
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concluded that police cannot be distinguished from the

general population by measurable characteristics.

Kates (1970) reported New York City police to be no

more maladjusted than routine officer clerks and biologists.

This, combined with Tiemann"s (1973) failure in identifying

patrolmen's characteristics, led some behavioral scientists

to support the notion that police cannot be distinguished

from others on the basis of personality characteristics.

In contrast, Levine (1979) described police officers

as being an intellectually, physically, and emotionally elite

group, who are screened more rigorously than practically

any other major occupational group. Bianchi's study (1973)

indicated that police officers have a higher degree of

defensiveness, lower capacity for self criticism, and

greater concern for creating a favorable impression than

the general population. Eisenberg and Reinke (1973), in

researching the use of written examinations in police

selection, commented that a police officer's job

demonstrably required greater than average skill in dealing

with people. Matarazzo, Allen, Saslow, and Wein (1964),

Reiser (1970), Hogan (1971), Smelson (1975), Levine (1979)

and Holsman (1976) all identified high intelligence and

superior emotional adjustment as common characteristics of

the police officers they studied.

Different, even controversial notions about the origin

of police personality are found in the literature. One
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approach that is advocated as an explanation of the origin

of police personality is the socializational model, which

states that police personality is a product of police role

and organizational socialization.

According to Colarelli (1972), the characteristics that

constitute a good policeman are in part determined by the

social system and the organizational system within which he

operates. Daley (1978) pointed out that the personality

characteristics necessary to survive in law enforcement vary

from region to region, community to community, and vary over

time as communities change. According to Lefkowitz (1977),

the origins of model police personality attributes have not

been specified adequately although they are usually ascribed

to organizational socialization.

Skolnick (1972) commented that the working personality

of police officers may be attributed to the combination of

danger, authority, and efficiency of their milieu. Levy

(1961) speculated that attempts to identify a successful,

ideal model may have failed because of heterogeneity of

characteristics required between agencies. Niederhoffer

(1967) commented that the police personality is fostered

almost entirely by the police system, and stated that

"the police officer swings his club in response to the

thrust of organizational and occupational imperatives"

(p.93).
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In contrast to the socializational model, the

predisposition model contends that law enforcement attracts

those who already possess certain personality traits and

that these are accepted and rewarded in the occupation of

police officer. Lefkowitz (1975) reported that the

preponderance of available evidence suggested the existence

of model police personality and stated that the nature of

police work possibly attracts those who share certain

personality commonalties, regardless of socioeconomic

origin.

Rokeach, Miller and Snyder (1971) concluded that there

is considerable evidence to the effect that "the police

[are] generally homogeneous in their attitudes and beliefs

. . Land] that policemen have attitudes and personality

characteristics that are distinctly different from other

occupational group" (p.156).

Despite the mixed and controversial views of the

existence and the origin of police personality, two

psychological tests, the Minnesota Multiphasic Personality

Inventory (MMPI) and the California Psychological Inventory

(CPI), have been frequently used to screen law enforcement

applicants for psychological fitness. These psychological

data have been primarily used to determine psychopathology,

focusing on weeding out already existing dysfunctional

problems rather than on specifying certain characteristics

that are, in fact, positively related to job descriptions.
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The usual selection event is a "screen out" decision rather

than a "screen in".

More recently, behavioral scientists have begun

focusing research on recognizing the positive dimensions of

personality associated with competent work as a law

enforcement officer. Weston and Fraley (1980) stated that

although it may be true that psychological testing

techniques are difficult to correlate with on-the-job

performance of police officers, there is a definite

potential to identify applicant types and relate them to

predictions of successful and unsuccessful patterns of

police job performance.

In 1968, a University of Chicago research group (Baehr,

Furcon & Froemel) provided the most comprehensive study of

the use of psychological tests for predicting police

performance and indicated the possibility of specifying

quite accurately the psychological make-up of police

officers. By developing four regression equations, each

using from four to six variables of the CPI to predict

supervisory ratings of performance of Chicago police, they

found that successful Chicago police officers tended to

have stable backgrounds, were persons of cooperative

nature, exhibited self-confidence and initiative, and were

undemonstrative people. This result was consistent with

the Matarazzo, Allen, Saslow and Werin study (1964) which

found that average police officer was intelligent, assertive
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dependable, straightforward (uncomplicated) and

conscientious.

Hogan (1971) commented that for the past 30 years

psychologists have been relatively uninterested in studying

the police, and little factual evidence is available

concerning the characteristics of good policemen. He then

examined the positive personality characteristics related

to supervisory ratings of police effectiveness. In that

sample of Maryland state police, three CPI variables

(Well-Being, Achievement via Independence, and Intellectual

Efficiency) were found to be significantly correlated with

criterion ratings. Hogan then used step-wise regression

and developed a regression equation that related four CPI

scales to supervisors' ratings for police performance.

These four scales were Social Presence, Self-Acceptance,

Achievement via Independence, and Intellectual Efficiency.

He concluded that the highly rated policemen differed from

the popular stereotypes and images of police officers as

crude, suspicious, violence-prone authoritarians that had

been reported in sociological surveys.

In an attempt to cover the question of generality,

Hogan and Kurtines (1975) extended their findings based on

Maryland state police to a sample of 229 urban police of

Oakland, California. By using a simple scale by scale

one-way analysis of variance to examine differences between

police and unsuccessful applicants, they found that when



9

compared to the unsuccessful applicants, the police sample

was more assertive (Dominance), had more potential for

social mobility (Capacity for Status), more social pose and

self-confidence (Social Presence), more sense of self-worth

(Self-Acceptance), a greater need for autonomous achievement

(Achievement via Independence), more functional intelligence

(Intellectual Efficiency), more psychological-mindedness,

more masculinity, and greater social acuity (Empathy).

By exploring the psychological variables associated

with effective police performance, Hogan and Kurtines (1975)

then used the 18 CPI scales and an Empathy scale developed

by Hogan as predictors and the grades at the police academy,

class standing at graduation, and the number of disciplinary

actions taken as criterion variables to study 116

experienced police officers of Oakland police department.

The results suggested that the criterion variables were

moderately interrelated and about equally predictable from

linear combinations of the CPI scales. The best predictors

of these performance criteria seemed again to be

self-confidence and ambition (Capacity for Status),

motivation for independent accomplishment (Achievement via

Independence), and practical, functional intelligence

(Intellectual Efficiency). These were similar to the

results of the 1971 study by Hogan.

In addition, Hogan and Kurtines (1975) applied the

regression equation developed to predict the performance of
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the Maryland state police officers to this full sample of

experienced Oakland police and found a significant

correlation of .27 with Oakland police performance criteria.

They concluded that certain general characteristics

associated with police performance are probably independent

of geographical location and departmental structure. It

seemed that there is a stable personological core to the

notion of police effectiveness. Good police shared many

common characteristics regardless of situational

constraints. In contrast with the view of police as brutal,

cynical, and thrill-seeking authoritarians, Hogan and

Kurtines indicated that the average policemen were masculine,

self-confident, and socially competent. The best officers

could be characterized by practical intelligence,

achievement motivation, and interpersonal effectiveness.

By using the step-wise multiple regression method to

correlate the CPI variables with the Oklahoma police

performance, Horstman (1976) found a multiple correlation

coefficient of .61, with 37 percent of the variance in the

police performance evaluation explained by the CPI scales.

The three CPI scales of Well-Being (.41), Capacity for

Status (.29), and Self-Control (.28) were significantly

correlated with the performance evaluation. He therefore

proposed that the CPI could be an effective assessment

instrument for police performance. However, due to the small

sample size and the lack of cross-validation of his study,
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the results can not be taken as significant, and need to be

re-examined.

Based upon the concern of little or no available

research on exactly what predictors and criteria could be

best employed to select campus police officers, Leitner and

Sedlacek (1976) administered a series of personality and

attitude measures, including the CPI, to a sample of 52

campus police officers serving the University of Maryland.

The officers' performance was predicted on nine criterion

measures: tenure, most commendations, most reprimands, most

absenteeism, most promotions, ratings by top supervisors of

the ideal officers, paired comparison peer ratings, and a

self- and immediate-supervisor rating on the same checklist

form. Data were then analyzed using step-wise multiple

regression and zero-order Pearson correlation, and equations

were double cross-validated using a split sample. The

results yielded significant (.05) predictions on all

criteria, but showed that each criterion was associated with

different, and sometimes opposite characteristics.

These findings seemed to imply that if we choose one

criterion (for example, the ideal officer determined by

supervisors), we would tend to select someone much different

from those admired by their peers. Leitner and Sedlacek

therefore commented that we must decide what we call "good

performer" and what type of person we wish to have in a
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police force. Only then can we properly select people on

these criteria.

In 1980, Mills and Bohannon used 49 Maryland State

police officers with one year of police duty as subjects and

the CPI as the predictor to investigate the personality

characteristics associated with supervisors' ratings on

leadership and overall suitability for police work. In

contrast to stereotypes of police officers as super macho,

authoritarian, inflexible, and thrill seeking, their

findings supported past research characterizing police as

bright, assertive, autonomous, self-assured, responsible,

and level-headed individuals. They also found that there

were important differences of personality variables between

1969 and 1979 Maryland State police officer samples. In

1979, highly rated Maryland police could be characterized as

being slightly more tolerant, socialized, conventional, and

considerably more flexible than their peers of 1969.

James, Campbell, and Lovegrove (1984) commented that

traditional selection methods have been concerned with the

elimination of unsatisfactory applicants on biographical,

physical and character criteria. Dimensions of character

associated with successful performance have received less

attention than those associated with inefficiency or

malpractice. They investigated the selection policy of the

Victoria police department's oral interview board in terms

of personality differentiation among the interviewees
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through the administration of the CPI to a sample of 150 men

and 129 women applicants for police service. By applying

two-tailed t-tests on CPI scale scores to examine the

differences between successful and failed applicants at the

selection interview, they found that for the men, Sense of

Well-Being, Socialization, and Self-Control were

significantly higher for successful subjects at the .01

level of significance, and scores on Responsibility,

Tolerance, Good Impression, Achievement via Conformance,

and Social Maturity were higher at the .05 level. However,

there were no significant differences on the CPI scales

between successful and unsuccessful women interviewees.

In addition to t-test analysis, James, Campbell,

and Lovegrove (1984) applied a principle components

analysis to the composite scores for the eight interview

variables separately for men and women. They found that

when interview dimensions were assessed against the CPI,

Responsibility, Socialization, Well-being and Self-Control

scales were positively correlated with the first interview

factor for men, suggesting a selection policy concerned with

social conformity among the men. For the women, there was

no pattern that reflected a systematic selection policy,

since the CPI scales scores did not significantly associate

with the first interview factor for the women. This,

combined with the finding of no significance on the CPI

scales between successful and failed women interviewees,
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led the authors to conclude that the interview board may

attach different but unknown psychological meaning to the

ratings on women.

Paugh (1985) studied the relationship between the CPI

variables and police job performance, and found that the

relationship of police work to personality variables changes

over time. It appeared that the striving qualities of

"Capacity for status" are good predictors of high

performance of police officers with two years of police duty,

while after four and ahalf years on the job, the best

predictors are those that indicated a stable, responsible,

socially skilled individual ("Well-Being," "Responsibility,"

and "Socialization"). These findings indicated that the new

police officers who were most successful were primarily

directing his energies toward fitting into the police

department, achieving membership, and gaining trust of the

other officers, while after four years on the job the best

officers directed their energies toward the police work

itself rather than the police department and its

functioning. Paugh concluded that the job of policing may

make varying demands on police officers. The personality

qualities required for high performance during the initial

phases of a police career were different from the qualities

required later.

During the earlier phases of police work, it appeared

that the main focus of the job involved becoming a part of
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the police department (membership status), and finding a

good level of operation. Personality qualities involved

include striving to achieve identity and to be a part of the

occupational group. As a new police officer stabilized in

his position, police work, rather than simply fitting into

the police department, became focal, and maturity and

responsibility became more critical to job performance.

However, Paugh suggested that his study should be replicated

so that the stability of the predictive equation may be

established.

In an attempt to investigate the reliability and

validity of clinicians' test-based decisions, Hargrave

(1985) administered either the MMPI or the CPI to a sample

of 146 law enforcement cadets, and had three clinicians sort

the tests profiles of these subjects into three categories

of "acceptable," "unacceptable," or "marginal." The

clinicians' classifications were then analyzed for agreement

and accuracy in predicting performance criteria, non-

adjustment to training, and low ratings of emotional

suitability for law enforcement work. Hargrave found that

for both tests, statistically significant results were

obtained for the psychologists' agreements on selection

decisions and for their accuracy in predicting academy

attrition and low rating of psychological suitability.

Hargrave then concluded that although it did not purport to

examine the effectiveness of psychological evaluations, his
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study added a measure of support for the use of the MMPI and

CPI in selection decisions where psychological suitability

is a relevant issue.

In order to test the appropriateness and the validity

of the two personality tests used in police selection, Elam

(1983) researched the utility of the MMPI and the CPI in

predicting three criteria of police performance, pass/fail

for academy training, grade point average during the academy

training, and field performance rating (FPR) after

completion of academy for 99 Oklahoma City police officers

(OCPO) and 85 Oklahoma highway patrol officers (OHP). He

found that several scales on the MMPI and the CPI were

significantly correlated with both the pass/fail and GPA

criterion for both agencies. However, it appeared that FPR

is the most difficult variable to predict. The MMPI alone

was not a significant predictor of FPR for either agency,

and the CPI was not a significant of FPR for the OHP. By

combining the two tests into a best seven predictor variable

model, the composite score significantly correlated with FPR

for both agencies.

In his study, Elam (1983) also found that between

the OHP and OCPO samples, there was only limited agreement

among the predictor variables of success. He then concluded

that although the MMPI and the CPI both separately and in

combination were useful in predicting future performance in

the agencies studied, there might be little overlap between
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the characteristics that led to success in the highway

patrol and city police forces. These findings seemed to

support Levy's (1967) observations that heterogeneity of

characteristics required between agencies has likely

frustrated efforts to develop an ideal model for all law

enforcement officers. Elam (1983) then suggested that

future research should include a comprehensive task

analysis and cross validation for the agencies studied, and

a test of the predictability of the psychological measures

across agencies and geographical areas.

Generally speaking, during the last decade, police

agencies and behavioral scientists have recognized the

importance of evaluating personality characteristics

representative of psychological strengths related to police

effectiveness. However, research has been inconsistent in

providing a reliable description of a model "police

personality." (See Appendix A for a summary of the

literature reviewed.) The question as to what type of

personality characteristics or cluster of personality traits

provide the "best fit" with respect to effective police

performance still has not been sufficiently addressed.

Studies on assessing the validity and practicability of the

use of standardized psychological instruments in police

selection have been inconclusive.

The present study attempted to examine the potential

utility of using psychological tests, in particular the
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CPI, in police selection and to explore those personal

characteristics that promote effective performance as a

police officer for a local municipality. By using the CPI

as an instrument, the purpose of this study was to assess

some positive dimensions of personality associated with the

competent work as a police officer, and test the following

hypotheses:

1. The CPI profile of police applicants would differ from

that of the CPI male norm.

2. Police officers who separated from the force would differ

from those who remained on the force on certain

personality characteristics as measured by the CPI.

3. Scales on the CPI would correlate significantly with

measures of police performance.

METHOD

Subjects

The subjects for the present study were male applicants

representing several ethnic and racial groups who applied

for the position of police officer, and who passed all the

selection hurdles to be police trainees in a large,

metropolitan city in the Southwestern United States.

Protocols and records of 211 applicants from the period of

1984 to 1986 were studied for the first and second

hypotheses, but only those who had been active members of

the force for at least one year were considered when

studying the CPI's prediction of on-the-job performance.
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The subjects ranged from 20 to 45 years of age (mean

25.90).

Measure

The California Psychological Inventory was developed

by Gough (1975). It is a 480-item, true-false inventory

that yields 18 standard scales intended to predict

practical, meaningful personality characteristics. The CPI

was originally validated on "normal" rather than

pathological individuals, and focused on positive

personality characteristics rather than the negative. The

18 scales are: Dominance (Do), Capacity for Status (Cs),

Sociability (Sy), Social Presence (Sp), Self-Acceptance

(Sa), Sense of Well-Being (Wb), Responsibility (Re),

Socialization (So), Self-Control (Sc), Tolerance (To), Good

Impression (Gi), Communality (Cm), Achievement via

Conformance (Ac), Achievement -via Independence (Ai),

Intellectual Efficiency (Ie), Psychological-Mindedness (Py),

Flexibility (Fx), and Femininity (Fe). The CPI has been

repeatedly validated, and is in common usage as a predictive

instrument, a diagnostic tool, and a research personality

measurement device.

Procedure

A traditional police selection procedure was used in

the present study. People who applied for the position of

police officer had to meet certain minimum qualifications

(height, weight, age, vision, and education) first. Those
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who met the minimum qualifications then had to pass a series

of screening hurdles in order to be retained in eligibility

lists for police academy training class. These hurdles

included an entry level written test, a physical agility

test, a medical examination, a background investigation, a

psychological assessment, and an oral interview board.

The psychological assessment was conducted by a

licensed psychologist who administered four personality

tests, the MMPI, CPI, 16PF, and Rotter's Sentence Completion

Blank, to each applicant. The psychologist also conducted a

one-hour clinical interview with each applicant to examine

the candidate's current psychological make-up, and to

identify any signs of current or potential emotional

instability. Upon completing his assessment, the psycholo-

gist then submitted his recommendations of "risk" or "no

risk" for each applicant to police personnel for consideration.

In this study, the CPI profiles for subjects who were

accepted for academy training were obtained. For those who

completed the academy, final grades from the training

academy were also obtained. Data from supervisory ratings,

commendations received by officers, and reprimands made

against officers were gathered from records. A copy of the

performance rating form is included in Appendix B. This

standard rating form was completed by supervisors

semiannually for each recruit that had successfully

completed one year of service as a probationary police
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officer. A mean performance score was determined for each

officer and served as the rating criterion for subsequent

statistical analyses. Two of the performance criterion

measures, commendations, and reprimands, were obtained by

dividing the total number of commendations and/or reprimands

received by an officer by his number of years of service.

Analysis

A two-tailed Z test was applied to test whether the

police.sample mean differed from the general population 
mean

on the CPI scales for the first hypothesis. However, a two-

tailed t test was applied for the second hypothesis

since it attempted to test whether the terminated police

sample mean differed from the non-terminated police sample

mean on the CPI scales. In order to test the third

hypothesis, Pearson product-moment correlations were

performed to examine the relationships of the CPI scales

with police performance criterion measures. Prediction

regression analysis was also applied to investigate how the

CPI scales combined together to predict performance criteria

for the third hypothesis.

RESULTS

To test the first hypothesis, the CPI T-score data for

211 successful police applicants were examined, and means

and standard deviations were computed. A two-tailed 7-test

was conducted to compare the mean scale scores of police

applicant profiles to the CPI male norm (N = 6300). The CPI
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norms are standardized with a mean of 50 and a standard

deviation of 10. Table 1 presents the means, standard

deviations and the obtained Z-values. In support of the

first hypothesis, The group of successful applicants scored

significantly above the mean for men in general on 16 of

the 18 C(PI scales, and scored significantly below the mean

for men in general on the two measures of Flexibility and

Femininity. The results indicated that relative to men in

general, this sample of successful applicants appeared to

be a group of intelligent, confident, and efficient people

who were quite poised, observant, verbally fluent, and easy

to get along with, whereas they may be more likely to be

somewhat rigid, methodical, hard-headed, and impatient

with delay or indecision than average individuals.

With regard to the second hypothesis of the CPI

differentiating police officers who separated from the force

versus -those who remained on the force, a two-tailed t test

analysis was performed. The results revealed that only one

of the 18 variables on the CPI significantly discriminated

these two criterion groups. This variable, "Flexibility",

according to the test manual, measures the "degree of

flexibility and adaptability of other persons' thinking

and social behaviors" (Gough, 1964). Police officers

who separated from the department for a variety of personal

and role related reasons reflected a lower mean score on

this variable when compared to those who still remained on

the force. The data are shown in Table 2.
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Table 1

Means, tandard Deviations and Z-Values of the CPI for

Successful Police Applicants (N = 212) Who Successfully

Passed All the Selection Procedures in Comparison with the

CPI Male Norm (N = 6309-)

Variables M SD Z-value

-- --------- ------------

DO 59.25 9.81 13.41**

CS 54.38 8.68 6.35**

SY 56.70 8.25 9.71**

SP 57.93 8.84 11.49**

SA 57.66 8.44 11.10**

WB 56.49 7.76 9.41**

RE 52.66 7.24 3.86**

So 54.19 6. 89 6.07**

SC 56.89 8.39 9.99**

TO 54.82 8.78 6.99**

GI 56.85 10.59 9.93**

CM 56.83 6.27 9.90**

AC 59.67 6.81 14.01**

AI 55.79 8.24 8.39**

IE 56.13 7.53 8.88**

PY 57.58 7.50 10.99**

FX 48.53 10.08 - 2.13*

FE 46.56 8.80 - 4.99**

* P< .05. **np < .01.
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Table 2

Means, Standard Deviations, and t-Values of the CPI for

Officers Who Remained on the Force Versus Those WhoSeparated

From the Force

Remained on force Separated from force

(N=191) (N=20)-

Scales M SD M SD t-value

DO 59.24 9.10 61.20 9.07 .92

CS 54.63 8.08 53.90 7.13 .43

SY 56.95 7.63 56.50 5.68 .33

SP 58.47 8.14 55.30 6.84 1.19

SA 57.86 7.69 58.55 7.05 .41

WB 56.69 7.09 57.05 5.59 .26

RE 52.74 6.43 54.00 6.55 .82

SO 54.05 6.81 55.10 7.69 .58

SC 56.89 8.21 56.05 9.58 .38

TO 54.93 8.88 53.20 7.57 .96

GI 57.01 10.53 54.55 10.84 .97

CM 56.51 6.31 57.20 5.49 .52

AC 59.80 6.81 58.45 6.99 .83

AI 56.11 7.98 52.05 9.66 1.82

IE 56.21 7.68 55.65 5.95 .27

PY 57.81 7.41 55.35 8.29 1.28

FX 48.99 10.05 43.45 8.97 2.60*

FE 46.50 8.92 47.25 7.91 .40

* P < .01.



A step-wise discriminant function analysis was also

performed on the 18 CPI variables for the two criterion

groups to investigate the combination of variables most

related to the criterion of termination. The results

indicated that the use of the prediction equation for

discriminating officers' terminations in this sample group

correctly classified individuals 69.67 percent of the time

for this local police department. The five CPI scales in

the prediction equation were Flexibility, Responsibility,

Good-impression, Achievement via independence, and Sense

of well-being. The results are presented in Table 3.

Table 3

Classification Results of the CPI for the Criterion

of Termination

Actual group Number Predicted group membership

membership of cases Group 1 Group 2

Group 1 191 133 58

Remaining on 69.6% 30.4%

force

Group 2 20 6 14

No longer with 30.0% 70.0%
force

Percentage of cases correctly classified: 69.67%

The third set of analyses used active police officers

and was designed to explore the psychological variables
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associated with effective police performance. The 18 CPI

scales served as predictor variables, and criterion

variables included final grades at the police academy,

overall average of all supervisory ratings, number of

commendations received by an officer each year, and number

of reprimands brought against an officer each year. Means

and standard deviations for these criterion variables are

presented in Table 4. Correlations between predictors and

performance criteria are presented in Table 5.

Table 4

Means and Standard Deviations of Academy Grades, Supervisory

Ratings, Commendations, and Reprimands

M SD N

Academy grades 86.19 4.23 206

Supervisory ratings 3.16 0.25 110

Number of commendations 1.44 1.05 93

Number of reprimands 0.03 0.12 98

When Pearson product-moment correlation coefficients were

computed between the 18 CPI scales and the criterion of

academy grades for a sample of 206 police recruits (See Table

5), the variables of Flexibility, Achievement via Independence

Intellectual efficiency, Tolerance, Achievement via

Conformance, Sense of Well-Being, Psychological-mindedness,

Responsibility, and Capacity for status were all positively
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correlated correlated with academy grades, whereas the

variables of Femininity correlated negatively with academy

grades.

A step-wise multiple regression equation was derived

from the CPI scales to determine how the scales fit

together to predict academy performance. The statistical

results are presented in Table 6. The resulting equation,

which had a multiple P of .49, was as follows:

Academy grades = 69.97 + .35 (Achievement via independence)

- .16 (Femininity) + .15 (Intellectual efficiency) + .12

(Communality)

This equation emphasizes achievement motivation,

practical, functional intelligence, conscientiousness, and

masculinity.

With respect to the next performance criterion of

supervisory ratings, Pearson product-moment correlations

were obtained, but only the variables of Tolerance and

Achievement via conformance of the CPI were found to be

significantly correlated with the supervisory ratings

(See Table 5).

When a multiple regression analysis was applied to the

sample, it was found that only one of the CPI variables,

Tolerance, entered the regression equation of supervisory

ratings. A multiple R of .21 explained only 4 percent of

the variance encountered in supervisory ratings.
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Table 5

The Peargon Product-Moment Correlations between the CPI

and Academy Grades, Supervisory Ratings, Commendations and

Reprimands

Academy Supervisory
Scales grades ratings Commendations Reprimands

N = 206 N=110 N -=93 N = 98

1512*

1805**

1256

.1366*

.0986

.2563***

.2152**

.0189

.0161

.3507***

.0146

.0927

.1892**

.4218***

.3541***

. 2645***

. 2597***

-. 2082**

-. 0322

.0992

.0507

.0957

-. 1080

.0403

.1270

.0060

.0633

.2051*

.0618

.0159

.1896*

.1615

.0428

.1522

1034

1110

. 1145

.1643

.0336

-. 0058

-. 0163

.0013

.0089

.0157

-. 1152

.1178

- .0104

-. 0434

-. 0363

.0465

-. 0557

.0524

- .0450

-. 2688**
- -------------------

* p .05. ** p < .01. *** p <.001.

DO

CS

SY

SP

SA

WB

RE

So

SC

TO

G I

CM

AC

AI

IE

PY

FX

FE

.0420

--. 0049

-. 0285

-. 0763

.0548

-. 0291

.1129

-. 1055

-. 0722

-. 0937

-. 1032

-. 1395

-. 0373

-. 0591

.0007

. 0760

-. 1601

-. 0149
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Table 6

Summary Statistics for the CPI Variables inthe Prediction

Equation for Academy Grade Criterion

variable MultR Rsq F(eqn) Sig F B Beta Partial

AI .4218 .1779 44.147 0.0 .18166 .34762 .32341

FE .4634 .2148 27.764 0.0 -.07666 -.15791 -.17446

IE .4795 .2299 20.099 0.0 .08585 .15204 .14514

CM .4947 .2447 16.279 0.0 .08230 .12238 .13866

Constant 70. 13788

A second analysis was performed with these data. Based

on the mean of the supervisory ratings, the sample was

dichotomized to produce "above average" and "below average"

group designations for further investigation. When a step-

wise discriminant function analysis was applied to the

collapsed data, the prediction function weighted six CPI

variables (Tolerance, Intellectual Efficiency, Achievement

via Conformance, Sense of Well-Being, Socialization, and

Self-Acceptance) resulting in a 67.89 percent accurate

prediction of the criterion groups of the subjects. These

retrospective results are shown in Table 7.

The next criterion studied was the number of

commendations received by police officers each year.

Pearson product-moment correlation coefficients for the 18

CPI scales with the criterion of commendations are presented
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in Table 5. The variable of Femininity was correlated with

the criterion with a negative weight.

Table 7

Classification Results of the CPI for Supervisory

Rating Criterion
-----------------

Actual group Number Predicted group membership

membership of cases Group 1 Group 2

Group 1 41 29 12

Above average 70.7% 29.3%

Group 2 68 23 45

Below average 33.8% 66.2%

Percentage of cases correctly classified: 67.89%

The results of multiple regression analysis of the CPI

for the criterion of commendation are shown in Table 8.

None except the scale of Femininity entered the prediction

equation, which had a multiple R of .268, and B value of

- .03394.

Table 8

Summary Statistics for the CPI Variable in the Prediction

Equation for Commendation Criterion

Variable MultR Rsq F(eqn) Sig F B

FE .26875 .07223 7.08439 .0092 - .03394

Constant 3.01076
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When this sample of subjects was divided into "above

average" and "below average" groups based on the mean of

commendations received by police officers, the results of

discriminant function analysis indicated that three scales

in the prediction equation correctly assigned 57.58% of the

cases to either the "above average" or "below average"

group. Scales included Femininity, Self-acceptance, and

Communality. The classification results are presented in

Table 9.

Table 9

Classification Results of the CPI for the Commendation Criterion

Actual group Number Predicted group membership

membership of cases Group 1 Group 2

Group 1 59 36 23

Above average 61.0% 39.0%

Group 2 40 19 21

Below average 47.5% 52.5%

Percentage of cases correctlyclassified: 57.58%

The next criterion was the number of disciplinary

actions taken against police officers. Pearson

product-moment correlations were computed and none of the

CPI scales was significantly associated with the criterion

(See Table 5).
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When the sample was dichotomized to produce "with

reprimands" and "without reprimands" group designations to

discover the differences between the two criterion groups.

This analysis selected Flexibility, Responsibility,

Socialization, Good-impression, and Communality to be the

most predictive variables of the CPI for the criterion of

reprimands. The prediction equation resulted in 77.23

percent accuracy in prediction of whether an officer would

be given written reprimands or not for this local police

department. The retrospective results are shown in Table 10.

Table 10

Classification Results of the CPI for Reprimand Criterion

------------------

Actual group Number Predicted group membership

membership of cases Group 1 Group 2

Group 1 93 71 22

With reprimands 76.3% 23.7%

Group 2 8 1 7

Without reprimands 12.5% 87.5%

Percentage of cases correctly classified: 77.23%

DISCUSSION

The mean CPI profile of the sample of applicants who

successfully passed all selection hurdles in this study is

indicative of individuals who function fairly well in terms

of personal adjustment and social effectiveness. Relative
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to males in general, they are more poised, self-assured and

confident, and have a higher level of achievement potential

and intellectual efficiency. Furthermore, the significant

differences between the mean CPI profile of this sample and

that of the CPI "normal" group on all 18 scales suggest

that there may be a need for establishing population

specific norms (nationwide police profile) to facilitate

comparisons within as well as among different vocational

groups in terms of personality traits or patterns.

Termination is one of the indicators of polic& success

or failure in this study. Police work requires an

individual to deal with people. The policemen must have the

ability to be flexible under stress, and be able to adapt to

rapidly changing, unpredictable situations (Symonds, 1978).

This study supports this point by finding that officers who

separated from the force possessed less flexibility and

adaptability than officers remaining on the force. However,

only a small number of subjects terminated (N = 20) during

this study. The correct classification rate of 69.67% (as

revealed in the discriminant function analysis), is far

lower than that expected by chance alone (90%). The

question concerning the effectiveness of using the CPI

variables for discriminating police terminations therefore

still has not been adequately answered, and requires

further investigations using larger samples.

Among the other four performance criterion measures,

the CPI appears to be a better predictor of the academy
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grades than of the others. Police recruits who score as

having good achievement potential, high ambition, good

judgment, and effective interpersonal functioning 
on the

CPI appear to be able to perform better in the academy

training than other individuals. The results are

consistent with several previous studies which found 
that

academy performance in one of the most predictable 
criteria

measured (Mills, McDevitt & Tonkin, 1966; Hogan & Kurtines,

1975; Elam, 1983). This suggests that academy grades may be

a more reliable criterion variable than other criteria used

in police studies.

The reliability of supervisory ratings has always been

challenged in the literature. This study may suffer from

this problem by using ratings as performance criteria.

Supervisors in this local agency usually rated subordinates'

performance as standard with a very small number of

employees receiving "above standard" and "below standard"

ratings which resulted in a possible central tendency error

of performance ratings. (See Table 4 for small standard

deviation of supervisory ratings.) Because of the problem

of little variation among ratings on the criterion measures,

it is not surprising that the CPI does not correlate well

with supervisory evaluations.

Official commendations and disciplinary actions have

been used as performance indicators in several studies

(Blum, 1964; Hess, 1972; McAllister, 1970; Leitner &

Sedlacek, 1976), but the present study does not provide



promising results for predicting them from the CPI

variables since the discriminant function analysis revealed

that the CPI produced below-chance prediction rates for

these two criteria. Lack of finer discrimination of the CPI

with respect to these two performance variables can be

attributed in part to the small variances in the criterion

data which lead to a restriction in range when studying job

performance. Furthermore, the biggest problem with the use

of these kinds of measures is that they are seldom under

the exclusive control of the individual being evaluated,

and they often apply to a very small subset of numbers of

organization.

Perhaps, the most significant finding of the present

study is that it supports the notion that there are

distinctive differences on personality traits between

policemen and thegeneral population (Sterling, 1972;

Rokeach, Miller, and Snyder, 1971; Lefkowitz,1975) and

therefore that it calls for the establishment population

specific norms of test measures for future research.

Although the variable of Flexibility of the CPI

correlates with the criterion of retention on the job and

the scales of Achievement via independence, Intellectual

efficiency, Communality, and Femininity relate to the

prediction of academy performance, the CPI can not be

considered as a powerful predictor of police on-the-job

performance as measured by supervisory ratings,

commendations, and reprimands.
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Due to the diversity of law enforcement jobs and the

lack of knowledge about the psychological aspects of police

work, on-the-job performance measures have been the most

elusive and difficult to define (Poland, 1978). Without

reliable criterion data, questions of validity of selection

instruments remain unanswered. There is a pressing need is

for the development of structured performance appraisal

formats starting with a detailed job task analysis to

document what police officers do. From this, we will be

able to specify exactly a police candidate's proficiency

in critical aspects of job performance and validate them

with selection predictors.

With regard to selection instruments per se, the author

believes that no single instrument can provide an accurate

means of identifying police candidates who are most likely

to become poor officers, or who have less potential

adjustment to police work, and tends to agree with

Ghiselli's (1973) comment that personality tests may be

"good bits" as potential predictors of job success but

should not be relied on as the only predictor. An acute

need is the investigation of the utility of a total

selection system and providing guidelines for the optional

use or order of administration for any predictor evaluated.
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Summary of literature review on the CPI

Study Sample Dependent Variable(s) Results

Baehr, Chicago city Supervisory ratings, Positive correlations on all
Furcon police absenteeism, variables
and commendations, Do, Cm, Cs, Ie, and Ac related
Froemel discriplinary charges, to supervisory ratings
(1968) number of arrests

Hogan Maryland Supervisory ratings Wb, Ai and Ie correlated with
(1971) state police hiOhly rated policemen

A multiple regression was
obtained which contained
variables of Sp, Sa, Ai, le

Hogan Oakland city Success in selection Variables of Do, Cs, Sp, Sa,
and police process, academy Ai, le, Py, and Fe Signifi-
Kurtines Qrades, class cantly differed suc:essful
(197I) standings, number of applicants

discriplinary actions Cs, and Ai predicted police
perf orTiance positively, ant To
and Py negatJvE

LWtrer Campus pol c Tenure, most commen- Low Do rel ated to m:st
and dations, most absenteeism
Sedi acek reprimands, most Low Fe related to highest peer
(1976) promotions, most rating

absenteeism, peer High Cs related to most
rating, self-rating reprimands
supervisory rating High Gi related to highest

supervisory rating

Horstman Oklahoma Performance rating Wb, Cs, and Sc significantly
(1976) correlated with performance

criterion
A multiple regression was
obtained with a multiple r of
.61

Mills Maryland Supervisory ratings Ie, Ai, and To correlated with
and state police of leadership and leadership, and Fx, Ai, le, Cm,
Bahannon Suitability To and So correlated with
(1980) suitability

Elaim Oklahoma Pass/fail academy, Sp, Sc, Gi, and Ac predicted
(198) state police, class standings, P/F for state police, and Fe

Oklahoma city field performance predicted P/F for city police
police Do, Ai, and Fe predicted class

- - - - - V - - - -
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standing for state police, and
Do, Sc, and Gi predicted city
po Iice
Sa, and Wb predicted field
performance for state police,
and Cs, Sc, To, and Ie predicted
field performance for city
police

Campbell, Victoria Selection interview Wb, So, Sc, Re, To, Gi, Ai, and
James olice Cs related to successful male
and applicants applicants
Lovegrove (Australia) No variables related to
(1994: successful female applicants

Pauqh Edmonton Supervisory ratings Cs discriminated 3 performance
(1985) city police groups after 2 years on the job

(Canada) Re, Wb, and So discriminated 3
performance groups after 4 1/2
years on the job
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Efficiency Rating Form For Police Department

UNIFORMED POLICE OFFICERS

I.D. PERIOD ENDING

RATING.

RATINGS:
ES - EXCEEDS STANDARD
S - STANDARD
BS - BELOW STANDARD
U - UNSATISFACTORY

ANY RATING OTHER THAN STANDARD
MUST BE JUSTIFIED IN THE SPACE PRO.
VIDEO FOR DOCUMENTATION. PLACE
THE APPROPRIATE RATING IN THE BOX
PROVIDED FOR EACH CATEGORY
FACTOR.

WORK HABITS: DOCUMENTATIONITRAINING

ATTENDANCE AND PUNCTUALITY-
APE SIC DAYS HABITUALLY TAKEN IN CONJU'.I"%, WITH DAYS
QFF' 005ES OFFICER FREQUENTLY REPORT LATE F.. ',v? IS OF-
FICER S ATTENDANCE OR PUNCTUALITY HAVING AN ADVERSE EF.
FECT ON THE OFFICER'S WORK UNIT?

INITIATIVE AND PRODUCTIVITY-
DOES OFFICER PERFORM WITHOUT BEtNG REPEATEDLY TOLD TO 00
S0' IS OFFICER TOO PASSIVE OR TOO AGGRESSIVE? IS THE PRO-
DUCTIVITY OF TH4 WORK UNIT SHARED PROPORTIONATELY BY THE
OFFICER?

CAREAND USE OF EOUIPMENT-
DOES OFFICER TAKE PROPER CARE OF EOUIPMENT SUCH AS
FIREARMS. ISSUED ITEMS. OFFICE MACHINES. VEHICLES. ETC.?
DOES OFFICER USE CORRECT AND SAFE METHODS WHEN UTILIZING
EQUIPMENT?

HANDLING OF PRISONERS.
IS UNNECESSARY FORCE FREQUENTLY USED'IDOES OFFICER FRE-
O0ENTLY RECEIVE SUSTAINED ABUSE COMPLAINTS? ARE SAFETY
PRECAUTIONS TAAEN?

JUDGMENT-
DOES OFFICER MAKE DECISIONS COMMENSURATE WITH EX.
PEViENCE' IS THE OFFICER ABLE TO LOGICALLTY AND ANALYTICAL.
LY REACM A CCNCL.tON? OES OFFICER HAVE A TENDENCY TO
UNDER OR OVERREACT?

APPEARANCE.
:s OFICEK A GOOD EPRESENTATIV OF THE DEPARTEN?
DCES OFFICER PRACTICE COOD FEMSONAL YCIENE? DOES
OFFICER wAITAIN LI FOLK' 'LtLL? DOES OFFICER TAKE
pRIDE IN AFPEAEANCE?

COMPATIBILITY-
DOES OFFICER HAVE DIFFICULTY WORKING WITH OTHERS? DOES
PERSONAtITY ANTAGONIZE PEOPLE? DOES OFFICER PRACTICE
0000 COMMUNITY RELATIONS' DOES OFFICER COOPERATE AND
INTERACT WiTH OTHER DIVISIONSIUNITS?

LEADERSHIP TRAITS: DOCUMENTATIONITRAINING

PERFORMANCE WITH MINIMUM INSTRUCTIONS.
DOES OFFICER OPERATE EFFECTIVELY WITH BRIEF INSTRUCTIONS
AND EXPLANATION'' DOES OFFICER HAVE DIFFICULTY UNDER
STANDING INSTRUCTIONS? DOES OFFICER HAVE TO BE LED BY THE
HAND?

PERFORMANCE IN NEW SITUATIONS -
CAN OFFICER PERFORM UNDER CHANGED CIRCUMSTANCES AND IN
kEW ENVIRONMENTS' IS OFFICER ABLE TO ADAPT ANOIMPROVISE
WITHOUT SUPERViSORY INTERVENTION?

PERFORMANCE UNDER STRESS -
DOES OFFICER THINK LOCICALLY AND CLEARLY UNDER STRESS OR
IN EMERGENCY STUATtONS' DOES OiFICER BECCME IRATAIONAL
Il STAFSL SIII t I1ATinh.5' it OFTEN IE U i F l VT I MAll It't iN

NAME

CLASSIFCATION



%OMMUNICATION SKILLS:

ACCURACY.
is WORK CONSISTENTLY ACCEPTABLE OR IS IT FREQUENTLY RE,
JE:EE FOR INACCURACIES! ARE ESTIMATION USED WIEN THE
ExAT DATA IS AVAILABLE?

NEATNESS-
WH AT DOES FINISHED WORK PRODUCT LOOK LIKE? 1IT INDICATIVE
OF SOPPINESS OR CARLESSNESS' IS IT OFTEN NECESSARY TO RE-
JECT FT BECAUSE OF ILLEGIBILITY?

THOROUGHNESS.
IS SUBMITTED WORK COMPLETE? HAS IT BEEN WORKED THROUGH
TO A LOGICAL CONCLUSION WITH ALL AVENUES COVERED? ISEVIDENCE PRESERVED AND THOROUGHLY DESCRIBED?

ORAL EXPRESSION-
IS OFFICER ABLE TO CONDUCT INTELLIGENT CONVERSATIONS
UTI'ZlNG GOOD GRAMMAR? IS OFFICER ABRASIVE WHEN MAKING
CITIZEN CONTACTS?

DO CUM ENTATIO NIT RAINING

WRITTEN EXPRESSION-
CAN OFFICER EFFECTIVELY PUT THOUGHTS DOWN ON PAPER IN A
LO-CAL AND SEQUENTIAL MANNER? DOES OFFICER USE GOOD
GRAMMAR, PUNCTUATION. AND SENTENCE STRUCTURE?

JOB KNOWLEDGE:

TECHNIQUES AND SKILLS-
IS OFFICER AWARE OF AND ABLE TO APPLY PROVEN TECHNIQUES?
CAN OFFICER MODIFY TECHNIQUES TO THE SITUATION? CAN OFFICER CONVERT KNOWLEDGE AND SKILLS PRODUCTIVELY IN PRE.
SENT ASSIGNMENT?

POLICIES AND PROCEDURES-
ARE POLICIES AND PROCEDURES ADHERED TO OR DOES OFFICERHAVE A TENDENCY TO DISREGARD THEM? IS OFFICER FAMILIAR
WITH CONTENT OF GENERAL ORDERS HANDBOOK AND CODE OF
CONDUCT? DOES OFFICER UPDATE THEM?

DOCUMENTATIONITRAINING

-- --

LAWS AND ORDINANCES-
IS OFFICER KNOWLEDGEABLE OF THE LAWS AND ORDINANCES FORWHICH THE DEPARTMENT IS RESPONSIBLE FOR ENFORCINGa DOESOFFICER FREQUENTLY MAKE ARRESTS FOR INAPPROPRIATE PENALCODE CHARGE?

Chief of Police

Deputy Chief of Police

Director of Civil Service

1st Supervisor

2nd Supervisor

Chairperson, Civil Service Commission

001-351C>%3
(D20 L1 5)

42

i I

I



REFERENCES

Baehr, M., Furcon, J., & Froemel, E. (1968). Psychological

assessment of patrolman qualifications in relation to

field performance. The Industrial Relations Center,

University of Chicago.

Balch, R. W. (1972). The police personality: Fact or fiction?

The Journal of Criminal Law, Criminology & Police

Science, 63, 106-119.

Bianchi, F. P. (1973). A study of psychological characteris-

tics of law enforcement officers and students majoring in

law enforcement and corrections. Unpublished doctoral

dissertation. University of Washington, Tacoma, Washington.

Blum, R. (1964). Psychological testing. Police Selection

(pp. 256-258). Springfield, IL: Charles C. Thomas.

Colarelli, N. J. (1972, June). Selection and screening

problems for law enforcement agencies. Proceedings:

Seventh Annual Interagency Workshop. Paper presented at

the meeting of the Seventh Annual Interagency Workshop,

Sam Houston University, Huntsville, TX.

Colarelli, N. J., & Seigel, S. M. (1964). A method of police

personnel selection. Journal of Criminal Law, Criminology

and Police Science, 55, 287-289.

Daley, R. E. (1978). The relationship of-personality

variables to suitability for police work. Unpublished

doctoral dissertation. International Graduate School of

43



44

Behavioral Science of Florida Institute of Technology,

Tampa, Florida.

Eilbert, L. R. (1966). Research on selection of police

recruits. Kensington, Maryland: American Institute of

Research.

Eisenberg, T. & Reinke, R. (1973). The use of written

examinations in selection police officers: Coping with

delima. The Police Chief, 26, 24-28.

Elam, J. D. (1983). Minnesota Multiphasic Personality

Inventory and California Psychological Inventory as

predictors of performance for a municipal and a state

police agencies. Unpublished doctoral dissertation.

The University of Oklahoma, Norman, OK.

Ghiselli, E. (1973). The validity of occupational aptitude

tests in personnel selection. Personality Psychology,

26 (4), 461-477.

Gough, H. G. (1975). Manual for the California

Psychological Inventory Palo Alto, CA: Consulting

Psychologists Press, Inc.

Hargrave, G. (1985). Using the MMPI and CPI to screen law

enforcement applicants: A study of reliability and

validity of clinicians' decisions. Journal of Police

Science and Administration, 13,221-224.

Hess, L. (1972). Police entry tests and their predictability

of score in police academy and subsequent job Performance.



45

Unpublished doctoral dissertation, Marquette University

Dissertation Abstracts International, 33-b, 5552.

Hogan, R. A. (1971). Personality characteristics of highly

rated policemen. Personnel Psychology, a, 679-686.

Hogan, R. A., & Kurtines, W. (1975). Personological correlates

of police effectiveness. Journal of Psychology, 91,

289-295.

Holmes, J. A. (1951). Predicting success for security

patrolman. Personnel Psychology, . (4), 397-403.

Horstman, P. L. (1976). Assessing the California

Psychological Inventory for predicting police

performance. Unpublished doctoral dissertation. The

University of Oklahoma, Norman, OK.

James, S. P., Campbell, I. M., & Lovegrove, S. A. (1984).

Personality differentiation in a police selection

interview. Journal of Applied Psychology, 6 (1),

129-134.

Kates, S. L. (1950). A psychological view of the police

officer paradox. The Police Chief, 5, 24-25.

Kinnane, A. (1979). Policing. Chicago: Nelson-Hall.

Lefkowitz, J. (1975). Psychological attributes of policemen:

review of research and opinion. Journal of Social Issues,

31, 3-26.

Lefkowitz, J. (1977). Industrial-organizational psychology

and the police. American Psychologist, .1, 346-364.



46

Leitner, D. W., & Sedlacek, W. E. (1976). Characteristics of

successful campus police officers. Journal of College

Student Personnel, Z, 304-308.

Levine, M. (1979). Development of an MMPI subscale as an aid

for police officer selection. Unpublished doctoral

dissertation. University of California, Berkeley, CA.

Levy, R. J. (1967). Prediting police failures. The Journal of

Criminal Law, Criminology and Police Science, 58, 265-276.

McAllister, J. (1970). A study of the prediction and

measurement of police performance. Police, 4, 58-64.

McCreedy, K. R. (1974). Selection practices and the police

role. The Police Chief, 27, 41-43.

Matarazzo, J. D., Allen, B. V., Saslow, G., & Wein, A. N.

(1964). Characteristics of successful policemen and

firemen applicants. Journal of Applied Psychology, 48,

123-133.

Mills, C. J., & Bohannon, W. E. (1980). Personality

characteristics of effective state police officers.

Journal of Applied Psychology, 65, 680-684.

Mills, R. B., McDevitt, R. J., & Tonkin, S. (1966).

Situational tests in metropolitan police selection.

Journal of Criminal Law, Criminology and Police Science,

57, 99-106.

Murphy, M. J. (1965). Improving the law enforcement image.

Journal of Criminal Law, Criminology and Police Service,

56, 105-108.



47

Niederhoffer, A. (1967). Behind the shield: The police in

urban society. New York: Anchor Books.

Nowicki, S. (1966). A study of the personality

characteristics of successful policemen. Police, .1_,

39-41.

Paugh, G. (1985). The California Psychological Inventory and

police selection. Journal of Police Science and

Administration, 13, 172-177.

Poland, J. M. (1978). Police selection methods and

prediction of police performance. Journal of Police

Science and Administration, 6, 374-393.

Radano, G. (1968). Walking the beat. New York: World.

Reiser, M. (1970). A psychologist's view of the badge. The

Police Chief, 9a, 24-26.

Rokeach, M., Miller, M. G., & Synder, J. A. (1971). The value

gap between police and policed. Journal of Social Issues,

.27 155-171.

Shev, E. E., & Hewes, J. J. (1977). Good cops/bad cops. San

Francisco: San Francisco Book Company, Inc.

Skolnick, J. H. (1968). Social training for police

recommended. The Los Angeles Times, Oct. 3.

Skolnick, J. H. (1972). A sketch of the policemen's "working

personality". In: Thomas Adams Criminal Justice Readin

(pp. 34-50). Goodyear Publishing Company, Inc.

Smelson, H. (1975). Psychiatric screening of police candidates.

Medical Society of New Jersey Journal, .. , 213-216.



48

Sterling, J. W. (1972). Changes on role concepts of police

officers. Gaithersburg, Md: International Assocation of

Chiefs of Police.

Symonds, M. (1970). Emotional hazards of police work.

American Journal of Psychoanalysis, 30, 155-160.

Tiemann, H. A. (1973). Characteristics ofhighway-patrolmen

basis for descri tion and prediction of performance.

Unpublished doctoral dissertation. Colorado State

University, Fort Collins, CO.

Weston, P., & Fraley, P. (1980). Police personnel management

Englewood Cliffs, New Jersey: Prentice-Hall, Inc.


