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PR:ZFACE

This Report describes a study conducted by The New York City-Rand
Institute under a grant from the National lInstitute of Law Enforcement
and Criminal Justice (Grant Award NI-71-030-G). The summary of this
report is also available separatelv as R-99%-D0J. (Abridged).

This work is part of a continuing reszzrch effort aimed at under-
standing various aspects of police selectiozn, assignment, promotion,
and reward policies. We have compared the background characteristics
of o large group of officers in the lew Yorz City Police Department
with available measures of their performance on the job to determine
the type of candidate who is likely to display specific patterns of
performance. The firlings have implications for the development of
improved performance measures and selecticn procedures which we plan
to explore in later studies.

Other police personnel studies have appeared previcusly and have
been utilized by the Nzw York City Police Department. The first report
in the series was an analysiu of how the Police Department handles alle-
gations of police misconduct, including departmental charges, civilian
complaints, harassment, and charges characterizable as corruption.*
Since the publication of this study, New York City Pelice Commissioner
Patrick V. Murphy has made several changes in the Department's procedures
related to allegations of misconduct, as part of his cverall program to
provide local police commanders with greater authority and to reduce the
extent of corruption in the Department.

The second report suggested ways to increase minority representation
in the Police Lepartment and led to the establishment of a Personnel Re-
evaluation and Recruitment Section whose function is to assist minority

*k
candidates in completing their applicaticns to the Departmwent.

*
~ Cohen, SBernard, The Police Internal Adminjistration of Justice in New
York City, The New York City-Rand Institute, R-621-XVC, November 1970.

**Hun:, Isaac C., Jr., and Bernard Cchnien, Minority Recruiting in the
New York Citv Police Depariment, Part I: The Attraction of Candidates,
Part 1T: The Retention oi Candidazes, The XNew York City-Rand lnstitute,
R-702-NYC, May 1971.
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SUMMARY

INTRODUCTION

For this study, information was ubtained about the background and
performance of 1,915 officers appointed to the New York City Police
Department in 1957, of whom 1,608 were still active mrmbers of the force
in 1968 when most of the data were collected. The objectives of the
study were:

o To develop information on how to select men who are
likely to perform effectively as police officers and
"to reject candidates likely to be unsatisfactory.

o To identify attributes currently thought to be negative
or positive indicators which in fact are not rcelated
to later good or poor performance.

o To identify methods for sharpening the estimate of a
recruit's future performance by using information
from his probationary period on the force, and for
determining which proba~ionary patrolmen should be
terminated.

o To determine the kind of men who are likely to perform
ineffectively in areas where complaints against the
police are conmzmon.

A review of previous studies of police selection based on empirical
data from various samples of officers shows that most of them were pri-
marily directed at vaiidating the predictive power of psychological,
mental or aptitude tests. The results have frequently been negative,
and in any event they have varied from city *o city. The most powerful
and consistent predictors have been derived mot from written éests but
from elements of candidates' prior personal history, such as occupa-
ticnal mobility, education, and early family responsibility. In separate
studies, such factors have been found to:be re:ated to the likelihood
that an officer’'s ewploymer.t will te terminated, either voluntarily or
for cause, and co his later performance evalu.:ion by a supervisor. The
exact relationship between background charact.-istics and performance

has been found to depend on the race 2f the o: icer.
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- : In the present study, we have utilized only guantifiable measures

of background and performance, of a type commonly maintained in personnzal
files by police departments. No personality tests were administered to
the subjects, nor were any special performance evaluations undertaken.

The study differs from those previously coopleted in the following ways:

i

{

f o All the subjects were officers in a single police

. department, and yet the sample size is large enonugh

‘ to study interesting subgroups such as black officers,
! detectives, and college-educated men. Regrettably,

f there were not enough Hispanic officers in the sample
| to analyze their perfo-mance separately from that of

i other officers.

|

o All the subjects entered the Police Department in a
single year. The use of such a conort design automati-
! cally standardizes for the tenure of the subjects and
| assures that they all experienced a similar sequence
; of departmental policies in regard to assignment and
\ % . " promotion.

Y o Nearly every officer who entered the Departmernt in

\ the selected year is included as a subject. There was
- no need to request men to volunteer to cooperate with
the study, and thus such biases as may be introduced
through the use of volunteers were not present.

o We did not confine our study to officers of a parti-
cular rank. In fact, the entire range from patrolman
to captain is represented in the sample. Thus, it is
possible to use career alvancement as a measure of
performance.

e o All of the data were collected at least 11 years after

" ) the subjects' appointment, thus providing a substantial

e period of time over which to measure performance. This

o aiso permits analysis of the relationship of early job
performance and experience to later job performance.

» o Although most of our performance measures vely on the
documented actions taken by the Department in respect
to each officer, and thus refiect the policeman's
view of performance, we do have extensive data on two

: community-derived (albeit negative) measures of perfor-

i mance. These are the number of civilian complaints

against officers (i.e., complaints of the use of

unnecessary force, abuse of authority, discourteous

e e el S
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behavior, and ethnic slurs) and the number of allega-
tions of harassment (i.e., false arrest, illegal search
and seizure, detention of a person without cause, etc.).

METHCDOLOGY

Most of the data for this study were collected manually from the
files of several units within the New York City Police Department,
including the Chief Clerk's Personnel Unit, the Disciplinary Record Uait,
the Medical Unit, the Office of the Chief of Detectives, the Civilian
Complaint Review Board, and the Background Investigation and Screening
Unit. The Department placed no restrictions on the items of data to be
recorded by us, and we selected over 150 descriptors for each subject. The
only data not from the Police Department were civil service examination
scores, which were collected from files of the New York City Department
of Personnel.

in all, 33 background variables and 18 performance measures were
utilized. The background variables fall into the following categories:
race, age at appointment, 1.Q. and civil service examination scores, family
des~riptors, occupational history, military history, personal history,
incidents involving the police anrd courts, evaluation by the Police
Department's background investipator, early measures of performance as
a recruit, and later experience on and off the job. The performance
measures include termination of employment, career advancement, depart-
rental awards and commendations, seven measures of disciplinary actions
against officers, absenteeism, invalid claims of injury, removal of
permission vc use firearms, and, for detectives only, arrest activity
and supervisory performance evaluations. In addition, we constructed
an overall performance index from the other measures.

The relations between predictor variables and individual perfor-
mance measures, as well as the relations among the performance measures
taken as a group, were first determined from cr:ss-tabulations and
simple correlations. These tabulations were ot:-ained separately for
the black officers and the total active cohort, which predominantly

consists of white officers. The initial ratior:le was to avoid summary






e e [

RSP S R

-viii-

analyses based on large linear combinations cf either predictor or
performance measures.

Next, the variables which appeared, from the cross-tabulations,
to be interesting for further study were processed by factor analysis.
This technique revealed that certain performance measures were so
closely related that they should be censidered together as describing
a single pattern of performance. These patterns will be presented in
the next section. _

Finally, the strength of each background variable as a predictor
of later performance was determined by multiple linear regression. This
techniﬁue identifies the contribution of each background characteristic
to explaining a later pattern of performance, vhile controlling for the
contribution of the remaining background variables. The computer progran
used for all the above data processing was the Statistical Package for
the Social Sciences (SPSS).

Several criteria were used fcr assessing the importance and reli-
ability of the relationships found by cross-tabulations, factor analysis,
and regression analysis. These include: the internal consistency of
associations across subclasses of the data; the degree of strength of
asso:iations: the conformability of the associations with knowledge of
experienced people in the field; and formal statistical tests such as
chi-square and F-tests. The statistical tests identified whether the
findings differed significantly from what would be expected by chance
alone. 1In all casés, a .05 level of significance was used, which means
that if two variables are actually independent of each -other, there are
5 chances in 100 that they will be found to be related. All findings
reported below were found to be statistically significant'in this sense,

unless we specifically state otherwise.

FINDINGS

Performance Patterns

From the data available in the Department's personnel files, only

a few patterns of performance could be identified (by fa-tor analysis)

and related to background characteristics of officers. These were:

T A S S e— e - i
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o terminration, which describes the officer who left
the Department prior to 1968, either voluntarily
or involuntarily;

o career advancement, which refers te the of ficer who
obtained special assignments or promotions, frequently
coupled with above—~average cuzbers of awards;

o departuental diseipline rroblem, which describes the
oificer who had an above-averdge nuaber of departmental
charges, and frequently also had an above-average
pumber of times sicks )

o above-average number of civilian cormplalnts; and

o above-average number of allegations of harassment.

‘The last four perfermance patterns were iound to be independent,
so that any given officer could display none of these patterns, any
one of them, two, three, Of all four. A fairly substantial group of
officers, numbaring in the hundreds, displays none of the pattevns.
These are otfficers who remained on pairol for eleven years, oy ~ained
average or below-average numbers of awards, and were not a discipline
problem for the Department. The fact that it is nnot possible to tell
from records surrently maiatained by the Department whether these officers
are good or bad performers reflects the absence of departmental evalua-
tions of performance based on field acrivities of the officers, a
situation which is now being remedied by the Police Departpent. Such
measures would greatly enhance the Department's ability to distirnguish
effective from ineffective performance.

The termination pattern is of interest because 376 out of 20C2
men appointed in 1957 (or 19 percent} had left the Department by 1968.
Although we located the personnel files of aearly all the men who
entered in 1957. the bulk of those Qe did miss belonged to oificers
who had terminated, so out findiugs in regard to this pattern are less
tirm than those to be reported below abour the other paitterns.

We did not distinguish the wen who were asked to terminate from

the men who left voluntarily, since it was not always possibie to make
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an unambiguous determination of the cause of termination from the
Department's records. Based on data from 307 cfficers who terminated,
we found that the dates of terminacion tenaged tu cluster around two
points. The largest number left in 1953, which is approximately two
yearvs after appointment: about 18 percent of those who terminated left
in 1959. There was then a decvease in the number leaving in the third
and fourth years, with another peak in the fifth year when 12 percent
of the terminators resigned. Beginning with the sixth vear, the number
leaving decressed from year to year.

The officers wio left the Police De artment did not possess dis-
proportionate amounts of any characteristics which might be coasidered
negative. Indeed, with regard to criminal history, employment and
military ¢ .sciplinary incidents, and prior mental discrder, these men
were indistinguishable froa the “fficers who remained on the force.
However, those men who left the force had a h”zher average number of
pri.r jobs than those who remained.

The men who left the force were also yorager than the ones who
stayed, and, therefcre, fewer of them were marricd. Among the -uarried
men, those with greater family resnonsibilities (as measured by the
number of celts and children) were more likely to remain on the lorce.
The men whc terminated their employment with the Department were con-
siderably better educat.’ than those who remained, and they attained
higher ratings by the Dep. rtment's barkground investigators. It is
parti ularly noteworthy that one-third of the college-educated recruits
in 1957 (8 out of 24) were found tuv have left the force by 1243, compared
to 19 percent of the men who had not graduated from college. Over
one—-third of the officers who left the police force joined the City's
Fire Department, and an addicional 19 percent resigned for other jobs
they considered better emp lovient.

The data suggest that many men who represent the Department's view
of a desirable candidate, especially college-educated men, will have
shorter teaure than the average officer unless the Department consciousiy
attempts to determine the source of dissatisfaction among such officers

and modifies its personnel policies accordingly.
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Relationships Between Early Background Characteristics _and Performance
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We shall now summarize briefly the relatiouships found between the

AN R A P

? early background characteristics of officers and other aspects of their
; background and performance.
% ?f 1. Race. We were able to compare the characteristics of black
i @ officers with those of white officers, but the number of Hispanic officers
i,% was too small to permi& statistical analysis of their differences from
N the others.
b

Some of the important differences in the background characteristics
of white and black officers appointed in 1957 were as follows:

o The black officers were slightly older than the
whites at time of appointment, and more of them
werc married.

Nl W=
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o More black officers than white oificers were born
outside New York City: 29 percent of the blacks
compared to 6 percent of the whites.

TR

T R P

T
P

o The fathers of white applicants ranked higher than
the fathers of black applicants on the scale of
prestige used in this study, but the prestige
rankings of the occupations of the candidates
themselves did not differ by race.
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T
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o The black officers were considerably better
educated than the whites. In fact, nearly 40 per-
cent of the black appointees had attended college
for at least one year, compared to somewhat over
20 percent of the whites.

There were some interesting characteristics on which black and white

PANE v

officers did not differ. No differences by race were'found on I.Q. or

¢ivil service scores, which means that for each range of scores the

2 gL

fractions of black appointees in that range was about the same as their

fraction of the total group. It should be noted, however, that every
officer in our sample had passed the civil service examination for
patrolman, and therefore we have no information about the proportions

by race among the men who took the examination but failed.
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Black officers and white officers did not differ vn any aspect of
military or employment history, including:

o whether or not they were 2 veteran;
o the number and type of previous jobs; or

o the number of military or employment disciplinary
actions they lLad in their history.

They also did not differ in the proportions of men who had been arrested
prior to appointment, in the number of summonses they had, or in the
number of times they had appeared in civil court.

Despite these important factors on which the blacks did not differ
from the whites, the black appintees ranked somewhat lower on the
1 rating by the Departrment's background investigator. In fact, over
25 percent of the blacks were rated disapproval, pcor, or questionaple
by the backgreund investigators, compared to 15 percent of the others.
This finding has led ué to feel that it is important for the Department
to assign enough black and Hispanic officers to the Background Inves-
g tigation Unit so that they can help interpret the characteristics of
candidates of like ethnicity and background when there is a question of
acceptance.

There werec also some important differences by race in perfermance
after appointment. The black of ficers accumulated 65 percent nmore

departmental disciplinary charges than white ofificers, but they did not

1 differ from whites on the numbers of civilian complaints, allegations
of harassment, or criminal charges.

The black officers also did not progress through civil service
ranks as well as white officers. In fact, at the end of 14 years
there were 5 black sergeants and 1 black lieutenant in our group--whici:
is 6 percent of the total--compared to 15 percent of the whites.
However, the black officers did progress into and through the Detective
Division better than whites. Almost 30 percent of the black officers
were detectives after 14 years, compared to 15 percent of the white

officers. These two facts about the career advancement of black
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officers tend to compensate for each other, so that if we compare the
two groups according to their current salary, we find that the black
officers have just about the same salaries as white officers, or
perhaps slightly higher. The fractioﬁ of black officers who left the
Department prior to 1968 was the same as the fraction of whites who
terminated.

The black officers had fewer days sick than the whites, but
counting each illness as a single time sick, disregarding how many
days they were sick, we found that black and white officers had ths

same number of times sick.

2. Age. The men who were oldest at time of appointment were
ABe PP

A

least likely to advance beyond patrol assignments, had - absenteeism
for sickness, and were substantially less likely than .erage to have
civilian complaints. This observation does not arise from a departmental
policy of placing the older officers in the least hazardous precincts;

in fact, a subject's age at appointment was not found to be correlated
with the hazard status of the first precinct to which he was assigned.
herefore, the data suggest that older recruits would be best suited

for assignment to sensitive communities.

3. 1.QG. In general, men with a2 high I.Q. advanced through the
civil service route to a greater extent than men with a lower i.Q., and
thcy had more departmental awards. But they did not differ from average
on the patterns of misconduct. Men with below average I.Q. were much
more likely thanlaverage to be assigned to traffic duties, at which they
appeared to perform well. Black officers with high I;Q. had a greater
incidence of the departmental miscondu-t pattern than average, including
high absenteeism, but they did not have above-average career advancement.
This finding is merely indicative of possible problems with relations
among the races in the Department, which should be expluored further by an
interview study which includes some black officers with high 1.Q.

4. Civil Service Sccre. The white officers who scored high on the

civil service examination for appointment as a patrolman were found to
be more likely than those who scored low to attain later civil service

promotions to sergeant, liecutenant, or captsin, but the s2ne was not true
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o ‘ for black officers. The civil service score was not related to any other
pattern of performance, including departmental disciplinary actions,
civilian complaints, or absenteeism. For white offjicers, a high civiil
service score was slightly predictive of good grades in the police
academy--which we did not consider to be a performance measure--but not
for blacks.

’ ‘ In short, the civil service examination for patrolmen does not appear
to predict any aspect of job performance measured in this study, other
than the ability to paés later civil service examinations for promotion.

5. Region of Birth. Black oificers born outside New York City had

j better career advancement, especially to detective assignments, than
City-born blacks. Few of the white officers were born outside the City,
‘and therefore no significant patterns emerged for themn.

6. Siblings. Among black officers, those with few siblings had a
history of more misconduct than those with scveral siblings. No such
patterns were observed for white officers.

7. Oécqpational History. Occupational mobility was not found to

be associated with any aspect of performance among those officers who

remained on the force. However, a prior history of employment disciplinary

ot

i incidents or dismissals was found to be a strong predictor of a future
- } pattern as a disciplinary problem for the Department.

! 8. Military ilistory. Veterans were not found to be better or worse

performers than non-veterans, and the same was true for men with military
commendations. However, a military disciplinary record, like an employment
<k disciplinary record, was a predictor of future misconduct; in this case,
the misconduct included not only viclation of the Department's rule« and
procedures, but also civilian complaints of -the use of unnecessary

force and complaints of harassment.

-t 9. Arrest History. Men who had been arrested for non-violent crimes
Tt prior to joining the force were less likely than other officers to be later
-é charged with harassment of citfzens such as false arrest, illegal search

2

AT

and seizure, etc. Seemingly, their own personal experiences tempered their

relations with crime suspects. In other respects, men who had a previous

history of arrest for non-violent crimes performed no differently from
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other officers. Although the number of subjects with a prior arrest for a
violent crime was too small to obtain statistically significant findings,
the data suggested that such men had excessive misconduct later.

10. Civil Court Appearances. Men who had appeared several times in

civil court as a party or witness in litigation proved mcre likely than
average to engage in harassment later, although the differences were not
large. We theretore have some indication that a history of court appear-
arces may reflect difficulty in getting along with other people.

11. Other Early Bockground Characteristics . Aspects of background

which might be thought to be negative but which were not found to be
related tov later performance, among those who were appointed to the force
in spite of these characteristics, included:

o a large number of debts;

0 a prior history of a psychological disorder; and

o any history of mental disorder in the applicant's
family.

Other aspects of background found unrelated to performance were:
o father's occupation;
o number of residences or place of residence;
o marital status and number of children; and
o number of summonses.

12. Background Investigator's Rating. The Police Department's back-

ground investigators, who had access to the pre-1957 data used in this

study and in addition interviewed the applicant and his neighbors and
emplovers, were fairly successful judges of how a man wouid later perform

as a policeman. Low-rated candidates were less likely to be promoted than
high-rated candidates, and they were more frequently departmental discipline
problems. In fact, 25 percent of those rated excellent by the background
investigators were later promoted to sergeant, lieutenant, or captain,
compared to 9 percent of these rated poor: and 62 percent cf those rated
poor later had at least one substantiated discipiinary action, compared to

16 percent of those rated excellent. The background investigater's
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rating did not distinguish men who would later have excessive civilian

complaints or allegatiouns of harassment.

Relationships Between Later Background Characteristics and Performance

None of the early background characteristics described above were
as strong predictors of later performance as the variables which we
shall now discuss.

1. Recruit Training Score. An officer's recruit training score

was the strongest predictor of his later performance. Men who scored
high on written examinations on the material presented in police academy
training courses were subsequently much better performers than average.
They advanced more rapidly through special .assignments and civil service
promotions, they had less departmental misconduct and absenteecism, and
they had more awards than lower-scoring officers.

Among black officers, recruit score was related statistically
only to later carecer advancement. For example, ve found that 45 percent
of the blacks with recruit scores of 75 and higher advanced to the
Detective Division, compared to 10 percent of the officers with scores
below 75. HNot a single black officer with recruit training score of
less than 75 advanced through civil service promotion.

The overall incidence of misconduct for black office;s, although
not significantly related to recruit score, appeared to be consistent
with the patterns observed for the white officers.

2. Probationary Evaluation. The officer's rating while on probation

was found to be the second strongest predictor of later performance. Men
who were marked "unsatisfactory" on somé aspect of performance after nine
months on the force tended to have more allegations of misconduct sub-
sequently, of which more were brought to trial and substantiated, than
subjects without derogatory ratings. We found, for example, that 67 percent
of the subjects with poor rating had been alleged to have engaged in
misconduct, compared to 55 percent of the subjects without negative ratings.

Moreover, 35 percent of the subjects with poor probationary rating had at
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least bne substantiated complaint on their reccrds, while the corresponding
proportion for officers without poor evaluations was 25 percent. These
patterns reflected higher rates of violating ﬁhe Department's internal rules
and procedures among men with unsatisfactory probation; these men did not
have higher rates of civilian complaints, complaints characterizable as
corruption, or complaints of harassment.

Subjects with poor probationary evaluations alsc tended to be
absent more frequently than average..L We found, for example, that
43 percent of the subjects with poor probationary ratings reported sick
11 or more times in 11 years compared to 36 percent of the subjects
without negative ratings.

For the black officers, the relationship between probatisnary

evaluation and police performance was almcst identical to that of the

white officers. An unsatisfactory probationary rating was found to be
a good predictor of above-average incidence of later departmental mis-
conduct and absenteeism, but it was not relzted to other performance
measures.

An important finding concerned the 22 subjects with more than one
unsatisfactory notation on their probationary evaluation. This group
ccnsistently performed less effectively on the majority of performance
measures than other officers.

3. Education. As a group, the men with at least one year of college
education who remained on the force were found to be very good performers.
They advanced through civil service promotion, but not dispropourtionately
through the detective route of advancement, and they had fewer civilian
complaints than average. The men who obtained college degrees, either
before or after appointment to the force, exhibited even better cn-the-
job performance. They advanced through preferential assignments and
civil service promotions, they had low incidence of all types of mis-
conduct except harassment, on which they were average, they had low
sick time, and none of them had their firearms removed for cause.

A typical example of the difference in patterns between the college

graduate and non-coliege graduate was in the number of civilian complaints
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incurred over ar eleven-year period. Our data revealed that 369 men,
or 24 percent of the non-coliege graduates, had a civilian complairne,
compaied to only 4 college graduates, or 8 percent. Generally speaxing,
the older, more educated officer received fewer civilian complaints than

the younger, less educated officer.

Predicting Performanre

Through multiple regression analysis, it is possible to estimate
the average performarce levels for officers having specified combinations
of background characteristics and to identify the background characier-
istics which make the greatest contributien to explaining variations in
performance amorg officers. For white officers, the predictor variables
can be listed in approximate order of their strength of relationship with
later performance as follows: average grade in police academy training
courses, probationary evalvation, rating by the Departmant's background
investigators, military discipiinary record, employment disciplinary
record, level of education, number of appearances in civil court, age
at time of applicatiou, civil service examination score, marksmanship,
prior arrest history, and 1.Q. The other background characteristics used
in this study were not found to be .ignificantly related to later perfor-
mance in the regression analysis.

For black officers, the strongest two predictor variables were the
same as for the whites, namely recruit training score and probationary
evaluation. Information about an officer's rating on these variables is
not available until several months after he has been appointed to the
police force, which suggests that the selection process should not be
considered to be complete until the end of the probationary period.

To determine the extent to which performance measures would be
expected to vary, depending on background characteristics and early
perfnrmance measures, we calculated some typical values of performance
measures from the regression equations. As an example, we found that
a hypothetical candidate with a total of three military or employment

disciplinary incidents, the lowest possible recruit score, and 2 "umsa-
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tisfactory" marks on his probation report would be expected to have
8.5 times as many substantiated complaints of misconduct as a man with
no military or employment discipline record, 2 recruit score of 90,
and no "unsatisfactory” marks con probation.

A similar disparity in civilian complaints was found between older
college graduates and younger high school graduates. Candidates who are
21 years of age at the time of joining the force and are high school
graduates may be expected to receive 6% times as many civilian complaints
as older candidates (age 31) who graduated from college u:fter 11 years on
the force. Similar predictions were obtained from the regression equations

for other performance variables such as career advancement, absenteeism,

and departmental disciplinary actions.

Police Performance Profiles

Using the results from our cross-tabulations and regression
analysis, we developed profiles of the candidates who are most likely
to embody the performance characteristics identified in the factor
analysig. These differ for the white and black officers.

1. Among the officers appointed to the Department in 1957, the men
most likely to be a discipline problem for the Department, with

a large number of departmental charges and times sick, had the

following characteristics:

Whites Blacks

Young at time of appointment High I.Q. |
Non-college graduate Few siblings .
Excessive summonses and debts Poor background ratfng 'g
Employment disciplinary record Low recruit score ;
Poor background rating Poor probationary evaluation

Low recruit training score Bo;n in New York City

Poor probationary evaluation

et e, -
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2. Officers most likely to incur charges of harassment ({alse arrest,
protested summons, illegal search, illegal detention, etc.) had

the foiriowing characteristics:
Whites Blacks

No history of prior arrest No history of prior arrest
Histcry of civil court appearances Enployment disciplinary record

Military disciplinary record

3. Officers most likely to incur civilian complaints had the following

characteristics:

Whites Blacks

Young at time of appointment Low I.Q.

Non-college graduate Many appearances in civil court
Military disciplinary record Military disciplinary record

Police Career Profiles

There are two major routes for career advancement in the New York
City Police Department: civil service promotions and detective ap-
pointments.

Civil service promotions lead to the ranks of sergeant, lieutenant,
and captain and require examinations. Appointments above the rark of
captain (e.g., Deputy Inenector, Inspecter, Deputy Chief Inspector,
etc.) are made at the discretion of the Police Commissioner. The
detective selection system runs parallel to the promotion route and
includes three grades of detective: third grade, second grade, and
first grade. Thete is no examination required for detective appointments
or promotions. Instead, the Office of the Chief of Detectives, with
snme assistance from the Folice Personnel Bureau, selects men for the
Division who are then officially appointed by the Police Commissioner.
The profiles of detectives and uniformed supervisors are presented

below.

st atTaws ee -
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Detectives Sergeants, Lieutenants, and Captains
Older at appointment Younger at appointment
Men with average 1.Q. Men with high I.Q.
More likely to be married More likely to be single
Not college educated Coilege educated
Lower civil service scores Higher civil service scores
Lower recruit training scores Higher recruit training scores
Less likely to be an expert More likely to be an expert
marksman ) marksman

Other Conclusions

1. A major conclusion of this study is that we were able to anti-
cipate certain irportant aspects of job performance for black and white
police officers from quantifiable information commonly maintained in
personnel files by police departments. From these same data we were able
to identify some background factors which are commonly thought to be
important indicators and which in fact are not related to effective or
ineffective police work. The recruit training score and probationary
rating, which are measures of early job performance, were found to be
usefui indicators of later job performance. Some of the background data
such as age and education were also fpund to be useful in determining which
men are most likely to perform inefiectively in sensitive areas of the City.

2. The following background characteristics were not found to be
related in iazportant ways to our performance measures, for those who were
accepted by the Department and rems:ned on the force, even if statistically
significant differences were found: civil service exam score; I.Q.; arrest
for a petty crime; military service: military commendations; father's
occupation; number of residences; aspect: of early family responsibility,
including marital status, number of children, and debts; reported history
of psychological disorder; place o: residence; and number of summonses.

The hazard status of the precinct L. which an officer was first assigned
was reflected in the number of civ:.ian .»mplaints hc accumulated later,

but not in career advancement or o: er n.asures of performance.
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3. The data showed that the strongest predictors of later perfor-
mance are derivable from quantifiable measures reflecting the subject's
primary behavior and experience as observed over a period of time. These
include employment and military disciplinary actions, repeated appear-
ances in civil court, education, and performance in the recruit academy
and during the probationary period. The Police Pepartment's background
investigators are succcssful at weighing the information available to
them at the time of application and arriving at an overall rating having
predictive validity. Measures which are derived from single incidents or
written examinations, such as arrest for a petty crime or low I.Q. score,
are not indicative of major patterns of bad performance. In fact, arrest
for a minor crime was found to be related to a low incidence of harassment
after appointment.

4. The performance measures which proved most associated with
background characteristics, in order of the amount of variance explained
by the data, were career advancement, departmental misconduct, absenteeism,
awards, civilian complaints, and harassment. The number of allegations
of criminal misconduct, removal of firearms for cause, and invalid claims
of injury were not related to our measures of background characteristics.
It seems likely that psychological tests of a type not used in this study
might be needed to predict these aspects of performance.

5. The background factors used in this study were unable to dis-
tinguish levels of performance within the subgroup consisting of detectives.
One plausible explanation for the absence of predictive validity for
performance of detectives is that promotion of detectives within the
Detective Division depends less on standards of performance than on
other factors such as seniority or happenstance of who may be in position
to influence appointments at any given time. Our findings that individual
performance measures were amenable to prediction for the total active
cchort, and also for certain subgroups (e.g., black officers) which were
even smaller in size than the subgroup of detectives, supports our notion
that both background factors and recruitment factors discriminate among

subjects when actual performance differs.
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Because findings and conclusions of the type described here have
been founu to vary when conducted in other police departments or at other
times, we would not wish to see our results applied as if they had uni-
versal validity. However, the methods we used could be readily adapted
to the personnel files of nearly any police department in the country,
and further research along these lines, including validation studies,
would indicate the extent to which the New York City 1957 cohort shows
typical patterns of relationships between backeround characteristics and
performance.

The implications of the findings for the New York City Police
Departient are presented in a series of recommendations concerning
selection procedures, assignment policies, training, development of
impreved performance measures, and the need for a computer-based infor-

mation system.

Ep
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' ! 1. 1INTRODUCTION
‘ 1. AN
! , , iy s
i During the 1ast decade, three Presidential Commissions have
i determined that a reduction of crime and disorder in the United States
requires an upgrading in the quality of police personnel and their
L 1 . Lo .
training. Although there 13 common agreement, within police depart-
ments as well as outside, on the desirability of improviug police
personncl, the selection standards which should be used in achieving this
goal are a matter of dispute. In part, this is due to the complexity of

the police role in modern society. Not only are patrolmen expected toO

preveat crime and apprehend criminals, but they also engage in a variety

|

l

|

;

l

|

}

l of sensitive order-maintenance and service functions, such as settling
1 marital disputes, aiding accident victims, and directing traffic. 1In

i addition, there are many specialized functions to be performed by

‘ policemen——crime investigation, supervision of othar officers, data

! analysis and planning, training, etc.——for which only a small subgroup
\ of recruits in any given year need to be suitable in terms of education
‘ and personal characteristics.

§ To select recruits who will properly perform all these varied
functions, it is important to know the types of performance which can
be expected from candidates of varying backg.ound characteristics. We
undertook. this study of New York City rolice Department personnel with
the objective of comparing quantitative, verified information about the

pbackground of recruits with hard data about their later performance. For

\ this purpose vwe selected a year, 1957, which was sufficiently long ago

\ that a variety of aspects of performance would have been recorded for
recruits entering in that year. Since over 2000 officers were appointed

\ in 1957, our sample size is large enough tro permit distinguishing the

] characteristics of subgrouns which are small on a percentage basis:

| black officers, promoted officers, detectives, etc.

Our objectives were as follows:

T o To develop information on how to select men who are

likely to perform effectively as police officers and
3 to reject candidates likely to be unsatisfactory.
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o To identify attributzs currently thought to be
negative or positiva indicators which in fact are
not related to later good or poor performance.

o To identify methods for sharpening the estimate of
a recruit's future performance by using information
from his probationary period on the force, and for
determining which probationary patrolmen should be
terminated.

o To determine the kind of men who are likely to
perform ineffectively in areas in which complaints
against policemen are ccmnon.

In the next chapter we review, in some detail, the background to this
study, includirg the important issues and the previously completed research.
Then, in Chapter TII, we describe the methodology and the data used in the
study. The distiactions between officers who leave the department and those
who stay, and the differences between black and white officers, are also
discussed in this chapter. In Chapter IV, we present our findings in
regard to all the significant relationships of each background characteristic
to later dimensions of performance, which were primarily derived from cross-
tabulations. In Chapter V, we describe the results of our regression
analysis, which jidentified the combinations of background characteristics
most strongly associated with each performance measure and quantified
the strength of the relationsﬁip. Finally, in Chapter VI, we present
typical profiles of the characteristics of officers having specified

patterns of performance.
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4 11. BACKGROUND TO THE STUDY

; In most U.S. cities, policemen are appointed thvough a ~ivil

3 service procedure in which candidates must meet c¢:rtain objective

" standards, usually established by law, 5nd they must pass a written
civil service examination and a medical examination. In addition, some
cities utilize subjective criteria based on personal interviews, psychi-
atric examinations, or background investigations. As an illustration,
the criteria which apply for appointuent as a patrolman in New Yurk City
are shown in Table 1.

Major open questions about police selection are whether the standards
now in use, either individually or collectively, actually distinguish the
candidates who will become successful policemen from those who will not,
and whether the addition or substitution of new selection instruments can
improve the predictive validity of the selection process. In addition,
the question of whether the selection procedures discrimate against

members of minority groups is being raise.! with increasing frequency.

AR B R AR $L 2 TS AR T8 SEATI AR MUY AP DO TN BT ST

Although many studies have been urnd.-r.akern in an attempt to answer
L these questions, they remain far from resolved, mainly for the following

v reasons:

1. No entirely satisfactory method has been develouad to measure
objectively the performance of policemen once appointed; those
performance measures which are in use tend to reflect the internal
standards of police departments rather than the reqiirements of
the community being served. '

2. Within any given police department, there are a variety of func-

tions to be performed, ranging from traffic control and patrol

: in low crime areas to underccver activities, crime investigation,
operation of data processing systems, planning, and administration.
Some men who are able to perform certain of these functions
extremely well may be unsuited for other tasks, and the selection

process must provide adequate numbers of personnel in all categories.
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Objective Criteria

Citizenship

Age

Residency

Fducation

Height

Vision

Drivers license
Criminal History

Military History

Exaq}ng&iogq

Mental

Medical /Phvsical

Subjective Criteria

Table 1

CRITERIA FOR APPOINTMENT - NVPD

Background investigation
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Kequirenen
stequlire

r

t.s.

At least 21 when appointed

No more than 29 at application
(rear-for-vear waiver for military
service)

When appointed,
11 X.Y. counties

No requirenment.
rmust live in one of

High school graduate or equivalent

At least 5'7"

20/30 each cve, without glasses

Yes

No felony or petty larceny conviction

No dishonorable discharge

Grade of 75 or better on written civil
service exam.

"Good physical condition"

"Proof of good character"
(Rejections subject to review by
*wo hearing boards)
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If a substantial change in selection criteria is contemplated,

one would like to be able to estimate the expected change in
performance levels. But it is rarely possible to find a sample

of appointed officers who failed to meet existing standards, and
the number of men in a given department who might meet a set of
higher standards is likely to be so small as to prohibit statisti-
cally significant findings.

Many researchers believe that the primary influences on an
individual's performance as a poliiceman are encountered subsequent
to his appointment. These factors include the training process,
socialization by fellow officers, the nature of the community in
precincts of early assignments, 2ad happenstances of acquaintance
with officers who later rise to high command positions. If such
later influcnces are in fact of major importance, then observed
relationships between backgrouund characteristics and police perfor-
mance measures can be artifacts of existing assignment procedures.
For example, young recruits may be initially assigned as foot
patrolmen in high crime areas more frequently than older recruits,
and officers who perform well in high crime areas inay later be
eligible for appointment as plainclothes investigators. A comparison
of age at appointment with ultimate assignment might then suggest
that older men do not become satisfactory plainclothesmen, whereas
this conclusion would actually be unwarranted from the data.

The findings of the studies themselves have in some cases been so
ambiguous or negative as to preciude the possibility of drawing
conclusions which are of practical use for improvirg selection or
assipnment procedures. Indeed. some of the findings are bizarre
when viewed from the perspecti-e of selection criteria. For example,

@ has remarked that a .950 study(3)

Singer of 25 New York policemen
appears toc show that one can i-eatify successful policemen as men
whko have low aspirations and zre socially maladjusted.

The nature of police work diff¢rs substantially from one jurisdic-
tion to another, so that find::gs in a given city are not necessarily

applicable eclsewhere.
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Despite these limitacions, some progress has been made toward
clarifying the relacionship between the background characteristics of
police candidates and their later performance. Of .he many studies(4_32)
which we reviewed in preparing this work, we have chosen eighteen(&-ZI)
for discussion here as being typical of those which used actual data on
the background and performance of some sample of officers. The predictor
variables and the performance variableg used in these studies are dis—
Played in Tables 2 and 3. The most commenly used predictors have been
Scores on some collection of personality, aptitude, or mechanical tests.
Although these are shown together on Table 2 as a siagle item, several
of the studies utilized a large number of such vuariables.

For example, Baehr, Furcon, and Froeme1(4) administered seventeen
different Paper-and-pencil tests to the subjects in their study, thereby
ﬁeasuring a total of 121 variables. 1In the study reported by Blum,(s)
police recruits completed four tests: the Minnesota Multiphasic Person-
ality Inventory (MMPI), the group form of the Rorschach Ink Blot Test,
the Strong Vocational Inventory Blank, and the "F" scale for measurement
of authoritarian trends,

Other commonly used predictor variables have been educational
level, some aspect of previous employment history, and age at appointment.
Six of the studies used Predictor variables from only one or two of the
categories shown in Table 2.

Among the most frequently utilized performance criteria was termina-
tion of eoployment as a policeman (voluntary or involuntary). 1In four
of the studies,(s’ 15, 16, 21) termination of employment was the sole
criterion of performance. These studies reflect vhe belief that officers

who terminate have proved unsuited for police work, or that it is

Permanent employees. By far the most thorough and interesting work

on termination of employment by police officers has been conducted ty
(15, 16) )

Levy. She used samples of thousands of officers from several

different departments.
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Table 2

PREVIOUS STUDIES: PREDICTOR VAKTABLES

9

114)

(4)
15)
te
m
19,10
(1
a2
(93]
{15, 161
tm
1181
{19
2
2

et at
Collarelli, etal
‘Cross & Hammond
DuBois & Walson
Humm & Humm
McAltister
Mullineaux
Spencer & Nichols
valla
Cohen & Chalken

Baehr,
Blum
Collins
Eitbert
Hankey
Hogan
Levy
Marsh

PERSONALITY, APTITUDE,

MECHANICAL TESTS

* Standard X Ixixix
Developed for police
tesview X

MENTAL ESTS
10 X
Civii Service
Other X X

fducationai level % X

EMPLOYMENT HISTORY
Number or duration of jobs
Type of previous employment
Discipiinary record or
discharg?
Experience in law enforcement X
MILITARY RECORD
Served X
Highest rank
Disciptinary record

Age at apnointment * X X | X X
Marital stalus or history * X X

VIOLATION OF LAW ]
Motor vehicle and minor X
Arrest for crime X

X
Ao X
b d
x
bad
bad
x

»o XX
b
XX
b
X XX X XX

**
b3
x
XX XX X
x

xx
x
o

®¥ XM X XK

\ Possesses drivers licence . X
Hobbies, social activities
Debts

Background investigation rating X

* x
3
X

Other background {residences.
children, parents_ heaith, elc) %k
X

Race

*Data obtained as part of "Persondl History Index"

-
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Table

STUDIES:
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3

PERFORMANCE

VARIABLES

4

et al

Baehr,

(5
16!
o

et al

Blum
Colting
Cottaretli,

(R 1]

Cross & Hammond

Dulms & \iatson

19, 1N

L

Eilbert

(B¥4]

Hanhkey

" Hogar

1195y

Humm tia

Humm &

1ot

iy,
an
15

MeAtTster

Levy

L1991

Mulhingaux

&

t

Spencer & Nichols

zZh

Valld

Cohen & Chaiken

TENURE
Termination
Termination fcr cause

RAINING
Grade in police academy
Instructor’s evatualion
Student peer raling
Knowledge of contents of
text
Marksmanship

SUPERVISORY EVALUATION,
Probationary 2valuation ¥
Later evaluation X

CAREER DEVE{OPMENT
Evaluation for promotion
Assignment progression
Promation

ACCIDENTS
Automobile
Personal injurv
Invalid claim of .njury

' COMMENDATIONS
Departmental X
From public

ABSENTEEISM
Number of times sick
Totat days sick
Tolal absences X

’ DISCIPLINARY CHARGES
Infractions of departmental
rules X
Serious misconduct
Civilian complaints
Harassment
Firearms removed

Number of Arrests X

)X KX x

xXx

X

nx

b $ .4

M 4

.

®x X

¢
o
X

XX

XXX

xx XX

- XXXH XX

$ Detectives only
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Levy's maih findings were that officers who terminate voluntarily

are considerably different in background characteristics from those who

are terminated for cause, oOr whose resignations were requested, and both

these groups differ from those who remain on the force. The men who

terminate voluntarily are younger at time of appointment, have more
educatrion, have shorter tenure on immediately previous jobs, and have

lived fewer years in the city of application than the other officers.

Men who terminate as failures have a history of a larger number of jobs

per year, are more likely to have been dismissed from a job, are more

likely to have been married more than once, and have a larger number of
residences than the other officers. Military and financial data were

not founé to be related to the criterion of termination. In regard to

the finding that men who remain on police forces are less educated than
those who leave, Levy noted that "it should not be interpreted to mean

that poor education insures retention, [but it] may be generated by the

fact that Police Departments, in general, do mnot sufficiently meet the
needs of their better educated officers. The better educated officer who

meets the needs of his department may leave for more challenging employ-

ment."(lb)

A second commonly used performance criterion was some form of

supervisory evaluation. In cases where the police department under study

regularly collected performance ratings, these scores were obtained by

(4, 12, 20)

the researchers. However, in mest instances in which perfor-

mance ratings were used, it was necessary for the researchers to design

and administer their own instrument for obtaining the supervisory
evaluations.

The most sophisticated method used to determine supervisors'
evaluation of performance was the paired-comparison test developed by
Baehr, et gl.(s) Each sergeant or lieutenant who was acquainted with
the performance of at least ten of the patrolmen under study was asked
to consider cach pair of officers and answer the question, "which of
these two men is the beiter performer un the street--which is the better

patrolman in terms of performance in “he field?" Each rater's collection
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of coﬁparisons was measured for consistency,* and raters with consistency
levels below 80 percent were excluded from the study. In addition, the
ratings produced by different supervisors were compared, and raters whose
level of agreement was too low were also excluded. The remaining rankings
were converted to normalized scores aud averaged for each patrolman under
study.

The subjects in the Baehr, Furcon, Froemel (BFF) study were 409
patrolmen, ocut of 2327 eligible, in the Chicago Police Department who were
selected in accordance with their scores on the paired-comparison rating
and Qho agreed to participate. All levels of tenure were represented in
the sample, from recent recruits to the most experienced patrolmen. The
paper-and-pencil, tests used in this study weie administered during the
study period. The results of regression analysis of all the tcst scores
against each performance variable showed that multiple correlations above
0.6 could be obtained for the paired-comparison rating and the police
department's performance rating. The study aid not indicate precisely
which relationships attained statistical significance. The multiple
correlarion coefficient for predi.tion of absenteeism, disciplinary
actions, and departmental awards were typically lower, in the neighbor-
hood of 0.5. The authors concluded that there were ''significant and
acceptably high relationships between the tests and all eight of the
performance criterion measures used." The predictors having the strongest
correlations, consistent among subjects, were elements of background and
experience derived from a Personal History Index, a cooperativeness
variable from a test of social insight, and temperament traits of self
confidence and self-starting (positive) and demonstrativeness (negative).

The Chicago study also found that when the officers were divided
into subgroups according to race, some important differences arpeared in
the relationship between test scores and performance measures. For

example, among the personal history variables used, the dimension Early

In the words of the study, "if a rater selects patrolman A over
patrolman B, and patrolman B over patrolman C, then to be consistent, he
should also select A over C. 1f he selects C over A, this choice is
regarded as an inconsistency."
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Family Respdnsibility was positively related to the paired-comparison
rating, and the variable Selling Experience was negatively related, for
both blacks and whites, while positive weights for Parental Family
Adjustment and Professional Successful Parents and a negative weight
for School Achievement were found for whites only, and negative weights
for Financial Responsibility and Leadership were found for blacks only.
On the basis of these and other differences by race observed in the study,
BFF recommended "'separate validations for differen: racial zroups...as
a routine procédure in the selection of patrolmen.”

Some important characteristics of the BFF study which distinguish
it from the present work are the following. First, the tests used by
BFF to measure personality and background characteristics were administered
to the officers at the time of the study and therefore may reflect atvti-
tudes and selective memory of the past induced by on-the-job experiences.
In the present study, background characteristics of the subjects were
reccrded at the time of application and were checked for accuracy by
policerun assigned to background investigations. Second, BFF did not
utilize any variables having the property that a specified ranking is
a prerequisite for appointment; this includes, for example, civil service
scores. Third, the subjects of the BFF study were voiunteers, and none
of them fell in the middle third of performance, as measured by the
paired-comparison rankings. In the present study, every officer who
entered the New York City Police Department in 1957 wvas included as a
subje.t, except for a small number (4 percent) whose records could not
be lccated. In addition to avoiding biases introduced by utilizing
volunteers, such a cohort design controls for the variavle of tenure (or

experience), which had to be treated as a quasi-performance variable by
%
BFF.

(20)

The study by Spencer and Nichols was also perfdrmed in the

Chicago Police Department. In this case, a projective design was used

In subsequent studies by these same researchers, tests similar to
those used in BFF have been validated with other research designs. 1In
particular, these tests have been administered to applicants. Some of
their results have been published in Ref. 33, which was received after
completion of the present study.
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and test scores and background data were obtained at the tfme of appli-
cation, which was 1964. The subjects in this study were 427 applicants
who survived all steps in the appointment process up to, but not including,

the background investigation. Of these, 109 men failed to qualify for

appointment after the background investigation. Perforinance measures

were obtained four years later for those subjects who remained on the
force, a total of 268 men.

Although Spencer and Nichols used "failure to qualify" as a criterion
variable, it is nnt actually a performance measure, and therefore their
findings in regard to this variable are not reported here. Of the
remaining criteria used, as shown in Table 3, only one was found to be

' This was an average

"consistently related to predictor iat~rmation.'
score on the department's semi-yerrly nerformance rating, which had a
multiple correlation of .272 with these three variables: 1) a persomality
rating based on Personal History and Sentence Completion forms, 2) civil
sérvice exam score, and 3) level of education. The three variables are
listed in the order of their strength as predictors. The fact that this
multiple correlation is considerably smaller than those reported by BFF

is quite likely explained by differences in research design and in the
number of variables used in the multiple regression; it does not neces-
sarily suggest that the predictors used by Spencer and Nichols are

less powerful. The dir:ctions of the relationships were as one would
expectf department.1 performance ratings increased with the personality
rating, civil service score, and education.

With regard to differences by race, Spencer and Nichols observed
that, on the average, biacks had lower performance ratings than whites.
But the personality ratings used in this study, while good predictors
of performance, were found to have a ﬁrelatively low relationship with
race, compared with the civil service examinatiah and other predictors."”
This pair of observations is somewhat parzdoxical but does appear to
suggest that separate validations of predictor variables may not be
required for diiferent races. None of the other studies discussed in
our summary, aside from the two already described, considered race as a

pertinent predictor variable.
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The subjects in the Hankey study(lz) were 801 policemen in the
Los Angeles Police Department who were appointed to the force in thec
period from 1955 to 1959. All of the background data and personality
test scores used as predictor variables in this study were recorded
prior to, or within a few weexs after, appointment, and data for the
performance measures were collected in 1962. Thus, the performance of
the subjects was measured for varying periods of time, ranging from three
to eight years.

Hankey's main interest was in determining the predictive power of
ten trait scores of the Guilford-Zimmerman Temperament Survey (GZTS).
Multiple regression analysis using these ten scores as independent
variables and a weighted average of supervisor's evaluations as the
dependent variable produced a multiple correlation coefficient which
was not significant at the .05 level. Similar findings of nonsignificant
predictive value of the GZTS scores were found in a discriminant function
analysis in which subjects were divided into success/non-success groups
in accordance with scores on each of the following variables taken
separately:

Recruit traiaing score

Average supervisory evaluation

Score on sergeant's promotional oral examination

Termination of employment

Punitive days off.

B e

Indeed, even when predictor variables other than GZTS scores were

PRI

considered (see Table 3), the only significant relationship found in this

study was between measures of mental ability and scores of performance in

the recruit academy. Harkey concluded that "no evidence was found to

et m—————) F————————t 55+

support the hypothesis that successful policemen have a different syncrome
of personality traits and other variables as compared with non-successful

policemen," and “it does not appear that additionmal refinement in [selec-

tion techniques] would result in an increase in eifective and a decrease

in ineffective or problem employees."
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Considering the similarity between many of the predictor and

criterion variables used in the Hankey study and those used in the two

Chicago studies described above, the remarkable difference in results

suggests strongly the perils of assuming that pradictors validated in

one city will necessarily prove'to be useful in other departments.

Even the continued validity over time of findings in a single

department cannot be assumed with confidence. This is illustrated by two

studies condicted in different years in the Los Angeles Police Department,

both of which used an appraisal of the Humm-Wadsworth Temperament Scale as

the predictor variable. Unfortunately, the performance criterion differed

in the two caces. Humm and Humm,(lh)-in a study conducted in the 1940s,

if an officer was dismissed and to be above

average if he was eventually appointed to an executive or administrative

g relationships between Humm-Wadsworth

(6)

position. They found extremely stron

appraisals and this performance criterion. Fifteen years later, Coilins

compared Humm-Wadsworth scores with punitive days off and found no signifi-

cant relationships.
The Humm and Humm study is potentially of great interes
high correlations obtained but also because it describes an

t not only

because of the

ijnstance in which candidates who failed to meet civil service criteria were

nonetheless appointed to the force {under war emergency regulations).

s of the researcl design and the sample of

he results difficult to interpret,

However, several characteristic

subjects selected for this study make t

and it is not possible to draw conclusions about performance differences

between the civil service appointees and the others. One subgroup of the

sample was appointed and tested in 1943-44, with follow-up in 1945 to

determine which subjects had been dismissed o;_;erminated. A second sub-

group consists of men dismissed or terminated between 1946 and 1949, but

it is not clear whether this subgroup includes scme ren in the previous

subgroup or at what point in their careers the men in this subgroup were

tested. A third subgroup ("staff'") consists of men holding administrative

many of whom were apparently tested several years

_ (38)
In addition, as Blum pointed out, it appears

or executive positions,

after joining the force.
that among a total of 669 men tested, 79 resigned, 233 were fired, and
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357 remained with the department. The ratio of men fired to men resigned
is most unusual and suggests a very special situation in the department"
at that time.

¢ The results given by Humm and Humm showed that 84.8 percent of the
men eventually dismissed had low Humm-Wadsworth (H-W) appraisals, while
only 32.2 percent of the staff had such ratings. A cross-tabulation of
H-W appraisals vs. the qualities dismissed, average, or staff{ showed a
correlation of .72 and a chi-square measure of significance at a levei
well below .001. Blum reworked their data in order to determine

predictive validity and concluded that of the men predicted to do badly,

3T BT T TRTSE T I GL S T A T e

42 percent did well, and of the men expected to do good or fair work,

T o St Al

66 percent did well. Thus, the studies by Humm and Humm and by Collins
leave open the question of the possible value of the Humm-Wadsworth
scale as a predictor.

Two studies in New York City came to conclusions consistent with
those of Hankey 2nd Collins. However, both of them were characterized by a
relatively short follow-up period for measuring performance. Eilbert(ll)
used a sample of "approximately 1000 recru.ts"” who were tested in 1962 and

the first half of 1963 and whose performance was evaluated in the first

quarter of 1964. The predicter variables in this study were derived from

a battery of tests developed by the author and his colleagues after a

TYLTAY (T

task analysis of police work which identified what they believed to be
the critical req.irements for good police performance. The wide range of
personal background attributes examined in this study is particularly
noteworthy. In addition to tests of verbal and visual abilities and

{ personality attributes, this study included tests of knowledge of sports,

first aid and safety, "handyman" techniques, city social agencies, modus

T L T IS R SR M T T L

pior,

opefandi of criminals, New York City points of interest, the law, and

(3

o P oy e e -yt e

police and underworld lingo. The performance criterion was obtained
from a specially-developed supervisory evaluation form which required

the evaluator to rank the subjects known to him in terms of their

L 4
e TR

estimated performance In twenty critical problem situations and in

terms of overall performance. Subjects were labelled either high or

low in performance on the basis of these ratings, with rankings obtained
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from only a single evaluator treated separately from those obtained

from two Oor more.

In this study, predictive validity was measured with biserial

correlation coefficients. Most of the specially developed tests were

either unreliable or failed to provide a significant difference between

high- and low-ranked performers. Exceptions were a vocabulary test
"which closely resembles the type of pre-employment tests currently used"

and knowledge of foreign terms and police lingo.

The second New York City study, by McAllister.(lg) was concerned

with the predicuive validity of the background investigator's rating,

which is a subjective decision arrived at after a personal interview

with the candidate and consideration of all available background dcta.

Because the recommendations of the investigators arc reviewed by a board

of police ofiicers, some applicants may be appointed despite a disapproval

The subjects in this study were 256 men

:n Deamber 1965, of whom

by the background investigator.

appointed to the New York City Police Department

75 (19 percent) had been disapproved by the background investigator.

Their performance was measured 18 months later, using a specially-

developed supervisor‘s evaluation form and the other performance variables

shown in Table 3. The evaluator rated each subject on a scale from 1 to 10

("unsatisfactory" to "sutstanding") in regard to alertness, commcn sense,

initiative, integrity, intelligence, and self-reliance, and the total score

was used as a performance variable. Analysis was undertaken by cross-

tabulation, using a chi-square test of significance. The general

conclusion of the study was that the hypothesis of better performance

being associated with a favorable judgment by the background investigator

was not supported by the data. WNone of the performance measures was found

cantly related to the background investigator’'s rating at
*
the .01 level of significance.

to be signifi
However, of five subjects whose services

were terminated during the probaticnary period, four were disapproved

—_—
*
The results of the present study differ; we attribute this to our
use of a longer period for measuring performance rather than to any
change in the background investigations themselves.
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by the background investigator. McAllister noted that criterion variables
based on sick time were so similarly distributed for approved and dis-
approved officers that the use oi such variables as measures of performance
ijs called into question. He also observed that supervisors' ratings of
intelligence and common sense appear v’ be inversely related to standard
1.Q. scores.

The study reported by Blum(s) is notable for the relatively long
follow-up period (seven years), and the exclusive use of performance
measures commonly found in police personnel folders, not including a
subiective overall performance evaluation by supervisors. However, the
number of subjects in the study was small (87). The department in which
the study was conducted is identified only as "a major metropolitan
police force." Personality tests were administered to the officers
hired in 1956-57 soon after their appointment, and a performance prog-
nosis score was developed at that time. Performance data were collected
in 1963. For each performance measure used (see Table 3), its zero-order
correlation with each test score was determined. The highest correlations
observed (above .40) were found to describe the relationship between
certain MMPI tests and subsequent evidence of especially serious mis-
conduct (which was observed for four sut jects).

Blum noted that if one had a goal of weeding out all four "bad"
men by using their test scores, while minimizing the number of "good"
men rejected on the same basis, cutting points could have been set at
32 for the MMPI Schizophrenia subscale and at 28 for the Pt (obsessive-
compulsive) score. Tﬁis would have excluded ten "good" men from
appointment in addition to the four others, and five of those ten were
subsequently charged with less Zitvious disciplinary infractions. Such
conclusions must be viewed as suggestive only, due to the sm&ll number
of subjects in the "bad" category.

Blum found that correlaticns of test scores with measures of per-
formance other than misconduct were considerably lower (under .30 in
magnitude). He summarized the ones of interest as follows: '"Receiving

commendations and praise is related to vocational interests, attitudes

JERPRREEKw R N = T e R SO U SRR SO

B






—

P At

B R et

SO YT S O

~18-

and orientation, and intelligence. It is not related to personaiity
measures. Belng subject to accidents, injury or time off for illness

is related to vocational interests, intelligence, personality, and
attitudes and orientation.” No correlations larger than .22 were found
between test scores and termination of employment, and none larger than
.14 were found for assignment progression, which was a subjective measure
of the merit of a subject's assignment history provided by a police
official who was not necessarily familiar with the subject.

The study by Harsh(17) used predicter variables similar to those of
Blum (but only the MMPl was identical) plus other personal and biographical
data and civil service exam scores. Marsh's subjects were 591 deputy
sheriffs in Los Angeles County who were appointed during the period irom
1947-50. The tests were administered after selection, but while the men
were still recruits. Performance was evaluated in 1957, providing a
seven- to ten-year follow-up. The performance criteria, shown in Table 3,
included a supervisory rating in which subjects were sorted into five
categories of overall performance by individual supervisors and the joint
evaluations were ranked "high" or "low" (with some subjects not included
in éither group) .

The analysis consisted of comparing predictor variables for "high"
vs. "low" subjects and for "high" vs. discharged subjects. None of the
reported findings are directly comparablie with those of Blum, but the
general thrust of the resnults suggests that no common patternms were found
in these two studies. Marsh found that the civil service exam score
distinguished good performers from those discharged (with the higher
scoring subjects more likely to perform well), and successful perZormance
was predicted by low scores on the MMPI Hypomanic and Hypochondriasis
scales aud the general activity C scale of the Guilford-Martin Temperament
Inventory. Vocational interests, as measured by the Kuder Preference
Record, were not significantly relatad to the performarce categories
used, but a prior history of experience as a policeman or fireman was
an indicator of a low rating as a deputy sheriff. An Interesting finding
was that men with high civil service scores tended to have shorter tenure,

confirming that termination of employment may frequently reflect the
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opportunities open in other occupations, rather than unsatisfactory

performance. This study slso produced one of the "bizarre" findings

[t d

referred to earlier: the height of the subject wes found to be signifi-
cantly related to the probability of discharge at the .01 level.

> The remaining studies shown in the tables will be summarized

' briefly. Collarelli and Siegel,(7) in a study of the Kansas State

Highway Patrol, found that candidates who were later rated unsatisfactory

P i

had a large difference between language and nonlanguage §cOres on an 1.Q.
5 test, enjoyed the .authority of the badge and uniform, and had scores

K . i outside the normal range on four specified MMPI scales. DuBois and

' Watson(g) in a St. Louis study, utilized criteria of performance which

B were primarily based on very short follow-up periods (e.g., recruit

training score, marksmanship, and service rating after ten weeks). Such

¥y

variables ought more properly to be considered predictors, since in most

a e

departments it is not difficult to dismiss recruits who show signs of

becoring unsuccessful policemen. DuBois later used evaluations for pro-

(10

motion as a performance measure, ) and recruit academy grade was

e

designated a valid predictor, along with certain paper-and-pencil tests.

o ot

Hullineaux(lg) also had a brief evaluation period in his 1955 study of
the Baltimore City Police Department. Recruits were rated by captains
on a five-level scale at the end of three and six months. The main
conclusion of this study was that the ability to write legible, correctly
spelled reports was a factor in later performance but was not measured
in any of the qualifying tests.

The most recent prediction study which utilized a brief evaluation

period was conducted by Hogan.(l3)

His subjects were either in their
final stages of training at the Maryland State Police Acaderny, or they
had one year's field experience. The subjects were given the California
Psychological Inventory and were rated by a supervisor on either overall
suitability for police work or actual job performance. Hogan cbtained
a multiple correlation of 0.42 between scores on scales of his predictor

test and the supervisory evaluation.
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General conclusions which can be drawn from previously completed
studies of the relationship of backgrouand and personality characteristics
to pnlice performance are the following:

1. Many variablés which would appear logically relsted to police
performance do :rt prove to be valid predictors of performance.

2. A few psycnological and personality tests may be valuable as
predictors of very bad performance (e.g., dismissal for cause),
but they do not appear to be as useful for identifying effective
1ong—ter§ performance.

3. Personal history data show promise as predictors of good and bad
performance.

4, The nature of the relationship between predictors and performance

¢ " is likely to depend on the race of the subjects.

5. Predictors of general utiliry could probably be developed from a ' <

systematic program of validation studies conducted over a period

of years with similar research designs in several cities.

In the present study, wa have analyzed the predictive power of
personal history data of a type commonly available to police departments
S without the administration of any sp:cial tests. Our research design
could be readily applied in any major city, using its present personnel
files. 1In light of the findings presented above, we have been particularly
concerned with background attributes which are currently used and thought
to be important in accepting or rejecting applicants but which may not be
related to subsequent performance. Therefore, we have not excluded
variables whose values are truncated by virtue of existing seleccion

procedures. In addition, our sample inciudes a sufficiently large number

of blacks to enable us to analyze the nezed for separate validations of

predictors by race.

In two respects we have been able to address certain questions
essentially untouched in previously reported work. First, because of our

| long follow-up period (11 years), we have been able to test the predictive

g pover of early parformance measures such as recruit training score and
¥ probationary evaluations. The objective here is to enable police
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departments to select the recruits to appoint to permanent positions

in the force on the basis of a combination of tackgrourd charactefiscics
and data collected during the probationary period. Second, we have an
extensive file of all civilian complaints and allegations of harassment
against officers in our sample, which provide two separate measures of
perforﬁance (albeit negative) from the point of view of the community,
and enable us to identify the characteristics of officers who probably

are unsatisfactory for assignment in sensitive areas of our cities.
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II1. RESEARCH DESIGN AND DESCRIPTION OF VARIABLES

The subjects of this study are nearly all the male officers appointed
to the New York City Police Department in 1957. The onlv men excluded
from the study were those whose files giving background or performance
information could not be located in 1968. Of the 2002 men appointed in
1957, 1626 (81 percent) remained on the force in 1968, and the background
records were located for all but 18 of these (1 percent). Thus, our
Yactive" cohort consists of 1608 subjects appointed in 1957 and followed
up 1l years later.*

The remaining 376 officers had left the force prier to 1968, due
to resignation, dismissal, or death. We were less successful ia locating
files for these men, since they had in most cases been removed from
storage in the unit where they had been filled out. We obtained records
for 307 men whe were appointed in 1957 and whose employment was terminated
prior to 1968; they constitute the "inactive'" cohort for this study.
Because we cannot be sure vhat the missing 69 inactives were not "special
in some way, and because performance data for the inactives do not cover
comparable periods of time, we have devoted most of our attention in the
chapters which follow to analysis of the active cohort. Ia thiz chapter,
however, we describe the important differences between the actives and
inactives for whom we have data. We have not distinguished the officers

who were terminated for cavse from the other inactives, since in many

cases the cause of termination was unclear from the records.

Nearly all data on backgrouud and performance of the subjects were
collected in late 1968; the 1ank of the active officers was updated in
*k
1971. The backgrourd data were obtained from records completed in 1957

or earlier, and thus represent the best information about the candidate

*
This cohort research design war initially developed by Marvin E.
Wolfgang and Thorsten Sellin. See Ref. 35.

*k :
A small number of men (8) terminated between 1968 and 1971. They
were included in this study as members of the active cohort, and their
rank was updated to the highest level attained prior to termination.
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availal.le to the Police Department during the selection process. Our
use of a eohort design automatically standardizes the amount of time
covered by performance data for the active officers, thereby c¢liminating
biases which appear when men who have different amounts of tenure, or whe

have experienced different assignment policies, are compared in perfor-

mance.

DATA ANALYSIS

The relations between predictor variables and individuaX performancaz
measures, as well as the relations among the performance measures taken
as a group, were first determined from cross-tabulations and sicple corre-
lations. These tabulations were obtained separately for the black officers
and the total active cohort, which predominantly consists of white officers.
The initial rationale was to avoid summary znalyses based on large linear
combinations of either predictor or periormance measures. The absence of
a fully developed theory or model of how individual predictor variables
are related to each performance variable required that we examine a large
number of such relationships.

Several criteria for assessing the importance and reliability of
these relationships were used. These include: the internal consistency
of associations; the conformability of the associations with belief and
knowledge of experienced people in this field; and formal statistical
tests such as chi-square and F tests. The computer program used through-
out this research was the Statistical Package for the Social Sciences
(SPSS). : ,

In the next part of our study, we identified those variables which
showed a substantial association with performance measures, and we facter-
analyzed our data for black officers and for the total active cohort. The
factor analysis for the active cohort was based upon 37 of the background
and performance measures, whiie the analysis for the black subcohort was
based upon 32 of them. We used factor analysis as a descriptive technique

to identify groups of performance variables which would tend to have

eimilar felationships with background. This helped us determine which
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measures of police performance in this study reflected different dimensions
of behavior resulting from different sources of variations.

The results of the cross—-tabulations, zero-order correlations, and
factor analysis led to hypotﬁeses for predicting perforrance from back-
ground variables. These hypotheses were then tested usiny step-wise
multiple regression analysis. Ve selected ihis technique of analysis as
our primary statistical tool for developing a prediction instrumeat for
the following reasons: unlike other simpler techniques (e.g., the Bin-
graphical Inventory Blank), mult ;le regression analysis does not require
that we deviée a preliminary scoring systen, and it is also a widely
recognized statistical procedure. Morcover, the relative impact of
{tems may be compared through computation of their standardized regres-—
sion coefficients.

After we identified which predictor wariables and combinations of
these variables had the strongest corrvlations with performance of the
black and white officers, we compared the results with the criteria
traditionally used for selecting recruits. Fronm the regression analysis,
we were able to identify the combination of individual background factsrs
which provide the most powerful indication of later measures of perfor-—

mance.

SOURCES OF DATA

Data were collected manually frow the files of many different units
within the Police Department by researca assistants under our personal
supervision. The Department placed no restrictions on the items of data
to be recorded by us, and we selected over 150 descriptors ior each
subject, not all of which were analyzed in the study. A complete set cf
the code sheets is shown in Appendix A. The subjects arc identified by a
code number in our files, so it is no jonger possible for us to comnect
any data with a particular officer by name. The data were collected in

*
the main from the following units:

*
The locations of some files and the names of some units may have
changed since 1968.
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1 1. Chief Clerk's Personnel Unit. This unit contains personnel and

detailed personal data on each officer's background and performance
in the Department, including his promotions and history of assign-

ments. It also co -tains information resulting from the character

P

investigation at the time of application to the Department.

aer

2. Disciplinary Record Unit. Contains all complaints leveled against

police officers which resulted in charges and specifications and a

departmental trial. Awards won by officers are also filed bere.

: 3. Medical Unit. Contains a detailed medical history of each officer.

4. Counseling Unit. Contains the results of psychological and I.Q.
tests.

5. Public Morals init. Contains a record of the vast majority of com-

plaints of corruption that came to the attention of the Departmeat.

6. Personnel Recerd Unit. Contains detailed information on each officer’'s

education and specialized skills.

— 7. Detective Division. Contains more detailed information on detectives.

This includes & record of all felony and misdemeanor artests made by
detectives, as well as individual performance ratings.

8. Civilian Complaint Review Board. Contains all complaints against

P officers which involve unnecessary force, brutality, abuse of
authority, discourteous behavior or ethnic slurs. Detailed records
pertaining to the investigation of these complaints are also main-
tained here.

9. Chief Inspector's Investigating Unit. Contains records of selected

charges of corruption and departmental complaints against police

officers.

ARk Ouing

8 10. Limited Duty Section. Contains data pertaining to men assigned to

limited duty, including the reason for this assignment.

3 11. 91d Record Section. Contains data on men who left the force (and

also candidates who applied and were =ither rejected or declined the
invitation to jein the force).

12. Background Investigation and Screening Unit. Contains detailed

personal information resulting from character probes by specially

PR O - - Y S
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trained police investigators which are conducted before the officer
is accepted as a wmember of the force.

13. Police Academy Reports. Contains records of performance of each

officer while he was a recruit in the Police Academy.

PREDICTOR VARIABLES

The background and early performance variables actually used in this

study are described below and are summarized at the end of this chapter.

Race and Age

. 1. RACE. The race of the subject was determined frum a gketograph at-

tached to his application, on the back of which a notation had been made
of the applicant's race. Of the 1608 actives, 1484 (92.2 percent) were
white, 99 (6.2 percent) were black, and 25 (1.55 percent) were Hispanic.*
Of the 307 inactives, 286 (93.1 percent) were white, 19 (6.2 percent)

were black, and 2 (0.7 percent) were Hispanic. There are evidently no

; differential patterns of termination by race.

2. AGE. This is the subject's age at time of appointment, which was
determined approximately by subtracting his year of birth from 1957. The
average age of all subjects was 25.7 years, with blacks slightly older

(average 26.7 yea.s). Due to appointment requirements, none of the men

was under 21, and the 10.4 percent who were 30 or older were all military

veterans. ]

Mental Examinations

3. I.Q. This score was obtained from the Otis Self-Administering Test
§ : of Mental Ability, Higher Examination: Form D, vwhich was administered to
the subjects when they were recruits. The distribution of I.Q. scores

for the active cohort is shown in Table 4. The average I1.Q. for blacks

¥ was 102.3 and for all others was 104.4, but the difference of the dis-

*

3 : Due to the small sample size for Hispanics, the distributions of

4 - other variables are not presented separately for this subgroup. However,
- Hispanics are included in tabulations for the total active cohort.

4ty . i -
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. tributions was found to be not significant, using a chi-square test at

.05 level. The 1.Q. scores of a large numbzr of inactives were not

located, and therefore we cannot compare them with the actives on this

variable,
Table 4
1.Q. SCORES - ACTIVES
Black White
I1.qQ. Number Percent Number Percent
<90 1 1.1 42 2.9
90 - 99 29 30.5 353 24.4
100 - 109 44 46.3 669 46.3
110 - 119 19 20.0 303 21.0
120 + 2 2.1 79 5.5
Total 95 100.0 1,446 100.0
Unknown 4 38
Average 102.3 104 .4

Differences by race are not significant.

4. CIVIL SERVICE. This is the grade on a standard written examination
for appointment as a patrolman, which was developed, administered, and
scored by the New York City Department of Personnel. Some candidates
(mainly veterans) are eligible for extra points which raise their position
on the appointment list, but these points have not been included in the
grade recorded for this variable. Not all the subjects took exactly the
same examination. Hosever, 85 percent of the subjects took either the
1956 or the 1957 examination; in those years, the passing grade was 70.
Civil Service is the only variable in this study for which data
were not available in Poulice Department files and for which data for

inactives were not obtained. The distribution of civil service scores
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by race is shown in Table 5. Tue average scores for blacks and whites

were almost equal, with the difference in the means not significant at

the .05 level, and the difference in the distributions definitely not
cigaificant: x? = 1.762 with 3d.f., p > .5. Thus we do not find that
the fraction of blacks in any particular range of scores (e.g., under

75) is significantly different from the fraction of whites in this

range.
Table 5
CIVIL SERVICE WRITTEN EXAM SCORES -~ ACTIVES
Blacks All Others

Grade Number Percent Number Percent
Under 75 39 41.1 525 36.8
75 - 79.9 36 37.9 547 38.0
80 - 84.9 15 15.8 243 16.8
85 + 5 ) 5.3 124 8.4
Total 95 100.0 1,439 100.0
Unknown 4 70

Average 76.3 77.1

Differences By race are not significant .

Family Descriptors

5. FAMILY MENTAL DISORDER. This is the number of immediate members of
the subject's family who had a history of mental disorder at the time of

application, as recorded by the applicant on his application form.

Exactly 7.7 percent of the actives listed one or more wembers of their
family who had a history of mental disorder. No significant difference
appeared by race or active/inactive status.

6. REGION OF BIRTH. This was coded into seven categories which were

collapsed into two for this study. Those subjects born in New York City

L T I L, T
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were coded 0 on this variable; all others were coded 1. As can be seen
in Table 6, substantially fewer whites were born outside New York City
than other races. No differences were observed between actives and

inactives.

Table 6

REGION OF BIRTH - TOTAL COHORT

Black White Fuerto Rican
Region Number Percent Number‘ Percent Number Percent
NYC 84 7.2 1,662 93.9 21 77.8
Other U.S. 34 28.8 108 6.1 6 22.2
Total 118 100.0 1,770 100.0 27 100.0

et e ST T 1808 WAL TP AR, G AEIMAT S FRE S Lot S35V IS £ A Ch e St ep 5K S L W)L ST eny ¢ e ~

Distribution for whites is significantly different from the others.

7. SIBLINGS. The number of siblings averaged 2.5 + 0.1 for all subgroups.
8. FATHER'S OCCUP.TION. The actual occupation as recorded by the subject
on his application was converted to a scale of occupational prescige, with

scores ranging 0 to 100, given by the Socio-Economic Index for Occupations

(36)

developed by Otis D. Duncan. Occupations which rank highest on this
scale were considered to be the most prestigious, usually requiring the
most education and providing the highest salaries. If the subject's father
was deceased or absent, his mother's occupation was coded. The white
applicants' fathers had jobs which rated hizher on this scale than those

! of black applicants. Inactives did not differ from actives on this vari-

able, as shown in Table 7.

Occupational History

-

9. LAST OCCUPATION. This is the subject's occupation, scored as for the
preceding variable, in the position he held immediately before joining
the police force. The distribution for actives Is shown in Table 8. No

differences were observed by race or active/inac:ive status.
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‘ ‘ Table 7
i .
- SOCIO-ECONTMIC INDEX OF FATHER'S OCCUPATION - ACTIVES
Socio- Black White
. Econonic
Index Number Percent Number Percent
; 00 - 09 35 35.4 333 22.4
i 10 - 19 29 29.3 358 24.1
20 - 29 ‘ 9 9.1 210 - 14.2
30 - 39 11 11.1 240 16.2
40 - 49 7 7.1 184 T 12.4
50 - 59 4 4.0 59 4.0
60 - 69 3 3.0 59 4.0
70 - 79 0 —~ 12 0.8
80 - 89 1l 1.0 19 1.3
90 - 99 0 - 10 0.7
! Total 99 100.0 1,484 100.0
{ Average 20.1 25.3

Differences in averages and in the distributions (when grouped)
are significant at the .05 level.
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Table 8

SOCIO-ECONOMIC INDEX OF SUBJECT'S LAST OCCUPATION - ACTIVES

Socio- Black White
Economic
Index Number Percent Number Percent
00 - 09 5 5.1 9s 6.7
10 - 19 15 15.2 251 16.9
20 - 29 20 20.2 261 17.6
30 - 39 11 11.1 204 13.7
40 - 49 38 38.4 396 33.4
50 - 59 4 4.0 101 6.8
60 -~ 69 5 5.1 59 4.0
70 - 79 1 1.0 5 c.3
80 - 89 0 - 0.4
90 - 99 0 - 0.1
Total 99 100.0 1,484 100.0
Average 34.6 33.8

Differences by race are not significant.
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Table 9

NUMBER OF PREVIOUS JOBS - TOTAL COHORT

Inactives Actives
Jobs Number Percent Number Percent
None 1 0.0 6 0.0
1 12 3.9 53 3.3
2 15 4.9 95 5.9
3 34 11.1 212 13.3
4 30 9.8 241 15.0
5 33 10.8 230 14.4
6 30 9.8 180 11.3
7 24 7.8 157 9.8
8+ 127 41.5 425 26.6
Total 306 100.0 1,599 100.0
Average* 6.3 5.7

*
Assuming the average in the category "8+" was 9.
The distributions are significantly different.
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10. JOBS. This is a count of the number of position; listed by the
subject on his application, in response to the request, 'List...each and

every place in which you were employed...(Include all part-time employ-~

ment.)" The average number of jobs held by actives was 3.7, assuming

[

that "8 or more" averages 9 jobs, with no differences by race. 1In Table 9,

we see that inactives were found to have a larger number of previous jobs,

w—rr—

significant at the .00l level by chi-square test.

11. EMPLOYMENT DISCIPLINARY RECORD. This is a count of the numbe:. of
employers listed by the subject on his application, in response to the
questions, "Were you ever discharged or asked to resign from employment?”
and "Were you ever subjected to disciplinary action in connection with
any employment?" This information was checked by the Police Department's
background investigater. Twelve percent of the actives, and 14 percent
of the inactives, had one or more instances of employment discipline;

the difference is not significant at the .05 levei.” There were no dif-
ferences by race. The overall distribution of this variable is shown in
Table 10. '

Table 10

EMPLOYMENT DISCIPLINARY RECORD - TOTAL COHORT

Employment
Disciplinary
Record Number Percent
0 1675 ’ 87.5
. 1 191 10.0 '
: 2 32 1.7 ;
3 6 0.3
4 4 0.2
5 1 0.1 -
6 0 ———
7 0 —_— ;
8 1 0.1 :
{ Unknown 5 0.3
Total 1915 100.0
‘ " Average .16 g
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Military History

12. MILITARY PECORD. This variable was given the value 1 if the subject
served in the armed forces, and 0 otherwise. A greater proportion of
actives (83.4 percent) than iractives (77.9 percent) had a military record
(significant at the .C53 level of chi-square), but no differences by race
were observed.

13. MILITARY DISCIPLINE. This is a count of items listed by :the subject
on his application in response to the question, "Were you ever court-
martialed, tried on charges, or were you the subject of a summary court,
deck court, captain's mast or company punishment, or any other disciplinary
action?" This information was correcséd, if necessary, by.the background
investigator, who had access to the applicant's military file. Approximately
32 percent of applicants (of all races) with a military record had one or
more such disciplinary actions. The inactives did not differ significantly
from actives ‘n this regard. See Table 11 for the overall distribution

of this variable.

Table 11

MILITARY DISCIPLINARY RECORD - TOTAL COHORT

Military
Discipline Number Percent
Does not
apply 335 17.5
Ncne 1094 57.1
1 ' 349 18.2
2 91 4.8 .
3 26 1.4
4 10 0.5
5 0.3
6 3 . 0.2
Unknown 1 0.1
Total 1915 1uu.0
Average .37
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14. MILITARY COMMENDATIONS. This is a zerc-one variable indicating
whether the background investigator listed any miiitary coumendations
under "Special merit fcr approval," after reviewing the subject’s military
file. Among the 1231 actives who had a military record, 476 (35.5 percent)
had military commendations, while of 239 veterans who became inactives,
only 62 (25.9 percent) had commendations. Thus, tﬁe men who had military
commendations were less likely to leave the force; this difference was

significant at the .0l level.

Personal History

15. RESIDENCES. This is a count of the rumber of addresses listed by
the subjact on his application in response to the instruction "...state
each and every place in which you have resided since you left elementary

school..."

If military addresses were listed, they were not counted.
Inactives and actives both averaged about 2.6 on this variable, with
blacks having significantly more residences (average 3.4). This may be
related to the observation that more black subjects than whites were

born outside New York Jity.

16. MARITAL STATUS. This variable takes the values zero and one, with
subjects who were married at time of application being ccded 1. At the
time of application,'48.9 rercent of the subjects who remained on the
force were married, while only 39.7 percent of thosc who became inactives
were married; this difference is significant at the .005 level by chi-
square test with Yates' correction. A slightly larger fraction of blacks
than whites were married, but the difference was not significant at the
.05 level.

17. CHILDREN. This is the number of the subjects' children at the time
of application. Among married subjects, the actives had an average of

1.0 children at the time of application, and the inactives, 0.75. The
differences in the distributions for actives vs. inactives was significant
at the .001 level. Married black subjects had siightly more children

than whites, but the difference was not significant. .

18. DEBTS. This is a count of the number of items listed by the applicaﬁt

in response to the question, "Have you any loan, debt, garnish.z, wage
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assignment, or judgment pending against vou?" Biacks had more debts than
whites, which may be related to the finding that slightly more blacks
were married and they also had slightly larger families than the white
subjects. Actives also had more debts than inactives, significant at the
i .05 level. These findings are shown in Table 12.
{ 19. PSYCHOLOGICAL DISORDER. This records whether the subject had any
; pricr history of meatal or nervous disorder at the time of application,
i as indicated by him on his application form in response to the question,
: “"Have you ever had, or been examined for, or treated for, a nervous oOr
mental disorder by a private pnysician, or at a clinie, hospital, sanitarium
or other institution, or while in the military or naval service?" Among
the actives, 1.8 percent answered yes. No significant differences were
observed for blacks or inactives.
20. EDUCATION. The highest level of education recorded by thz subject
on his application was coded into the categories shown in 7Table 13.
Those applicants who were coded as "less than hign school" were required
to obtain at least a high school equivalency diploma prior to appointment.
The black subjects were found to be better educated than the whites, and
the inactives were better educated than the actives. It is particularly
noteworthy that one-third of the college graduates appointzd in 1957

became inactives.

PONSE

Incidents Involving Police and Courts

21. ARREST HISTORY. This is a count of the nuiber of items listed on
the application in response to the instruction, "Indicate below all
arrests including Juvenile Delinquent, Youthful Offender, Wayward Minor."
This information was provided in the first instance by the subject, but

it was updated or corrected, if necessary, by the background investigator.

On this variable, 9.1 percent of the subjects scered one or more;

. : 1.4 percent scored 2 or more. Table 14 shows that no différences were
observed by race or active/inactive status on the variable Arrest
{ History. Only 2.2 percent of the subjects had ever been convicted of a

non-juvenile offense. These would necessarily be minor offenses, since
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% ‘ Table 12
4
r NUMBER OF DEBTS AT AIP..TCATION - TOTAL COHORT
g
2 Active Blacks Active Whites All Actives All Inactives
3
' ; i Debts Number Percent Number Percent Number Percent Number Percent
3
&
/ 0 48 48.5 972 65.5 1,033 64.2 225 73.3
. 1 18 18.2 342 23.0 367 .| 22.8 57 18.6
,‘- ; 2 17 17.2 113 7.6 135 8.4 18 5.9
. g 3 10 10.1 43 2.9 53 " 3.3 2.3
) : 4+ ‘ 6 6.1 13 0.9 20 1.2 0o --
. Total 99 100.0 1,484 100.0 1,608 100.0 307 100.0 t
3 Average 1.11 .51 .55 .37
Cd |
' A Average and distribution for blacks are significantiy different from those for whites.
. ’x Averape and distribution for actives are significantly different from those for inactives.
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v Table 13
|
1 EDUCATIONAL LEVEL AT APPOINTMENT - TOTAL COHORT
. Active Blacks Active Whites All Actives All Inactives
f Education Number Percent Number Percent Number Percent Number Percent
i 0. Less than High School 3 3 72 5 76 5 12 4
. 1. High School Equiva- 18 18 376 - 25 402 25 56 18
: lent Diploma
2. High School Gradu- 39 39 716 48 765 48 174 57
ate
Some College 34 34 297 20 337 21 56 18
. Associate Degree 3 3 9 1 12 1 -- é
5. College Graduate 2 2 14 ) 16 i 3 '
Total 99 100 1,484 100 1,608 100 306 100

When dictributions are grouped (<1, 2, 3, 44),
differences are significant at the .05 level:
active-inactive.

the following
Black-white and
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Table 13

EDUCATIONAL LEVEL AT APPOINTMENT - TOTAL COHORT

J L L

Active Blacks Active Whites All Actives All Inactives
Education Number Percent Number Percent Number Percent Number Percent
0. Less than High School 3 3 72 5 76 5 12 4
High School Equiva- 18 18 376 25 402 25 56 18
lent Diploma
2. High School Gradu- 39 39 716 48 765 48. 174 57
ate
3, Some College 34 34 297 20 337 21 56 18
4, Associate Degree 3 3 9 1 12 1 -- é
5. College Graduate 2 2 14 1 16 1 3 '
Total 99 100 1,484 100 1,608 100 306 100
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When distributions are grouped (51, 2, 3, 4+),
differences are significant at the .05 level:

active-inactive.

the following
Black-white and
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no police officers are appointed with a conviction for a felony or for
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certain specified misdemeanors.

22.

Table 14

ARREST HISTORY -~ TOTAL COHORT

All Actives All Inactives
Arrest
History Number Percent Number Percent
0 1,472 91.5 274 89.3
1 115 7.1 27 8.8
2 14 0.8 6 2.0
3 7 0.4 - -
__Total [ 1,608 100.0 307 100.0
Average .10 .13

OFFENSE TYPE.

Differences are not significant.

This is a nominal variable.

Each incident counted in

ARREST HISTORY was classified into one of the following four categories:

23.

included in ARREST HISTORY.

‘o Violent offense.
aggravated assault and battery.

Examples:

Homicide, rape,

o ' Property offence. Examples: Robbery, burglary,
larceny, auto theft. .

o Juvenile-status offense.

Examples:

tion, truancy, runaway, incorrigibility.

o Other. _
of a dangerous weapon, narcotics possescion,
malicious mischief, "violation."

Examples:

VIOLENT OFFENSES.

i

-

Ve

Curf-w viola-

Disorderly conduct, possession

This is a count of the number of violent offenses

Sixteen actives (1.0 percent) and one
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o {nactive had one such arrest; none had more than one. None of these

arrests resulted in a conviction. Four blacks with & history of an

arrest for a violent crime were admitted in 1957.
24, SUMMONSES. This is the number of items listed by the subject on

B his application in response to the {nstruction, ''Indicate below every

X summons or subpoenad received in other than a civil action.”" HMost of the

items jinvolved traffic violations or automobile accidents. The average

“ 1 number of summonses listed was 1.2. No significant differences were

found by race or active/inactive status.

25. COURT APPEARANCES. This is a count of the entries under the instruc-

tion, "Indicate every civil action or pro~eeding in which you were summoned

1 or subpoenaed or in which you were a party." If the subject listed
incidents in which he was a witness but +he case never came to court,

these were not counted. Twelve percent of the applicants recorded one

or more such incidents; no gignificant difference was observed by race

or active/inactive status.

Investigator's Aggraisal

~ 26. BACKGROUND RATING. This variable surmarizes the findings of the

Police Department's background investigater, a specially-traincd nhigher
ranking officer who has access to all the relevant records of the
applicant and conducts interviews with friends, neighbors, and employers

as well as with the applicant himself. Aside from the rating vdisapproval;"
which is a formal recommendation by the investigator that the applicant

not be appointed, the ratings for this variable were obtained by inter-—

preting the meaning of the investigator's report. The values for the

- variable Background Rating «re as follows:
. 0 - Disapproval, Poor, Or Questionable
R 1 - Fair
| 2 - Good
G 3 - Excellent.

Although most applicants who received a rating of "disappoval”

were not appointed to the force and therefore are not members of our
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study cokort, the cohort dses contain a few such men, since rejected
applicants could appeal the decision. The distribution of this variable
is shown in Table 15. The blacks were rated less satisfactory thar

the whites, sigrificant at the .02 level by chi-square test, and the
inactives were less likely to be rated very low than the actives,

significast at the .005 level.

Table 15

BACKGROUND INVESTIGATOR'S RATING - TOTAL COHORT

Background Black Actives Total Actives Inactives

Rating Number Percent Number Percent Number Percent

Disapproval,

Poor, or .

Questionable 25 25.2 250 15.5 . 29 9.4

Fair 30 30.3 486 30.2 116 37.8

Good 41 41.4 816 50.7 155 50.5

Excellent 3 3.0 56 3.5 7 2.3

Total 99 100.0 1608 100.0 307 100.0

Distribution for black actives is significantly different
from distribution for all other actives, and distribution for
actives is significantly different from distribution for inactives:

27. NEGATIVE BACKGROUND. This is a nominal variable describing any
characteristic the background investigator mentioned as negative. If

more than one such characteristic was listed, the most serious one was
coded. The frequency with which particular characteristics were mentioned
ic shown in Table 16. The men who eventually left the force had fewer

instances of any negative characteristic being mentioned by the investi-

gator.
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Table 16
@ NEGATIVE BACKGROUND - TOTAL COHORT
Black Actives White Actives Total Actives Inactives
Characteristics Number |Percent | Number [P2rcent Rumber |Percent | Number|Percent
v [None mentioned] 40 40.1 760 .51.2 812 50.2 - 219 71.3
Offenses, 10 10.1 156 | 10.5 170 | 10.6 17 5.5
summonses
Disciplinary 22 22.2 327 22.0 351 21.8 45 14.7
record, debts .
! .
l Family probity, 13 13.1 33 2.2 46 2.9 2 0.7
: etc
Medical/ 4 4.0 74 5.C 79 4.9 9 2.9
psychological
Culpable 3 3.0 56 3.7 61 3.8 3 1.0
omission '
Other 7 7.1 78 5.3 89 5.5 12 3.9
99 100.0 1484 100.0 1608 100.0 307 100.0

Early Performance

28. RECRUIT SCORE. After three months of training in the pelice academy,

e o mw s

understanding of the course material. A weighted average of the grades
on these four exams provides the overall recruit training score. A
minimum of 68 on this variable was required at the time for graduation
from the acédemy. (At present, the passing grade is 70.) The average
score for actives was 77.3, with no significant difference by race. The

i
]
|
i
|
{
|
i each subject took four written examinations which presumably tested his
!
|
i
|
|
i
i

| Recruit Score was not obtained for many inactives.

1

-, -

29, UNSATISFACTORY PROBATION. After graduation from the Police Training
Academy, each recruit spent another six months on probation. At the end
of this time, he was evaluatedAby his superior officer using a standard

department form which is shown in Appendix B. The variable Unsatisfactory

Probation is a count of all “"unsatisfactory" notations on this report.

About 70 percent of all subjects scored zero on this variable, with no

.
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significaat di fferences by race or active/inactive status, as shown in

Table 17.
- Iable 17
PROBATIONARY EVALUATION - TOTAL COHORT
Unsatis~—
factory : Actives Inactives
Probation Number Percent Nurber Percent
0 1092 68.7 183 13.6
1 477 30.0 64 25.4
2 _ 21 1.3 -3 1.2
3 0 - 0 —
4 1l 0.0 0 —
Total 1591 100.0 - 252 100.0
- Unknown 17 55
Average .33 .30

pifferences are not significant.

_ - MARKSMANSHIP. This zero-one variablé records whether the officer
achieved facility in handling a pistol corresponding to the Depattment's
classification of sharpshooter, expert marksman, OT marksman. Since,
for the most part, this level is achieved early in the officer's career
or not at all, the variable Marksmanship is treated as an early performance
variable. Sixty-sevemn percent of actives scored 1 (i.e., "yes") on this
variable.

Later Experience - -

-'PRECINCT HAZARD. The Police Department rates each precinct in’the
City as "ow," "average,"' “nigh,”" or "extreme" in hazard, based on its
crime rate and other characteristics. These levels were scored 1, 2, 3,
and 4, respectively, for the variable Precinct Hazard, which is the hazard

status of the precinct in which the subject was first assigned. Most of
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the men (62 percent) were initially assigned to an extreme hazard precinct;
practically none vere assigned to low hazard precincts. The fraction of
men who eventually became inactives did not vary vith the hazard status of
the precinct of first assignment, nor were there any differences by race
on this varizble.

32. CURRENT RESIDENCE. This is the.subject's residence in 1968. By

that time, only 54.1 percent of the white actives resided in the City,
while 76.8 percent of the blacks did. (In. 1956, at the time of app’ica-
ﬁion, New York City residence was required for appointment, soO thas all
but 2 percent of the applicants resided in the City. Because of the
small number of officels whose residence was cutside thé-City at the

time, it was not possible to use 1956 residence as a predictor variable.)
33. LATER EDUCATION. This variable represents the level of educaticn

of the subject in 1968. The data were obtaired from fcrms routinely
distributed for update of personnel information. A subject is included
in the category ''some college” on this variable only if he was taking a
college course at the time he filled out the form or jmmediately prior to
that. For this reason, fewer subjects fell in this category in 1968 than

did in 1957. See Table 18 for coding and distribution of this variable.
Table 18

LATER EDUCATION - ACTIVES

Black Actives All Actives

Later Education Number Percent Number Per 2nt
1. High school equivalency :

diploma 16 19.5 500 32 0
2. Migh school graduate 47 52.3 - 883 56.5
3. Some college 17 20.7 108 6.9
4. Associate degree 0 —_— 23 1.5
5. College graduate 2 2.4 43 2.8
6. Post graduate ] ——— 3 0.2
7. LLB 0 -——— 3 0.2
Total 82 100.0 1563 1¢2.0
Unknown 17 45
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SUMMARY OF CHARACTERISTICS OF INACTIVES

As a whole, the men who terminated from the Department did not possess
disproportionate amounts of any characteristics which might be considered
possible indicators of future bad performance. indeed, compared to the
actives, fewer of them were rated low by the background investigators, who,
as we shall sec later, were successful at distinguishing good performers
from bad ones.

With respect to all variables related to criminal history, employment
and military disciplire, and merntal disorder, the -inactives were indis-
tinguishable froﬁ the actives. The men who leave the force tend to be
younger than those who stay, and thus less likely to be married; if married,
they have fewer chiidren and other family responsibilities. They have a
greater history of occupational mobility than those who stay on the force,
and they are better educated. They are also more likely to have military
commendations. These findings are very similar to those of Levy.(16)

In short, it appears that the New vork City Police Department failed
to retain some of its best recruits in 1957. This is partially confirmed
by the reasons given by {nactives for leaving the force. Nearly 38 percent
joined the NYC Fire Department, 19 percent left for other employment which
they considered better, 4 percent left to improve their education, and
5 percent died; this leaves only 34 percent who may have left for reasons
related to bad performance.

Additional data available to us about inactives confirm the findings
in other departments(37) in regard to the length of time after appointment
at which men resign from the force. The number of men terminating peaked
in 1959, two years after appointment, when 56 men left the Department.

The annual number terminating then decreased to 17 by 1961 and increased
once again in the fifth year to 38. Frou then on, the number terminating

annually gradually decreased.

CORRELATIONS AMONG BACKGROUND VARIABLES

Simple Pearson correlation coefficients were obtained for each pair

of background variables, excluding nominal variables. Those correlations
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which were larger than .20 in magnitude are displayed in Tables 19 and
v 20 for all actives and for black actives only. This cutoff was chosen
because a correlation of .20 is required for statistical significance at
the .05 level for the black subgroup. Only the part of the correlation
matrix below the diagonal is displayed; those variables which had no
: correlations larger than .20 with variables lower on the list are not
i repeated in the horizontal list of variables.
The following variables showed no correlations larger in magnitude
than .20 with the other background variables, whether the total cohort
, was used, or just the black subcohort:
; o Family Mental Disorder
o Father's Occupation
o Military Commendations.
i In addition, the following variables showed no correlations larger than
.20 in magnitude for thevtotal active cohort, but did show such correla-
tions for the black subcohort:
o Siblings
Employment Discipline

Court Appearances

RATITNG TY RS R AT ST

Unsatisfactory Probation

Marksmanship

o 6 0o 0 ©°

Precinct Hazard.

Patterns of significant correlations which may be observed from the
tables are that the variable Age correlates with variables in several
other categories; I.Q., Civil Service Score, and Recruit Score are inter-
related; the personal history variables are relaiced to each other and (for
the blacks) to Court Appearances; Arrest History and Vioient Offenses
are interrelated; and Background Rating is negatively related to Military
Discipline, Arrest History, and (for blacks) Debts, Age, and Number of

Jobs.
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Table 19

BACKGROUND VARIABLES:

ACTIVE COHORT - WHITES

CORRELATIONS = 100

1.Q.

Civil Service

Last occupation

Military discipline

Residences

Marital status

Children

Arrest history

Age

1.Q.
Civil Service

37

Last occupation
Jubs

Military racord
Mititary discipline

® %

Residences
Marital status
Children
Debts
Education

|

NEED

&0

35

Arrest history
Violent offenses
Summonses

2

e

Background rating
Recruit score

2

28

* Automatic correlation by definition of variable







Table 20
BACKGROUND VARIABLES: CORRELATIONS x 100

ACTIVE COHORT - BLACKS

-]
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1.Q. -2 (]
civit Service A e |
Siblings —M
Last occupation [
Jobs (]
Employment Zisciplinary
record 8| @
Military record 28 z ]
Military discipline * °
Residences 3% ®
Marital slatus a0 -2 n )
Children I8 =26 . 50 50 ]
Debts 2 . 4 28 o
Education - 29 -2
Arrest history 9
Vigclent offenses 8 e
Summonses ) 21 4]
Court appearances \ 4] 21 4] ®
Background raling -0 -2 -5 -3 -2 -2 | -8
Recruit score 2 4] 3 | -A)|e
Unsatistactory probation || =24 (4] 4} Al 2 3l
Marksmanship -8
Precinct Hazard =2 2 =2
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PERFORMANCE VARIABLES

The following are the variables used to measure the performance of

the active members of the cohort.

Career Advancement

1. CAREER TYPE. After discussions with high-ranking members of the
Police Department as to the meaning of the carcer paths founu in our data,
this composite variable was constructed. Each subject was classified
into one category (tﬁe highest-numbered category applicable to him):
0 - Patrol. No assignments other than as a patrolman in some
precinct comnand. -

1 - Temporarily Special. Subject had ocne or more assignments to

'plainclothes, traffic, detec' “ve, training, etc.. but he
eventually returaed to patrol.

2 - Traffic. Subject attained a permanentiappointment to the
Traffic Divisicn.

3 - Special. Subject attained a permanent appointment to 4 special
assignment other than traff.c or detective.

4 - Detective Candidate. Subject was considered for an appointmen’

to the Detective Division, but was not accepted.

5 - Detective Third Grade. Subject was appointed a detective and

remained a detective, but was not promoted -;ithin the Detective
Division. Appointment as Detective Third Grade brings a salary
intermediate between that of a patrolman and a sergeant, tut
it is not a civil service promotion.

6 - Sergeant. ‘Subject attained the rank of sergeant, but he had
not previoulsy been a detective and he did not subsequently
(by 1971) achieve a hisher promotion. The rank of sergeant is
achieved through civit service procedures which include a

written examination.

~1
'

Promoted Detective. Subject was promoted within the Detective

Division to the rank of Detective Second Grade or Detective
First Grade. These ranks carry salaries equal to those of
sergeants and lieutenants, respectively.

8 - Higher Promotion. Subject achieved the civil service rank of

lieutenant or captain, or he was promoted to the Detective

Division and subsequently obtained a civil service promotion.

1Y
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The number of men In each category, as of 1971, fourteen years after
appuintment, is shown in Table 21 for black actives and for all actives.
It may be seen that blacks are disprcportionately appointed to detective
positions, but they are underrepresented in the Traffic Division and in

positions attained by civil service promotion.

Table 21

CAREER TYPE - ACTIVE COHORT

Blacks Total Actives

Type Number Percent Number Percent
Patrol 26 26.3 521 32.4
Temp. Special 23 23.2 232 14.6
Traffic 4 4.0 220 13.7
Special 6 6.1 120 7.5
Detective Candidate 5 5.1 37 2.3
Detective Third Grade 18 18.2 . 154 9.6
Sergeant 5 5.1 168 10.4
Promoted Detective 11 11.1 85 5.3
Higher Promotion 1 1.0 68 4.2
Total 99 100.0 1608 100.0

2. AWARDS. Eight types of official commendation are conferred by the
Police Department. Listed Iin order of increasing prestige, they zre

Excellent Police Luty
Meritorious Police Duty
Commendation

Exceptional Merit
Honorable Mention

Medal for Merit

Police Combat Cross
Department Mzdal of Honor.

Over 90 percent of the awards to members of our cohort were for Meritorious
or Excellent Police Duty. These awards are maialy bestowed for arrests;

for example, an officer who makes two narcotics arrests automatically

receives an award of Excellent Police Duty.
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The variable awards is a count of the number of awards received by
the officer in the period from 1957 to 1968. For the reasons stated
above, 1t serves as a proxy for the number of arrests made by officers;
records of arrests are not nmaintained in NYPD personnel files.

The distribution of this variable is shown in Table 22. The dif-

ferences by race are not significant.

Table 22

AWARDS - ACTIVE COHORT

Number Blacks Total Cohort

of Awards - Number Percent Number Percent
0 27 27.3 ' 488 30.4
1 34 34.3 : 406 25.3
2 12 12.1 244 15.2
3 10 10.1 169 10.5
4 6 6.1 106 6.5
5+ 10 10.1 192 12.0

Total 99 ! 100.0 1605 100.0

Average 1.82 ) 1.92

Differences are not significant.

Disciplinary Actious

Complaints of misbehavior by officers mzy be made by members of
the public, by police cfficers (especially supervisors), or by other law
enforcement agencies. These complaints are entered into the officer’'s

personnel file; at the time they are first entered they represent

allegations of misconduct. A discussion of the Department's procedures

for substantiating these complaints and punishting those found guilty has

(38)

been given elsewhere by Cohen. For the purposes of this study, these
complaints have been counted as (negative) indicators of performance in

the following variables.

~ - T,
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3. HARAZSMENT. This is a count of the number of times in the ll-year

study period that a complainant has charged the subject officer with

unlawfully or illegally issuing a summons or making an arrest. Typical

examplus of these complaints are: false arrest, illegal search and

seizure, unjustifiable detention in a station house or patrol car, oOr

jllegal confiscation of arrestee's property. A total of 182 cfficers

(11.3 percent of the cohort) had one or more harassment complaints. Among

black officers, 15.1 percent,had one or mcre such complaints. The dif-

ference is not statistically significant.

4. DEPARTMENTAL CHARGES. This is a count of the number of allegations
(usually by a superior of ficer but sometimes by 2 civilian) that the
of ficer violated the Department's regulations and procedures, between
1957 and 1968. This count includes the numbeyr of harassment complaints,
and in addition includes the following:

Procedural (e.g., improper entries on Departmental records;
omitted required entry from memo book)

Insubordination

Absence (e.g., from post without permission)

Sick Absence when not ill

Moonlighting (e.g., holding another job without permission)
Failure to Safeguard Revolver (e.g., lost revolver; negligent
use of revolver)

Failure to Safeguard Property (e.g., lost shield; lost summons

book)

Inappropriate Behavior Off Duty (e.g-, drunkenness® police
card illegally displayed)

Inappropriate Behavior On Duty (e.g-, smoking, sleeping,
reading) ’ .

Failure to Perform Duty Properly (e.g., lost prisoner}

Moral Turpitude (e.g., complaints by wife that husband is
not faithful; fathered son out of wedlock)

ged book entry)

Purposive Falsification of Report (e.g., for
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P.A. Violations (viclation of departmental rules while training
in the Police Academy).

Allegations of criminal misconduct are not included in this variable
(see below).
The distribution of departmental charges is shown in Table 23. Black

subjeccs had more departmental complaints than white subjects.

Table 23

DEPARTMENTAL CHARGES - ACTIVE COHORT

Black Actives Total Activey

Number Number rercent Number Percent

0 33 33.3 892 55.5

1 33 33.3 430 26.7

2 16 16.2 157 9.8

3+ 17 17.2 129 8.0
Average 1.27 0.77

Distribution and average for black actives are significantly ) .
different from those for other actives. : i

5. CRIMINAL COMPLAINTS. This is a count of the number of allegations of
misconduct of the following types received between 1957 and 1968:

[N

Consurting with Criminals (e.g., associating with prostitutes;
associating with suspected gamblers)

Gratuity and Shakedown (e.g., extortion, collection of fees from .
peddlers, free food or other merchandise) : !

Gambling and Policy Operations (e.g., receiptor of payment to permit
gambling and policy operations)

False Testimony in Court (e.g., perjury, testifying falsely
regarding his actions)

Criminal Offenses - First 8 FBI Uniform Crime Codes (e.g.,
mainly larceny, burglary, and robbery)

Criminal Offenses - Other FBI Uniform Crime Codes (e.g.,
intoxication, narcotics).
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A total of 134 subject officers (8.3 percent) had one or more such

complaints in their files.

(9.1 percent), which is not significantly different.

6. CIVILIAM COMPLAINTS.

For blacks, the corresponding figure is 9

This is the number of allegations (usually from

civilians, but sometimes from other officers) processed by the Civilian

Complaint Review Board in the perioed 1957-1968. These complaints fall

into the following categories:

Unnecessary Force (e.g., assaults on people or suspects;

brutality)

Abuse of Authority (e.g., harassment, threatening people,

destruction of property, breaking in a door, upsetting a

peddler's pushcart)

Discourteous Behavior (e.g., impoliteness, rude language,

laughing at complainant)

Ethnic Slurs (e.g., religious prejudice; racial remarks) .
The distribution of this variable, broken down into several categories,

is shown in Table 24. The differences by race are not significant.

Table 24

CIVILIAN COMPLAINTS - ACTIVr COHORT

.- .
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Total Actlves

Blacks
Number of Cjvilian Complaints Number Percent Number Percent
- No complaints 71 71.7 1226 76.2
One complaint, unnecessary 14 14.2 146 9.1
force
One complaint, other 7 7.1 - 143 8.9
2+ complaints, unnecessarty 7.1 73 .
force
2+ complaints, other 0 - 20 1.2
Average 0.384 0.318
Differences are not significant.
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7. TOTAL COMPLAINTS. This is the sum of all allegations of the preceding
three types, including some allegations whose type was '"unknown' and which
were therefore not included in the above counts. The distribution of this
variable is shown in Table 25. The larger number of complaints for blacks

1s accounted for by differences in departmental charges.

Table 25

TOTAL COMPLAINTS -~ ACTIVE COHORT

Black White Total Actives

Number Number Percent Number Percent Number Percent
0 21 21.2 683 43.0 670 41.7
1 29 29.3 410 27.6 448 27/.0
2 23 23.2 204 13.7 228 14.2
3 12 12.1 106 7.1 119 7.4
4 7 7.1 54 3.6 63 3.9
5 4 4.0 33 2.2 38 2.4
6 1 1.0 16 1.1 17 1.1
7 1 1.Q 8 0.5 9 0.6
8 1 1.0 5 0.3 6 0.4
9 2 0.1 2 0.1
10 1 0.1 1 0.1
11 3 0.2 3 0.2
12 1 0.1 1 0.1
13
14
15
16
Unknown 2 0.1 1 0.1
Total 99 100.0 1484 100.0 1608 100.0
Average 1.82 1.21 1.25
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8. TRIALS. This is the total number of complaints brought to depart-
mental trial. Thirty percent of actives had one or more charges brought
to trial, while nearly fifty percent of black actives experienced a

departmental trial. This corresponds tc¢ differences ii: Total Complaints

noted above.
9, SUBSTANTIATED COMPLAINTS. This variable is the count of the total

nucber of complaints which were substantiated after departmental trial.
Of rhe 883 men who had one or more complaints, 451 (51.1 percent) hacd one
or more substantiated complaints. Among black officers, 50 out of 81 with

complaints (61.7 percent) had at least one substantiated complaint.

Absenteeism
10. TIMES SICK. This is a count of the number of illnesses reported

for each officer during the period from 1957 to 1968, with each illness

counting as one time sick, independent of how long it lasted. The dis-

tribution of this variable is shown on Table 26. There are no differences

by race on this variable.

Table 26

TIMES SICK - ACTIVE COHORT

Rlacks Total Actives
Times Sick Number Yercent Number Percent
0- 5 33 38.8 533 33.4
6-10 25 25.5 453 28.4
11-30 31 21.6 558 35.0
31+ - 4 4.1 50 3.1
Total 98 100.0 1604 100.0
Average 10.0 10.3

Differences are not significant.
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11. DAYS SICK. This is a count c¢f the total number of days the subject
reported sick between 1957 and 1968. Despite the fact that Times Sick
did not vary by race, blacks were founa to have significantly fewer Days

Sick than whites, by a chi-square tesi-at tiie .01 level. See Table 27.

Table 27

DAYS SICK - ACTIVE COHORT

Blacks Whites

Davs Numbe: Percent Number Percent

0- 29 21 21.2 281 19.1

30- 59 22 22.2 302 20.5

60- 99 32 32.3 305 20.7 f
100-199 19 19.2 . 377 25.5 k
200+ 4 4.0 205 13.9
Total 98 1cn.e 1470 100.0
Unknown 1 14
Average 72.4 days 109.4 davs

Differences by race are significant.
2

(x = 13.64 with 4 d.f., p < .01)

Jther

12. INJURY DISAPPROVALS. This is a count of the number of times an
officer claimed he had been injured in the line of duty and his claim had
been determined to be invalid. Somewhat under 4 percent of all subjects
had one or more such incidents. .

13. FIREARMS REMOVED. This is a count of the number of occasions on
which an officer was requested to turn in his firearms. This would only
be done in céses of grave misconduct or physical or menta' disability
which affected the officer's ability to handle a pistol properly. Only

27 men (1.7 percent) had their firearms removed.

3
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14. GENERAL PERFORMANCE INDEX. This is a composite index constructed

by the authors, arrived at by weighting several individual performance

measures. The index is described in detail in Chapter v.

For Detectives Only

15. ARREST ACTIVITY. The total number of arrests made by the officer
during the‘first six months of 1968.

This was broken down into the following subcategories:
16. FELONY ARRESTS. The average ior this variable was 24. 8.
17. MISDEMEANOR ARRESTS. The average for this variable was 14.8.
18. EVALUATION. This variable is based on an evaluation report filled
out by the detective's supervisor routinely twice a year. A copy of this
form is given in Appendix B. The supervisor rates each officer in his
command as outstanding, above average, average, unsatisfactory, or “not

observed" on each of the following traits:

judgment
job knowledge
* dependability
job attitude
relations with people.

He then gives "a comprehensive appraisal, consistent with ratings of
individual factors." The variable Evaluation was constructed from the
most recent evaluation report available for each detective in 1968 by
counting each “outstanding" mark as 4, each “ahove average' as 3, each
"average" as 2, and each “unsatisfactory” as 1; the results vere then
averaged, ignoring factors marked "not observed.” The average for this
variable was 2.2.
R

For convenient reference in latter secticns of this report, the

names of all the tackground and perfo.mance variables are displayed in

Table 28, together with the names we have given to groupings of these

variables. .
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Table 28

PREDICTOR AND PERFORMANCE VARIABLES

Predictor Variables

Early Performance

1. RACE 28. RECRUIT SCORE
2. AGE 29. UNSATISFACTORY PROBATION
30. MARKSMANSHIP

Mental Examinations

Later Experience

3. 1.Q.

4, CIVIL SERVICE 31. PRECINCT HAZARD
32. CURRENT RESIDENCE

Family Descriptors 33. LATER EDUCATION

FAMILY MENTAL DISORDER ~
REGION OF BIRTE

. SIBLINGS

. FATHER'S OCCUPATION

O ~NOWw

Occupatioral History

9. LAST OCCUPATION
10. JOBS
11. EMPLOYMENT DISCIPLINARY RECORD

kkk

Performance Variables

1.
2.

CAREER TYPE
AWARDS

Disciplinary Actions

Military History 3. HARASSMENT

4. DEPARTMENTAL CHARGES
12. MILITARY RECORD S. CRIMINAL COMPLAINTS :
13. MILITARY DISCIPLINE 6. CIVILIAN COMPLAINTS :
14, MILITARY COMMEXDATIONS 7. TOTAL COMPLAIRKTS
: 8. TRIALS -
Personal History "9, SUBSTANTIATED COMPLAINTS :

15. RESIDEXCES
16. MARITAL STATUS

Absenteeism

17. CHILDREN 10. TIMES SICK
18. DEBTS 11. DAYS SICK
19. TSYCHOLOGICAL DISOFDER
20. EDUCATION Qther
Incidents Iavolving Police & Courts 12. INJURY DISAPPROVALS
13. FIREARMS REMOVED
21. ARREST HISTORY 14. GENERAL PERFORMANCE INDEX
22. OFFENSE TYPE
23. VIOLENT OFFENSES For Detectives Only
24. SUMMOXNSES
25. COURT APPEARAXNCES 15. ARREST ACTIVITY
16. FELONT ARRESTS
Investigator's Appraisal 17. MISDEMEANOR ARRESIS

26. BACKGROUND RATIX
27. NEGATIVE BACKGROUND
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N BACKGROUND CHARACTERISTICS AND PERFORMANCE BY

SUMMARY OF DIFFERENCES 1!
RACE
he number of Hispanic officers in the 1957 cohor

tical analysis of their differences rrom other
ficantly from whites on 2

t was too small to

officers.

permit statis
The black subjects were found to differ signi
small number of demographic variables, namely Region of Birth, Marital
Status, Residences, and Father's Occupation, but the only background
characteristic of lqgical relevance for selection on which they differred
from whites was their higher level of education.
Black subjects were not different from whites in regard to 1.Q. or
Civil Service scores, any aspect of employment or military history, ov
r of incidents involQing the police or courts, including Arres:’c,

‘Despite these important factors on

the numbe
the black subjects

summonses, and Court Appearances.
which there were no s1gn1ficant differences by race,
hite subjects by the Police Department's background

were rated lower than W

investigators.
After appointment,

of ficers on Recruit Score and Unsatil

same numbers of Civilian Complaints, allegations of Harassment, and

However, they accumulated, on the average, 65 per-—

the black officers were rated the same as white
sfactecry Probation, and they had the

Criminal Complaints.
more Departmental Charges than wi.ite officers.
rvice ranks as

cent
Toe black of ficers did not progress through civil se
r-represented

but they were disproportionately ove

well &+ white officers,
in the detective ranks. Since detectives' salaries are comparable to
the average current salary of black

those of sergeants and lieutenants,
1957 is about the same as the average for white

officers appointed in
officers, or perhaps slightly higher. The fraction of black officers who
ice Department was also tt

terminated their employaent with the Polic

¢ same

i
as the fraction of whites.

hmg""”vp, .
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1V. RELATIONSHIPS OF PREDICTOR VARIABLES WITH PERFORMANCE

——— -
———

—
———

In this chapter, we will describe the Engé?hs"of the~xe1aQLQQ§hips
of the predictor variables with the performance variables. For the mo;;
part, these observations were drawn from pairwise cross-tabulation of the
variables; however, in some cases we also summarize the findings from the
regression analysis, which is presented in greater detail in Chapter V.
In each instance, we first describe the relationships found for the
eﬁtire active cohort, and then we mentiun whatever differences were
found for the black subcohort tasken seﬁarateli. Unless we specifically
state otherwise, all patterns reported here attained a statistical signi-
ficance of .05 by chi-square tesc.* In some cases, we employ a
complementary test of significance, namely that the contribution of the
predictor to reducing the variance of the performance measure, when
entered into the appropriate rejressioa equation, had to be significantly
different from zero at the .05 level by F test.

The following predictor variables were found to have no significant
relationships with any of the performance variables, and therefore will n

be discussed further:

o Father‘s Occupation

o Familv Mental Disorder )
o Residences ' .

o Children.

In addition, the petfqrmance data collected specifically for detectives
were not significantlf associated Qith any of the background variables.
The discussicn below covers the relationﬁhip of each of the remcining
predictor variables with the first thirveen performatnce measures sho:m
on Table 28. ' T S

*
Because several hurdred cross-tabulations uvere inspected, it is

important to note that in 100 cross-tabulations c¢f unrelated variables,
* 5 tables would be expected to pass this test by c-ance alone. We
therefore report the actual level of significance. which in many cases
is considerably smaller than .05.

ot
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AGE VS. PERFORMANGE

The age of the subject at the time of appointment was found to be
related in important ways to Career Type, Disciplinary Actions, and

Ahggg&geiqm, but not to Awards or other performance varicbles.

——

Age vs. Career Type

The cross-tabulation of Age against Career Type is shown in
Table 29. The men who were oldest at time of appoiutment were much less
likely to advance beyond a patrcl a  “gnment chan the younger men; when
they did advance, they were more likely to do so through the detective
route than through civil service appointments. Thus, for example,
18.8 percent of the men who were 21-24 years old at the tize of appoint-
ment obtained civil service promotions within 14 years, but cnly
4.2 percent of rthose aged 30 or over did so. Looking at the detective
positions, we see¢ that a sonewhat higher proportion of the older wen
than younger men b :came detectives; among those who did cbtain such
positions, over hali of the older men were promoted within the Detective
Division, while less than a third of the youngest men were so promoted.

Another Interesting finding is that about the sawe prcoportions of
men of all ages wera given speclal assignments, but the oldest men were
more likely to réhain in thet~ special assignments rather than recturn to
patrol. This may be related to the fact that a substantial number of the
youngef men who are presently in special assigmments covld have been
counted in the categories of Sergeant and Higher Promotion for the vari-
able Carezr Type.

When the predictor variables wére entered into a regressicn equation
for Caceer Type, Age was found to be the third most important predictor,

after Recruit Score and Civil Service.

Age vs. Disciplinary Actions

The subjiects who were youngest &% i {ime of appointmeat accumu-—

lated slightly more Total Complaints tha: the older men, but a2 smaller
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Table 29
AGE VS, CAREER TYPE: TOTAL ACTIVE COHORT
Career Type
o Dexactive
Temporarily Detactive Third Promoted Higher
Age Patrol Specisl Traffic Spaelal ]Candidate Grada Sergeant | Detective ] Promotion Total
N b N 4 N T N 2 N 3 N 2 N X N ks N 14 N %
18-24 201 27.1) 116 15.7 |100 13.8 45 6.71 19 2.6 7¢ 10.3 97 13.4} 35 4.BY 39 5.4 726 100.0
25-29 250 35.0] 105 14.7 98 13.7 33 .71 16 2.2 64 9.0 67 9.4 23 4.6 26 3.6 714 100.0
30+ 13 <1.7 16 9.5 22 13.1 0 11.9 2 1.2 & 8.3 4 2.4 17 10.1 > 1.8 168 100.0
Totsl 521 32.4| 235 16.6 220 13.7 {120 7.5] 37 2.3 f15& 5.6 118 10.4) 85 5.3 68 4.2 [1608 100.0
z .
X © 53.636 with 16 d.f., p « .001

X o« B
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Age vs. Absenteeism

The statistics show that absences for illmness were substantially
less common among the subjects who were older than aveiage at time of
appointment. The proportion of men for whom the number of Times Sick
was under five was 40 percent for the men over 30, 35 percent for the
ren aged 25-29, and 30 percent for men under 25. When Age was entered
into the regression equation for Times Sick, it was found to be the second

most powerful predictor, after Recruit Score.

AGE VS. PERFORMANCE: BLACK SUBCOHORT

There were no significant relationships between Age and any of the
performance measures for black officers. This may be an artifact of the
smaller sample size for blacks, since the patterns for blacks were also

not significantly different from the patterns for the total cohort.

I1.Q. VS. PERFORMANCE

I.Q. was found to be related to certain aspects of Career Type and
to Awards, but not to other performance variables, for the total cohort.
For the black subcohort, I.Q. was found tc be related to Disciplinary

Actions and Absenteeism, but not to Carcer Type or Awards.

I.Q. vs. Career Type

As would be expected, the ranks which are attained by civil service
promotion were predominantly occupied by men with above average 1.Q. In
fact, the proportion of subjects who were sergeants, lieutenants, or
captains by 1971 increased monota lcally with I.Q., reaching 35.8 percent
of the men with I.Q. of 120 or higher. However, it is interesting to
note that 6 out of 389 subjects with I.Q. in the range 90-99 (1.5 percent
of such officers) were able to attain promotions to levels higher than

*
sergeant. See Table 31.

*

In this table, and in some of those which follow, the numders of
subjects in the various categories do not add to a totual of 1608. This .
indicates that data were missing for some subjects on one or both of the
variables in the tabulation.
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Table 31
k)
I.Q. VS. CAREER TYPE: TOTAL ACTIVE COHORT *} .
3
3
Career Type 3
Detective
Temporarily Detective Third Promoted Higher :
I.Q. Patrol Special Traffic Special | Candidate Grade Sergeant |Detective |Promotion Total 3
N % N 3 N 2 N X N X N 3 N 4 N 2 N 4 N X
<90 20 40.8 5 10.2 14 28.6 6 12.2] - - 3 6.1 1 20| - - - - «9 100.0
90-99 139 35.7 $9 15.2 67 17.2 32 8.2 16 2.6 34 8.7 16 4.1 22 s.7]6 1.5 389 100.0 !
100-109 | 245 33.8{ 101 13,9 |100 13.8 52 7.2] 16 2.2 77 10.6 71 9.8] 41 s5.7]22 3.0 725 100.0
110-119 97 29.6 52 15.9 29 8.8 21 6.4 6 1.8 a1l 9.5 $7 17.4] 15 4.6 120 6.1 328 100.0
120+ 11 13.6 | 14 17.3 6 7.4 9 1.1 1 1.2 6 7.4 14 17.3 s 6.2]15 18.5 81 100.0
Total 512 32.6 | 231 14,7 216 13.7 | 120 7.6} 37 2.4 |151 9.6 159 10.1] 83 s5.3}63 4.0 (1572 100.0

Ltuin,
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On the other hand, appointment to the Detective Division, and pro-
motion within detective ranks, was not significantly related to 1.Q. 1In
N each I1.Q. range above 90, about 14 percent of the subjects were detectives

ot in 1971, and about one-third of them were promoted.
“;‘*; Men who were appointed to the Traffic pivision, and remained there
'”:Lh‘ as patrolmen, were predominantly of below-average 1.Q. Indeeil, the
»// : 3 proportion of men in each 1.Q. range who remained in the Traffic Division
/ decreased monotonically with L.Q., from 28.6 percent of those with 1.Q.s

below 90 to 7.4 percent of those with I.Q. 120 or higher.

1.Q. vs. Awards

The relationship between I.Q. and Awards was not statistically
.Jf’ significant in the cross-tabulations, but in the regression analysis,
after two other variables were controlled for, higher I.Q. was found
/ Co to be related to a higher number of Awards. For men with I.Q. under

’ ) 90, the average number of awards was 1.36; for men in the range 90-99,

the average was 1.59; for all men with higher I.Q., the average was 1.80.

I.Q. VS. PERFORMANCE: BLACK SUBCOHORT

The relationship between 1.Q. and performance for blacks was the

reverse of what one would tend to expect, for all three performance measures

S which proved to be significantly related to I.Q.

;
]
R / . 1.Q. vs. Disciplinary Actions
{ ,
ﬁ.f.' The black officers with high I.Q. were significantly more likely
wd 7 ‘ to have received charges which resulted in a departmental trial than were
fﬁ . officers of lower I.Q. In fact, 62 percent of black officers with I1.Q.
¥ ;—-’: .
Ll ! i of 110 or higher had one or more Trials, and 59 percent ‘of those in the
- ‘l } 1
et 1.Q. range 100-109 did likewise, but only 26 percent of those with 1.Q.
: ] under 100 had one or more Trials. When I1.Q. was entered into the regres-—
/ “i ¢ sion equation for Trials, it was found to be a significant contributor to
CV [.f b variance reduction, second only to Siblings.
NN
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Table 32
I.Q. VS. CIVILIAN COMPLAINTS: BLACK ACTIVES
Civilian Complaints
1 Complaint of 2 Complaints of
Abuse of Author- |1 Complaint of Abuse of Authority,
ity, Discourtesy | Unnecessary Use |}Discourtesy or
None or Ethnic Slurs Jof Force Ethnic Slurs Total
1.Q. Number Percent | Number Percent | Number Percent | Number Percenc Number | Fercent
<90 -- - 50.0 -- - 1 50.0 2 100.0
90 - 99 18 62.1 13.8 13.8 3 10.3 29 100.0
100 - 109 35 79.5 2 4.5 & 9.1 3 6.8 44 100.0
110 - 119 14 73.7 - - 5 20.3 - - 19 100.0
120 + 2 100.0 - - - - -- - 2 100.0
Total 69 71.9 7 7.3 13 13.5 7 7.3 96 100.0
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This pattern was not observed to be consistent for all types of
Disciplinary Actions. For example, the relationship between I.Q. and
Civilian Cocmplaints was statistically significant, and the patterms
suggested that black officers with lower I.Q.s might be more likely to
incur such allegations. In fact, 37.9 percent of black sub jects with
1.Q.s in the range 90-99 had at least one civilian complaint, while
only 26.3 percent of Fhose in the range 110-119 did. See Table 32.

1.Q. vs. Awards

The relationship between I.Q. and Awards for blacks was not statis-
tically significant. However, the cross-tabulation (Table 33) shows that
the pattern for blacks was not consistent with that found for whites, in

which higher I.Q. was related to more awards.

Table 33

I1.Q. VS. AWARDS: BLACK ACTIVES

Awvards
I.Q. No Awards 1 Award 2+ Awards Total Averace
Number | Percent | Number | Percent } Number | Percent Number | Percent
<100 7 24.1 9 31.0 13 44.8 29 100.0 1.2
100-109 12 27.3 14 31.8 18 40.9 44 100.0 1.1
110+ 8 38.1 9 42.9 4 19.0 21 109.0 0.8
Total 27 28.9 32 34.0 35 37.2 94 100.0 1.1

P

s
X 1is not significant at .05 level.

I1.Q. vs. Times Sick . '

The blacks with high 1.Q. were found to be absent due to illness more
frequently than other black officers. This is illustrated in Table 34, which
shows that 25.8 percent of black officers with I.Q. under 100 were sick 11
or more times in 11 years, compared to 61.9 percent of those with 1.Q. of

110 or more.
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Table 34

1.Q. VS. TIMES SICK: BLACK ACTIVES

Times Sick
1.Q. 0-10 11+ Total
Number Percent Number Percent Number Percent
<100 23 74.2 8 25.8 31 100.0
100-109 30 68.2 14 31.8 44 100.0
110+ 8 38.1 13 61.9 21 100.0
Total 61 63.5° 35 36.5 96 100.0

2
X = 7.80 with 2 d.f., p < .05

EDUCATION VS. PERFURMANCE

The educational level of the subject at the time of appointment was
found to be significantly related to Career Type and Disciplinary Actioms,
but not to Awards or other performance measures. Among the black subjects,

Education did not appear to be related to any aspects of performance.

Education vs. Career Type

The data showing the relationship between Education and Career Type

are presencted in Table 35. Subjects with at least one year of college

education were more likely to be promoted te sergeant, lieutenant, and
captain than officers with no college educaticn. We found, for example,
that 22.8 percent of the subjects with some college were sergeants or
higher 14 ycars later, compared to 10.4 percent of the subjects with a
high séhool equivalency diploma and 13.7 percent of the high school
graduates. There was virtually‘no relationship betwéen ecucation and

appointment to, or promotion within, the Detective Division. For example,

13.4 percent of the subjects with some college were appointed to the

Detective Division, compared to 14.8 percent of the holders of high school

diplomas.
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Table 35
- EDUCATION VS. CAREER TYPE: TOTAL ACTIVE COHORT
Career Type
Detective

Entering Temporarily Detective Third Promoted Higher
Education Patrol Special Traffic Special |Candidate Grade Sergeant |Detective |Promotion Total

N b 4 N b4 N } N } 4 N 2 N X N b4 N b4 N 3 N X
Less Than
High School| 20 26.3 18 23.7 9 1.8 6 7.9% - - 8 10.5 7 9.2 7 9.2 1 1.3 76 100.0
itigh School
Equivalency
Diploma 158 39.3 50 12.4 67 16.7 18 4.5 9 2.2 36 9.0 35 8.7§ 22 5.5 7 1.7 402 100.0

1

High Schoul =
Graduate 258 33.7 | 112 14.6 (103 15.5 56 7.3 ] 16 2.1 73" 9.5 75 9.8 42 5.5 30 3.9 765 100.0 !
Sowe
Collcge 77 22.8 52 15.4 40 11.9 35 10.4 | 11 3.3 32 9.5 49 14.5) 13 3.9 28 8.3 337 100.0
Assoclate :
Degree 4 33.3 2 16.7 1 8.3 2 16,7 |- - 2 16.7 1 83 - -1~ - 12 100.0
College
Graduate 4 25.0 1 6.3 - - 3 18.8 1 6.3 J 18.8 1 6.3 1 6.3 2 12.5 16 100.0
Total 521 32.4 | 235 14.6 220 13.7 120 7.5 ) 37 2,3 154 9.6 | 168 10.4] 85 5.3 68 4.2 [1608 100.0
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1
’ EDUCATION VS. CIVILIAN COMPLAINTS: TOTAL ACTIVE COHORT
,'\ Civilian Complaints
,'}‘ 1 Allegation of 2+ Ailegations of |2+ Allegations
Abuge, Di{scourtcsy|l Allegation of Abuse, Discourtesy|With at Least 1
\ None or Ethnic Slurs Unnecessary Force Jor Ethnic Slurs Unnecessary Forc Total
3
: Education Number | Percent |Number | Percent |Number | Percent { Number ! Percent |Number | Percent Number|Percent
. Less than high achool 53 69.7 6 7.9 11 14.5 1 1.3 1 1.3 76 | 100.0
litgh School
Equivalency 293 72.9 29 7.2 47 11.7 9 2.2 24 6.0 402 | 100.0
) Diploma
High School 592 77.4 75 9.8 L) 7.1 10 1.] k) 4.6 765 | 100.2
- graduate
College 288 78.9 33 9.1 34 9.3 - - 10 2.7 365 | 100.0
,T’-;'
. Total 1,226 76.2 | 143 8.9 146 9.1 20 1.2 73 4.5 L1,608 100.0
- -
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Education vs. Disciplinary Actions

Subjects with some college were significantly less likely to receive

4 civilian complaints than officers with less education. The statistics

’ show, for example, that 12.0 percent of the subjects with some college

had at least one complaint of unnecessary force, compared to 17.7 percent:

of the subje~ts with a high school equivalency diploma (see Table 36).

v When entering education was introduced into the regression equation for
Civilién Complaints, it emerged as the most powerful predictor of civilian

/"! l complaints. There were no statistical;y significant relationships

‘R : between Education and other forms of misconduct, although subjects with

P : some college tended to have fewer allegations of harassment than average.

LATER EDUCATION VS. PERFORMANCE

In addirion to considering entering education as a predictor variji-

able, we examined cross-tabulations between highest educational attzinment

£
’

of the subjects as of 1968 and the various perfommance measures. Although
\f' . Later Education cannot bte viewed as a predictor variable, its intecaction
) :g ; : with performance is of gre&t interest. Our discussion stresses differences
if ‘ , between zollege graduates and non~college graduates, since most large
’ police departments have considered the possibility of requiring a college
diploma.

Later Education was found to be related inversely to Total Complaints,
\ ' Trials, Substantiated Complaints, Departmental Charges, Civilian Complaints,
) . ! Times Sick, and Injury Disapprovals. It was also related to Career Type,
B o : but not significantly to Criminal Complaints, Harassment, or Awards.

\f i Later Education vs. Career Tyne

S The data showing the relationships between Later Education and Career
Type are pfesented in detail in Table 37. They show that officers who
completed their college education before or during their service as

Y policeren tended to advance much more rapidly than their less edi-~ated
counterparts, especially through the civil service route. We found, for

example, that 57.1 percent of the college graduates were promoted to
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Table 37
LATER EDUCATION VS. CAREER TYPE: TOTAL ACTIVE COHORT
Career Type
Highest Detective
Educational Temporarily Detective Third Promoted Higher
Attainpent Petrol Special Treffic Special | Candidate rade Sergeant |Detective | Promotion Total
N 2 N X N E N 2 N X N X N X N X N Z N X
High School
Equivalency|197 39.4 69 13.8 80 16.0 26 5.2 11 2.2 40 8.0 41 8.2 28 5.6 8 1.6 50C¢ 100.0
High School :
Graduatce 290 32.8] 133 15.1 124 14.0 68 7.7 22 2.5 g2 9.C 86 9.7 1 47 5.3 31 3.5 883 100.0
Some
College 17 15.7 17 15.7 11 10.7 11 10.7 4 37 17 15.7 15 13.9 7 6.5 9 8.3 108 100.0
et | 1 w3 e | 1 ows| 1 owaf- - 7 5.4 | 8 3%.8[- -1 143 | 23 1000
College
Graduate 4 9.3 1 2.3 1 2.3 1 25.6| - - 3 7.0 11 25.6| - - 12 27.9 43 100.0
Post
Graduate - - - - - - - - - - - - - - 1 33.3 2 66.7 3 100.0
LLB - - - - - - - - - - - - 2 66.7| - - 1 33.3 3 100.0
Total 509 32.61 224 14.3 217 13.9 | 117 7.5] 37 2.4 |14. 9.5} 163 10.4) 83 5.3} 64 4.1 ]1563 100.0
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sergeant, lieutenant, Or captain, compared to 22.2 percent of the officers

with some college and 12.0 percent of the high school graduates. Of the
six subjects who attended graduate school or received law degrees, five
were promoted to the rapks of sergeant or higher, and one was promoted
withia the Detective Division. )

Although more than half of the college graduates advanced through
civil service to the rank of sergeant or higher, only 7.0 percent held
the rank of detective third-grade. This compared to 15.7 percent of the
offficers whc were still attending college and 7.7 percent of the men
who only graduated high school.

Other interesting differences between college and non-college
graduates were as follows. Only 9.3 percent of the collega graduates
were still assigned to patrol, and only one college graduate remained
in the Traffic Division. The correspondirg proportions for offficers who
only graduated from high school were 32.8 percent and 14 percert,
respectively. Furthermore, 25.6 percent of the college graduztes held
special aszignments, compared to 7.7 percent of the men with standard
high school diplomas. We might also note that there were no differences
in the rates of career advancement between persons with a high school

equivalency diploma and those with a standard high school diploma.

Later Education vs. Disciplinary Actions

Officers who completed zollzge by 1968 Lad statistically fewer

disciplinary actious, inciuding Total Complaints, Trizls, and Substantlated

Complaints, than non-ccllege-educated subjects. We found, for example,
that 16.3 percent of the college graduates had allegations of misconduc:

brcught to trial, compared to 30.4 percent of the non-college graduates
(see Table 38). '
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Table 38

LATER EDUCATION VS. TRIALS: TOTAL ACTIVE COHORT

Trials
Later
Education Nona 1+ Total

. Number | Percent Number | Percent Nur.xbex“l Percent
Non-College
Graduates 1054 69.6 . 460 30.4 1514 100.0
College
Graduates 41 83.7 B 16.3 49 100.0
Total 1095 70.1 465 29.9 1563 100.6

2
x =4.47,p < .05

Kelders of college diplomas also had fewer departnet tal charges
and civilian complaints than average. For example, 25.6 percent of the
college graduates were alleged to have violated departmencal norms
compared to 41.7 percent of the non-college graduates. Similarly, ve
found that the proportion cf non-college graduates with civilian com—
plaints was 24.4 percent, compared to only 8.2 perceat of the college

graduates, or & rate c° three times as high (see Table 39).

Later Education VS. Other Perfcrmance Heasures

Not only did ccllege graduates tend to have a lovwer incidence of
disciplinary actions, but they also had fewer Times Sick and fewer
Injury Disapprovals than non-college graduates. The statistics show
that 39 percent of the non-college graduates were rqcorded absent from
work 11 or more times in 11 years, compared to only 18.6 percent of the
college graduates, or a rate twe times as high (see Tahle 40). Thus, the
men who attended college while on the force were able to dJo so without

excessive absenteeism.
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A
/'\' . !’ - ' LATER EDUCATION VS. CIVILIAN COMPLAINTS: TOTAL ACTIVE COHORT
; /'/;! : .
LA |
R
',.lfl,-’ LR Civilian Complaints
_‘ / 1 L i
\ _{’_ 1"\5 Later
o voE Ecducation None 1+ Total
Y L
N
;»/ 71 F Number {Percent Number | Percent Number | Percent
4 R 3 Non-College
A / _. Graduates 1145 75.6 368 24.4 1514 100.0
S : :
A E:
A i
- College
Y . !
NS 'E Graduates 45 91.8 4 8.2 49 100.0
A B
"/ /\\ /% )
Y % Total 1190 76.1 373 23.9 1563 100.0
N M -4
.’ ‘\\/. 2}' -
PRGN )
A 2
S, !I ;\\A: Yates x¢ = 6.0, p < .05




»



-

prer e ———— e mrop s e e =

[ERTI0 L

s s A e A T YT} Eak

—mrran

Finally, we found that of the 26 subjects who had
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removed for cause not one had graduated college.

LATER EDUCATION VS. TIMES SICK:

Table 40

TOTAL ACTIVE COHORT

their firearms

Times Sick
Later
Education 0-10 11+ Total

Number | Percent Number | Percent Number | Percent
Non-College
Graduates 915 61.0 586 39.0 1501 100.0
College
Graduates 39 81.3 9 18.7 48 100.0
Total 954 61.6 595 38.4 1549 100.0

2
Yates ¥ = 7.3, p < .01

REGION OF BIRTH VS. PERFORMANCE

For the total cohort, no significant differences were found in the

performance levels of those born in N

This is probably accounted for by th

ew York City vs. those born eclsevwhere.

e small iraction of men borm outside

the City. Among the black subjects, a substantial portion of the total

(31 out of 99 men) were born outside New York City, and our data show

that they generally performed more effectivelr

than the native New Yorker.

The strongest difference was that black subjects born outside the

City advanced more rapidly in the Department than their City-born counter—
parts. We found that 38.8 percent of the officers born outside the City
were apnointed to the Detective Division, compared to 25.0 percent of the

men born in the City. On the other hand, fewer officers born outside the

o — - L . -
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City remained assigned to patrol (19.4 percent) compared to officers born
in the City (29.4 percent). When Region of Birth for black subjects was
introduced into the regression equation for Career‘Type, it attained
statistical significance at the .05 level and emerged as the second wost
powerful explanatory factor next to Recruit Score. The addition of Region
of Birth into the regression equation increased the multiple correlation
coefficient from .253 to .341, thereby accounting for an additional
5.2 percent of the variation.

In addition io career advancement, a black officer's place of
hirth appeared to be slightly assoclated with indices of miscorduct,
although these relationships did not attain statistical significance.
The general direction of these relationships was that the men born out-
side the City had less misconduct. For example, 83.8 percent of the
native New Yorkers had one or more Total Complaints, compared to 67.7
percent of those born outside the City. Most of the difference was

accounted for by Departmental Complaints.

SIBLINGS VS. PERFORMANCE

The number of siblings in an officer's family was unrelated to
police performance for the white subjects, but there was one significant
association for the blacks. We found that the black officers with no
siblings had a higher incidence of Trials und Substantisated Coxplaints
than eny other group. When Siblings 2ntered the regression equation for
Trials, it emerged as the most powerful predictor, producing & correla-
tion coefficient of .254, which was significant at tha .05 level.

OCCUPATICNAL HISTORY VS. PERFORMARCE

Neither the number of jobs held by subjects prior to application
nor the type of work performed at the most recent job was related in any
important way to any of the later performance variables, except that a
high ranking on Last Occupation was associated with later promotion within
the Police Department. For example, nearly 38.3 percent of officers whose
Last Occupation rated above 50 received civil service promotions or appoint-

ments to the Detective Division, compared to 28.4 percent of those under 50.

-
hY
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Although it might be thought that this relationship would be accounted
for by the differences in age and intelligence of the men in high-rated
occupations, in fact it was found that even when such variables were
accounted for in a regression equation for Career Type, 2 significant
contribution was still made ty Last Occupation. Despite the presence of
statistical significance, the relationship was not so stromg as to be of
great practical interest.

On the other hand, a history of employment disciplinary incidents
was found to be strongly related to later disciplinary actions as a
police officer. The most striking relationship was hetveen Employment
Discipline and Substantiated Complaints. The statistics show that
39 percent of the men with an employment disciplinary record had at least
one substantiated complaint, compared to 26.5 percent of the subjects
without a derogatory employment record. Employment Discipline emerged
as the fourth most powurful predictor, after Unsatisfactory Probation,
Recruit Score, and Military piscipline, when entered into the regres—
sion equation for Substantiated Ccaplaints, attaining statistical
significance at the .001 level.

The higher incidence of misconduct for subjects with a prior
employment disciplinary record was a result of a higher rate of alleged
violations of departmental norms (see Table 41). We found that 53.7
percent of the subjects with several employment disciplinary actions had

recorded instances of departmental violations compared to 43.4 percent

‘of the subjects without one. The relationship between Employment Discipline'

and Departmental Charges attained statistical significance in the regres-
sion equation (p < .001) and produced a multipie correlatic. cuefficient
of .216 together with three other factors—-UnsatisfactoryAProbation,
Background Rating, and Recruit Score. '

The relationships were similar for the black sub jects, although
statistical significance was not obtained in the regression equations.
We found, for example, that 53.9 percent of the black officerd with a
past record of employment disciplinary actions had at least three allega-

tions of misconduct, compared to 22.3 percent of the other officers, or

2
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nearly two and a half times as high. The higher rate of misconduct was
primarily a result of departmental cowplaints and complaints of harassment.
We found that the proportions of black subjects with a prior disciplinary
record who scored one or more on Departmental Charges and Harassment was
78.6 perce t and 28.6 percent, respectively. The corresponding propor-
tions were 64.7 percent and 13 percent for cfficers without past '

emp loyment misconduct.

Table 41 -

EMPLOYMENT DISCIPLINE VS. DEPARTMENTAL COMPLAINTS:
) TOTAL ACTIVE COHORT

Departmentai Charges
Employment None 1 2 3+ Total
Discipline |[Number Percent|Number Percent {Number Percent|Number Percent{Number Percent
None 799 56.6 378 26.8 134 9.5 100 7.1 1411 100.0
1 73 47.4 39 25.3 19 12.3 23 14.9 154 100.0
2+ 19 46.3 13 | 31.7 4 9.8 5 12.2 41 100.0
Total 891 55.5 430 26.8 157 9.8 128 3.0 | 1606 100.0

2
X = 16.1 with 6 d.f., p < .02

Employment Disciplinc was not found to be related to positive
There

was some indication that subjects with an employment disciplinary record

measures of police performance, such as Awards and Career Type.

were absent more frequently than others, but the differences were not

large.

MILITARY HISTORY VS. PERFORMANCE

In general, the officers who had served in the military performed
no better or worse than tliose who had no military service. There was
a slight indication that veterans tended to obtain a larger number of

awards than other officers, but this relationship did not appear in
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direct cross-tabulations of Military Record vs. Awards; it could only

be detected through regression analysis after three other variables

were controlled.* In terms of career advancement, disciplinary actions,
absenteeism, and other performance variables, no significant differences
were found between veterans and non-veterans.

In addition, the presence of military commendations in a candidate's
re-ord was not found to be a meanirgful predictor of later performance.
It is particularly interesting to note that Military Commendations was
not even significantly related to the performance variable Awards, which
might be expected to increase with the number of military commendations.
Thus, we do not-find any indication that good performance in the military

is related to later good performance as a police officer.

However, a very strong relationship was found between bad performance

in the military (as measured by the variable Military Discipline) and
later bad performance as a policeman. Evidence of later bad performance
appeared for several types of disciplinary actions, as will be described
below, but not in lessened performance as measured by Awards or Career
Type. The patterns were similar for both black and white officers,
although the relationships were found to be strcnger for the whites. In
all these respects, the predictor Military Discipline is very similar to
the predictor Employment Discipline.

Military Discipline vs. Later Disciplinary Actions: Total Cohort

An increasing number of recorded military disciplinary actions was
associated with an increasing number of Total Complaints, Trials, and
Substantiated Complaints. We found, for example, that 65.5 percent of
the officers with a record of several military disciplirary actions (omore
than one) had been alleged to have engaged in some form of police mis-
conduct, compared to 57.2 percent of the subjects without a military
disciplinary record (see Table 42). Similarly, 27.7 percent of the

subjects with excessive military disciplinary actions scored higher

*
See Chapter V.
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Table 42
MILITARY DISCIPLINE VS. TOTAL COMPLAINTS:
FOR ACTIVES WHO SERVED IN THE MILITARY
Military Tot::1 Complaints
Discipline None 1 2 3 4+ Total
Number Percent Number Percent Numbe; Percent Number Percent Number Percent Number Percent
None 354 42.8 266 28.9 127 13.8 62 6.7 71 7.7 920 100.0
1 113 37.7 82 27.3 56 18.7 23 7.7 26 8.7 300 100.0
2+ 41 34.5 33 27.7 12 10.1 15 12.6 18 15.1 119 100.0
Total 548 40.9 381 28.5 195 14.6 100 7.5 115 8.6 1339 100.0
2
x = 20.115 with 8 d.f., p < .001
1
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than 2 on Total Complaints, compared to 14 .4 percent of the men without
a2 similar record. Also, 38.7 percent of the subjects with severa}
military disciplinary actions were brought to trial for misconduct,
compared to only 28.9 percent of the of ficers without a record, and

the corresponding prouportions of officers with substantiated complaints
were 36.1 percent and 27.1 percent. All of the foregoing relationships
attained statistical significance in the regression analysis. For
example, wher Military Discipline was entered into the regression
equation for Substantiated Complaints, it emerged as the third strongest
predictor, after Unsatisfactofy Probation and Recruit Score.

Subjects with military disciplinary actions had a higher incidence
of Departmental Complaints, civilian complaints involving the unnecessary
use of force, and complaints of Harassment. But they had a normal
incidence of allegations of corruption. We found, for example, that
49.5 percent of the subjects with military disciplinary actions had been
alleged to have violated departmental norms compared to 43 percent of
the subjects without similar actions. Moreover, 13.4 percent of the
subjects with several military disciplinary actions had at least three
departmentél complaints compared to only 6.8 percent of the subjects
without a military disciplin.ry record. We also found that 20.1 percent
of the subjects possessing a military disciplinary record were alleged
to have used unnecessary force compared to 13 percent of the subjects
without a prior military disciplinary record. There were no differences
among the subjects regardless of past military experience in other types
of civilian complaints such as abuse of authority, ethnic slurs, and
discourteous behavior. Likewise, the propdrtions of complaints
characterizable as corruption were nearly equal for all subjects

regardless of prior military record.

Military Discipline vs. Later Disciplinary Actions: Black Subcohort

Among black officers, the presence of a military disciplinary
record was also found to be related to Total Complaints, Trials, and

Substantiated Complaints, although these relationships were not statis-
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Table 43
MILITARY DISCIPLINE VS. CIVILIAN COMPLAINTS:
BLACK ACTIVES
Civilian Complaints
1 Complaint of
Abuse of
Authority 1 Complaint 2 Complaints;
Military Disccurtesy, of Unnecessary One Unnecessary
Discipline No Compliints Ethric Slurs Force Force Total
Number ! vercent Number | Percent Number | Percent Number | Percent Number | Percent
None 42 72.4 5 8.6 5 8.6 5 10.3 58 100.0
1 16 69.6 0 —— 6 26.1 1 4.3 23 100.n
2+ 4 57.6 0 - 3 42.9 0 ——— 7 100.0
Total 62 70.5 S 5.7 14 15.9 7 8.0 88 100.0
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tically sigrnificant in the regression equations as they were for the
white officers.

Our data showed, for example, that 56.9 percent of the black
officers without a past record of military misconduct had substantiated
complaints, compared to 39.0 percent of the other black officers. The
difference was due mainly to Departmental Charges and Civilian Complaints.
We found that 69 percent of the men without a military disciplinary
record were alleged to have engaged in departmental misconduct compared
to 60.9 percent of the officers with a disciplinary record. Although
the differences in the incidence of civilian complaints among black
officers with varying military disciplinary backgrounds were small, the
differences in the number of allegations involving the unnecessary use
of force were substantial. The data in Table 43 show that exactly A
third of the men with military disciplinary records were alleged to
hase used unjustified force, compared to 16.0 percent of the men with-

out a similar record, or a proportion about twice as high.

MARITAL STATUS VS. PERFORMANCE

No relationships between a subject's marital status at time of
appointment and his later performance were found to be significant.
Nonetheless, the general patterns were about what one would expect,
given the relationship between age and performance and the fact that
the older men were more likely to be married. Thus, for example, the
wmarried men were somewhat more likely to become detectives later, and

they had slightly fewer disciplinary actions.

DEBTS VS. PERFORMANCE

Although the number of debts outstanding against an applicant did
not emerge as a significant predictor of any of the individual measures
of nis later performance, the patterns revealed by all the performance
variables taken together suggest that men with a large number of debts
(three or more) are somewhat less satisfactory performers than average.

For example, while 26.3 percent of men with no debts were found to have
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one or more substantiated complaints 11 years later, and 28.6 percent

of men with one debt had substantiated complaints; the corresponding
figure for men with three or more debts was 38.4 percent. The difference
was not an indicator of a greater number of corruption charges against
men with many debts, but arose from a larger number of departmental
complaints. ‘

These men with many debts also had a higher than average frequency
of Injury Disapprovals and a larger nuober of Times Sick. The only
countervailing pattern seen for these men was that they appeafed-to have
siightly more Awards than men without debts: 78.0 percent of the subjects
who reported three or more debts had awards, compared to 68.2 percent of
shose with no debts. For the Black subcohort, no consistent patterns
were found between Debts an& Performance variables. Again, no significant
relationships were found, and the black subjects with many debts were

somewhat better than average on some performance measures, somewhat

worse ca others.

ARREST HISTCRY VS. PERFORMANCE

An extremely interesting difference was found between the officers
who had been arrested prior to joining the force and those who had not.

The Jdifference occurred for the variable Harassment, which meesures the

oumber of times an officer is accused by a civilian of making a false or

illegal arrest or of detaining a person without cause. Those officers
who had themselv

on this variable

es been arresied at one time scored significantly lower
than other officers, which means they were more careful

about the rights of arrested persons. The data shcwed that only 4.4

percent of men with one or more prior arrests had allegations of Harass—

ment in their records, while on the average 12 percent of officers had

such allegations. When Arrest History was entered into the regression

equation fqr Harassment, it emerged as the second of two statistically

significant factors, after Court Appearances.
Arresi History was not found to be significantly related to any

other performance variables, and in particular there was no associetion"

between an early arrest history aud later allegations of corruption or
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departmental misconduct. Thus, the men who succeed in getting appointed
to the Police Department despite an arrest history appur to perform at
least as well as those without prior arrests.

In the case of black officers, there were only 11 mea with a prior
arrest history, so that no significant patterns emerged. However, if
anything, these men seemed to be ggod performers: 3 of them were
promoted to sergeant or lieutenant, and, on the average, they had more
avards and fewer disciplinarxy actions than men without arrest histories.

Another small subgroup which bears closer inspection consists of
the 16 men who had previously been arrested tor a crime of violence.
Again, no significant relationships were found, but these men appexed
to be poor performers on practically every variable. Seventy-five
percent of them had one or more complaints of misconduct (compared to
58.3 percent on average), 43.7 percent of them had one or more civilian
complaints (compared to 23.8 percent), and two of.the sixteen men were
alleged to have engaged in corruption. These men also won fewer awards
than average. Such findings, though not conclusive, suggest the impor-
tance of studying a lafger sample of police officers with a prior history

of arrest for violent crimes to determine their performance patterms.

PSYCHOLOGICAL DISORDER VS. PERFORMANCE

Since only 29 out of the 1608 members of the active cohort had a
previous history of psychological disorder, the sample size was too
small to produce statistically significant relationships between Psycho-
.logical Disorder and any of the performance variables. However, the
data suggest that men with previous psychological disorders achieve
promoted positions as freqguently as other men, but they have a somewhat

higher incidence of departmental complaints and absenteeism than average.

SUMMONSES VS. PERFORMANCE

Several statisticclly significant relationships were found between
the number of court summonses reported by an applicant and later mis-

conduct as a police officer, but these were not monotonic. Instead, the
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men who reported one summons appeared to be less likely tc engage in
misconduct than either those who reported none or those who reported
more than one summons.

For example, we see on Table 44, which shows Summonses vs. Trials,
that men who had one summons had significantly fewer complaints brought
to trial than other men. In fact, the men with two or more summonses
had 30.6 percent more trials per man than those with one summons. This
pattern persvisted for Substantiated Complaints, as shown in Table 45, but
we also see from this table that the proportions of men with no complaints
whatsoever were about the same for men with sumuonses and those with
one summons.

In terms of the performance variable Awards, the men with the highest
number of summonses appeared to be the best performers. For example, we
found that 73.4 percent of the officers with several summonses (nore than
one) won awards, compared to 68.2 percent of the men with one summons.

The differences were even greater for men who won many awards: the
proportions of men with an excessive number of summonses (more than two)

who won three or more awards was 33.2 percent, compared to 25.4 percent of
the men without any summonses. The relationship between summonses and aﬁards
attained statistical s.gnificance in the regression analysis (p < .05).

For the black subcohort, no significant relations were found '
between Summonses and Performance variables, but the patterns observed
were consistent with the hypothesis that a high number of summonses
was definitely not an indicator of poor performance, and might in fact

be associated with better performance than average.

COURT APPEARANCES VS. PERFORMANCE

Our data show that men who are involved in civil court proceedings
prior to applying for appointment to the Police Department éfe much more
likely than others to have later allegatioas of mistreatment of civilians.
For the total cohort, a very strong relationship was found between Court
Appearances and Harassment, as shown in Table 46. Although only 10.5
percent of subjects without an appearance in civil court were later

charged with false arrest, illegal search, etc., fully a third of the
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Table 44
SUMMONSES VS. TRIALS: TOTAL ACTIVE COHORT
Trials
None 1 3 4+ Total
Summonses Number Percent Number Percent |Number Percant | Number Percent | Number Ppercent | Number Percent
0 535 71.9 135 18.1 40 5.4 18 2.4 16 2.2 744 100.0
1 243 73.6 64 19.4 1 3.9 5 1,5 5 1.5 330 100.0
2+ 344 64.8 137 25.8 35 6.6 5 .9 10 1.9 531 100.0
Total 1,122 69.9 336 20.9 88 5.5 28 1.7 31 1.9 } 1,605 100.0
2
X = 19.4 with 8 d.f., p < .02
‘ Table 45
SUMMONSES VS. SUBSTANTIATED COMPLAINTS: TOTAL ACTIVE COHORT
. Substantiated Complaints
Unsubstantiated Substantiated
No Charges Comrplaints Complaints Total
Summonses |Number Percent | Number Percent |{Number Percent Mumber _ Percent
0 323 43.3 221 29.6 202 27.1 746 100,0
1 144 43.6 111 33.6 75 22.7 330 100.0
2+ 203 38.2 155 29.2 173 32.6 531 100.0
Total 670 41.7 487 30.3 450 28.0 1,607 100.0

]
x = 11.3 with 4 d.f., p < .03
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s o ok : men with two or more court appearances were so charged. Court appearances
.// L fl was the strongest predicter in the regression equation for Harassment.
' o
I
L S Table 45
\ LA S
R : f COURT APPEARANCES VS. HARASSMENT: TOTAL ACTIVE COHORT
v S
'Q "H? . Harassment
e —
- o E‘ i Court
“\ Lk 5 Appearances None 1 2+ Total
yon R
; 7 . @ ) Number | Percent Number | Percent Number { Fercent Number | Percent
/s U I
) R v None 1259 89.5 130 9.2 18 1.3 1407 100.0
PR é % 1 151 85.3 19 10.7 7 4.0 177 100.0
N\ f i
: 'E v 2+ 16 66.7 7 29.2 1 4.2 24 160.0
NS ,; N
e Q\, ;, B Total 1426 88.7 156 9.7 26 1.6 1608 100.0
wy I‘ tJ,— t.
oA TR 2
e \- g x = 19.457 with 4 d.f., p < .001
NG EOG
INE b
T i
.% z’?f g For the black subcohort a similar, although not identical, pattern
' ; s was seen. In this case, it was found that officers with previous involve-
.E_ g ment in civil proceedings were more likely than average to have Civilian
S
:g £ Complaints, especially of the use of unnecessary force {see Table 47).
‘} ' This relationship also attained statistical significance in the regression
Sﬁ analysis. These findings provide some indication that officers with a
-§ history of court appearances may have difficulty in interacting with
¥ citizens.
FACTORS PERTAINING TO THE RECRUITMENT PROCESS
¢ There are four major factors which reflect the process of applica-
tion and recruitment to the New York City Police Department. They include
i Civil Service, Background Rating, Recruit Score, and Unsatisfactory
! Probation. A brief desnription of these factors in relationship to the
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Table 47
COURT APPEARANCES VS. CIVILIAN COMPLAINIS: BLACK ACTIVES
I
Civilian Complaints
1 Complaint of
Abuse of Author- |1 Complaint of
i{ty, Discourtesy | Unnecessary .
None or Ethnic Slurs Force 2 or More Complaints Total
Court ’
Appearances Number Percent Number Percent Number Percent Number Percent Number Percent
None 74.1 6 7.1 13 15.3 3 3.5 100.0
1+ 57.1 1 7.1 1 7.1 4 28.6 100.0
Total 71.7 7 7.1 14 14.1 7 7.1 100.0
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recruitment process will be usefLl in interpreting our statristical
findings.

In ord t to be ~onsidered a candidate for the Police Departeent,
eacn applicart must take and pass the Civil Service Examination for
Patrolman. The examination is administered by the Department of Personnel
of the City of New York. Next, applicants must pass physical and medical
examinations. Although persons wvho fail thzse exams are automatically
disqualified from the application process, not all who pass necessarily
receive appointments. Prior to appointment, the Police Department
conducts a thorough investigation into the backgrounds of each candidate
to determine prbof of good character. #any applicants are reéjected
because the background investigators discover something from their past
(e.g., possession of a serious criminal record or a history of alcoholism)
which raises serious doubts about thé character and integrity of the
candidate. In 1968, about 20 percent of the applicants who passed the
exams were rejected by the background investigators. Applicants who
survii= the background investigation are appointed to the Police Academy,
where they undergo three months of intensive study and training to prepare
for police work. During this period, the recruits in 1957 took a series
of four exams which tested their knowledge of what theyilearned in the
Academy. The individual test scores for each candidate on the four
examinations were combined to produce the variable we call Recruit Score.
Candidates had to obtain a minimum of 68 on Recruit Score to graduate
from the Police Academy in 1957.

Those candidates who completed the three-month Academy training
course in 1957 spent an additional six months on probation. At the end
of this period, each probationary patrolman was evaluated by his immediate
supervisor. Although few of the men were in fact dismissed from the
force at this phase of the recruitment process (only 7 out of nearly
2000 men), we found that 30 percent of the subjects had one or more
regative ratings, which we recorded in the variable Unsatisfactory

Probation.
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CIVIL SERVICE VS. PERFORMANCE

Civil service examinations for appointment and promotion of police-
men and firemen have recently come under legal challeu-e throughout
the United States. The plaintiffs in these cases charge that the civil
service tests discriminate against wminority group members, in violation
of the Fourteenth Amendment, the Federal Civil Rignts Act, or state laws.
A major précedent for these suits is the cazse of Griggs vs. Duke
Power Company.(33) in which the U.S. Supreme Court ruled that an employer
is prohibited "from requiring a high schcol education or passing of a
standardized general ipntelligence test as a condition of employment in
or transfer to jobs when:
(a) neither standard is shown to be significantly related to
successful job performanée;
(b) both requirements operate to disqualify blacks at a cubstan-
tially higher rate than white applicants; and
(c) the jobs in question formerly had been filled only by white
employees as part of a long-standing practice of giving
' preference to whites."

. In its opinion on this case, the Court stated that "if an employment
practice which operates to exclude Negroes canmot be shown to be related
to job performance, the practice is prohibited."

Similar issues were raised in a 1971 suit against the Minneapolis

(40) which at the time had no black, Indian, or Mexican-

Fire Department,
‘American ewployees. The Eighth Circuit Court of Appeals ruled, inter
alia, that the written (civil service) examination for fire fighter
cuula ot be given until it i.ad been validated by procedures commensurate
with the Equal Employment Opportunity Commission Guidelines on Employment
Testing. The Alabama State Police, which also had no minority group
employees, was enjoined a year later from continuing its employment
practices, "including ... examination ..., for the purpose or with the
effect of discriminating ... on the ground of race or color."(41)
In instances where an employer has not had a history of total
absence of minority group employees, the legal issues are more subtle.

In tne case of Chance vs. Board of Education of the City of New York,(az)
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the District Court for the Southern District of New York ruled that
statistical evidence can be used>to demonstrate that "examinations aqd
testing procedures ... have the effect of discriminating against Black

E and Hispanic candidates." "However," the Court continued, "the existence

of such discrimination, standing alone, would not necessarily entitle
plaintiffs to relief." It is necessary to consider, in addition, "the
question of whether the examinations under attack can be validated as
relevant tc the requirements of the positions for which they are given,
i.e., whether they are 'job related.'"

The Court identified two relevant criteria for measuring test

validity. The first is content validity, i.e., the examination must

Y ; "elicit from the candidate information that is relevant to the job for
! vhich it is given." The second is predictive validity, which is

ok determined "by comparing the relative examination scores of successful
ot candidates with their later performance on the job." In the suit
against the Board of Education, the Court granted preliminary relief
to the plaintiffs based on the finding that "although [the Board] has
ot taken some steps toward securing content and predictive validity ...,
l; Ji [1t] has not in practice achieved the goal of constructing examination
' procedures that are truly job related."
{ ' At the present time, the New York City Police Department is being
W ‘ sued by the Guardians Association, an organization of black police
-officers, and the Hispanic Society(43) to prevent the future adminis—
tration or use of "any test as a criterion for appointment or promotion

«++ Which has not been ... validated ... as accurately measuring the

merit and fitness of candidates to perform the tasks of the position

for which the test is being administered." The plaintiffs claim that
the existing entry-level and promotional exams are racially biased and

that "there is no correlation between performance on the exams and

o performance on the job being tested for."
_/\' The data used by us in the present study are not suitable for
’ ot testing the proposition that the civil service examination for patrolman
-\
~ L discriminates against blacks and Hispanics, since all the subjects of
; K\"w\ Y this study necessarily passed the civil service exam. However, we can
NG
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the District Court for the Southern District of New York ruled that
statistical evidence can be used to demonstrate that "examinations and
testing procedures ... have the effect of discriminating against Black
and Hispanic candidates." "However," the Court continued, "the existence
of such discrimination, standing alone, would not necessarily entitle
plaintiffs to rolief." It is necessary to consider, in addition, "the
question of whether the examinations under attack can be validated as
relevant to the requirements of the positions for which they are given,
Ai.e., whether they are 'job related.'"

The Court identified two relevant criteria for measuring test
validity. The first 1s content validity, i.e., the examination must
"elicit from the candidate information that is relevant to the job for
which it is given." The second is predictive validity, which is
determined "by comparing the relative examination scores of successful
candidates with their later performance on the job." In the suit
against the Board of Education, the Court granted preliminary relief
to the plaintiffs based on the finding thac "although [the Board] has
taken some steps toward securihg content and predictive validicy ...,
[1t] has not in practice achieved the goal of constructing examination
procedures that are truly job related."

At the present time, the New York City Police Department is being
sued by the Guardians Association, an organization of black police
officers, and the Hispanic Society(43) to prevent the future adminis-
tration or use of "any test as a criterion'for appointment or promotion
+«+ Which has not been ... validated ... as accurately measuring the
merit and fitness of candidates to perform the tasks of the position
for which the test is being administered." The plaintiffs claim that
the existing entry-level and promotional exams are racially biased and
that "there is no correlation between performance on the exams and
performance on the job being tested for."

The data used by us in the present study are not suitable for
testing the proposition that the civil service examination for patrolman
discriminates against blacks and Hispanics, since all the subjects of

this study necessarily passed the civil service exam. However, we can
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address the question of predictive validity by describing the relationship

between civil service exam scores and later performance as a policeman for

our 1957 cohort.

The data on Civil Service vs. Career Type are summarized in

Table 48.

later promotion to the ranks of sergeant, lieutenant, and captain, which

They show that high scores were consistently associated with

are attained by passing subsequent civil service exams, but they were

not associated with appointment to the Detective Division.

Of the men

with civil service scores above 85, 43.4 percent were promoted to sergeant,

lieutenant, or captain, while the corresponding figure for men who scored

below 75 was 5.7 percent.

When Civil Service was entered into the regres-

gion equation for Career Type, it emerged as the second strongest predictor,

after Recruit Score.

tion coefficient of .290, which was significant at the .001 level.

We also see from Table 48 that the number of men appointed to the

Detective Division and then promoted to the ranks of Detective Second

Grade or Detective First Grade was nearly equal for the men regardless of

their civil service score.

The only exception was for officers with the

The two factors together produced a multiple correla-

highest scores of more than 85, who were underrepresented in the Detective

Division.

as sergeants, lieutenants, and captains.

This is balanced by their disproportionate overrepresentation

One other interesting pattern is the consistent inverse relationship

between test scores and appointment to the Traffic Division.

For example,

nearly three times as many officers with civil service scores under 75 were

assigned to the Traffic Division (19.1 percent) compared to subjects with

the highest scores over 85 (7.0 percent).

All these relationships are similar to the ones found for I.Q. vs.

Career Type, but Civil Service is somewhat stronger than I.Q. as a predictor

of Career Type.

Aside from the patterns just noted, there were no other significant

relationships of the predictor variable Civil Service wifh any of the

other performance measures used in this study.

total cohort there was no association between civil service exam scores

Specifically, for the

and any form of later Disciplinary Actions, Awards, Sick Time, Injury

Disapprovals, or Firearms Removal.
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- CIVIL SERVICE VS. CAREER TYPE: TOTAL ACTIVE COHORT
Career Type
Civil Detective
Service Temporarily Detective Third Promoted Higher
T} Score Patrol Special Traffic Special |Candidate Crade Setgeant |Detective | Promotiocn Total
] Under N 2 N 3 N 3 N 3 N p3 N 3 N 3 N b3 N 2 N 2
| ' ; 74.9 ] 207 36.7 83 1.7 {108 19.1 40 7.1] 17 3.0 54 9.6 28 5.0 23 4.1 4 .7 564  36.8
I '
' 75-79.9| 198  34.0 85 14.6 74 12.7 4  7.51 10 1.7 62 10.6 s7 9.8 |38 6.5]| 15 2.6 583  35.0 )
| :
kN 80-84.9] 66 25.6 42 16.3 26 9.3 25 9.7 5 1.9 25 9.7 41 15.9 | 13 5.0 17 6.6 258 16.8
85+ 32 24.8 13 10.1 9 7.0 8 6.2 1 .8 3 2.3 28 1.7 7 S.4| 28 21.7 129 8.4
] . 'l;
\ 3 Total s03  32.8 ] 223 145 (215 14,0 |17 7.6 ] 33 2.2 Jles 9.4 156 10.0 | 81 5.3 | 64 4.2 .)1534 100.0
[ g
' 2 = 707.813 with 24 d.f., p < .0001
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For the black subcohort, the situation was almost identical, except

] , that in this case not even the relationship betweén Civil Service and

.)\ ’ Career Type was statistically significant. This is due to the small

S

f \Cyﬁ number of promoted black officers (six men). Half of these men had civil
: X

My service scores over U, half below. The somewhat peculiar patterns which
7

we found for I.Q. v. Disciplinary Actions, Awards, and Time Sick for black

subjects were, for th: most part, not present for Civil Service vs. these

! performance measures. Hcwever, we did find that blacks with high civil

service scores had significantly more charges of Harassment. In fact,

30 percent of blacks with Civil Service over 80 had one or more harass-
ment charges, compared to 12 percent of those with scores under 80.
;“\C'“3f In sum, the data indicate that, within the passing range, the scores
on exams for patrolmen given in the late 19SQ§ were not predictive of any
of the measures of performance available to us, except that a high score

;\ was predictive of later passing grades on civil service exams for sergeant,
1

R liecutenant, and captain. Moreover, if the relationship between initial
Civil Service score and a pascsing grade on these later promotion examina-

tions had been independent of race, we would have expected to find 13 of

4 . . the black subjects in positions of sergeant or higher by 1971, whereas in
fact there were only six.

Sir-=2 1957, changes have been made in the civil service exams in an
effo.l to reduce any racial bias which may have been present. We therefore
’ cannot assert that a follow-up study of recently appoinced patrolmen several
years from now is likely to show the same patterns as we found for the 1957

cohort.

BACKGROUND RATING VS. PERFORMANCE

{ : In contrast with the findings of McAllister(le)

described in
\ . Chapter II, we found that the rating of candidates by Pclice Department
background investigators was a good predictor of later performance. In

\. : particular, Background Rating was significantly associated with the

e T |4 performance variables Career Type, Disciplinary Actions, and Sick Time.

¢
JA But it was not related to Awards or other performance measures.
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Background Rating vs. Career Type

The findings on Background Rating vs. career advancement revealed
that candidates termed "excellent' by the background investigator advanced
more rapidly than subjects in any other group, while those termed
"poor" were the least likely to be promcted. We found, for example, that
25.0 percent of the subjects termed excellent were promoted to the ranks
of sergeant, lieutenant, and captain, compared to 15.5 percent of the men
termed fair and only 9.6 percent of the 1ovest-ratéa subjects. Correspond-
ingly, more of the men termed poor (38.8 percent) remained on patrol than
of those termed excellent (21.4 percent).

However, ﬁhe data revealed that the relationship between background
evaluaticns and promotion to the Detective Division was considerably
weaker than for cilvil service promotiéns. In fact, 13.6 percent of the
officers rated poor by the background investigators were promoted to the
Detéctive‘Division, compared to 17.9 percent of those rated excellent.
Moreover, a greater proportion of officers termed poor were promoted
within the Detective Division (5.6 percent) than subjects termed excellent
(3.6 percent). There were no substantial differences between subjects
termed good or fair and subjects termed poor cppointed to the Detective
Division.

“The data also showed that the proportion of men who were permanently
appointed to the Traffic Division did not vary substantially with Back-
ground Rating, as it did with I.Q. and Civil Service. In fact, 19.6
percent of men termed excellent had traffic assignments, compared to
13.5 percent of all other men, which is the reverse of the pattern seen

for the other two variables.

Background Rating vs. Disciplinary Actions

Subjects termed excellent by the background investigators had the
lowest incidence of misconduct, while candidates termed poor had the
highest. These patterns were significant and consisteﬁt for Total
Complaints, Trials, and Substantiated Complaints. We found, for example,
that 68 percent of the subjects termed poor had allegations of misconduct,

compared to only 35.7 percent of the subjects termed excellent. See
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:\\\ ;'_ ’j Table 49
A
. é § BACKGROUND RATING VS. TOTAL COMPLAINTS: TOTAL ACTIVE COHORT
-
* ]
s {
. ;
] ;
;”;t: ) ' Total Complaints
2
- . None 1 2 3 4+ Total
-k , Background .
i g- Ratlng Number Percent Number Percent | Number Percent | Number Percent | Number Percent | Number Percent
i
N f Disapproval
: or Poor 80 32.0 87 34.8 33 13.2 21 8.4 29 11.6 250 IOQ.Q L
j e
: Fair, or ]
g Nothing Poor 201 41.5 123 25.4 75 15.5 42 8.7 43 B.9 4384 100.0
4 Good 353 43.3 231 28.3 | 116 14.2 52 6.4 64 7.8 | 816 100.0
b
E rxcellent 36 64.3 7 12.5 4 7.1 4 7.1 5 8.9 56 130.9
- j Total 670 41.7 448 27.9 228 14.2 119 7.4 141 8.8 |1,606 100.0

2
x = 31,487 with 12 d.f., p < .002
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Table 49. Likewise, the proportions of officers with complaints brought
to trial were 41.6 percent for the poorly rated candidates, and 16.1
percent for the highly appraised subjects. The figures for Substantiated
Complaints were much the same. In all cases, candidates termed fair or
good had a lower incidence of misconduct than men termed poor but a higher
rate than subjects termed excelleat.

None of the relationships between background appraisal and the three
measures of misconduct described above attained statistical significance
in the regression analysis. This was because in each regression equation
a more powerful predictor which entered %irst was highly correlated with
each of the indicators of misconduct and tended to suppress the background
investigation appraisal. For example, Unsatisfactory Piobation, which is
correlated with background appraisal, emerged as the strongest predictcr
of Total Complaints. In the absence of this variable, the background
investigation appraisal would have emerged as the single most powerful
predictor of misconduct, significant at the .05 level.

The background invescigator's cvvaluation of each candidate's overall
potential for police work was more suitable for predicting departmental
allegations than allegations of corruption, civilian complainte, or
harassment. Our data show that 54.8 percent of the subjects termed poor
were alleged to have violated administrative rules and procedures, compared
to only 25 percent of the officers termed excellent, or a complain® rate
twice as high. Moreover, when Background Rating entered the regression
equation for Departmental Charges, it eﬁerged as the second most powerful
factor after Unsatisfactory Probation, attaining statistical significance
at the .001 level. The multiple correlation coefficient produced by these
two factors with Department Charges was .193.

The incidence of allegations characterizable as corruption, civilian

complaints, and harassment did not differ substantially regardless of

the level of the background appraisal. For example, approximately 5 perceant

each of the candidates termed poor and fair were alleged to have engaged

in acts of corruption.
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A Table 50
? BACKGROUND RATING VS. TIMES SICK: TOTAL ACTIVE COHORT
!
Timee Sick
0-5 6-10 11-30 31+ Total
Background
Rating - Number  Percent |Number Percent [ Number FPercent | Number Percent Number Percent
Disapproval or 80 32.3 59 23.8 96 38.7 13 5.2 248 15.6
Poor
Fair, or Nothing 139 28.9 153 31.8 174 36.2 15 3.1 481 30.2
Poor ) ’
Good 289 35.7 227 28.0 274 33.8 ar 2.5 810 50.8
Excellent 25 45.5 14 25.5 14 25.5 3.6 55 3.5
f Total 533 33.4 453 23.4 558 35.0 50 3.1 1,55  100.0
r/ 2
4 x = 18.3 with 9 d.f., p < .04
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Backgrcound Rating vs. Times Sick

Subjects with poor background appraisals had significantly greater
absentzeism than their counterparts with high ratings. The relationship
is di splayed in Table 50, which shows that 43.9 percent of poorly rated
car.:.idates were absent more than ten times, compared to only 29.1 percent
of subjects rated excellent. When Background Rating was entered irnto
the regression equation for Times Sick, it emerged as the third mést

powerful predictor, after Recruit Score and Age, and it attained signifi-

cance at the .05 level.

BACKGROUND RATING VS. PERFORMANCE: 'BLACK SUBCOHORT

The relationships between Background Rating and performance variables
for blacks were not significantly different from the patterns observed for
the total cohort, except that there was no apparent association between
Background Rating and Career Type for the blacks. 1In any evant, ncne of

the relatiorships for the black subcohort attained statistical significance.

RECRUIT SCORE VS. PERFORMANCE

The recruit training score turned out to be one of the most power-
ful and consistent predictors of later police performance. It was
significartly related to Career Type, Disciplinary Actions, Sick Tire,
and Awards. In all respects, men with high recrui: training scores uere

much better performers than those with low scores.

Recruit Score vs. Career Type

The statistics show that increasinzg reécruit training scores were
associated with rapid career advancement through :ivil service promotions,
although not with appointments to the Detective D.-Ision. We found, for
example, that 21.2 percent of officers with the highest rezruit training
scores (86-94) were sergeants, compared to 2.5 percent of the men with the
lowest scores (68-70), a rate over eight times as high. Similarly,
subjects with high scores advanced beyond sergeant more rapidly than
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= 218.7 with 32 d.f., p < .00%.
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Table 51
RECRUIT SCORE VS. CAREER TYPE: TOTAL ACTIVE COHORT
Caree: Type
Detective
Recruit Temporarily ' Detective Third Promoted Higher
Score Patrol Speclal Traffic Special Candidate Grade Sergeant Detective | Promotion Total
N x N % N 4 N % N % N Z N % N % N % h %
68-70 44 36.4 12 9.9 41 33.9 10 8.3 2 1.7 4 1.3 3 2,5 ¢4 3.2 1 0.8 {121 100.0
.
71=74 129 36.9 58 16.6 56 16.0 23 .6 10 2.9 % 9.7 18 5,118 5.1 4 1.1 25y 100.0 E;
£~
i 1
75-81 260  33.6 118 15.2 94 12.1 67 8.7} 13 1.7 76 9.8 84 10.9 143 5.6 19 2.5 {774 1G60.0
82-85 55 25.6 36 16.7 20 9.3 12 5.6 4 1.9 200 9.3 315 16,3 |15 7.0 18 8.4 } 215 100.0
86-94 19 18.3 6 5.8 £ 5.8 6 5.8 7 6.7 13 12.5 22 21.21 & 3.81 21 20.2 102 100.0
Total 507 32.4 230 14.7 217 13.9 |fi18 7.5 ] 36 2.3 11a7 9.4 162 10.4 | 84 5.4 f3 4.0 {1564 100.0
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average. The data show that 20.2 percent of the of ficers with high
scores were pronoted to the ranks of lieutenant and captain, compared to

0.8 percent of the men with the lowest scores, a rate twenty-five times

e P LA e

as high. More rapid advancement with increasing test scores was also the

e

pattern for subjects with intermediate scores. See Table 51. When Recruit
Score was entered lnto the regression equation for Care=r Type, it emerged
as the strongest predictor. The correlation coefficient between Recruit

Score and Career Type was .241, which was statistically significant at
the .001 level.

-
-
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Recruit Score vs. Disciplinary Actions

Subjects with high recruit training scores had a lower than average
incidence of Total Complaints, Trials, and Substantiated Complaints. As
shown on Table 52, the proportion of subjects who had charges brought to

departmental trial decreased monotonically with Recruit Score, from 38.0

percent of those with the lowest scores (under 71) to 12.2 percent of those

with the highest scores (above 85). The same pattern appears for multiple
. ; charges: - 14.8 percent of subjects in the lowest Recruit Score range had
’ ' § two or more Trials, ranging down to 5.8 percent of those in the top range.
) { The relationship between Recruit Score and Trials attained statistical
- j significance in the regression analysis.
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L/ i Table 52
// ; ' RECRUIT SCORE VS. TRIALS: TOTAL ACTIVE COHORT
v ! !
./. . E ,!
.o
N
- \\ ‘ Trials
« ! Recruit
. Score None 1 2 3 4+ Total
. N 7z | x v4 N 7z In % N % N %
, 68-70 =5 €z.0 | 28 23.1| 12 9.9 |11 .8 | 3 4.1 121 100.0
' ' 71-74 229 65.4 | 81 23.1] 18 5.1 j113.1 |11 3.1 350 100.0
b N 75-81 s46 70.5 |161 20.81 41 5.3 {14 1.8 12 1.6 774 100.0
\ C
\ ;2Y< 82-85 161 74.9 | 40 18.6] 9 a2 2 .9 3 1.4 215 100.0
e ’
R VO
",XL-'“' 86-94 g2 78.8 | 16 15.4 6 5.8 |—-- | — - 104 1€0.0
.I
Vool Total |1093 69.9 |326 20.8 |86 5.5 |28 1.8 | 31 2.0 |1564 100.0
| \ ! 2
: \ x = 27.73 with 16 d.f., p < .04
[ S
o
\
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Recruit Score was even more strongly associated with gubstantiated
Complaints than it was with Trials, since nearly all of the men with low
recruit scores who were hLrought to departmental trial had at least one
complaint against them substantiated, while the same wWas true for only
16 of the 22 men with high scores who were brought to trial. The rela=
tionship between Recruit Score and the final status of charges is slhiowm
{n Table 53. When Recruit Score was eatercd into the regression equation
for Substantiated Complaints, it was found to be the second most powerful
predictor, after Unsatisfactory Probation. The two factors together

produced a multiple correlation of .216.

Table 53

RECRUIT SCORE vSs. SUBSTANTIATED COMPLAINTS: TOTAL ACTIVE COHORT

‘ Substantiated Complaints

No Unsubstantiated Substantiated
Recruit Score Complaints Complaints Complaints
] N % 7 yA
68-70 43 | 35.5 26.4 38.0 121
71-74 148 | 42.3 24.3 117 | 33.5 . 350
75-81 320 | 41.3 32.3 204 | 26.4 774
82-85 92 | 42.8 33.5 s1 | 23.7 215
86-94 l 5S4 51.9 \ 34 32.7 L_ 16 | 15.4 104
3 I

100.0
100.0
100.0
100.0
100.0

x2 = 26.67 with 8 d.f., p < .001

For the most part, the higher {ncidence of misconduct among men with
jow recruit scores consisted of violations of the Depattment's rules and
ptocedures; Recruit Score also attained statistical significance in the

regression equation for Departmental Charges. However, the subjects with

»,
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1 Table 54
!
! RECRUIT SCORE VS. AWARDS: TOTAL ACTIVE COHORT
Awards
Recruit
Score None 1 2 3 4 S+ Total
Number | Percent Number ; Percent Number | Percent | Number | Percent | Number Percent Number | Percent [Number |Percent
68-70 40 33.1 40 33.1 18 14.9 11 9.1 4 3.3 8 6.6 121 100.0
71-74 97 27.7 96 27.4 60 17.1 37 10.6 20 5.7 40 11.4 350 100.0
95-81 250 32.3 190 24.6 116 15.0 76 9.8 51 6.6 90 11.6 773 100 0
82-85 59 27/4 64' 20.5 29 13.5 19 18.1 17 1.9 27 12,6 215 100.0
86-94 25 24.0 29 27.9 17 16.3 4 3.8 7 6.7 22 21.2 104 100.0
Total 471 . 30.1 399 25.5 240 15.4 167 10.7 99 6.3 187 12.0 |1563 100.0

2
X = 41.2 with 20 d.f., p < .005
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Jow recruit scores were not substantially higher than average on Civilian

Complaints, and they were not at all higher on Criminal Complaints.

Recruit Score vs. Awards

The grades of subjects in the police academy were strongly related

. to the nurmper of Awards they obtalned subsequently. Those men who had

the highest recruit scores are particularly notable in this regard, since
21.2 percent of them obtained five or more awards, compared to 12.0 percent
on average. Only 8 out of 121 men with scores below 71 (6.6 percent) had

more than five awards. The entire cross—-tabulation is shown in Table 54.°

Recruit Score vs. Times Sick

‘ Subjects with high recruit scores had significantly less later

i absenteeism than subjects with low scores. This relationship is displayed
i{n Table 55, which shows that the proportion of men with eleven or more
Times Sick in 11 years ranged from 48.4 percent of those with Recruit
Score under 71 down to 26.7 percent of those with scores over 85. Recruit
. Score emerged as the most powerful predictor in the regression equation

for Times Sick, giving a correlation of .119.

RECRUIT SCORE VS. PERFORMANCE: BLACK SUBCOHORT

The recruit training scores of the black officers, unlike for their
white counterparts, were not significanfly related to most performance
3 measures, including Awards, Disciplinary Actions, and Absenteeism. They
were related, however, to Career Type, and the patterns here were about
the same as for whites.

We found that 45.1 percent of the officers with Recruit Scores of
ol 75 and higher advanced to the Detective Division, compared to 9.7 percent
» of the officers with scores below 75, or four-and-a-half times as many.
Not a single black officer with recruit training score of less than 75
advanced through civil service promotion. Waen entered into the regression

equation, together with all other background factors, Recruit Score emerged

1 ) : as the most powarful predictor of Career Type for blacks and produc:? a

{
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4 %, Table 55
<L _
3 ‘; RECRUIT SCORE VS. TIMES SICK: TOTAL ACTIVE COHORT
o
]
1,
) )
2 Recruit Times Sick
3
i Score 0-5 =10 11-30 Over 30 Total
§ Number Percent | Number | Percent | Numbar [ Percent | Number | Percent | Number Percent
.
? 68-70 27 22.5 35 29.2 S0 41.7 8 6.7 120 100.0
A 71-74 103 9.6 92 26.4 143 41,1 10 2.9 348 100.0
1 75-81 260 33.9 227 29.6 248 33.6 23 3.0 768 100.0 &
1 ' ?
82-85 80 37.4 56 26.2 70 32.7 8 3.7 214 100.0 -
3 86-94 43 42.6 31 30.7 27 26.7 0 - 101 100.0
E Total 513 33.1 441 28.4 548 35.3 49 3.2 1551 100.0
o 2
i x = 26.91 with 12 d.f., p <.01
i
]
3
!
1
! i
4 i







LT TR B S € AT

—erve

R AT IR SRR T

-111-

correlation coefficient of .253, which was statistically significant at
the .05 level. Recruit Score alone explained 6.4 percent of the variance
of Career Type. ._

‘The overall incidence of misconduct for black officers, although not
significantly related to Recruit Score, appeared to be consistent with
the patterns observed for the total cohort (i.e., the cross-tabulations

for blacks could have arisen from a random sampling out of the total
cohort).

UNSATISFACTORY PROBATION VS. PERFORMANCE

Subjects with poor probationary ratings had a higher incidence of
misconduct than average, but they did not differ from the norm in Awards
or Career Type. The statistics show that subjects with poor probationary
ratings had morc allegations of misconduct, of which more were brought
to trial and substantiated, than subjects wvithout poor ratings. Ve found
that 66.6 percent of the subjects with derogatory ratings had been alleged
to have engaged in misconduct, compared to 54.8 percent of the subjects
without negative ratings (see Table 56). Moreover, 37.7 percent and 35.2
percent, respectively, of the subjects with poor probationary ratings

were brought to trial and received substantiated complaints. The corre-

sponding proportions for officers without poor evaluations were 26.2 percent

and 24.4 percent, respectively. When Unsatisfactory Probation was entered

into each of the regression equations for Total Complaints, Trials, and

Substantiated Complaints, it emerged as the most powerful predictor. The
correlation coefficient with Total Complaints was .142, with Trials .137,
and with Substantiated Complaints .190.

In each of the three equations,
the relactionships were statistically significant (p < .001).
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Table 56

UNSATISFACTORY PROBATION VS. TOTAL COMPLAINTS: TOTAL COHORT

Ch e e rmarmn p o

LG

N

i
) Total Complaints
Unsatisfactory
Probation None 1 .2 3 4+ Total
0 493 45.2 | 288 26.4 | 156 14.3]180 7.3 74 6.8 {1091 100.0
1 165 34.6 | 150 31.4 68 14.3135 7.3 ] 5% 12.4 | 477 100.0
2+ 2 9.1 7 31.8 2 9.1| 4 18.2 7 31.8 22 100.0
Total 660 41.5 | 445 28.0 | 226 14.24119 7.5 140 8.8 | 1590 100.0

o {““::9».._

2
x = 46.77 with 8 d.f., p < .001

The higher incidence of misconduct for officers with poor probationary

ratings resulted from more allegations of Department violations, but was

not due to higher rates of civilian complaints, complaints characterizable

as corruption, or harassment complaints.
51.4 percent of those with an unsatisfactory mark on probation had at
compared to 41.1 percent of those with

We found, for example, that

least one departmental allegation,

no unsatisfactory marks. When Unsatisfactory Probation was entered into

the regression equation for Departmental Charges, it emerged as the mecst

powerful predictor, yielding a correlation coefficient of .167, which was

significant at the .00l level.
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Subjects with poor probationary ratings tended to be absent more
frequently than average. We found, for example, that 43.3 percent of the
subjects with poor probationary ratings reported more than ten Times Sick,
compared to only 35.8 percent of the subjects without negative ratings.
This relationship also attained statistical significance in the regression
analysis. Unsatisfactory Probation emerged as the fourth most powerful
predictor of Times Sick, after Recruit Score, Age, and Background Rating,
ylelding a multiple correlation coefficient of .166.

In 1957, only 27 men (5 of whom later left the Depatmernt) were given
2 or more unsatisfactory marks on probation. Of these, 20 men also were
graded below average on the recruit training score. If these 20 had been
dropped from the Department, we may ask how many would have been falsely
rejected, i.e., how many subsequently were good performers, One answer
is that none of the men with unsatisfactory probation who subsequently
had no charges of misconduct would have been.rejected by this procedure.
Also, none of the men wko subsequently became detectives would have been
rejected. (None of the men with 2 or more unsatisfactory marks on proba-
tion attained civil service promotions in any event.) It therefore appears
that such a procedure will reject bad performers with very little risk
of falsely rejecting good ones.

UNSATISFACTORY PROBATION VS. PERFORMANCE: BLACK SUBCOHORT

For the black officers, the relationship between probationary
evaluation and police performance was almost identical to that for the
total cohort. Unsatisfactory Probation was found to be a good predictor
of above average incidence of later misconduct and absenteeism, but it
was not related to other performance variables. -

Unsatisfactory Probation was the strongest predictor in the regres-
sion equation for Departmental Charges among the blacks, pmducing a
correlation coefficient of .225. The relationship between these two
variables is displayed in more detail in Table 57. Because the blacks

with some unsatisfactory notations on their probation evaluation had

more departmental charges than those with no such notations, they also
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had a higher number of Total Cemplaints, Trials, and Substantiated

Complaints.

However, Uasatisfactory Probation was not related to

Civilian Complaints, Criminal Complaints, or Harassment for the blacks,

which is the same as for whites.

UNSATISFACTORY PROBATION VS.

Table 57

DEPARTMENTAL CHARGES:

BLACK ACTIVES

Departmental Charges

Unsatisfactory
Probation None 1 2 3+ Total
N % v % N Z N % N Z
0 22 4C.7 16 29.6 11 20.4 5 9.3 54 100.0
1+ 10 23.3 16 37.2 5 11.6 12 27.9 43 100.0
Total 32 33.0 32 33.0 16 16.5 17 17.5 97 100.0

2
X

= 8.494 with 3 d.f., p < .05

The relationship between Unsatisfactory P-obation and Times Sick

for blacks, shown in Table 58, is alsc similar in all raspects to that

. for whites, but is not statistically significant.

Table 58

UNSATISFACTORY PROBATIONARY VS. TIMES SICK:

BLACK ACTIVES

Times Sick
Unsatisfactory
Probation 0-5 6-10 11+ Total
0 24 45.3 14 26.4 15 28:3 53 100.0
1+ 14 32.6 9 20.9 20 46.5 43 100.0
Total 38 39.6 23 24.0 35 36.6 96 100.0

2
X = 3.428 with 2 d.f., not significant.
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. MARKSMANSHIP VS. PERFORMANCE

e i e o s e R e

Marksmanship was found to be a statistically significant, but not
very strong, predictor of Career Type and later Disciplinary Actions.
Expert marksmanship was also associated with a higher number of Awards,
but this is directly attributable to the fact that a citation is given

- to a police officer who qualifies as an expert.

Marksmanship vs. Career Type

The cross—-tabulation of Marksmanship with Career Type showed that
expert marksmén were more likely to attain civil service promotions
than other officers, but they were not more likely to become detectives.
/ Sixteen percent of the expert marksmen were sergeants, lieutenante, or

captains after fourteen years on the force, compared to 9.2 percent of

the non-experts. In the New York City Police Department, officers may

be granted extra points on their promotion examination scores for marks-
manship, but believe that the number of points awarded in this way is too
: small to explain the observed variations in Marksmanship vs. Czareer Type.
: Marksmanship attained significance at the .05 level in the regression
equation for Career Type, but three other predictors were ore powerful,

and Marksmanship explained only 0.4 percent of the variance.

Marksmanship vs. Disciplinary Actions

Expert marksmen had iower counts of Total Complaints, Trials, and

(I - Substantiated Complaints than average. We found, for examnle, that
\ f 28.2 percent of the expert marksmen were brought to trial for allegations

f of misconduct, compared to 34.0 percent of the non-experts. Moreover,
26.6 percent of the allegations against expert marksmen were substantiated,
compared to 31.0 percent for the non-experts. Although each of the rela-
tionships between Marksmanship and the three indicators of misconduct
- : were found to be statistically significant in the regression analysis,

in no case did this variable explain more than 0.5 percent of the

variation.
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MARKSMANSHIP VS. PFRFORMANCE: BLACK SUBCOHORT

The relationships between harksmanship and performance variables -
for the blacks were similar to those for the total cohort, but none were

statistically significant.

PRECINCT HAZARD VS. PERFORMANCE

The hazard status of the precinct where officers are first assigned
was of interest to us as a predictor variable, since it might reveal the
ixtent to which later performance is related to early experience as a
policeman. As can be seen from the correlations given in Table 19, officers
wera2 apparently not assigned to precincts in accordance with any of their
background characteristics,* and therefore Precinct Hazard is essentially
an independent predictor variable. Typically, each officer spent at least
two years in the precinct where he was first assigned {many are still in
the same precinct), which seemed to be an adequate length of time for
influences on later performance to appear, if there were any.

The results of the analysis were that even the statistically signifi-
cant differences in Precinct Hazard vs. Performance were not so large as
to be very interesting. For example, the men initially assignad to the
highest hazard precincts accumulated s1pnificantly more Total Complaints
than their counterparts in average hazard precincts, but the differences
were as follows: 59.8 percent of subjects initially in high and extreme
hazard precincts had one or more complaints, compared to 51.2 percent of
those initially in average hazard precincts. Similarly, Precinct Hazard
was found to be a significant predictor in the regression equation for
Civilian Complaints, but Table 59 shows that whatever differences exist
are very small, especially in regard to complaints of the use of unneces-
sary force. ’

We did find, however, that the hazard status of the precinct of

first assignment had no effect on the career advancement of officers and

*
Among black officers, there is a slight indication in Tabie 20 that
older men were not assigned to the most hazardous precincts.
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was not associated with later Awatds, Sick Time, or allegations of corrup-

4 tion or harassment.

CURRENT RESIDENCE VS. PERFORMANCE

Although all the subjects were required to live in New York City
when they joined the iorce in 1957, by 1968 some 45.9 percent had moved

PAIA

elsewvhere. In light of the recent controversy in several states over
whether police officers should reside in their city of employment, it
is interesting to see how those who moved outside the City differ in

e il O X M A e SR

performance fror those who remained.

Since the data in this study cover an eleven-year period, the per-
formance measures are partly derived from years when the men lived in
_the City and partly from later years. Nonetheless, it is possible to
draw certain conclusions about the men who move. .

First, one might hypothesize that the fraction of men moving out of
the City would vary with annual salary, but this was not the case.
Although 52.9 percent of lieutenants and captains had moved outside the
City (compared to 44 percent on average), only 36.5 percent of the
promoted detectives had moved, and their salaries are roughly comparable.
These two groups taken together had an average fraction of non-City
residents. The fraction of third grade detectives and sergeants who had
moved out of the City was almost exactly the same as the fraction of
patrolmen who moved (45.2 percent vs- 43.6 percent). 'Among black officers,
however, we did observe a pattern of greater movement out of the City at
higher salaries. \In fact, half of all the black officers who resided
outside thg City were detectives or sergeants.

One interesting difference between the City residents and those who
moved outside was that the non-City residents reported sick more frequently.
This is probably related to the fact that reports of illness to the Police
Department surgeon by non-City residents cannot be as rapidly verified.

We found that 42.2 percent of officers living outside the City reported
i1l eleven or more times in eleven years, compared to 35.1 percent of the
City residents. See Table 60. This pattern was not observed {or the

subcohort of black officers.
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Lqw : Table 60
} T 3 ! - .
- % CURRENT RESIDENCE VS. TIMES SICK: TOTAL ACTiVE COHORT
; .
/- }
/ )
j' i Times Sick
. Current ‘
/ ' Residence 0-5 6-10 11-30 31+ Total
. / 4! ' N % N z N b4 N 4 N %
'/ ﬁ’-i Outside
[ £ New York 213 309.5 | 191 27.3 | 266 38.1 29 4.1 ] 699 100.0
/- City
[/ g Inside
)77 o New Yo'k 316 135.7 | 259 29.2 | 299 32.7 21 2.4 | 886 100.0
4 & City
Ea s i
[ EEETN S
' o i % Total 529 33.4 | 450 28.4 | 556 35.1 50 3.2 |1585 100.0
~.I %
X E 2
\< S x = 10.733 with 3 d.f., p < .01
3

Among the black officers, a higher number of awards were won by

non-City residents than City residents. See Table 61. This is entirely

that black detectives tended to move

i explaired by the fact, noted above,
3
) g ] out of the City; in general detectives win more awards than other officers.

Differences bi:tween City residents and non-City residents in terms

é; ; of Disciplinary Actions were quite small and, on balance,

e

did not suggest
X that either grrup performed better in this regard. In sum, the data
est that police officers who live outside New
York City differ from resident policemen in any aspect of performance

other than absenteeism.

available to us do not sugg
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DR Table 61
74 a; : CURRENT RESIDENCE VS. AWARDS: BLACK ACTIVES
"’. g‘;‘ l'
Awards
None 1 . 2 3 4 5 Total
Current
Residence Number Perccnt INumber Percent{Number Percent!Number Fercent Number Percent | Number Percent|Number Percent
Outside 4 18.2 7 31.8 3 13.6 0 - 3 13.6 4 22.7 22 100.0
NYC '
Inside 23 30.3 26 34.2 9 1i.8 10 13.2 3 3.9 S 6.6 76 100.0
NYC |
L
NS
. 7
Total 27 27.6 33 33.7 12 12.2 10 10.2 6 6.1 10 10.2 98 100.0
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V. PREDICTING POLICE PERFORMANCE

In this chapter we are interested in three objectives. First, we
wish to identify the relative importance of each background factor
(independent variable) by relating each one to individual performance
measures, always holding constant the remainirg factors. Second, we wish
to predict the value of certain variables (the performance measures) from
a separate set of variables (background factors). In the process, we can
determine how mucﬁ of the total variation in the performance variable can
be explained by a combination of the independent variables working together.
Third, we will develop a single general pérformance index derived from
the individual performance measures and discuss how well it can be
predictéd.

The statistical technique we used for these tasks was stepwise
multiple linear regression, in which the most'powerful background factor
enters the regression equation first and explains as much of the variance
of the performance measure as it can. This is followed by the second
strongest independent factor, and so forth. Whenever a new factor is
introduced, each of the preceding factors is held comstant to avoid
duplication. The assumptions underlying the use of linear regression
are described in any standard textbook on the subject.*

The computer program utilized for this analysis (SPSS) rermits
identification, by F test, of the statistical significance of the reduc-
tion in variance produced by each independent variable. We retained
only those predictor variables whose contribution was significantly
different from zero at the .05 level. Thus, the regression equation for

the performance variable Y takes the form

Y=a+ blx1 + bZX2 + ... + bkxk,

where the number k of predictor variables included (and the particular

variables included) varies with the performance measure.

*
For example, see Ref. 44.
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The following background variables were used as independent factors
in each regression equation: Age, I1.Q., Education, Region of Birch,
Father's Occupation, Last Occupation, Siblings, Marital Status,; Children,
Residences, Jobs, Debts, Military Record, Military Commendations, Arrest
History, Court Appearances, Siummonses, Employment Discipline, Military
biscipline, Civil Service, Background Rating, Recruit Score, Unsatisfactory
Probation, Marksmanship, and Precinct Hazard. S-:e Chapter III for detailed

descriptions of these variables.

i _ The dependent variables we attempt to predict are the following per-

formance measures:

Career Type

Awards

Total Complaints

. Trials

i Substantiated Complaints
Departmental Charges
Civilian Complaints
Criminal Complaints
Harassment

Sick Time

Injury Disapproval
Firearms Removal
General Performance Index.

! FINDINGS

' The results of the regression analysis between background factors
and individual performance measures for white and black officers are
summarized in Tables 62 and 63. All the performance measures whose
multiple correlation with background variables was significantly

: different from zero at the .05 level are shown on these tables, in

| order of their multiple correlation. None of the other performance

TR e

variables had a significant nultiple correlation. There were 41 statis—
tically significant relationships. 35 for the total active cohort

(vhich we interpret as typical of the white officers) and 6 for the Ylack

3 j subjects. The multiple correlation coefficients (R) shown on the tables
f g are not large, but many previous studies of this type have obtained
: § substantially smaller multiple correlations.
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Table 62

UL R ol £ Y

REGRESSION RESULTS: TOTAL ACTIVE COHORT

i
P ign
-1 u«rformance 5 Change of
' éMeasure Background Variable R R in R Beta Signif
: g Recruit Score .241 5.8% 5.8% + .001
. Civil Service .290 3.4% 2.6% + .001
w1 Age .308 $.5% 1.1% - .001
1 REER .YPE Marksmanship .316  10.0% 0.5% + .05
o i Region of Birth .322 10.4% 0.47% + .05
- i Last Occupation .328 10.8% 0.4% + .05
; .
f Unsatisfactory Probatioa .192 3.7% 3.7% + .001
1 Recruit Score .216 4.7% 1.0% - .001
;BSTANTIATED Military Diszipline .234 5.5% 0.8% + .01
fOMPLAINTS Employment Disciplinary Record . 243 5.9% 0.4% + .05
Lot Marksmanship .250 6.3% 0.4% - .05
i
% Unsatisfactory Probation .187 3.5% 3.5% + .001
} Military Discipline .201 4.0% 0.5% + .01
\TALS Marksmanship .213 4.5% 0.5% - .05
% Recruit Score .222 §4.9% 0.4% - .05
: Unsatisfactory Probation .167 2.8% 2.8% + .001
3 PARTMENTAL Background Rating ' .195 3.8% 1.0% - .001
. CHARGES Recruit Score .207 4.3% 0.5% - .05
E Employment Disciplinary Record .216 4.7% 0.4% + .05
i Recruit Score .119 1.4% 1.4% - .001
Age .141 2.0% 0.6% - .01
MES SICK Background Ratiug .156 2.4% 0.4% - .05
Unsatisfactory Probation .166 2.8% 0.4% + .05
Unsatisfactory Probation © . 142 2.0% 2.0% + .001
TOTAL Military Discipline .156 2.4% 0.4% + .001
MPLAINTS Marksmanship .165 2.7% 0.3% - .05
Recruit Score .078 0.6% 0.6% + .01
¥ Summonses .103 1.1% 0.5% + .05
" JARDS 1.Q. .118 1.42 0.3% + .05
Military Record .131 1.7% 0.3% + .05
3 N Education .078 0.6% 0.6% - .01
=IVILIAN Age .100 1.0% 0.4% - .05
PMPLAINTS Precinct Hazard ’ .116 1.3% 0.3% + .05
! Court Appearances .089 0.8% 0.8% + .01
ARASSMENT Arrest History 107 1.1z 0.3% - .01
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Table 62 shows, for examnle, that there were six statistically
significant relationships between background factors and Career Type
for the white officers. This performance variable had the highest ’
multiple correlation found in this study (R = .328). Recruit Score,
the most powerful factor, entered the regression equation first, yielding
a correlation coefficient of .241, which explained 5.8 percent of the
variance in Career Type. The table indicates that the sign of beta for
the variable Recruit Score was positive, which means that higher scores
in the training academy were associated with better career types. Civil
Service entered the regression equation next 2s the second strongest
predictor and accounted for an additional 2.6 percent of the variance.

The third strongest predictor after Recruit Score and Civil Service was
Age, which yielded a multiple correlation coefficient of .308 and explained
an additional 1.1 percent of the variatioa. Three more relationships
involving Marksmanship, Region of Birth, and Last Occupation were statis-
tically significant and increased the multiple correlation coefficient to
.328. However, the portion of unexplained variation that was rendered
explained never exceeded 0.5 percent for any of these three factors.

The next two strongest predictors of Career Type after Last Occupation
were 1.Q. and Education (not shown in Table 62). Together they explained
less than 0.5 percent of the variance in Career Type ard failed to attain -
statistical significance. However, the data from the regression analysis
show that had either factor been forced inito the regression equation
befere the stronger predictor Civil Service, 1t would have explained a
sufficient portion of the variance to have attained statistical significance.
3ince these factors were correlated with Civil Service, their contribution
was suppressed by Civil Service. Thus, although the addition of I.Q. or
education was not sfatistically significant in the present study, elther

factor would be a suitable surrogate for Civil Service to predict Career
*

Type. )
Continuing to the next item in Table 62, we observe that the second

highest multiple correlation coefficient produced for the total active

*
Factors which were similarly suppressed in the other regression
equations are discussed in Appendix C.
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cohort was in the regression equation involving Substantiated Complaints

(R = .250). Five relationships between background factors and Substantiated
Complaints were statistically significant. They include, in order of

pover of prediction, Unsatisfactory Probation, Recruit Score, Military
Discipline, Employment Discipline, and Marksmanship. The most powerful
predictor, Unsatisfactory Probation, produced a correlation coefficient

of .192 and explained 3.7 percent of the variance in Substantiated

IS ML TI K R A M DAL M o - ke gWa et

Complaihts. All the factors significantly related to Substantiated

e

Complaints could be identified by the background investigators or by

LT

evaluation of performance during the first nine months of an officer's
appointment. ‘ ’

The next two performance variables, in order of their oultiple
correlation for the total cohort, were Trials and Departmental Charges.

These two are closely related to each other and to Substantjiated Complaints,

¢ince the bulk of complaints brought to trial are departmental complaints,
and over 80 percent of such complaints brought to trial are substantiated.
In each case, the predictors which were significant contributors to
reducing the variance of Trials cor Departmental Charges were also signi-
ficant fof Substantiated Complaints, except that Background Rating was
somewhat stronger than Military Discipline as a predictor for Departmental
Charges.

Further down the list is Civilian Complaints, which is seen to have
an entirely different collection of significant predictors. (This explaing
in part the fact that Total Complaints, which is the sum of Civilian
Complaints, Criminal Complaints, and Departmental Charges, has a lower

multiple correlétion cocfficient than some of its components.) The back-
ground characteristics significantly related to Civilian Complaints are
not those ordinarily counted as negative by background investigators or
superior cificers evaluating a recruit's performance on probation.
Instead, the older, better educated men had fewer civilian complaints,

and those officers initially placed in preciacts where civilian complaints
are most frequent naturally accumul ited more of them.

A man's future absenteeism proved to be somewhat predictable during

his probationary period, but his future record of awards seemed to be

less identifiable from any meaningful combination of characteristics.
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Tahle 63

REGRESSION RESULTS: BLACK ACTIVES

Sign
Performance 2 Change of
Measure Background Variable R R in R Beta Signif,
TRIALS Siblings .254 6.4% 6.42 - .05
1.Q. L3466 12.0% 5.6% + .05
, R . 6. 6.4 + .
ER TYPE Recruit Score 253 47 4 0S5
Region of Birth <341 11.6% 5.2Z + .05
CIVILIAN
. . 6. + .05
COMPLAINTS Court Appearances 263 6.9% 9z
DEPARTMENTAL '
! € . .2 . 6.5% + .05
t CHARGES Unsatisfactory Probation 55 6.5%
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The highest multiple correlation attained for the black subjects
(Table 63) was .346, which explained a total of 12 percent in the varia-
/ tion of the number of Trials. The only two factors to attain statistical
significance, in order of their strength of prediction, were Siblings
and I.Q. The number of sibiings was inversely associated with complaints
brought to trial and alone produced a correlation coefficient of .254,
wﬂich explained 6.4 percent of the variation. When I1.Q. entered the
regression equation, it accounted for an additional 5.6 percent of the
variance. In two of the regression equations for the black subjects,
‘/ //‘~ only one background factor made a significant reduction in the variance.
'7211 The two equations involved the dependent variables Civilian Complaints
and Departmental Charges. We found that the correlation between Court
Appearances and Civilian Complaints yielded a correlation coefficient of
/ .263, which explained 6.9 percent of the variance. Similarly, the only
relationship of statistical sigrificance for Departmental Charges was
i{ts association with Unsatisfactory Probation. The correlation coeffi-~
- cient was .255, and Unsatisfactery Probation explained 6.5 percent of the

variation in Departmental Charges.

—

P BACKGROUND FACTORS AS PREDICTORS

Each background factor which was statistically significant in one ;
or more of the regression equations was ordered for both white and black
officers by the maximum amount of variation it explained. (See Table 64.)
We found for the white subjects that Recruit Score was the most powerful
predictor, by virtue of its contribution to reduction of varfiance in
Career Type and its appearance as a significant factor in five other
regressions. Similarly,'Court Appearances emerged as the strongest

predictor for the black subjects, because it reduced the variance in

Civilian Complaints by 6.9 percent. None of the background factors
attained statistical significance with more than one performance measure
in regressions using data for the black subjects only. The second

- strongest predictor, regardless of rac?, ‘jas Unsatisfactory Probation,

which explained 3.7 percent and 6.5 percent of the variance, respectively.
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Table 64

BACKGROUND FACTORS AS PREDICTORS

/// Total Active Cohort Active Blacks
/ I: . Number of Number of
’ Y , Factor Maximum R Associations | Factor Maximum R Association
Recruit Score 5.82 6 Court Appearances 6.92 1
Unsatisfactory Unsatisfactory
Probation 3.7% 5 Probation 6.5% 1
Civil Service 2.6% 1 Siblings 6.4% 1
Age 1.12 3 Recruit Score 6.4Z 1
Background Rating 1.0% 2 1.Q. 5.5% 1
Court Appearances 0.3% 1 Region of Birth 5.2% 1
Military Discipline 0.8% 3
Education 0.62 1
o ‘ Marksmanship 0.5% 3
’ Summonses 0.52 H
Employment Disci-
/ . plinary Record 0.4% 2
Region of Birth 0.4% 1
P Arrest History - 0.3% 1
I1.Q. 0.3% 1
; Military Service 0.32 1
| Precinct Hazard 0.3% 1
I
' Last Occupation 0.3% 1
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in Substantiated Complaints for the white subjects and Departmental
Charges for the black subjects.

Five of the six background fictors which attained statistical
significance in a regression for the black subjects also were significant
for the whites. These factors included Unsatisfactory Probation, Recruit
Score, I.Q., Region of Birth, and Court Appearances. However, for 1.Q.,
an increasing score was related to cffective performance for the white
subjects but ineffective performance for the blacks. We found that white
officers with high I.Q.s won more awards than average, while black officers
with high I.Q.s tended to be brought to trial for misconduct more
frequentiy than their lower scoring counterparts. The single factor
that attained statistical significance for the black subjects but not
the whites was Siblings, which emerged as the best predictor of Trials.
Three of the background variables made a comparatively substantial contri-
bution in one or more of the regressions for the whites but were not
significant for the blacks. These were Civil Service, Age, and Back-
ground.

The variables which did ﬁot emerge as significant in any of the
regression equations were Father's Occupation, Jobs, Marital Status,

Children, Debts, Residences, and Military Commendations.

PRED1LCTING PERFORMANCE MEASURES

To indicate the extent to which performance measures would be
expected to vary, depending on background characteristics of candidates,
we have calculated some typical values of performance measures from the
regression equations. In the case of the variable Czreer Type, the

regression equation for the tctal cohort was

Carecr Type = 1.19
+ 0.093 = (Recruit Score - 68)
+ 0.084 x (Civil Service - 70)
-~ 0.083 » (Age - 21)
+ 0.387 x (Marksmanship).

v 1t e i e A =
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Although no real meaning can be attached to values of Career Type which

are not integers, it is reasonable to say that about half of the candidates
with a given combination of characteristics would be expected to rank at
least as high as the assignment whose code corresponds to the calculated
value of Career Type, rounded to an integer. For purpose of interpretation,

we remind the reader of the order in which we classified assignments:

Code Assignment

0 - Patrol

Temporarily Special
Traffic

Special

Detective Candidate
Detectiv2 Third Grade
Sergeant Only
Promoted Detective
Higher Promotion

O~V S W

Table 65 shows the ranks we would expect to be attained or surpassed
fourteen years later by half of the candidates with specified Age, Civil
Service, and Recruit Scora. For example, over half of the men aged 21 at
appointment whose civil service score was 90 or higher and whose recruit
tralning score was 90 or higher would be expected to attain the ranks of
detective, sergeact, lieutenant, or ceptain. By contrast, more than half
of the men aged 31 with the lowest passing grades on the civil service
exam and the recrult academy exams would be in precinct patrol fourteen
years later.

After Career Type, the next most predictable performance measure

was Substantiated Complaints. The regression equation was

Substantiated Complaints = 0.457
+ 0.280 x (Unsatisfactory Probation)
i - 0.014 x (Recruit Score - 68)
+ 0.082 x (Military Discipline)
+ 0.099 x (Ewployment Discipline)
- 0.101 x Marksmanship).

T TR
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Table 65

EXPECTED RANK 14 YEARS LATER FOTI. CANDIDATES
WITH SPECIFIED SCORES

Age = 21
Recruit Score
Civil Service
68 80 90
Temporarily Traffic Special
70 .
Special .
Traffic Special Detective :
80 v
Candidate :
90 Special Detective Detective
Candidate Third Grade :
Age = 31 .
' s
Recruit Score
Civil Service
68 80 90 :
70 Patrol Temp. Special Traffic %
or Traffic or Special :
Temporarily Traffic Special ;
80 o L
. Special.- 5
\ f
90 Traffic Special Detective
_" Candidate .
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Table 66

No military or employment discipline

EXPECTED AVERAGE XNUMBHE OF SUBSTANTIATED COMPLAINTS

11 YEARS LATER FOR CANDIDATES
WITH SPECIFIED SCORES

Unsatisfactory Recruit Score
Probation
68 80 90
_None 0.46 0.29 0.15
2 "Unsatisfactory" : -
Marks 1.00 0.83 0.69
3 military + employment discipline
Unsatisfactory ¢ Recruit Score
Probation
68 80 90
None 0.73 0.56 0.42
” : ”"”
2 "Unsatisfactory 1.27 1.10 0.96
Marks

TR e e
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The results izplied by this equation are shown in Table 66. (As an
approximation, we replaced the coefficients of both Military Discipline
and Employment Discipline by 0.09.) We see from this tabic that candidates
with three military or employment disciplinary incidents, the lowest
possible recruit score, and two "yaisatisfactory” marks on their probation
reports would be expected Lo have 8.5 cimes as many Substantiated Com-—
plaints as men with no military or employment discipline, a Recruit Score
of 90, and no "unsatisfactory” marks on probation.

A similar disparity is found for Civilian Complaints between vlder
college graduates and younger high school graduates. (See Table 67.)

The regression equ>tion was .
Civilian Complaints = 0.336
- 0.069 x (Education)
- 0.014 x (Age - 21)
+ 0.050 x (Precinct Hazard).

Table 67
EXPECTED NUMBER OF CIVILIAN COMPLAINTS 11 YEARS

LATER FOR CANDIDATES WITH SPECIFIIED
AGE AND EDUCATION?*

Age
Education
21 27 31
High School
Graduate 0.47 0.39 0.34
College
Graduate 0.20 0.12 0.07

*
All men are assumed to be assigned to Yextreme' hazard precincts.
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We will not display the results from the regression equations for the
other Disciplinary Actions variables, since they are similar to, but weaker
than, the one for Substantiated Complaints. However, the variable Times
Sick also shows some interesting patterns, which are displayed in Table 68.
Here the regression equation is

Times Sick = 13.413
- 0.170 x (Recruit Score - G8)
- 0.214 x (Age - 21)
- 0.686 x (Background Rating)
. + 0.939 x (Unsatisfactory Probation).
We see from the table that young men with low recruit scores and poor
background and probation ratings will have nearly three times as much

absenteeism as older men with high recruit scores and nigh ratings.

MULTIPLE CORRELATION COEFFICIENTS

The final nultiple correlation coefficients that emerged after all

the background factors were entered into the regression equation with

each performance measure for the total active cohort and black actives

are presented in Table 69. We found that despite the relatively high
coefficients for the black subjects (e.g., 0.623 for Trials; 0.606 for
Substantiated Complaints), not a single one was statistically significant.
On the other hand, the majority of multiple correlation coefficients for
the total actives attained statistiéal significance, although ttey were
substantially lower in magnitude than the corresponding coefficients for
their black counterparts. These results were due to differences in
muobers of white and black subjects in the 1957 cohort. The data in

Table 69 show, for example, that the fimal coefficient for Career Type,
after all background factors were entered into the regression equation

for all actives, was .347. This coefficient reduced the total unexplained
variation by 12 percent and attained statistical significance at the

.001 level. Similarly, the overall multiple correlation coefficient

for Times Sick, for example, was .2i5 which accounted for 3 percent of

the variation and was significant at the .001 level.
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Table 68
: EXPECTED TIMES SICK IN 11 YEARS FOR CANDIDATES
[ WITH SPECIFIED CHARACTERISTICS
' !
; * g Background Rating = Disapproval or Poor
_ ; 2 Unsatisfactory Marks on Probation
NS :
= H
g Recruit Score
| H Age l
. b 68 80 90
~. . ‘ lL
N 21 15.29 13.25 11.55
I 27 14.01 12.07 10.27
31 13.15 11.11 9.41
!

Background Rating = Excellent
No Unsatvisfactory Marks on Probation

Recruit Score

K\‘ U Age
N . 68 80 90
\ t

'l\ i 21 11.36 9.32 7.62
- 27 10.07 8.03 6.33
N
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i . Table 69

MULTIPLE CORRELATION COEFFICIENTS FOR TOTAL ACTIVE COHORT
AND BLACK ACTIVES, ALL BACKGROUND FACTORS ENTERED

\5 - Total Active Cohort Llack Actives
‘/' I. , N
- \ . ) )
* Variable Rank R R Signif. Rank R R Signif.
. *
( Career Type 1 <347 .121 .001 7 .505 .225 N.S
: Substantiated .
: Complaints 2 .279 .078 .001 2 .606 . 367 N.S.
: Trials 3 .258 .067 .001 1 .623 .389 N.S.
: Departmental
; Charges 4 .257 .066 .001 3 .578 . 344 N.S.
- ‘
Total .
Complaints 5 .226 .051 .OQl 6 .519 .269 N.S.
L Times Sick 6 .215 .046 .001 12 420 .176 N.S.
~ Harassment .175  .031 .05 10 L4467 .200 N.S.
. i Awards 8 .172 .030 .05 8 480 .230 N.S.
v —F Civilian _ *
—— Complaints 9 .163 .027 N.S. 5 .526 277 N.S.
At t : )
N\ Injury Disapproval 10 . 140 .019 N.S. H -422 -178 N.S.
Firearms Removed 11 .117 .014 N.S. 9 .453 .176 N.S.
Criminal
i
R Complaints 12 .113 .013 N.S. 4 .537 289 N.S.
*

£ CHIDNE B2 e,

N.S. = Not Significant
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GENERAL PERFORMANCE TNDEX

é With the thought that some subjects might score high on both positive
; and negative performance variables (e.g., a man could have a large number
i of Awvards, rapid career advancement, and a large number of Departmertal

: Charges), we felt it would be desirable Lo proauce a performance index

in which these effects would cancel out. In this way, we would be able

to determine which background characteristics were associated with
1 "unblemished" good performance, and which with "unredeemed" bad perfor-
. { mance.
% After trying several different combinations of the performauce
‘ variables as general indices, we found that the relationship between
background characteristics and the index was not very sensitive to its

exact form. We therefore describe the results for a typical index,

! ' defined as follows:
General Performance Index = 0.5 x (Awards)
- 0.05 x (Times Sick)
\ o - 1 x (Injury Disapprauval)

x (Firearms Removal)

b3

(Departmental Charges)
x (Civilian Complaints)

x (Criminal Complaints)

L}
NN =N

x (Substantiated Complaints)
Cee - + (Extra points for promotioas).

The points awarded for promotion were:

Aalv

Detective Third Grade 1 point
;‘ Sorgeant or Promoted Detective 2 points
' Higher Promotion 3 points.
\ ; Note that any substantiated complaint is counted twice in the index; for

example, a substantiated criminal complaint would subtract 3 from the
.;Q performance index. The average score on the general performance index
c 7T was -1.08 for the total cohort and -2.41 for blacks. The difference
AN , simply reflects the fact that blacks did not progress as far in the

rarks as whites, and they received more charges of departmental mis-

conduct.
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The regression analysis for the total cohort showed that the same
preaictors which appeared strongly in the equations for individual
performance measures also appeared in the equation for the general

perfo.mance index, and therefore the possibility of a cancellation

I
effect was not confirmed. For the blacks, such an effect may be present.
The data from the regression analysis of the general performance index
is presented in Table 70. We found that five predictors attained statis-
. tical significance in the regression'equation for the white subjects.

Recruit Score emerged as the strongest predictor, yielding a correlation
coefficient of .181, and accounted for 3.3 percent of the variance. The
next two strongest predictors were Unsatisfactory Probation and Civil
Service, which together explaired an additional 2.3 percert of the
variation. Marksmanship entered the regression equation next, and finally
Military Discipline, both of which accounted for less than 1 percent of

i tﬂe variation. In addition, I.Q. would have attained statistical signifi-

cance had it entered the regression equation instead of Civil Service.

(See Appendix C.)

Table 70

. _femgt—s e e sy

REGRESSION RESULTS: GENERAL PERFORMANCE INDEX

; Whites Blacks
: 2 Sign of 2 Sign of
Factor R R Beta Signif. Factor R R Beta Signif.
i Recruit Score .181 3.3% + .001

- Unsat. Prob. .213 1.3% - .001 Unsat. Prob. .211 4.47 - N.S.*
L Civil Service .235 1.07% + .001

Marksmanship .246 0.5% + .01

Military Disc. .253 0.4% - .05

%
N.S. = Not Significant
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‘The results of the regression equation for the overall n»erformance
index for the blacks were also similar to the results for the individual
performance measures. When all background factors entered into the
regression equation, Unsatisfactory Probation emerged as the strongest
predictor, producing a correlation coefficient of .211, explaining
4.4 percent of the variation. However, unlike the regression eguation
for the.individual measures, this relationship failed to attain statis-
tical significance.

These findings indicate that the measures u. 4 in this study do
not permit development of a single equation for weigiiting the background
variables and early performance scores of recruits to obtain a single
predictor of overall later performance which is valid for both black and
white officers. However, the general principles which should apply in
deciding which recruits to terminate appear to be consistent for both
races. Those recruits whose scores on examinations in the Police Academy
are below passing should be dropped rather than given additional opportuni-
ties to pass. In addition, those whose probationary evaluation is
unsatisf#ctory on several dimensions of performance should be terminated
if their recruit score was also low. In questionable caces, the background
characteristics of the recruit could be reviewed at the end of the proba-
tionary period to see whether he has a history of incidents which were
found to be related to subsequent disciplinary actions. These include
military or employment disciplinary incidents and multiple appearances

in civil court.
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VI. PROFILES OF SUBGROUPS QOF POLICE OFFICERS

When a single background variable is found to be associated with
two or more different performance measures, the explanation may Le
either that :he several performance characteristics tend to be found
cogether in any given officer or that the one background variable
predicts distinct dimensions of perforvznce. To distinguish between
these possibilities, we have analyzed the éérrelations among the perfor—
mance measures and developed profiles of the officers who have
distinguishable performance patterns.

The simple Pearson correlation coefficients between pairs of perfor-
mance measures are shown in Table 71 for the total active cohort. Only
those correlations which exceeded .20 in magnitude are shown, and those
variables which had no such correlations are omitted. The patterns for
the black subcohort were nearly identical, and therefore are not shown
separately. Some of the correlations are direct consequences of the
definitions of the variables. For example, allegations of harassment are
included in Departmental Charges, and these in turn are included in Total
' Complaints; therefore, Harassment correlates with these two variables.

i However, harassment charges tend not to be brought to departmental trial,

: and are therefore not substantiated, so that Harassment does not correliate
with Trials or Substantiated Complaints. Other types of departmental
charges are, however, routinely brought to trial, and therefore Depart-
mental Charges correlates with Total Complaints, Trials, and Substentiated
Complaints. Similar explanations -apply for the other correlations among

! the Disciplinary Actions varizbles.

However, the remaining correlations have more substantive meaning.

i The correlation between Awards and Career Type reflects the fact that an

‘ officer must produce a large number of arrests to become a detective, and
once he is a detective he spends most of his time on activities likely to

result in arrests. Therefore, the de:tectives (who score 5 or 7 on Career

Pt w——

Type) will have an above average number of Awards. We also see from

e

Table 71 that men who have Substantiated Charges on their record tend to

be retarded from further career advancement.
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The correlations between Times Sick and the other variables are
interesting because they tend to confirm that -excessive absenteeism is
in fact a bona fide characteristic of men with unsatisfactory performance,
rather than siwply indicating poorer health. Men with a large number
of Times Sick also have above-average numbers of Departmental Charges
(presumably for forms of misconduct other than absenteeism), and they
have less satisfactory career advancement than other officers.

For a better understanding of these intercorrelations, we perférmed
a factor analysis on the matrix of correlations of all background and
performance measures taken together. The program used was the SPSS
factor analysis with Quartimax‘rotacion.* The output of this program is
a collection of factors, which are linear combinations of the variables,
on which individual subjects tend to score either high or low. Variables
which are essentially unrelated to the others will tend to appear in
factors by rhemselves, while associated variables will appear together
in single factors.

The results of this analysis for the total active cohort are
displayed in Table 72. The factors are shown in order of the amount of
Those

factors which explain more than 4 percent of the variance are listed.

the variance in the data which is accounted for by the factor.

For each fabtor, the variables whose loadings were .20 or larger in
magnitude are shown in the table, and the names of the factors were
derived from inspecting these variables.

We see that the strongest factor is descriptive of an officer who
is a discipline problem for the department, having a large number of
Departmental Charges and Times Sick. As would be expected from the
correlation matrix, the variables Harassment and Civilian Complaints,
which also contribute to Total Complaints, are not present in this
factor and therefore represent different dimensions of risconduct. Each
of them appeared in its own separate factor.

The second factor is artificial, since it merely describes the fact
that a man must be in the military in order to have a military disci-

plinary record.

*
For further details, see Ref. 45.
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Table 72

FACTOR ANALYSIS: TOTAL ACTIVE COHORT

' Variables Which Load Fzctor Matrix
{; Factor Name Percent of Variance | ¢n Factor Coefficient
i\ 1. Departmental 21.8 Trials 0.945
X Discipliune Substantiated Complaints 0.888
t Problem Departmental Charges 0.888
o Total Complaints 0.793
i Times Sick 0.318
§é 2. Military 17.0 Military Record
o Discipline Military Discipline
% 3. Older, Married 11.9 Marital Status 0.832
i Stable Children 0.700
i Resideaces 0.603
i Age 0.558
ﬁ Debts 0.453
2
4 4. Intelligence 8.0 Civil Service 0.637
4 1.Q. 0.584
¥ Recruit-Score 0.452
; Career Type 0.256
¥
! 5. Civilian Com- 6.5 Civilian Complaints 0.799
3 plaints Total Complaints 0.542
% 6. Prior Criminal 5.0 Arrest History 0.607
: History Violent Offenses 0.542
|
1 7. Harassment 4.0 Harassment 0.756
] Departmental Charges 0.39¢4
% Total Complaints 0.281
i
i
i
{







The third factor is descriptive of the older, married, stable appli-
cant and shows that an above daverage number of depbts is associated with
these characteristics. This factor is unrelated to anv of the performance
factors, Thus, to the extent that excessive debts was fcund to be related
to later unsatisfactory performance, it jig only the presence of debts in
the absence of these other characteristics which is worth taking into
account.

The fourth factor, intelligence, is the only major factor which
combined both background and Performance variables, The variables which
loaded heaviiy on this factor were Civil Service, I.Q., Recruit Score,
and Career Type.

For the black actives, the patterns revealed by factor analysis
were remarkably the same, but the differences are worth noting. (See
Table 73.) First, the variable Siblings appears in a factor for the
blacks (Departmental Discipline), whereas it is totally missing from
the corresponding factor for the whites. (The loading of Siblings on
Factor 1 for the total cohorst was 0.003.) Second, the variables which
constitute the factor descriptive of the intelligent white officer
(Facter 4 for the total cohort® do not join in a coherent pattern for
the bla-ks.

Police Performance Profiles

Using the ccozuls- from our cross-tabulations and regression analysis,

the performance characteristics identified in the regression analysis.

These differ for the white and black officers.

1. Officers in the 1957 cohort who were most likely to be a discipline
Problem for the Department, with a larg2 nuwber of Department

Charges and Times Sick had the followiny tharacteristics:
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Table 73

FACTOR ANALYSIS: BLACK ACTIVES

Factor Name

Percecnt of Variance

Variables Which Load
on Factor

Factor Matrix

Coefficient

1.

Departmental
Discipline
Problem,

Military
Discipline

.

Older, Married
Stable

Criminal
History

Civilian Com-
plaints

Harassment

Education

15.7

11.5

9.9

5.5

Substantiazted Complaints

Lepartmental Charges
Total Complaints
Times Sick

Siblings

Career Type

Military Discipline
Military Record

Marital Status
Children
Residences

Age

Debts

Violent Of fenses
Arrest History

Civilian Compliints
Total Complaints

Harassment
Departmental Charges
Precinct Hazard

Education

Last Occupation
Background Rating
Siblings

0.911
0.902
0.727
0.285
-0.237
-0.235

0.838
0.717
0.630
0.474
0.375%

G 763
0.0l11
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T ¢ Whites ) Blacks
‘Xoung at time of appointment High I.Q.
Non-college graduate Few siblings
Excessive summonses and debts Poor background rating
Employment disciplinary record Low recruit score
Poor background rating Poor probationary evaluation
Low recruit training score Born in New York City

Poor probationary evaluation

Officers most likely to incur charges of Harassmerit (false arrest,
prote;ted summons, illegal search, illegal detention, etc.) had the

fellowing characteristics:

Whites Blacks
Nc history of prior arrest No history of prior arrest
History of civil court appearances Employment disciplinary record 2

Military disciplinary record

Officers most likely to incur civilian complaints had the following

characteristies:

Whites Blacks

Young at tire of appointment Low I.Q.

Hon-college graduate Many appearances in civil court
Military disciplinary record . Military disciplinary record

Men most likely to win many police department awards and comendations

had the follosing characteristics:

Whites Blacks
Served in military Marksman

High recruit training score
Excessive suumonses
High I.Q.

Marksman
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5. Men who were college graduates at time of appointment or who obtained

—a
a college degree while on the force had the fcllowing perforaance
P characteristics:
- I
e ¥ ‘ Likely to be promoted to sergeant, lieutenant,
- N or captain

'}§“" i f ' ‘ Low incidence of misconduct: departmental, criminal,

) l‘q i & civilian complaints, and harassment
et 3 13 . " e

- - ) .

‘ R : éﬁf Low sick time, fewer injury disapprovals

. v ¢ .

. K P
ﬁ¢ Unlikely to have removal of firearms

RPN g Low number of awards.

g ;

T I - Police Career Profiles

;& Tk There are two major routes for career advancement in the New York
f‘g\g i 3 City Police Department: civil service promotions and detective appoint-
3 AN ' ments. '

. N - ']‘

\A PR 4 . Civil service promotions lead to the ranks of sergeant, lieutenant,
/'Y‘~:% Q and captain and require examninations. Appointments above the rank of

W i captain (e.g., Deputy Inspector, Inspector, Deputy Chief Inspector, etc.)

are made at the discretion of the Police Commissicner. The detective

e

selection system runs parallel to the promotion route and includes three

T

vl ~ grades of detective: third grade, second grade, and first grade. There

is no examination required for detective appointments or promotions.

FEIINT N

: ra
A
43

.
. // 3 : Instead, the Office of the Chief of Detectives with some assistance from
)/. \é s the Police Personnel Bureau selects men for the Division who are then
S L;‘ ? otficially appointed by the Police Cocmissioner. The profiles of detectives
s §' f and uniformed supervisors are presented below.
-~ N ;{
: :
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Detectives

Older at appointment

Men with average 1.Q.

More likely to be married

Not college educated

Lower civil service scores
Lower recruit trainirg scores

Less likely to be an expert
marksman

-148-

Sergeants, Lieutenants, and Captains

Younger at appointment

Men with high I.Q.s

More likely to be single
College educated

Higher civil service scores
Higher recruit traini~ng scores

More likely tu be an expert
marksman
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VII. CONCLUSIONS AND RECOMMENDATIONS

CONCLUSIONS

The results of our analysis, which are summarized at the beginning
of this Report, suggest that it is feasible to predict performance for both
white and black officers, although not with the exact sare set of back-
ground factors. However, because the strongest predictors of later
police performance in this study are similar for both races, the findings
do not imply that separate selection procedures are needed for black and
white candidates.

We found for the white subjects that many of the traditional
"negative" indicators of past performance were predictors of at least
one dimension of ineffective performance. For example, military discipline
and employment discliplinary record were found to Lte consistent predictors
of misconduct, especially behavior involving violation of departmental
norms. Mofeover, mﬁltiple appearances in civil court were the strongest
predictss of harassment such as false arrest. Other factors which are P
usually viewed as negative and which appeared to be related to a rattern
of ineffective performance, althcough not as strongly as the ones above
were arrests for violent crimes, summonses, and debts. Among the black
officers, the only negative factor which attained significance as a
predictor in a regression equation was civil -:ourt appearances, which
was found to be related to above average civilian complaints. In addi-
tion, an employment disciplinary record and military discipline were
generally associated with ineffective performance for blacks, although
they did not appear in any of the regression equations.

In some instances, for both the total active cohort and blacks, .
certain sc-called "negative" indicators were actually asscciated with
effective performance.' For the total active cohort the officers with
a prior arrest (not for a violent crime) were found to have fewer allega-

tions of harassment such as false arrests, and men with many summonses

had more commendations than werage. These same two factors, plus debts,

also appeczred to be associated with a pattern of effective performance
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for the black subjects, although not in a statistically significant

y way. One additioral factor, high I1.Q., traditionally viewed as a

. positive attribute, attained statistical significance with Trials in a
S positive direction for the blact , and officers with high I.Q. had more

H';.‘ ! sick time than average. On the other hand, white officers with high

e 1.Q. appearec to be generally effective performers, and, in particular,

i they had above average awards and attained promoted ranks.

Clearly, the implication of this is not that the Police Department

J.>—- should refuse to ac~ept black applicants with high I1.Q. Rather, it
suggests that the Department may not be currently meeting the needs of

{ts most intelligent black recruits. Among the intelligent white appli-
cants, we found that a disproportionate number left the Department (this

was identified from the termination rates of officers with higher education).
For the blacks who found themselves similarly unsuited for police work,

‘the options in other occupations may not have been as attractive for them

as for whites in the late 1950s, and therefore they remained as somewhat

unsatisfied and unsatisfactory officers.

" 1f the Department wishes to attract and retain more intelligent and
:[ more educated officers, it will have to recognize that these wen may not
;1 be suitable for certain assignments, and they may not be satisfied with
the long perlods required to attain promotions or with other aspects of
the Depattment's operations. These officers should be given special
f attention by the administration of the Police Department. Before under—
‘k taking a major recruitment effort we would urge a questionnaire—interview
study be made of a sample of intelligent, educated officers who either

8 left the Department or failed to attain satisfactory performance, in

order to determine the source of their discontent. The Department might
then be able to plan new procedures and incentive systems which will

bl improve the retention and performance of such officers, especially in

f their early yearsl One possibility ijs that the starting salary of
;<j/ ¥A recruits could be determined iﬁ accordar e with their 1tevel of education.
gi Such a procedure would be entirely consistent with the principle that
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compensation should be related to performance, since we found that
college-educated officers performed at a ievel well above average.*

We might also note that, although men who obtain college degrees
while on the force appear to be excellent performers, this does not
necessarily suggest that all men would improve fheir.performance if they
We are no

attended college. doubt observing a combination of motivation,

stamina, and intelligence in the men who completed college. The Department
should evidently enccurage and assist in every way possible officers who
wish to advance their education. However, it appears co us that the
Department will continue to need officers of average I1.Q. and rno college
education. For example, our finding that the members of our cohort who
remained in the Traffic Divisicn predcminantly had these characteristics
Probably,

if more educated recruits were given traffic assignments, they would

suggests that these men are good performers in traffic duty.

be dissatisfied with the lack of challenge of their job and their
inability to apply what they have learned in college. On the other

hand we found that the older und more educated stbjects were less likely
to incur civilian complaints than their younger, less educated counter-
parts. This suggests that older officers with advanced education should
be assigned on a permanent basis to sensitive areas 1in greater numbers,

and also they should make up the units which are routinely mobilized and

.assigned to trouble spots throughout the City.

We find that the Police Departuent's background investigators are
very skillful at weighing tcgether all of an applicant's characteristics
and deriving an overall appraisal. In geﬁeral, the men they rated
"excellent" turned out to be well above average, and many of those termed X
"poor" or "disapproved" were later found to be discipline problems for
This

suggests that the recommendations of the background investigator be given

the Department, with excessive departmental charges and sick time.

considerable weight in accepting randidates. There may, however, be some

danger of decreasing the number of minority group members among appointees

*
We are indebted to Marvin E. Wolfgang for suggesting this possibility
after reading an early draft of this study.
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with a procedure which allows the investigators to reject o larger
fraction of applicants than they have in the past. Our data showed
that the ratings of blacks tended to be lower in gener. % than those of
whites and that more background characteristics were four.+ to correlate
negatively with background ratings for blacks than for whiucs.*

We believe this difficulty can be overcone by assigning i adequate
number of black and Hispanic officers to investipgate the backgrounds of
candidates, and by insrructing the invéstigators as to the findings of
this study in regard to the characteristics wnich were and were not
related to later performance. Marginal candidates should be reviewed
by investigators of like background and ethnicity. dn balance, we would
trust the background investigators to produce an overall appaisal of
each candidate from the data contained in the application form, using the
findings of the present study as a guide. -

A very important finding of this study is that the strongest pre-

dictors of later performance are obtained. after the candidate has been

2%

accepted as a recruit. This suggests that the Department skould consider
developing an extensive progras of evaluating the performance of recruits
and terminating the services of much larger numbers than has ever been
done in the past. Iu 1957, less than 1 percent of the recruits were
drobped from the academy OT during probation. From recent conversations
with officials at the Police Academy, We doubt that the fraction is sub-
stantially higher today. We feel that the benefits to the community in
terms of improvéd police service and avoiding the expense of salaries
and retirement benefits for unsatisfactory policemen clearly outweigh
the disadvantages of possible false rejection of men who perform poorly
in their first year on the force but might improve later.

Our data showed that low scores in recruit training and probationary

evaluation, taken together, were good predictors of future unsatisfactory

*In the 1969 Hunt and Cohen study on minority recruiting, there
was some evidence supporting the objectivity of the preser: background
investigators, since discrimination by race did not appear to enter as
a factor in their overall evaluation to accept or reject a candidate.
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carcer advancement, departmental misconduct brought to triai and substan-
tiated, and a low history of awards. Rather than taking the attitude
that men who do poorly in the police academy or on probation should be
given a second chance, we feel that the Police Commissioner should
utilize the option available to him under the civil service laws to
terminate the services of such recruits. For this purpose, a special
review board could be established to consider carefully the record of.each
officer at the end of his probationary period and to recommend action to
the Police Commissioner in each instance. If a recruit's background
investigation rating was marginal, but he was accepted for the proba-
tionary period anyway, this should be taken into account at the same
time, in light of his probationary performance.

In 1957, there was a small number of men (20) who had two unsatis-
factory marks on probation and also scored below average in the Police
Academy. The records of these men were found to be uniformly worse than
average on all aspects of performance. Therefore, our findings suggest
that such men could be separated from the force at the end of the proba~
tionary period with little risk of losirng officers who would perform well
later in their careers.

Some factors were determined to be unimportant for selecting police
officers. For the whites, these were I.Q., grade on civil] service exam
beyond passing, presence of a family mental disorder, region of birth,
number of siblings, father's occupation, applicant's number of jobs and
last occupation, military service, military commendatiois, number of
residences, marital status, number of children, debts, and a history of
arrest for petty crime. For the black officers, the data suggest removing
region of birth and number of siblings frem this list, but it is not clear
that such information should actually be used in selecting candidates.

We could not determine the relationship for black subjects between the
following backgrcund factors and performance measures because of insuffi-
cient data: family mental disorder, psychological disorder, education,
and history of violent offenses.

When all factors are taken into account, it a2ppears that the strongest

predictors for subjects of both races are those quantifiable measures which
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reflect the subject's primary behavior and experience over a period of time,
such as education, repeated civil court appearances, an employment disci-
plinary record, military discipline, recruit treining score, and probationary
rating, rather than factors which tend to label or stigmatize persons as
good or bad (e.g., history of a petty crime, I.Q., etc.).

Nearly all aspects of performance which we were able to measure in
this study were found to be predictable from background characteristics,
For the white officers, they ‘nclude, in order of predictive validity,
career type, substantiated complaints, trials, departmental charges,
absenteeism, total complaints, awards, civilian qomplaints, and harassment.
Only relationships between background factors and criminal complaints,
removal of firearms for cause, and invalid claims of injury failed to
attain statistical significance in the regression equations. A possiole
explanation for the absence of predictive validity are that there were
too few officers with these characteristics to establish statistical signi-
ficance. In this study, we did not use psychological tests as predictorsg,
and these may be required to predict such asrects of performauce as the
removal of firearms for cause.

Among the black subjects, four aspects of performance were predict-
able. They are, in order of amenability of prediction, trials, career
type, civilian complaints, and departmental charges. Thus, for black as
well as white officers, different forms of misconduct, one involviag
violazion of departmertal norms and the other complaints by civilians,
may be predicted by background factors.

The general performance measures which we developed could not be
validly predicted for both the white and the black officers. We there-
fore cannot suggest a uriform method of scoring the background and early
performance measures to obtain an overall rating. However, a low rating
on both probationary evaluation and recruit training score should be
considered as more negative than a low score on only one of these measures.

The background factors used in this study were unable to predict
performance for the subgroup consisting of detectives. One plausible
explanation for the absence of predictive validity for performance of

detectives is that promotion of detectives within the Detective Division
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depends less on standards of performance than on other factors such as
seniority or happenstance of who may be in position to influence appoint-
ments at any given time. Our findings that individual performance measures
were amenable to prediction for the total active cohort and also certain
subgroups (e.g., black officers) which were eveu smaller in size than

the subgroup of detectives supports our notion that both background

factors and recruitment factors discrimina}e among subjects when actual

performance difiers.

RECOMMENDATIONS

Although this work was undertaken with a view toward obtaining
findings of interest to police departments across the country, inevitably
we were led to certain observations which are specific to the New York
City Police Department, the source of our data. Our recommendations to

the Department, based on these observations, are given telow.

2

1. Although many differences in detail were found between the
patterns of background variables vs. performance variables for whites
and the patterns for blacks, on balance the major implications for
police selection were similar for both races. We therefore recommend
as practical and feasible a single selection procedure, as described
below, to be applied to all applicants without regard to race.

(a) In the current procedure, all candidates who qualify for
appointment in regard to statutory and medical requirements
are reviewed by Police Department background investigators.
This part of the appolntment process should certainly be
retained. Although we have no way of knowing what perfor-
mance 1evels.cou1d be expected from men who faii the civil
service examination for patrolman, there is no indication
from the data that men who pass but score low on this exam
are any less satisfactory than men who score high. ‘Therefore,
the findings of this study are not conclusive in regard to the
effectiveness of the exam as currently used in the appointment

process, and they do not suggest how the passing grade should

be established. Considerations beyond those addressed in this
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(b)

(c)

(d)

(e)
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study apply to the use of a civil service examination. For
example, at the very least, it weeds out many applicants who
are not serious enough about becoming policemen to show up at
an examination center, and it has traditionally been viewed as
a method of preventing favoritism from influencing municipal
appointments.

We propose that the background investigators provide their
overall rating of each applicant's suitability for appointment
taking into account the findings of this study as to the
significance of various aspects and characteristics of

background.

‘Potential discrimination by race in this procedure, which

might have been a factor in 1957 but has not been proved to
exist currently in the New York City Police Department by
any data known to us, should be avoidable by assigning a
sufficient number of black and Hispanic investigators to
review the backgrounds of candidates. These investigators
could help interpret the characteristics of candidates of

like ethricity and background when there is a question of

_acceptance.

No candidate should be discouraged from continuing his
application on the basis of missing or "negative' information
in any of the categories, such as prior arrest for nonviolent
crime, absence of military commendacions or military service,
efc., which this stady found did ﬂot predict later bad per-
formance. We feel that the caﬁdidate hearing boards, which
review the decisions of hackground investigators, are a
useful part of the selection process, because, although the
investigators' ratings have predictive validity, mistakes

are nonetheless made. 'h 

Finally, an extensive program should‘be developed for evalua=-
ting the performance4of recruits. Those recruits who perform
poorly should be terminated in much larger numbers than has

ever been done in the past, based on low grades in the Police
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Academy and unsatisfactory probaticnary evaluation. Low
grades on both of these measures should be considered as more
negative than a low score on any one of them. However, “he
potentia) effects of an increased rate of dismissing probationary
pattolmﬂé-on the morale of recruits and on the type of
candﬁdate who applies to the Department should also be
considered carefully before beginning such a program.

2. Since men who obtained college degrees either prior to or
after joining the force were good performers, tne Department should
attempt to attract and retain such men and should assist them in con-
tinuing their education. However, we believe thét men of average
intelligence and no college education are still needed in substantial
numbers for assignments such as traffic duty, where they appear to
perform well and become stable, satisfied employees.

3. Officers who are older at time of appointment and have
advanced education should be assigned in greater numbers on a permanent
basis to sensitive areas of the City, and also they should be heavily
represented in those units which are routinely mobilized arnd assigned
to trouble spots. This is a direct result of our find'ng that the older
and more educated subjects were less likely to incur civilian complaints
than their younger, less educated counterparts.

4. The Police Department should broaden the parts of the Police
Academy training program which are aimed at improving police perfor-
mance during police-citizen transactions. Similar refresher course-
should also be designed and required of officers already on the forc..
The need for expanding programs of this kind is indicated by the fact
that officers' performance :in the Academy training program was a strong
predictor of internal departmental performance measures such as career
advancement, departmental disciplinary actions, and absenceeism, but
it was not predictive of those aspects of behavior vhich generally
invoive police interactions with citizens, such as civilian complaints.
In addition, the finding that officers with a prior arrest for a petty

crime had statistically fewer complaints of harassment suggests the

need for additional courses such as those involving role-playing, in
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wiich recruits would be subjected to the experience of being "arrested."

5. Although our research led to a number of separate performance
measures, wost of them reflect a departwental, rather than a community,
view of officers' performance. We urge that the Department devise addi-
tional weasures, particularly pcsitive ones baszd upon field activities
and taking into account police-community transactions. Admittedly, this
18 a difficult task, but the benefits to both the community and the
Department in terms of iacreased police performance and effectiveness
make this work essential.

6. A éomputcr-based information system for police performance data
should be developed, incorporating the pileces of data on performaunce

found to be important in the present study. HMost of this information is

currently collected by separate units in the Iolice Department, but in its
présent forw it is virtually useless. The proposed data system would

integrate the relevant pieces of information having predictive value and

o

provide a data base for computing general perforr.ance scores far eaca

officer.
7. Available measures of performance of detectives proved not to

be predictsble, suggesting that the measures themselves are not satisfactory

indicaters of actual performancé. We therefore support the Department's

efforts to develop new criteria for selectiou and promotion of detectives.
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Appendix B
NEW YORK CITY POLICE DEFARTMENT FORMS
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Appendix C !
VARIABLES SUPPRESSED IN REGRESSION EQUATIONS

In some of the regression analyses, one or mcre of the background
variables were fourd not to enter the regression equation with signifi-
cance at the .05 level due to the prior introduction of amother background
variable. We call the missing variables "'suppressed” variables, and the
variable which replaced them the "suppressor.” Since ~he nmultiple corre-
lation would have been almost as high if one of the suppressed variables
had entered instead of the suppressor, a listing of the suppressed variable
may be of interest to police departments which lack some of the data used
in this study. This listing is given in Table C-1.

To interpret the table, cne should note théc at each step in the
multiple regression analysis, the independent variable having the highest F
statistic {s entered next. If another variable has a slightly lower F
statistic and is correlated with the variable entered, its value of F
will decrease when the variable is entered, and it is thereby suppressed.
The firstAvalue of F noted on Table C-1 is the F which the suppressed
variable would have had if entered into the regression equation instead
of the suppressor. The second value of F corresponds to the variable
actually entered in the regression. The following are the cutoff levels
for significance at the .05 level: for tie total cohort, F = 6.63; for
the black actives, F = 4.00.
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Table C-1

SUPPRESSED VARIABLES IN REGRESSIONS

Total Active Cohort

&

- st e oY s e e

AN R

Critu S BTN TTE RS

Dependent Suppressed Suppressor
Variable Variable F Variable 7
1.Q. 21.22 Civil Serv‘ce 34.16
Career Type :
. Education J1.35 Civil Service
Total Background Katirg 4.58 | Military Disc. 4.99
Complaints *
Substantiated
B d i . . .
Copplaints ackground Rating 8.61 Military Disc 10.14
pepartmental Military Disc. 5.39 Background Rating 12.43
Charges Jobs 4.63 Employ. Disc. 4.70
Times Sick Military Disc. 4.57 Background Rating 4.79
General
Performance I1.Q. 8.56 Czvil Service 12.14
Index
. Black Actives
Dependént Suppressed Suppressor
Variable Variable ¥ Variable "F
Trials Unsatisfactory 2rcbation 4.28 I.Q. 4.41
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