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EXECUTIYE SUMMARY

This paper assesses the validity and udlity of current recrui! selection criteria ill predicting performance
ar ttrc Queenslarxl Police Academy. Academy performance was used as the measue of selection criEria
effectiveness, since no slandardised work pertbrmance evaluation data are available.

Key fmdings of lhe analysis were:

. Psychomfiic test resuts ard educaliorvemplolment ratings are the best predictors of performarce
at the Academy

. Panel interview radngs conuibuted very linle to predicting Academy perfornance

. Psychometric test resulls and education are not corelated, indicating tlat ftey are indeperdent
measures of performance.

. Some of the psychometric tests which formed tle composite score lor each applicant had poor
predicdve value for Academy performance.

. The l6PF (personality test) did oor assist in screenillg applicams h or out ofthe selection process.
No coosistent test profile could be found for poor pedormers at the Academy.

The paper concludes that the current selection cdteria aDd selection process used by fte QPs should be
reviewed. Particular attention needs to be directed towards the intewiew process ard the use of
personality tests. Furdermore, ftere should be a revision of the weighting of the criteria (currendy 33 %
each) in the firal composite score for each applica . In revising the culrent selection critelia,
consideration should also be given to fie sequence of "hurdles" used in the selectron process. The most
cost-ef6cienl assessmetus wilh good predictive power should be used as early in tlle screening procest as
possible and the more expensive assessments in fie final stages of selection.
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IN'TRoDUCTIoN

Follo\ing the release of lhe report of the Fitzgerald Inquiry, the Queensland Police Sen ice (QPS)
implcmented several significant changes in recruit selection procedures. A key objective ofthese changes
was to raise the quality ofrecruit intal(es and tlereby improve the standard ofsenice Provided b)" the QPS
to the people ofQueenslarld.

This research paper assesses horv well the voious selection cnleria currently used by the QPS predict
recruit performance at the Queensland Police Academ). A prErious study of the 1991 recruit intake
(Burke 1993) found that psychometric tests, education and age were the best predictors of performance
in the recruit training program. Ho$ever, since this report was rcleased, there have been several
modifications made to the selection process (for exainple, changes in oducation staadald pre-requisites,
physical skills test and in tle content of the panel interview). In addition, substantial changes have been
implemented in the area of recruit training, with the inuoduction of the Police Recruit Operational
Vocational Education (PROVE) prcgrain in January 1994. Hence, it cannot be assumed that the
conclusions ofthis e€rlier study stiu apply.

The release of this research paper is the first step in what the Criminal Justice Conunission (CJC)
undeFt nds will be a comprehensive review ofcurrent selection procedures and cit.da, to be conducted
under the auspices of the Police Education Advisory Council (PEAC) dunng 1996/97 . The proposed
revie$ is particularly timel-v given the increased pressuJe which is likely to be placed on the rcctuit
selection process as a result ofthe Queensland Govemment's commitment to substantially increase the
size of annual recruit intakes.

The paper has been prepded pusuant to section 5 6Q)(l(iv) ofthe Crininal Justice Act 1989,\\hi.h states
that one of the functions of the CJC's Research and Co-ordination Division is to:

review on a continuing basis the effectiveness of pmgrams and nethods of tle police departmenL in
paniculsr in relaiiotr to -

malters afrecling the s€lection, Iecnitment, taining and oareer prog.essron of nembers of the
police senice and th€ir supporting staff

SCOPE AND LIMITATIDNS oF THE STUDY

This smdy has several limi€tions which require the results to be inteereted witb caudon. In particular:

. It camot be assumed that good p€dormance ar the Academy is a strong predictor of subsequent
work performance. However, it was necessary to focus on the Academy stage slnce no
standardised work performance evaluation data were available.

. The sample used for analysis consisted etuirely of applicants who had beeo successful in being
selected for the Queensland Police Academy. Hence, there was relatively little variabiliry io the
subject population.

. Only limited informadon was available for some va ables. For instarce, no data were available
on recruits' level of educational achievemeru widin desree and diDloma courses.

I

I



PoLlcE RECRUIT SELacTIoN - PREDICtoRS o[ ACADEMT PERloRu.d\c[

Trs, SELEcrroN PRocEss: AN OwRvIEw

The QPS uses several selecrion crireria to selec! candidates fiom a relarively large application pool. There
are a series of "hurdles" dlat applicants fiom dlis pool mus! pass (QPS 1996). At each hurdle some
applica{s will be "loocked ouf'; this process cotuinues until rhe numbe. of remainiry applicants is close
to ahe number of posilions available at rhe Academy. Figlre I (below) oudifts the current sequence of
hurdles.
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FTGTmE 1 _ TIIE SELECTIoN PRocEss

Applicafts are initially assessed on integriry, &iver's licence, Au$ralian Citizenship and
educatiorvemplo),menr. The score given to each applicant ior educatiorul qualifications also encompasses
't?ork expe ence. Education alld rumber of yea$ ofwork experience ard, in some cases, the gpe ofwork
experience are combined !o give a si[gle score. In some cases, applicanas who do not meet education
cliteria may be accepted on the basis of relevant work experience alone.

The next hurdle is psychomelric assessment. The banery consists of eigh! te$s which cover non-verbal
ard vetbal rcasoniru, memory and clerical skjlls, spatial, numerical and mechanical abilities. The general
purpose of&ese e$s is to measue i elligence, independent ofcultuial biases ard educatior. Aspects ol
persolality are measured by tlrc 16PF personality tesr.
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Atier completing the physical competency test, applica s are shon li$ed and i erviewed. The three
member ilerview panel is compris€d of two members of fte QPS and a represeotative oi ihe community,
Mependenr of the QPS. The intewiew is stluctu ed so ftat all applicafis are asked ihe same questions
and are rated on the same five criteria. Each cdterion is weighted according to its overall imponarce in
contribudng to dle t_mal panel intewiew score. The cdteria and fteiJ allocated weights are listed below
iD lie section on data sources.

Intelviewers may ask additional questions to those which have beeo pre-determined. This usually occurs
if tle selection panel wanis to explore issues raised by an applicant s respoDses. The applicaft is rated on
a scale of one o 10 on each of the five criteria, to reflect the ex!e.[ to which the applicafi satisfied the
criteria. The weight by .ating scores or each cdteriol arc ttrcn added o give an overa.]l score for the panel
intervi€w.

h the fina.l phase oi selection, the applicants are given a single score which is comp sed of drc composite
psychome! c test result, de rating of education/employmenr hisrory, and the score flom lhe sEuctued
panel inteNiew. Each of$e d|ree components have equal weigh! (33.33%). This score is coupled wilh
the fnal consideradon of drc selectiofl connittee.

STRUCTURB OF mE ACADEMY PROGRAM

The Police Recruit Operational Vocational Education (PROVE) program was introduced in January 1994.
This program takes six mofths to conplete and is based on the Police Sewice Recrui! Education Program
(PREP) used in New South wales. PROVE is 130 days of iistructiotl in len$h wirl trainiDg at fie
Academy and two weeks observing pafols in B sbane. A Problem Based I-earning (PBL) educatiotal
methodology is used which aims to promote a "lhinking" approach lo policing. The program aims to bring
recruits lo a level of competence where ihey can satisfaclorily carry out the dudes of a First Year
Constable working under supervision.

The program is struqued into seven modules:

. Module I Foundation studies

. Module 2 Sration Duty

. Module 3 -Traffic

. Module 4 - Offences against propefiy

. Module 5 - Offences against the person

. Module 6 - Communiry Safety

. Module ? - Public Order

and four operalional skills areas:

. Firearms and Officer Survival Training

. Physical Skills and Health Education

. Computer Educadon

. Driver Training

Recruil pedormaice on Modules I, 2, 4, 5, 6, and 7 is rated ftom pass (4) to high distinction (7).
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POLICE RECRUu.SoLtrc?]ON - PREDICTORS oF. {CADETIr' PI'RI.0R}TANCE I
For Module 3 and the foul operational skills areas, (ecruils are graded on a pass or fail basis. Those
recruits who fhil in an area continue with training uiltil competency (a pass) is achieved.

METHoDoLoGY

DATA

The aralysis was restricted to rhose officers who had uained al rhe Academy since the iffroduction of rhe
PROVE program in January 1994. This was !o preveft any confounding effecrs due !o chatges in
selection criteda and training stucture which were mosr significanr before fie intoducrion ol PROVE.
Data for all five recruit intakes fiom January 1994 ro Ntay 1995 were provided by rhe Recruiunenr
Division of rhe QPS and the Police Academy.

The following summarises the data provided:

Detnagtuphics Age and gender.
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Psycho etrb Test A composile scorer fiom:
Baftery . Wechsler Adult Iftelligence Scale - Revised (WAIS-R): digit symbol

(Dsy) and digit span (Dsp).
. Standard Progressive Madces (SPM).
. Differential Apiirude Tesrs @AT): mechanical

reasoning (MR), space relarions(SR), ard nume cal ability (NA).
. Watson-Glaser Critical Thinking Appraisal (CTA).

Sixteen Personality Factor Quesdotuuire (16PF).

An allocated score dependirg on combined educatior and employment,
or relevant employment (see Appendix A).

A score obtained ftom a higl y srmctured and weighed intervi€w with a palel
of three. Weights and criteda are:

. Police Orientation (10)
(motivation, job howledge, lmwledge of PROVE, prepared[ess fot
police duties)

. Personal Suitabilitv (9)
(decision making itiliiy. judgement, abiliry ao cope under pressure)

. Social Maturiw (9)
(leadenlip quali.iea, teamwork, empathy, rcsponsibiligi and reliability,

Pe6onaliry Test

Education/
Enplot nent

Panel Intetuieh)

I

I

social iolerance)

. Interp€rsonal Cornmunicadon Skills (8)
(fluency, cladty. and li$eniq skills)

. Personal ImDaQ (7)
(dress and gioomirig, coDfidence, preseDce/impact)

Fomla fd cdrposir. soe: {sPM + CTA + odR+sR}2* (if MR-SR< 10) + (DsY+DsP)/2* (if DsY < Ds?D/4** (Burre
1993).
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POI,ICF] RECRUI'T S}:I,ECTION - PREDICTORS OF AC.{DE}IY PERFORMANCf,

Acarknry Petornmnce A grade point average (GPA) score was calculated for each recruit by averaging
f'erfbrmrure across the six academic modules. These modules were each graded
on a pass (4) to high distinction (7) basis.

Data were also provided by the Academy for ihe operational skills tlaining areas and Module 3. However
recruits were graded on a pass or f)il basis or y, rerdering tle data unsuilable for inclusion in the analyses.

C rrARAcrERr sTrcs oF R EcRa rrs

A total of 43? recruit recolds were made available for analysis. Sixty-eight per cent of the reguits werc
male and 32 per cent were female. The mean age for males was 26 years and for females 24 years.
Figue 2 stlows tle distribution of age and gender data.

60

50

t 0

l7-2lya 22-26y8 27-3lys 32-36yF 3741 42-

I r...r.<"=r:rt I ua.t.=zrr

FIGI,TE 2 _ PERCENIAGE oF MALES AND FETIALES IN EACH AeE CATEG0RY

METH0D oF ANALYSIS

A standard multiple regression was pelformed with Academy performance as ihe depeodent variable
@D'?, and fie composite psychometric scores, educatioD/emploldent scores and pa[e] inlerview scores
as irdependent variables (IV)]. Mulriple regression is tle mosr appropriate analysis as it enables tlrc
rclationship between variables to be examined when some ofthe variables are correlated, This techdque
can determhe the extent to which a number ofvariables contribule to a single global measure. Thisisa

I The @m ".Lilendeft !&iable' eiers to what rie F*arhcr is rrying to explain or pEdicl (in lhis cas Acadcny perfomc),
hd.petule.t variables iE ei6er pedictor o. cauet variables.
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POI,ICE RT']CRUTI SI]LI]C'IION - PREDICTORS OF ACADIIMI' PERFORIIANCE I
similr medodology to that used in a previous study (Burke 1993) which examined tle predictive power
of educaion, psychometric assessmenLs ard panel i{erview scores tbr Academy pertbrmaDce fbr fte QPS.

Befbre analysis commenced, the data base was screened for errors, missing values, and normality of
disuibulions. No serious problems werc found with the data. Means ard standard deviations of the
variables are shown in Table l.

TABLE I - MEANS Ar\D STANDARD DEVIATToNS FoR TtrE VATABLES

I
I
I

I
I

I
I
I
I
I
I

RESULTS OF THE ANALYSE

The regression analysis showed tha! composite psychometric scores, panel ifterviews aod
emplo),rnenteducation together explained 16 per cent of rhe variance Gignificant at rhe 0.001 level). Thar
is, these three variables explained 16 pet cent of the variation h performance at the Academy. The
composite psychometric score atd employmenteducatron conlributed most to explained variance, as can
be seen fiom an examination of ihe Bela weightss in Table 2 .

TAELE 2 - BETA WEIGHTS AND CoRR-ELATIoNS4 BETWEEN VARIABLES

2. ** siciifica al the 0.0011e!et

I
I

I
I

I
t
I
I

Belarcighls indicaElhe Elatn! imponance ol€ach vriabtc in.x?lailitrg rhe variance and are sta aldiFd so $at difieences
i! shndards of tuasuE@.t bll"ien variabt€s.F enoved. Ben wcights re lnecfoe able to be diectly cohpaed to each

Cocladon is a tulsure oftbe d.gEe ofa$ociadon betwecn rwo va.iabl.s. B€clus dala ir irs calcutation ao sr.ndardi*d il
my bc idEQe|ed as folovs; a Ea{imun valu. of 1.00 6ca6 a p..f.ct posilive co@tatiooi a value of-I,00 mans a perfecl
*salive coclationi atui a value of 0.00 cans no lincar Elarion.

Module GPA (DD Composite
Psychometric

Panel
Int€rview

Emplolment
Education

Mean 5.07 57.68 60.54

Sttndard Deviation 0.62 4.39 4.16 3 .15

Variables Correlatiotr
with

Module GPA
(D\)

Correlallor with
Composite

Psychomet c

Correlatiod with
EmplolarenU

Educarion

Correlarion with
Parcl Interview

Beta
W€iebtr

Emplol'lnent/
trducrlion

o.25 0.01 0.24^'

Paftl Interyiew ,0.04 - 0 . 1 1 ,0.14 0.03
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POLICE RECRUIT SELECTION - PREDICTORS OF ACADENIY PERIORMANCE

There was no correlation between the employment/education measurc and the composite psychometric
scorcs (correlation:0.01). However, both conuibured significandy to explaircd variance. This finding
indicates drat performance on the measures of iflelligence in the psychometric tests was relatively
independent of skills measured lhrough rhe combined educariortemployment mting.

The resulting standardised regression equation for predicting Academy performance, as based on the
genelal linear equation, is as follows:

(AcadPerf GPA) = 0.24(Bluc/Erploy) + 0.31(coqpsych) + 0.03 (Par nt)

CoNTNBwToN oF PsycHoMETNc TESTS

To a.ssess which psychometric tests wete more useful, a fiirther regression analysis was conducted usilg
Academy performa$e as t}rc depedem variable ard educatior/employment scores, panel in[eryiew scores
ard scores on each of the seven psychometric tests as independeff variables. Means and standard
deviations for each ofdrc seven tests are presented in Table 3.

TABLE 3 - MEANS A\D STA{DAPD DEr.rATroNS FoR EAcs PsycHorETRrc TEsr

The regression analysis stDwed lhat tle nine vadables togefter explain€d 21 per cent of the variance
(significant at the 0.001 level). EducarioD./employmem, standard pmgressive mauices, digit sl'rnbol, digit
span, and the Watson-Glaser critical thinking app.aisal cofidbuted most to exptained variance (see
Table 4).

WAISR
Itgt

SlDbol
(D$)

.iryAI9R
Dqrt SD6tr

(DsD)
(sPl0

DAT

(NR)

DAT

(sB)

DAT

Ability
(NA)

Glsse!
Criticdl
Tbrnkhg

(c1A)

Mean 56 .11 54.54 53.35 54.63 55 .10 54.58

Standard
Deviarion

9 . 1 8 9.79 8.34 7.90 8.83 8.68 8.92
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POI-ICE RI'CRUT| SELECTNN - PREDICToRS Ot'ACADDIIY PERFORNTANCE I
TABLE 4 - BETA WEIGTTTS A\D CORRELATIONS BETWEEN VANABLES

GPA
(D\4

EBdoy WAISR
Dsv Dsp

sPtt DAT
MR

DAT
SR

DAT

WAISR
Dsp

0.21, -0.03 0.09 0 . 1 9 0 . 1 1 *

RPM 0.27 0.01 -0.06 0.13 0.05 0.18*

I}AT MR 0.07 -0.07 0.3E -0.06 0.03 0 4 1 -0.07

DAT SR 0.09 ,0.07 0.46 0.12 0.10 0.53 0. i0 -0.09

DAl NA o.24 0.0s 0.53 0 . 1 6 o.2l 0 . 5 1 0.42 0.41 0.05

\4-G
clA

0.30 0.07 0.30 0 . 1 1 0.14 o.29 0.2E o.2L 0.37 0.19**

2. *sign'faa.t al the 0.05levcli.* significanr atlhe 0.001 lev.l.

The increase in explaiftd vadance may be an anefact of increasirg the numbet of variables in the
equation, or may have resulled because predictive value is decreased in the calculation of the composite
psychomeEic score Gee formula in footnote 1). As can be seen in Table 4, mechanical reasoning, spatial
relations and ltumerical abitiry tests show poor predictive power for Academy pedormance. A sedes of
individual regressions failed to show any of drc duee tests to have significant predictive value even when
considering pedormance on each module hdividually.

An attempt was also made to assess the predrcdve power oftlE 16PF. However, it is difficult o run group
alulyses on a test where each plofile needs individual interpretation. Poor pedormers (i.e. those who had
been suqpended or termiDated) were examined, but there was rc consistent profile in terms of tlrc 16PF.

CoNTRTBUTT0N oF EDacATroN/E MpLoyMENT

To provide funher infonnation abou! the educaliorl/employme variable two mole aft yses wele
conducted. The employmenl/education groups were coded as follows:

. completed a Degree or Diploma (Group l)

. completed dree semesters in Justice Studies or Justice Admidstration or completed an Associate
Diploma (Group 2)

. completsl Eade or hospital based nursing uaining after successful completion oi year 12 studies
(Croup 3)
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. achievement of equivalen! rank of sergeant in the Defence Forces or previous service with police
fbrce (croup 4)

. five years employme ir a senior or para-professional position (Croup 5)

. general employment of a! leas! five years full lime with year 12 studies or four subje€ts at
Associate Diploma or Degree level (Group 6)

. persons who are waived rhe educatioD-/employmeft c terion for eDtry (Group 7).

A one way atalysis of variance (ANoVA) was run !o examine differences belween groups. Il was found
thaa employment/educatioo groups differed significandy in lerms of Academy performance. Post hoc
analyses (Bonferroni test) showed that those recrufts rrr'ho had completed a degree or diploma had
significandy (at the 0.05 levet) better Acade$y resul$ than those who had tlrc employment/education
cderia waived; had compleed a trade or hospirat based nusing training; o!, had general employment of
at leas! five years firll time widr Year 12 studies or a pa$ial associate diploma or degree.

CqNTRIBUTI0N oF PANEL INTERVIEW ScoRES

Panel interview scores did not correlate with any of fte otler variables in the analysis; that is,
pedormarce at the Academy, composire psychomeuic scores, or employment/education scores. The
implication of tfs finding is discussed below.

AGE

Given fie strong predictive power of age in Burke's (i993) analysis of fte 1991 intake, this variable was
also considered in the current analysis. However, age failed to show any predictive power. The most
likely explanation of ftis finding is that the curren! pre-requisites for education and previous work
expe eflce produce an older pool of recruils which removes the "age effect": for example, only 15 per
ceft of recruits in the May 1995 i{ake were aged uDder 21 years compared with over 50 per cent in 1991.

9



POLICD RICRUIT ST:I-ICTIoN - PREDICTORS oI.. ACADEMY P'RFORIIANCD

CoNclusroNs

KEy FINDINqS

The analysis showed that the single best predicror of Academy performance was the comtosire
psychomeEic test result. Employment/educadon was also a significant predictor. Overall, panel inErview
scores conuibuted little to explaining Academy performance.

Funher analysis showed significaft diffbrences between the individual psychometric tests in predicring
Academy pedormance. Good performance on standard progressive mauices, digit symbol, digit spar,
ard the wa6on-Glasei clirical thinling appraisal tests contdbuted significandy to Academy performance.
However, performance on mechanical reasoning, spadal relations, and numerical ability rc$s showed lhde
predictive power.

Burke (1993) similarly found that psychometdc tests (Digft Symbol, Staldard Progressive Mauices, and
Critical Thinking Appraisal) and education were the bes! predictors of performance at the recruir training
program.

Given the nature of the 16PF, group analyses werc not nm on the data for tlis test. However, an
examination of individual test rcsults for recruils who had been suspended or terminaaed showed no
consisten! profiles.

Analysis of the educatiodemptopent variable showed rhar people who had completed a degree or diploma
oblained significantly benet Academy results than those who had:

. employment/educationcileriawaived

. compleled a Lrade or horpilai based nursing raining

. general employment of al least five years fuli dme wift year 12 sardies or a partial associaie
diploma or degree.

The poor findings for panel ifterviews indicate that:

. l]le information b€ing obtained fiom the ifterviewee and/or tle ratiry/raildng of hewiew
information does not discrimi&fte between good and poor performers at the Academy

. the i{erview needs morc $ructure or standardisation.

The scoles for interviews show a slight middle rating lendency. However, the lack ofpredicdve !rcwer
for interyiews cannot be atlributed !o this factor.

10

t
I
t
t
I
I
I
t
t
I
I
t
l
t
I
I
I
I
I
I



t POLICT] RECRUIT SDLECTION. PRaDICTORS oI. ACADENIY PER!.ORUANCI,

I
I
t
I

I

I
I

I
I
I

I
t

I
I
I
I
I
I
I

LIMITATIoNS

The fmdings of this retr)n are no! conclusive and the results should be considered in light of the following
limitalions:

The measure used to assess the validity of the curent selection criteria was p€rformarce at ihe
Academy, whercas the ideal dependent variable would be work performance evaluatrons. ,4J
enphasisei, it cannat be assuned that good perfomance at the Acadeny will equate with
subsequent good \)ork petonwrc4

The spread of scores (variaDce) in the data is minimal since only the top of the applicaft pool
actually get into the Academy. Therefore, lhe difference between the best and worst Academy
pertbrmers was rclatively small. It could be argued that wilh a comparatively high selection
threshold, even fte worst performer may be suitable for tlaining.

Perfomance on six modules (raed 4 to ?) was averaged tro provide a grade point avera-qe for each
subject which provided a global measure ofAcademy performarrce. The use of a global measure
does not allow for fte investigation of the relative importance of each selection c terion for
performance on each module when con-sidered individually.

The emplofnent and education data supplied by the QPS were combined (i.e. each person
received a single score) so i! was not possible to assess the predictive power of education and
employment separately.

CqNSTDERATToN s FoR REvIEw

NotwidNtanding the limitations described above, ttrc resulrs of this study have higblighted the need lor a
rcvision of the culrefi selection criteda and the selectioo process used in the QPS. Recruitnenr is avery
imponant area for any organisation, and considerable attention and detail shoutd be given to the meftod
by which people are selecred ro panicipare in drc organisarion.

Any review should consider the following issues:

. The differenc€s in predictive power ol each of fie selection criteria suggests that there should be
a revision of rhe weighting of ihese criteria (curenrly 33 % each) in the fmal composir€ score for
each applicaft. Weighls should reflect the relative importance of each c.iteria in selecting the
"besr applicam" for *rc posirion.

. The differences in predicdve power of psychomeldc rests indicate that they could be reviewed.
Given the cos! and lime of administe ng atd scoring these tests, it may be better to use orily those
rcsls which are good predictors of Academy pedofinance.

. The 16PF is arguably not suiuble fot use ill ihe selection process. Ir is importaft to note tha! lhe
16PF is subject o imeruetadon; sta{f need io be specifically trained in drc interpretation of test
resllts or tlis slDuld b€ dorc by a consulta$ psychologisr who specialises in tlis area. Personality
tesring is used by police services in other states alld countdes; in some cases il is !o screen in
applicants wirh "good ' profiles rarher $an screen our "bad apples" . If personality aesting is ro
be used in selecrion there needs to be funher investigadon of the q?e of test to be used, how the
results will be imerpreted and the data utilized. The New Z€aland Police Service is cu$ently
examiring dle utility of rhe NEO Personalify Inveffory in selection, which has slrcwn good
predicdve validiry for future job performance (Black 1995).
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PoLIcE RECRUIT SELECT0N - PREDtcToRS oF ACADENIY PERFORLTAT'CE I
An analysis of the education/employment variable showed that these two vadables may be
independently important in predicting Academy performance. Funue consideralion of each
variabie separaEly may enable better discrimination between good and poor performers

Currently all degree holders are allocated the same number of points regardless of lheir grade
poiru average. Consideration could be given to how well each applicant performed h compledng
his or her degree. For exanple, more [nints could be given to lhose who passed a! honours level
in comparison to lhose who struggled to pass. Given the academic nanue of the PROVE
program, it rrould be approp ate to recognise $ose applicants who were able to complete deir
graduae degrees with ease.

The use of interyiews in the selection process needs tevisio[ and te$rucruriflg, considering fie
high cost of inaerviews and trcir poor predicrive validity.

This study should be replicared as intates get larger (as expecled h 1996) and possibly less
striogent selection criteria are applied. This may provide gtearet v.lri.nce in data, rhereby
allowing better discdminalion between good and poor performers.

In revising tlrc current selection criteria, consideration shoutd be given to rhe selection process alld
the sequenc€ of "hurdles". The most cost-efficient assessments with good predictive power should
be used as early in the screening process as possible and the more expeDsive assessments in the
hnal stages of selection.

Finally, drc development of standardised work performance measures should be a priorify of rle
Q?S. Onc€ these measures are io place, a more compteheniive and accurate atalysis of selecdon
criteda can be undenaken.
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POLICE RTCRUIT SET,EcTnN - PRI]DICTORS oF ACADEUY T'ERTORMANCE t
APPENDIXA

EDUCATION/EMPLOYMENT ASSESSMENT
FOR JANUARY AND NTAY 1995

EDUCATION LEvtrL

GE\ERAL ENTPLO.laIENT ]XPERIENCE

(0-3)ts)
B

( > 3lrs)
c

( > syrs)

93 95

2. Diploma 90 92 94

l. fhree sernesers degree or greater 89 9 l 93

4. Arsociate diploma 88 90 92

5. Trade with year 12 pass 81 89

6. Nursmg wirh year 12 pass 85 8 7 89

?, Defeoce force (sergeafl ofeqrxvaletrr rankl 85 87 89

8. Police service Uears sewice) 85 87
(0-2) (2-5)

89
(5+)

9. Relevant enployment experience 88

10. Generalexoploymeir

I
I
t
I
I
t
I
t
t
I
I
I
I
I
I
I
t
I
I

2.

3 .

7.

10.

1. CotpleFd deeE in my iEld un&n ten iD Auslralia o.o!es.as, Includcs degrs i! tusrice SNdies or tu$ice Adninisl6tion
and any conplered or incompLle po$gradulte snrdies.

5 .

8 .

9 .

conpieled dbloba in ant aEld unrterraken in Au6tlalia o! ovescas.

Al l€asl th..c full rift sm$lrs or equivalent of a.y degr cols or gEarcr lelel of srudy bur incomplete, urderiakcn in
Austblia or oveeas and includes srudies in lu$ice Studies or lusde Adnini$ntion.

Coaplecd assochre dbl(m in ant flcld undenaken in ABralia or oveess |!on a Ertiary ilsrirudon wi|.\ at lea$ TAFE level
oi eduarion and includes lhe Associale Diplom. of Busi@$ (tustice Adninistriion),

Conpleted trade aner suc@s!tuI conpieion ofyear 12 sludies. Gerer:l eoplotmed er!€ricoce re€d no! b. ir fteld ofrade,

ConpleLd hospitrl basrt ruBins lrainiry aher succ.sstul complerion oi tear 12 smdies. Genenl employnenl experieme need
no! be i! ield of nu6ing.

Dererc. Force snie and auaimnt of rhe nnk oi sergeafi or equilalen! vidrin Ine lasl cn yea6. Geenl cmploym.lr
er?eiiencc need nor be in Defence !o.ces. OR six or noe yea6 edic€ qiL\ scrgea qualiicaioa (8j only).

Yean of som police eflice in a coffritrr€d policc sfli@ io Australi" or overeas withir lhe lasr len yeas.

A niniiud fivc yeas employtrnl experiene wiLhin lhe last ten yea6 in om or a coeblDtion of Ur. followirg occuparion
groups: hanlger, adnidstntor, aod para profession.ls.

G.Eral enployftd of al least fiv. years tuU lift conbied wih Year 12 studics Gss i! 5 $bjecB ar school or 4 slbjecrs by
eneml stu'ly) or fou. subjecls al a$ociaie diplona or degee lelel,
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