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VALIDATION OF TEST 21 FOR ENTRY LEVEL
D. C. POLICE OFFICERS

ABSTRACT

This study was conducted to lend further support to the validity of Test 21, an 80 item
verbal ability test for selecting entry level patrolmen imn the Washington, D.C. Police
Department. Test 21 scores, trainming performance measures and job performance measures were
obtained on 263 recruits en’‘ering the D.C. Police training academy from December, 1973 to
May, 1975. .0f the 263 patrolmen, 121 were white, 141 were black and 1 was Spanish-surnamed.
The training eriteria consisted of the number of weeks it tool each recruit to complete the
training program and final grade average in training. The job performance criterion con-
sisted of the operational supervisor ratings used by the D.C. Police Department., Test 21
wvas found to be significantly related to Einal grade average in training for the total sample
and for the blaclk and white subgroups separately, Further, the test was significantly
correlated with weeks of training for the total sample and for the black sampie. The resules
alsp indicated that Test 21 was significantly related to each of the cognivive dimensions
included in the superviscr ratings of job performance. Tests fur the significance of the
differcnce between correlations indicated that the Test was equally valid for blacks and
whites for both the training criteria and job performance criteria.
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VALIDATION OF TEST 21 FOR ENTRY LEVEL
D. C. POLICE OFFICERS

Test 21 is an B0-item verbal ability
test consisting of the following item types:
2. vocabulary; b. reading; c. analogies;

d. proverbs; and e. judgment, 1t has been
ussed as a selection device for D.C. Police
since 1948. The purpose of the test is to
measure the ability of the applicant to com-—
plate the Police Academy training course,
Ferty correct answers are required for
passing.

Previous Studies

In recent years several studies have
been conducted to evaluate the effectiveness
©f Test 21. Weatherford (Note 1} found that
means for alteruate forms of the test showed
Little change from 1948 throuph early 1967,
and that as the level of education increased
so did the probability of an applicant's
passing Test 21. She found the test to be
sensitive aot only to level of education,
but also to quality of education. Competi-
tors educated in southern and D.C. inner
city high schools had a higher T1ilure rate
than those educated in Washington suburban
and northeastern schools. However, most
people passing Test 21 were able to complete
the Police Academy training course.

Futransky (Note 2), in the second phase
of the above study, found Test 21 to be a
walid predictor of performance in recruit
school, but found the relationship between
Test 21 and performance ratings by super-
visors to be somewhat less impressive.
Racial data in this study indicated a low
pogitive relationship for whites between
recruit school performance and on the job
supervisory ratings, however, even this
small relationship was non-existent for
black officers. He recommended that the
™...Police Department should scrutinize the
training program and its supervisory evalua—
ticn metheds and precepts to be sure that
its training program is relevant to police
work. "

Wilson {(MNote 3) found that Test 21 con-
tinued to be an effective predictor of per-
formance in recruit schpol for both blacks
and whites, Test 21 correlated .52 with
final grade average in the Police Academy
Eor the total group. The correlation for
blacks, as a group, was not significantly

different from that of whites.

At this time Wilson also explored the
effectiveness of other tests. An analysis
of the curriculum of the academy identified
knowledges, skills, and abilities required
for successful completion of the course.
These included reading comprehension, writing
ability -nd problem-solving ability. A fac-
tor analysis revealed thart the vocabulary,
reading comprehension, and proverb meaning
items in Test 21 had very high loadings on
the verbal factor, but none of the question
types tested nonverbal reasoning, used in
problem-solving., Wilson hypothesized that
the test would be an even more effective
selection device if items measuring non-—
verbal :.asponing Were included. Letter
series and simple number geries test jtems
were found to measure this factor effective-
ly. Wilson cencluded that the selection test
would be improved by the addition of these
item types.

Between the 1967 and 1974 studies
several chanpes were made in the recruit
training program. The length of the train-
ing program was increased from twelve to
seventeen weeks, recruits were required to
take nine instead of eight courses and the
criterion for passing was raised from a
final grade average of 70 percent to 73 per~
cant.

Training Propram -~ Past and Present

In 1970 the training program was 17
weeks in length. Turing this period recruits
were given lnstruction in nine subjects, ia-
cluding the following: a. Police Regula-—
tions; h., Police Manual; c. Traftfic Repula-
tions; . Alcoholic Beverage Control;

e, First Aid; f. Laws of Arrest; g. Rules
of Evidence; h., District of Columbia Code;
and i, Juvenlle Belinquency.

To graduate from the Academy each re-
cruit was reguired to satisfy the following
criteria {Wilson, Note 3): 2. a final exam
score of at least 75.0 in each of the courses.
Recruits were aliowed to repeat the couvse
exams a limited number of times in order to
meet the critericn if necessary; b. a final
grade average of ar least 75.0. This was the
arithmetic mean of the first final exam
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scores in each of the nine subjects.

Since 1970 drastic changes have been
made in the Police Academy training program.
In 1972 the D. C. Police Department con-
tracted Educational Systems for the Future
of Langley Park, Maryland to develop and im-
plement a training program for entry-level
policemen, "“...relevant to their performance
on the street," (EBducatioual Systems for
the Puture, Note 4). To accomplish this a
task analysis was conducted employing sub- .
ject matter experts (SME's) to define the
tasks and subtasks making up terminal per-
formance objectives (TP0's). The result was
", ..sequential listing of tasks and subtasks
required for mastery of a TPO," (Educational
Systems for the Future, 1972, p. 2) and the
development of the Basie Officer Training
System, the modular systems approach to
learning now used at the Academy to train
recruits.

The system is di-ided into four levels
which are composed of thirteen major per-
formance areas: a. Police Manual; b. Self
Defense; ¢. Community Relations; d. Iater—
views; e. Vehicle Skills; £. First Aid;

g- Arrest Procedures; h. Communications;

i, Firearms; j. Court Procedures; k. Patrol
Techniques; 1. Water Safety; and m. Police
Assistance. (See Appendix A.) These areas
are further divided into modules, of which
there are approximately one hundred.
Criterion~referenced tests are given in each
of the modular areas. The test items are
constructed so that they correspond to a
specific task or subtask at the modular
level.

In order to complete the training course
successfully the recruit must attain a prade
average of at least 90%Z on the modular exams
in each major performance area. Modular
tests may be retaken to attain the 90% cri-
terion, as long as the recruit maintains a
major area average of at least 90%. The
Department refers to this process as en-
richment. On the othar hand, if a recruit’s
area average falls below 90%, he runs the
risk of being terminated from the Academy
unless he retakes the modular exam and
passess. The latter process is termed recyc—
ling. If a recruit fails a recycling of any

one modular area or three major performance
areas, he is recommended for termination

from the Academy. It now takes recruits an
average of 14 weeks to complete the program.

The mechanies of the system provide for
continued evaluation and revision within the
program. Little use is made of lectures.
Learning aids consist of workbooks; skills
laboratories taking the form of role-playing
sessions and micro teaching experience,
where the recruit'’s behaviors are video
taped for individual critique; instructor
demonstration and instruction, and audio
visual aids. There are also on-the—job-
training assignmeants in the field.

The system allows the recrult te plan
his course of study with the aid of an
instructor-manager in accordance with his
learning needs, the recommended sequence of
study as derived from the learning hlerarchy,
and the availability of materials. As the
system now stands recruits begin their train-
ing at individwal times and worl through the
areas at their own pace.

Furpose of the Study

The Basic Officer Training System be-
came operational in late 1973, Since its
implementation there have becu ne studies of
the trainiag program and how it related to
performance on Test 21. Thus, it is the
purpose of Lthis study to invescipate the
effectiveness of Test 21 as a predicter of
training and job performance criteria. To
accomplish this task, the study specifically
examined the following:

1, the relation between scores on Test
21 and time required to complete training;

2. the relation between Test 21 scores
and Tinal grade average at the Academy;

3. the relation between Test 21 scores
and job performance ratings;

4. the relation betweer: time to com-
plete training and job performance;

3. the relation between training grade
average and job performance.



Method

Subiects

Subjects for this study were 263 police re-
cruits entering training from December, 1973
through May, 1975. Of this number there
were 121 whites, 141 blacks and 1 Spanish-
surnamed. Out of the population of 263 of-
ficers, 36 had been on duty long enough to
receive their first administrative perform—
ance evaluation. Of this group, 50 were
black and 45 were white. The mean age of
the total group was 21.92 years. There was
no significant difference between the mean
ape of the black and white officers. AllL
officers had completed at least high school
or its equivalent.

Predictor

Test 21, an BO0-item verbal abilities test,
was used as the predictor. Test scores were
taken from persomnel files of inlividual re-
cruits where possible. Howewver, in several
cases it was necessary to obtain test scores
from the Civil Service Commission's Washing—
ton Area Office.

Critaria
There were two major criteria in this study.

1. Supervisory Performance Ratings.
The form used for this is the standard per-—
formance evaluation form used by the Depart-
ment (See Appendix B for sample). Officers
are rated on ten dimensions aleong a ten
point scale ranging from unsatisfactory to
outstanding. They are also given an overall
evaluation in which each officer is compared
only with all officers of the same grade.
Where a folder contained more than ocne rat—
ing, the rating coinciding with the time
nearest completion of the one year trial
period was used.

2. Performance in Training represented
by:

a, Time to completion of training
or academic weeks. Becausa the expectaed
time for completing the training program
varied with when the recruits entered the
program, each trainee's number of academic
weeks were converted to standard scores
according to the particular program in which

he was enrolled. This variation in expected
weeks was the result of ccntene changes in
the program.

b. Final grade average. Final
prade average represented the average of
final exam scores in each of the areas. For
approximately 95% of the sample this figure
represented scores achieved the first time
the teeruits attempted the cxams.

Results

Correlation of Test 21 with Traininog Cri-
teria

The means and standard deviations for
Test 21, grade average and number of academ-
ic weeks for the two raecial groups and the
total sample are presented in Table 1.
While the data on Test 21 -nd grade average
reflect raw score means and standard devia—
tions, the data on academic weeks represent
the mgan and standard deviation of standard
scores.

Table 2 shows the validity coefficients
for Test 21 for blacks, whites, and the total
sample with the training measures. Tha data
indicate that Test 21 is significantly cor-
related with grade average for the black,
white, and Lotal sample. Also, the Test is
significantly correlated with nuiber of
academic weeks for the black and the total
sample. The negarive correlations between
Test 21 and academic weeks sugpest that
higher test scores are associated with fewer
weeks to the completion of training. Signi-
ficance tests for the differences in corre-
lations between the white and black samples
indicated that the validities were not sig-
nificantly different (p>,05).

In order to determine if the same re-
gression line could be used to describe the
predictor-eriterion relationship for the two
racial subgroups, the Gulliksen-Wilks test
for differences between pairs of regression
lines was performed. The Gulliksen-Wilks
involives three successive tests: a. for
differences in scatter or dispersion around
the regression line (standard error of egti-
mate); b. if test a is not sipgnificant, then
for differences in slopes of the regression
lines; and c. if test b is also not sipni-
ficant, for differences in intercept or level



TABLE 1

Means and Standard Deviations for Test 21, Grade Average
in Training and Academic Weuks to Completion of Training
for the 'Two Racial Groups and Total Sampiz

Racial Croup Test 21 Grade Average Academic Weeks#®
i 5.D. X 5.D. X S.D.
White 84.13 7.66 94.64 1.63 ~.34 B1
Black 76.13 5.92 93,53 1.61 .26 1.05
Total 79.85 7.85 94,93 1.68 0.00 1.00
*Data are in standard score form (z~scores}
TABLE 2

Correlation Coefficients for Test 21 for Whites, Blacks
and Total Sample with Training Criteria

Nﬁitcs Blacks Total
{H=120) (H=141) . {(N=262)
Academic Weeks -,01 -, 17% - 26F%F
{N=121) (N=141) {N=263)
Grade Average 3ox%R 4 5REE JAGERE
* pe.05
%% p<, 0L
%% p<, 005
one tailed test
Note. The total sample includes one Spanish-surnamed.

of regression line. Figures 1 and 2
illustrate the white and black re-

gression lines for the test with the two
training criteria, In all figures the solid
line represents the blacks and the dotted
line the whites. Table 3 presents the chi
squares and degrees of freedom for the
Gulliksen-Wilks regression tests between

Test 21 and the two training measures. The
results indicated that the chi square for the
standard error of estimate was significant
for the relationship between Test 21 and
Academic Weeks. However, when grade average
was usal as the criterion, the chi squares
for errors, slopes, and intercepts were non-—
significant.
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Numher of academic weeks to completion of training

Figure 2.%

w— White Test 23 scores

Regression lines of standard scores for academic weeks on Test 21 for black and
white officers,




TABLE 3

Gulliksen-Wilks Regression Analysis for Equality of Standard
Error, Slopes and Intercepts for Whites and Blacls
for Test 21 with Training Criteria

Training Measure X2 df
Academic Weeks 7.47%&% 1
Error
Slopes
Intercepts
Grade Average
Error 0.46 1
Slopes 2.98 1
Intercepts 2.61 1
#%F pe. 0L

Correlation of Test 21 with en the Job Per-—

formance Criteria

Table 4 shows the means and standard
deviations for the supervisor ratings of
job performance for the whites, blacks and
total sample. Scores on performance dimen—
sions one through nine represeat a rating
on each of the nine sinple scales. Scores
on performance dimension 10 represent the
sum of each officer’s ratings on dimensions
one through nine. Scores on performance
dimension eleven represent the sum of
ratings on the major cegnitive dimensions
reflecting what the test was intended to
predict. The four dimensions included in
performance dimension 11 were: 3. Learning
Ability, 4. Knowledge and Skill, 6. Wric-
ten Communication and 7. Oral Communica-
tion. These four are predominantly cogni-
tive in nature.

Prior to corrolating Test 21 with the
performance dimensions, the internal con-—
sistency relinbilities of the composite

criteria, performance dimensions 10 and 11
were computed. 'The reliabilities were de-
termined using the Kuder-Richardson 20
{KR-20) formula. This formula assumes that:
a. all items in a scale measure the same
factor; b. the correlacions between all
items inm a scale are equal; and c. the vro-
iances of items in a scale are equal. TIhe
KR-20 reliabilicy estimates for performance
dimensions 10 and 11 were .90 and .93,

Table 5 presents the validity coeffi-
cients for Test 21 with the relevant job
performance ratings for whites, blacks and
the total sample. The data indicate that
Test 21 correlated sigrificantly with
4. Knowledge aand Skill performance dimen-
sion for the white sample. For the bhlack
sample Test 21 correlated sipgnificantly with:
3. Learning Ability, 4. Knowledpe and
§kill, 9. Overall Performance and compesite
criteria, 10 and 11. 1n the case of the
total sample Test 21 correlated sipnificantly
with all of the performance dimensions ex=-
cept 8. Performance of Duty.
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TABLE 4

Means and Standard Deviations for Job Performauce Ratings
fer Whites, Blacks and Total Sample

Performance Dimensicn Whites Blacks Total
{R=45) (N=50) (=96}
X 5.D. ¥ 5.D. X 5.D.
1 Bearing and Behaviar 6.00 0.88 5.76 0.94 5.88 0.91
2 Human Relations 5.84 Q.77 5.78 0.76 5.81 0.76
3 Learning Ability 6.04 0.77 5.04 1.21 5.33 1.1
4 Knowledge and Skill 5.27 Q.72 4. 74 0.87 5.00 0.85
5 Acceptance of Responsibilitcy 5.98 0.84 5.24 1.00 5.59 0.99
6 Uritten Communication 5.64 0,86 5.00 .95 5.31 0.95
7 Oral Communication 5.64 Q.74 5.18 0.77 5.41 6.79
8 Performance of Duty 5.95 0.77 5.20 1.07 5.56 1.00
9 Overall Performance 5.82 0.65 5.20 0.%0 5.5¢ 0.85
10 Sum of Dimensions (1-8) 46.38 4. 41 41.94 5.98 44,09 5.71
11 Sum of Dimensions (3), {4),
{6) and (7) 22.60 2.51 19.96 3.28 21.25 3.22

Note. The total sample includes one Spanish-surnamed.

TABLE 5

Corrclacion Coefficients for Test 21 aud Relevant Job Performance Ratings
for the White, Black and Total Sample

EE

Performance Dimension Whites Blacks Teral
{N=45) {(N=50) {8=986)
3 Learning Ability .110 .293% L 375%4%
4 Enowledpe and Skill L 265% L30G%E 07 FEE
6 Written Communication 042 179 L256%*
7 Oral Communication .221 ©.227 L 329%%%
9 Overall Performance .178 L275% 324
10 Sum of Dimensions {(1-8) .195 .239% L362%FE
11 Sum of Dimensions (3}, (4),
(6}, (7} .189 ‘ .312* 39744
* p¢.05
*% pg 0L
*%% pe¢, 005

Note. Differences between the correlations for the twe racial groups were nonsignificant
for all performance dimensions, pi.05.
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In order to test for differential va-
lidity, the sipnificance of the differences
betwaen correlations for the two racial
subgroups was computed. The results indi-
cated that for each of the performance di-
mensions the correlations with the test
were not significantly different, p.05.

Fipures 1} through 9 present the regres-
sion lines for whites and blacks on each of
the relevant performance dimensions.

Table 6 shows the chi squares for the
Gulliksen-Wilks regression tests betwesn
Test 21 and the relevant performance dimen-
sions. The table indicates that the chi
squares for the Standard Errors of Estimate
were sipnificant when the criteria were:

3. Learning Ability, 9. Overall Performance
and 10. the composite of all nine dimensions.
Differences in the intercepts of the re-
gression lines were sipnificant for the
racial subgroups only when the criteria
were: 6. Written Communication and 11. the
composite of dimensions 3,43 6, and 7.

Correlation of Traininp Measures with Super—
visory Ratings of Job Performance

‘fable 7 shows the correlations between
the twe training measures and the perform-
ance dimensions for the whites, blacks ard
total sample. The data point out that
academic weeks correlated significantly
with: 1. Bearing and Behavior, 4. Know-
ledge and Skill, 5. Acceptance of Respons—
bility, 7. Oral Communication and the gfwo
composite performance dimensions for the
white sample. In the case of the blacks,
Academic Weeks correlated significantly
with 211 of the performance dimensions
except 2. lHuman Relatiens and 5. Acceptance
of Responsibility. For the total sample,
academic weeks correlated sigrificantly with
all performance dimensions except 2. Human
Relations.

The pattern of correlations between
Grade Average and the performance dimensions
were slightly different from that between
academic weeks and the performance dimen-—
sions. For the white sample, grade average
correlated significantly only wich L. Bear-
ing and Behavior whereas for the black
sample, grade average correlated signifi-
cantly with 3. Learning Ability; 7. Oral
Communication; 8. Performance of Duty;

9. Gverall Performance; and 10. and 1l. the

two composite criteria. In the case of the
rotal sample, grade average correlated signi-
ficantly with all of the performance dimen-
sions except 2. Human Relations.

In order to determine if significant
differences existed in the relationship be-
tween performance in training and perfermance
on the jeb for the two racial subgroups, the
differences between the correlaticons were
tested. The data point out that all dif-
ferences of correlations between the training
measures and the job performance dimensions
for the two racial subgroups were nensigni-
ficant, pg.05.

Testing for Fairness of Test 21

While significant differences in slopes
supgest differential validity, differences
in intercepts indicate potential fairness.
This raised the question of the effect of
using a cotvwon regression line to predicet
criterion performance for the two racial
subgroups versus using separste regression
lines developed to minimirzu t.e error of
prediction for each subprroup. Io order to
test for unfairness, the mean test scores
for the twe racial subproups were used in
the common regression equatien to predict
mean criterion perfermance for each subgroup.
This analysis was performed for predicting
each criterion in which the Gulliksen-Wilks
analysis yielded significant differences in
intercepts. It should be pointed out that
differences in intercepts may have been pre-
sent where the standard errors were signifi-
cant. However, due to the sequential nature
of the Guliliksen-Wilks test, such differences
could not be examined where the errors were
fouad te be significantly different.

Table 8 presents the actual and pre-—
dicted mean criterion scores for the blacks
and whites for Written Communication and
for the Sum of Dimensiouns 3, 4, 6 and 7
performance ratings. TFor the black sample,
thie actual and predicted mean criterion
scores on Written Communication were 5.00
and 5.20, while on the sum of the four di-
mensions the means were 19.96 and 20.64,
respectively. The actual and predicted
mean criterion scotes for the whites on
Written Communication were 5.64 and 3.45,
while on the sum of the four dimensiens the
means were 22.60 and 21.92, respectively.
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Regression lines of Test 21 on knowledge and skill for black and white officers.
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Figure 5.% Regression lines of Test 21 on written communication for black and white officers.
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Figure 6.% Regression lines of Test 21 on oral communication for black and white officers.
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Figure 7.% Regression lines of Test 21 with overall performance for black and white officers.




€T

Sum of racings on dimensicus 1-8

*® ___ Blacks
_________ - Whites Test 21 scores

Figure B.* Regrescion lines of Test 21 with sum of dimensions (1-8) for black and white
officers.
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TABLE &

Guliiksen-Wilks Repression Analysis for Equalicy of Standard
Errors, Slopes and Intercepts for Whites and Blacks
for Test 21 with Performance Ratings

2
Performance Dimension X df

Learning Ability
Error 7.93% 1
Slope
Intevcept

Knowledpge and Skiil
Error 1.19 1
Slope 1.60 1
Intercept 1.66 1

Wreitten Communication
Error .34 1
Slope .75 1
Intercept 5.97%

Oral Communication
Error .10 1
Slope .14 1
Intercept 2.26 13

Overall Perlormance
Error 4,22% 1
Slope
Intercept

Sum of Dimensions (1-8})
Error 4.03% 1
Slope
Intercept

Sum of Bimensions (3}, (4),

{6), ()

Error 2.59 1
Slope 1.62 1
Intercept 6.79% 1

% p<.05
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TABLE 7

Correlations between Trailning Measures and Supervisorv Ratings
for the White, Black and Totzl Sample

Academic Weeks

Grade Average

Performance Dimepsious

®ik p ¢.005

Note. Differences between all

of

the correlations for

Whites Blacks Total Whites Blacks Total
. N=45 N=50 1=96 N=45 N=50 N=06
Bearing Behavior —., 254% -.265% -, 284Nk .2603% 214 W27 1 HE%
Human Relations -.083 -.076 ~.085 .101 .085 .103
Learning Ability -.196 ~. 384N H% - 42]%%% 102 . 2G98% L 340%E%
Knowledge and Skill ~.378%% - 237 AL L .198 229 311k
Acceptance of Responsibility ~.2A0% -.012 -,218% -,001 .137 L212%
Written Communication -, 179 ~-.279% - AT HRE .198 047 . 246%%
Oral Communication -, 248" —~,273% —. 331 k% .148 271 L 301 %*
Performance of Duty -.220 ~.249% =. 34 0%%% L0398 . 245% L2BTHAK
Overall Performance ~.216 - 352%% = 3GGFRA .228 .293% «J6RFFE
Sum of Dimensions (1-8) -.325% ~-.290% =, 391 %% .195 L247% <342k
Sum of Dimensions (3), (4},
(6, (M -.303% -, 350F%ER - 420%%% .200 . 24B% L352FF%
* p 5,05
#*k b o¢.0L

blacks and whites was nonsignificant.




In order to determine if the Jdiffer-
ences between actuai and nredicted mean
criterion scores on the cwo dimensions for
the two racial subgroups were sipgnificant,
t-testr for the differences between means
of correlated samples were computed. The
t=values for the black sample on the sum of
four dimensions and Written Communication

TABLE 8

Actual and Predicted Mean Criterion Scores for the Black and White
Samples Using Test 21 as the Predicror and Using Regression
Equations Developed for the Combined Sample

iy MR A e e ok S 1R Pk Ak R e

were 1.57 and 1,54 respactively, which with
df=49 were uonsignificant, pp.03. For the
white sample, the t-values for the differ~
ences between actual and predicted mean
criterion scores for the sum of four dimen-
sions and Written Communication were 1.77
and 1.45 respectively, which with df=44 were
nonsignificant, pA.05.

Black

White

Actual Predicted

Actual Predicted

Written Communication 5.00 5.20 5,64 5.45 :
Sum of Dimensions 3, 4, 6
and 7 19.96 20.64 22,60 21.92
Discussion

The validity of an lnstrument, written
test, performance test, interview, etc., is
the degree to which the instrment measures
what it is intended te mersure. In the
selection situation. validity 1is the extent
to which the selection inStruments measure
those knowledges, skills and/or abilities
(KSA"'s) necessary for successful perform—
ance in trainipng and/or on the job.

In order not to leave any doubt about
the usefulness of Test 21, three sets of
relationships were explored. The Eirst
involved a determination of the relation-
ship between Test 21 and success in train-
ing. The second concerned the validiity of
Test 21 with on—-the-job performance measures
as criteria. The third involved the re-—
lationship between performance In trainirg
and performance on the job.

19

The Validity of Test 21 For Predicting
Trairing Perfommiance

The relationship betrreen Test 21 and
grade averapge was significant and appears to
be quite strong for these types of measures.
Not only is the test valid for the teotal
sample but it is valid for both the whire
and black groups separately. Turther, the
regression analysis suggests that a common
regression line can be used to describe the
predictor—criterion relationship for both
subgroups, Consequently, candidates can bte
ranked and compared without any adjustments
in the scoring for the separate racial
groups.

The correlation between Test 21 and
academic weeks was also significant. The
data point out that the Test is valid for
the total sample and for the Black sample.
The correlation between scores on Test 21


http:Jdjustmer.ts

and number of academic weeks for the white
sample was not significant.

However, since the differences in
cerrelations between racial subgroups were
not significant it can be concluded that the
test is equally valid for both proups. In-
spection of the repression analysis data
points up that the standard errors were
significantly different, suggesting that the
validities may be increaced by using sep—
arate regression equations for the two

racial subgroups.

One possible reason for the substan-
tially lower correlations of the test with
academic weeks than with grade average re=-
lates to what is being measured in the
criterion. In the case of grade average the
critericn seems to oe mainly measuring per-
formence of those skills or knowledpes
needed for job success. However, the
variance in academic weeks may not only be
due to the KSA's needed for suceess but also
to level of motivation. Consequently dif-
ferent applicants wich the same test scare
might complete the Lraining program in -on-
siderably different amounts of time duz to
motivational differences. This would serve
to attenuate the validity of the test since
it was developed primarily as a cognitive
measure rather than as a measure of charac—
teristics suach as motivatien.

The Validity of Test 21 For Predicting Job
Performance Ratings

It was pointed out earlier that the
validity of an instrument is the extent te
which the instrument measures what it was
intended to measure. In the case of Test 21
the sbilities measured are predominately
cognitive in nature. Heowever, the job par-
formance ratings include cognitive as well
as noncognitive characteristics. The data
indicate that Test 21 is a valid predictor
of each of the cognitive criteria. Also,
the validities were not significantly dif-
ferent between the racial subproups. This
would suggest that the test is equally valid
as a predictor of job performance for the
two racial groups. While the test does not
exhibir differeatixl validity, it would ap-—
pear on the basis of the regression analysis
that, except for the job performance dimen-—
sions of Knowledge and Skill and Oral Com—
munication, a comnron regression line may be

23

inappropriate. However, when a common re—
gression line was used to predict mean
criterion scores for the two performance
dimensions with significant intercent dif-
ferences, Written Communication and the sum of
four dimensions, there was no systematic over-
prediction or under-prediction for either ra-
cial subgroup. This result lends support to
the fairmnass of Test 21, and the use of a
common regression line for both racial groups.

For the whites, the meaning of the re-
gression analysis is somewhat uncertain,
since the coilrelations between Test 21 and
both Written Communication and the Sum of
the Four Dimensions were nonsignificant for
that subgroup. This would indicate that for
the whites, the regression lines describing
the predictor-criterion relationships may
be unstable and therefore, the intercepts
for the white regression lines may be un-
reliable. However, since the correlations
between the predictor, Test 21, and the
criteric s.z2re significant for the combined
sample and for the black sample, it seewns
reasonable to conclude that the common re-
gression equations accurately predict ratings
on Written Communication and the Sum of the
Four Dimensions for the blacks.

If it were the case that the regression
line for the white sample actually varied to
the extent that it was significantly different
from the common regression line, the common
regression line would then wvnderpredict white
performance. This would make it necessary to
add points te the test scores of whites in
order to be fair. The net effect might be
that more whites and fewer blacks would be
hired as police officers.

The Relarionship Between Training Performance
and Job Performance

One reason that training perforiauce is
frequantly not accepted as a relevant criter—
ion for predicting job performance is that in
most studies, data are not presented to indi-
cate the relationship between training per-
farmance and job success. Ta the present
scudy, such a link was demonstrated. The
training measures were found tov be signi“i-
cantly related te all but one dimension of
job performance - human relations. This
consistent pattern of zelationships clearly
demonstrates that training performance is
closely linked to success on the job.
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