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I. 
Introduction 

A
lthough there is

 no 
agreem

ent regarding the proper and possible 
roles of 

correctional 
in

stitu
tio

n
s, there is

 a consensus th
at the lin

e 
correctional o

fficer occupies one of 
the m

ost sen
sitiv

e and perhaps 
the m

ost 
d

ifficu
lt job. 

W
hether reh

ab
ilitatio

n
 o

r m
ere incapacitation 

is
 seen as the m

ain 
function of 

these fa
c

ilitie
s, the lin

e o
fficer 

is in the sp
o

tlig
h

t. 
S

ince it is he 
who 

has 
the m

ost d
irect and 

continuous contact w
ith the inm

ate; 
i

t
 w

ill 
be 

h
is ab

ility
 to

 relate 
effectiv

ely
 w

hich w
ill 

in great p
art determ

ine any change in the 
personality o

r attitu
d

e of 
the inm

ate. 

A variety of facto
rs influence the recruitm

ent and 
selection 

of correctional 
1 ine o

fficers, 
including faci 1 i ty

 location and a1 - 
ternative em

ploym
ent in the area, pay 

rates, civ
il service require- 

m
ents, 

etc. 
The 

criteria and process fo
r selectin

g
 em

ployees from
 

the pool 
of applicants form

ed by 
the interplay of these forces should 

reflect the sen
sitiv

ity
 of 

the 1 ine o
fficer's ro

le. 

It should be 
evident th

at we 
m

ust 
select 

in
stitu

tio
n

al 
personnel 

w
ith regard to

 
th

eir ab
ility

 to relate to
 inm

ates w
ith- 

out h
o

stility
, w

ithout em
otional 

dependence 
and untow

ard involvem
ent 

and w
ith a per- 

ceptiveness as to inm
ates' 

m
otivations and 

needs. 
We 

also w
ish to select m

en 
w

ho 
can 

serve as m
odels fo

r im
itativ

e behavior 
and 

w
ho 

general ly
 

ossess em
otional 

m
aturity 

P 
and stab

i 1 i t
y

.l
 

It has long been 
apparent th

at the objective im
portance of 

the lin
e 

o
fficer job 

has not been 
paralleled in

 the personnel 
selection process. 

For 
exam

ple, 
in 1946 it w

as 
noted: 

M
ethods of 

selection of 
the P

rison G
uard 

are generally loose and include 1 i ttle
 

experim
ental 

study of v
alid

ity
. 

Of 
the 

som
e 13,000 guards in th

is country, 
it 

is safe to say th
at over three-fourths 

2 / 
have been 

selected by 
u

n
scien

tific m
ethods.- 

A
t the sam

e tim
e, 

one report found th
at only M

ichigan and New 
Jersey used a standardized m

ental 
te

st as p
art of th

eir selection 
process.?/ 

In 
the ensuing years, apparently little

 has been 
done 

to
 change the selection process, 

The Jo
in

t C
om

m
ission on 

C
orrectional 

M
anpow

er and T
raining succinctly reported its findings thusly in 

1969: 
"R

ecruitm
ent of correctional personnel 

o
rd

in
arily

 carried 
9 

out in
 an uncoordinated and haphazard m

anner."- 



As 
a

 re
s

u
lt o

f th
e

 J
o

in
t C

om
m

ission's w
ork, 

th
e

re
 is

 a
va

ila
b

le
 

a 
reasonable d

a
ta

 base on th
e

 lin
e

 o
ffic

e
r cadre as o

f 
1967. 

H
ere 

a
re

 som
e 

h
ig

h
1

 ig
h

ts: 

e 
49%

 o
f 

th
e

 75,000 
em

ployees in
 fe

d
e

ra
l and s

ta
te

 in
s

titu
tio

n
s

 
w

ere 1 in
e

 w
orkers 

(co
rre

ctio
n

a
l 

o
ffic

e
rs

). 
95%

 o
f lin

e
 w

orkers w
ere w

h
ite

 m
ales. 

e 
L

in
e

 w
orkers w

ere th
e

 le
a

s
t s

a
tis

fie
d

 co
rre

ctio
n

a
l em

ployees, 
w

ith
 pay sca

le
s a

 m
ajor reason fo

r th
is

 fe
e

lin
g

: 
36%

 earned 
le

ss th
a

n
 $6,000 

a
 year; 

43%
 earned from

 $6,000 
to

 $8,000 
p

e
r ye

a
r. 

e 
52%

 o
f lin

e
 w

orkers a
re

 h
ig

h
 school graduates, 

b
u

t 16%
 have 

le
ss than th

is
 le

v
e

l o
f education. 

14%
 o

f lin
e

 w
orkers re

ce
ive

d
 in

-se
rvice

 
tra

in
in

g
. 

Less is
 know

n about th
e

 personnel 
re

cru
itm

e
n

t and scre
e

n
in

g
 

m
echanism

s 
used in

 th
e

 co
rre

ctio
n

a
l o

ffic
e

r se
le

ctio
n

 process. 
These co

n
sid

e
ra

tio
n

s, 
and co

n
tin

u
in

g
 a

l 1
 eg

a
tio

n
s o

f guard b
ru

ta
lity

, 
argue fo

r th
e

 in
itia

tio
n

 o
f re

se
a

rch
 to

 id
e

n
tify

 th
e

 personal 
q

u
a

litie
s

 w
hich m

ake fo
r 

su
cce

ssfu
l 

guard personnel, 
o

r a
t le

a
s

t 
fo

r th
e

 devel opm
ent o

f m
eans to

 e
l im

i na
te

 p
o

te
n

ti a
l ly

 dangerous 
1

 in
e

 o
ffic

e
rs

 (a perhaps m
ore m

anageable ta
sk). 

The e
x

is
tin

g
 lit

-
 

e
ra

tu
re

 on re
cru

itm
e

n
t problem

s discusses such m
a

tte
rs as th

e
 lim

ite
d

 
p

o
o

l o
f 

a
p

p
lica

n
ts, 

th
e

 need fo
r 

m
ore e

ffe
c

tiv
e

 re
cru

itm
e

n
t te

ch
- 

n
iq

u
e

s (TV coverage, 
brochures, 

m
agazine a

rtic
le

s
, 

e
tc.), 

and th
e

 
need fo

r 
in

-se
rvice

 
tra

in
in

g
 and s

ta
ff developm

ent, 
to

 c
ite

 th
e

 
m

ost com
m

on them
es. 

A
lthough these c

le
a

rly
 a

re
 re

le
va

n
t and im

- 
p

o
rta

n
t issu

e
s, 

it
 appears to

 be a
 m

ajor o
ve

rsig
h

t 
h

a
t th

e
 scre

e
n

in
g

 
5

f 
process has n

o
t been analyzed to

 any g
re

a
t extent.- 

T
hat th

is
 issu

e
 re

q
u

ire
s m

uch clo
se

r exam
ination i

 p/a;:W
:ent 

fro
m

 re
ce

n
t 1

 i
 tig

a
tio

n
. 

A num
ber o

f landm
ark decisions- 

found th
a

t co
rre

ctio
n

a
l and re

la
te

d
 system

s 
in

flic
t "cru

e
l 

and 
unusual 

punishm
ent" 

on th
e

ir inm
ates. 

C
lass a

ctio
n

 la
w

su
its 

ch
a

lle
n

g
in

g
 co

rre
ctio

n
a

l in
s

titu
tio

n
s

 and p
ra

ctice
s com

m
only a

l- 
le

g
e

 "guard b
ru

ta
lity

," 
and th

e
 num

ber o
f s

u
its

 a
g

a
in

st in
d

iv
id

u
a

l 
o

ffice
rs 

a
lle

g
in

g
 unprovoked a

ssa
u

lt m
ay 

be on th
e

 increase. 
E

ven 
d

isco
u

n
tin

g
 volum

e fo
r 

fa
lse

 
o

r exaggerated co
m

p
la

in
ts, 

it
 w

ould 
seem

 th
a

t th
e

 su
b

je
ct of 

th
e

 p
sych

o
lo

g
ica

l s
u

it b
ility

 o
f th

e
 

co
rre

ctio
n

a
l o

ffice
r 

deserves clo
se

r s
c

ru
tin

y
.d

 
O

bviously, 
th

e
 

se
le

ctio
n

 processes now
 

in
 e

xiste
n

ce
 fa

i l
 m

ore th
a

n
 o

cca
sio

n
a

lly 
to

 e
lim

in
a

te
 those people w

ho 
w

ould h
a

rd
ly q

u
a

lify
 as m

odels o
f 

"im
ita

tiv
e

 b
e

h
a

vio
r" and "possessors 

o
f em

otional m
a

tu
rity and 

s
ta

b
ility

," 
fre

q
u

e
n

tly c
ite

d
 d

e
sira

b
le

 lin
e

 o
ffic

e
r tra

its
. 

In
 its

 re
ce

n
t R

eport on ~
o

rre
c

tio
n

s
,g

 th
e

 N
a

tio
n

a
l A

d
viso

ry 
C

om
m

ission on C
rim

in
a

l Ju
stice

 S
tandards and G

oals has re
co

g
n

ize
d

 
th

e
 g

ra
v

ity
 o

f th
is

 problem
. 

S
tandard 2.4 

is
 e

n
title

d
, 

"P
ro

te
ctio

n
 

fro
m

 P
ersonal A

buse. " 
I
t
 re

q
u

ire
s co

rre
ctio

n
a

l a
u

th
o

ritie
s

 to
 ta

ke
 

a
ffirm

a
tiv

e
 a

ctio
n

 to
 d

im
in

ish
 th

e
 le

v
e

l o
f abuse in

 co
rre

ctio
n

a
l 

in
s

titu
tio

n
s

 by id
e

n
tify

in
g

 vio
le

n
ce

 prone inm
ates and s

ta
ff and 



acting to
 neutralize th

eir potential 
fo

r harm
. 

W
hile the dangers 

of prison w
ork w

ith violent inm
ates 

is a m
atter of com

m
on 

know
ledge, 

u
n

til recently little
 serious atten

tio
n

 w
as 

given to
 the equally 

vulnerable situ
atio

n
 of 

the inm
ate. 

The 
prom

ul gativn of 
th

is Standard 
by 

a distinguished national 
body 

indicates th
at violent and abusive 

behavior by 
prison personnel 

is
 far from

 uncom
m

on, 
As 

a m
eans of 

m
inim

izing 
the staff-caused violence, 

the standard notes the need 
to in

stitu
te screening procedures 

"to
 d

etect staff m
em

bers w
ith

 
potential 

persona1 i ty
 problem

s. ' 

For 
the purposes 

of 
th

is report, we 
assum

ed th
at th

is S
tandard 

is
 essen

tially
 sound. 

C
onsequently, 

one of 
the m

ajor functions of 
the selection process should be 

the id
en

tificatio
n

 and 
rejectio

n
 

of 
p

s~
c

h
o

lo
g

ic
a

ll~
 

ill -suited applicants -- candidates displaying 
such 

undesirable trai ts as rig
id

 personal i tie
s, nervous 

an
x

ieties, 
sexual 

im
m

aturity, 
and 

habi ts-'of com
pul si v

i ty. 
The 

purpose of 
th

is re- 
port is not to

 advocate a p
articu

lar m
ethod of 

screening b
u

t to
 present a 

prelim
inary survey of 

the d
ifferen

t screening techniques 
currently 

used, 
to report on 

th
eir claim

ed effectiveness, 
and to

 discuss som
e 

an
cillary

 issues affectin
g

 the correctional 
personnel 

process. 

11. 
O

verview
 and 

D
iscussion of 

Survey F
indinas 

O
ur exam

ination of 
current correctional agency personnel 

selection 
procedures revealed th

at screening fo
r em

otional 
sui tab

i 1 i ty
 is 

w
idespread 

(over 90%
 of 

the 46 responding correctional 
agencies 

claim
 to do 

som
e screening). 

Four processes w
ere the m

ain 
screening 

devices em
ployed: 

(i ) oral 
interview

s ;
 (i i ) background inform

ation 
and police checks; 

(iii) testin
g

; and 
(iv

) m
edical 

exam
inations. 

The num
ber 

and choice of 
screening devices em

ployed d
iffers from

 
state to

 state. 

Personal 
Interview

 

In alm
ost a1 1 ju

risd
ictio

n
s 

(38 of 
46 respondents) a personal 

interview
 is em

ployed. 
W

hen 
coupled w

ith
 m

ore objective assessm
ent 

m
ethods it is an 

im
portant tool 

in evaluating personality and character 
m

ake-up. 
The effectiveness of 

an oral 
interview

 is
 lim

ited by 
a 

variety of 
factors: 

How 
m

uch 
m

eaningful 
behavior can be 

observed 
in an hour 

interview
? 

How 
sk

illed
 are the interview

ers in
 evoking 

relevant responses? 
How 

m
uch 

of 
him

self 
does the applicant allow

 
to

 show
? 

In applying fo
r a job, 

an 
applicant usually m

akes an ef- 
fo

rt to
 put h

is best foot forw
ard and m

ight, 
therefore, 

succeed 
in

 suppressing undesirable personality tra
its. 

Jam
es V. 

B
ennett, 

the founding d
irecto

r of 
the U

.S. 
B

ureau of 
P

risons, 
feels th

at 
an 

interview
 should help to evaluate: 

. . . m
anner of 

approach, 
force of 

character, tem
peram

ent, 
tact, poise, 

enthusiasm
, sel f-re1 iance, and other 

tra
its associated w

ith personality,9/ 
- 



I
t
 seem

s 
h

ig
h

ly
 u

n
lik

e
ly

 th
a

t d
u

rin
g

 a
 b

rie
f, 

in
fo

rm
a

l 
in

te
rvie

w
 

a1 1
 th

e
 aforem

entioned tra
its

 co
u

ld
 be adequately o

r m
eaningful ly

 
observed. 

S
ix o

f th
e

 sta
te

s w
hich conduct p

e
rso

n
a

l In
te

rvie
w

s 
have a

 group in
te

rvie
w

 o
f p

o
te

n
tia

l em
ployees as w

e
ll. 

These 
ty

p
ic

a
lly

 in
vo

lve
 th

re
e

 to
 fiv

e
 m

an com
m

ittees. 
T

h
is process m

ay 
be a

 m
ore adequate m

eans o
f assessing an a

p
p

lica
n

t's stre
n

g
th

s and 
w

eaknesses. 

B
ackground In

fo
rm

a
ti on 

O
fte

n
 th

e
 co

n
sid

e
ra

tio
n

 o
f background in

fo
rm

a
tio

n
 su

p
p

lie
d

 
by an a

p
p

lica
n

t can p
ro

vid
e

 u
se

fu
l 

m
a

te
ria

l in
 e

va
lu

a
tin

g
 a

 p
o

te
n

tia
l 

em
ployee. 

E
ducational 

achievem
ent, 

w
ork h

is
to

ry
, 

and ch
a

ra
cte

r 
re

fe
re

n
ce

s a
re

 a11 
va

lu
a

b
le

 guideposts 
in

 th
e

 se
le

ctio
n

 process, 
and 38 agencies appear 

to
 co

n
sid

e
r them

. 
E

ig
h

t sta
te

s appear to
 

go 
beyond th

e
 norm

al 
re

vie
w

 and ch
e

ckin
g

 o
f em

ploym
ent a

p
p

lica
tio

n
s. 

As 
q

u
a

si-la
w

 enforcem
ent 

agencies, 
th

e
y in

clu
d

e
 a

 check o
f p

o
lic

e
 

re
co

rd
s in

 th
e

 personnel se
le

ctio
n

 n
rn

co
cc 3

1
 

A
t b

e
st, 

th
e

 in
- 

fo
rm

a
tio

n
 th

is
 re

ve
a

l s is
 o

n
ly ta

n
yti1

1
~

1
a

 
1 ly

 o
r in

fe
re

n
tia

lly
 re

la
te

d
 

to
 em

otional 
s

u
ita

b
ility

. 
W

hen 
used in

 co
n

ju
n

ctio
n

 w
ith

 o
th

e
r 

e
va

l u
a

to
ry m

ethods, 
how

ever, 
th

e
 p

o
ssi b

i 1 i
 ty

 o
f se

le
ctin

g
 a

 w
e1 1

 
su

ite
d

 em
ployee m

ay be enhanced by d
ra

w
in

g
 on a11 a

va
ila

b
le

 in
- 

form
a tio

n
 sources, 

P
ro

b
a

tio
n

a
ry P

e
rio

d
 

(O
nly tw

o sta
te

s a
d

vise
d

 th
a

t a
 p

e
rio

d
 o

f p
ro

b
a

tio
n

a
ry ern- 

ploym
ent is

 used as 
a

 scre
e

n
in

g
 m

ethod. 
In

 lia
h

t o
f th

e
 h

ig
h

 
percentage o

f m
e

rit system
 co

rre
ctio

n
a

l w
orkers, 

and th
e

 com
m

on 
p

ro
visio

n
 in

 such system
s o

f an 
in

itia
l s

ix
 to

 tw
e

lve
 m

onth p
ro

- 
b

a
tio

n
a

ry ye
a

r, 
it

 is
 lik

e
ly

 th
a

t m
any m

ore agencies in
 fa

c
t use 

th
is

 procedure. 
T

h
is process a

p
p

a
re

n
tly has m

uch to
 com

m
end 

it
.
 

W
ritin

g
 s

p
e

c
ific

a
lly

 about th
e

 se
le

ctio
n

 o
f p

o
l ic

e
 personnel , 

M
oPden has suggested th

a
t th

is
 is

 an e
ffe

c
tiv

e
 m

ethod o
f n

a
rro

w
in

g
 

th
e

 m
argin o

f e
rro

r in
 th

e
 se

le
ctio

n
 process .E

l 
D

u
rin

g
 th

e
 p

ro
- 

b
a

tio
n

a
ry p

e
rio

d
, 

an em
ployee is

 assigned a
 norm

al w
ork schedule 

w
here h

is
 h

a
b

its and p
o

te
n

tia
l u

se
fu

ln
e

ss can be scru
tin

ize
d

. 
The 

b
e

st p
la

ce
 to

 observe and e
va

lu
a

te
 th

e
 em

otional 
and general 

s
u

ita
b

ility
 of 

an a
p

p
lica

n
t is

 in
 th

e
 a

ctu
a

l w
ork 

s
itu

a
tio

n
, 

M
olden argues. 

An 
o

n
-th

e
-jo

b
 

o
b

se
rva

tio
n

 y
ie

ld
s

 a
 m

uch m
ore 

re
a

lis
tic

 p
ic

tu
re

 th
a

n
 p

re
d

ictio
n

s o
f b

e
h

a
vio

r re
s

u
ltin

g
 from

 
a

rtific
ia

l te
s

t o
r in

te
rvie

w
 situ

a
tio

n
s. ) 

M
edical E

xam
ination 

T
w

e
n

ty-five
 

co
rre

ctio
n

a
l 

agencies 
a

d
vise

d
 us 

th
a

t a
 m

edical 
exam

ination w
as 

an im
p

o
rta

n
t scre

e
n

in
g

 d
e

vice
 fo

r a
sse

ssin
g

 
em

otional and p
sych

o
lo

g
ica

l fitn
e

s
s

. 
T

h
is w

as 
n

o
t e

la
b

o
ra

te
d

, 
b

u
t it

 appears 
th

a
t these ju

ris
d

ic
tio

n
s

 re
ly

 on 
th

e
 broad tra

in
in

g
 

o
f th

e
 exam

ining p
h

ysicia
n

 to
 d

e
te

ct sig
n

s o
f in

s
ta

b
ility

 and 
recom

nend fu
rth

e
r 

in
q

u
iry

 w
hen w

arranted. 
(S

everal ju
ris

d
ic

tio
n

s
 

in
clu

d
e

 p
sych

o
lo

g
ists on in

te
rvie

w
 com

m
ittees fo

r 
th

e
 sam

e ap- 
paren t purpose. ) 



Tes ti n
s

 

T
e

stin
g

 is
 th

e
 o

th
e

r com
m

only 
used scre

e
n

in
g

 to
o

l, 
w

ith
 about 

a
 th

ird
 (1

6
 o

f 46) 
o

f th
e

 re
sp

o
n

d
in

g
 ju

ris
d

ic
tio

n
s

 m
aking re

g
u

la
r 

use of 
te

s
ts

. 
A

bout 
h

a
lf o

f th
e

se
 sta

te
s ro

u
tin

e
ly

 use persona1it.y 
te

s
ts

 and a
 num

ber o
f o

th
e

r sta
te

s use them
 o

n
ly

 w
hen 

in
d

ic
a

te
d

 by 
d

a
ta

 developed th
ro

u
g

h
 o

th
e

r m
eans. 

P
resum

ably th
e

 agencies 
in

vo
lve

d
 

have id
e

n
tifie

d
 ch

a
ra

cte
r o

r p
e

rs
o

n
a

lity
 tra

its
 w

h
ich

 th
e

y deem
 to

 
be d

i sab 1 i
 ng o

r d
i squal i

 fy
in

g
 fa

c
to

rs
 w

hen p
re

se
n

t. 
H

ow
ever, 

d
e

sp
ite

 
a

 s
p

e
c

ific
 re

q
u

e
st fo

r such in
fo

rm
a

tio
n

, 
we 

w
ere 

unable 
(w

ith
 one 

e
xce

p
tio

n
) 

to
 id

e
n

tify
 th

e
se

 c
rite

ria
 e

xce
p

t in
 such g

e
n

e
ra

l 
term

s 
as 

"h
o

s
tile

" 
and 

"n
e

rvo
u

s." 
S

in
ce

 c
o

rre
c

tio
n

a
l agencies com

m
only 

a
d

m
in

iste
r a 

b
a

tte
ry

 o
f te

s
ts

 to
 a

id
 in

 c
la

s
s

ify
in

g
 inm

ates, 
w

h
ich

 
re

s
u

lt in
 ra

th
e

r s
p

e
c

ific
 in

d
ic

a
t' 

- '' 
stre

n
g

th
s and w

eaknesses , 
th

e
 p

rim
itiv

e
 "s

ta
te

 o
f th

e
 a

rt" as 
re

g
a

rd
s s

ta
ff s

e
le

c
tio

n
 w

as 
n

o
t 

fu
lly

 a
n

ticip
a

te
d

. 

T
hree S

tu
d

ie
s on P

sych
o

lo
g

ica
l 

T
e

stin
g

 o
f G

uards 

A 
se

a
rch

 w
as 

m
ade to

 lo
c

a
te

 re
le

va
n

t stu
d

ie
s co

n
ce

rn
in

g
 th

e
 

p
sych

o
lo

g
ica

l 
te

s
tin

g
 o

f p
ris

o
n

 guards. 
An 

e
a

rlie
r re

p
o

rt (1958) 
on th

is
 su

b
je

ct a
t a

 s
in

g
le

 in
s

titu
tio

n
 n

o
te

d
 th

a
t: 

M
oreover, 

so 
fa

r as 
one can d

isco
ve

r, 
th

e
re

 a
re

 no 
re

p
o

rte
d

 a
tte

m
p

ts to
 in

- 
ve

stig
a

te
 th

e
 problem

 o
f p

ris
o

n
 g

u
a

rd
 

s
e

le
c

tio
n

 in
 term

s o
f in

te
re

s
t and 

p
e

rso
n

a
l i
 ty

 o
b

je
c

ti ve 
te

s
ti ng procedures. 

M
a

te
ria

l p
e

rta
in

in
g

 to
 in

te
re

s
t and 

p
e

rs
o

n
a

lity
 is

 g
e

n
e

ra
lly g

a
th

e
re

d
 by 

su
b

je
ctive

 in
te

rv
ie

w
 m

ethods and as 
such is

 su
b

je
ct to

 a
ll o

f th
e

 in
a

c- 
cu

ra
cie

s th
a

t in
h

e
re

 in
 such m

ethods.- 

In
 1974, 

d
a

ta
 in

 th
is

 p
a

rtic
u

la
r area is

 s
till la

ckin
g

. 

T
here appear to

 be th
re

e
 p

e
rtin

e
n

t stu
d

ie
s w

h
ich

 sh
o

u
ld

 be 
b

rie
fly

 m
entioned. 

In
 each, 

re
se

a
rch

e
rs sought to

 d
iffe

re
n

tia
te

 
"good" 

fro
m

 
"bad" 

o
ffic

e
rs

 th
ro

u
g

h
 p

e
rs

o
n

a
lity

 te
s

tin
g

. 

M
ax 

H
am

m
er 

perform
ed a

 s
tu

d
y

x
/ 

in
 a

 w
om

en's 
re

fo
rm

a
to

ry in
 

1968 and d
isco

ve
re

d
 th

a
t th

e
 16 P

e
rso

n
a

lity F
actors T

e
st e

ffe
c

tiv
e

ly
 

d
iffe

re
n

tia
te

d
 betw

een "good" 
and 

"bad" 
o

ffic
e

rs
. 

(N
e

ith
e

r th
e

 
M

innesota M
u

ltip
h

a
sic P

e
rso

n
a

lity In
ve

n
to

ry n
o

r th
e

 S
tro

n
g

 V
oca- 

tio
n

a
l 

In
te

re
s

t T
est, 

w
h

ich
 w

ere a
lso

 a
d

m
in

iste
re

d
 by H

am
m

er, 
w

ere 
a

b
le

 to
 d

is
tin

g
u

is
h

 betw
een th

e
 tw

o 
groups. ) 

The 
"good" 

o
ffic

e
rs

 
w

ere d
e

scrib
e

d
 as m

ore sta
b

le
, 

spontaneous, 
fle

x
ib

le
, 

and b
e

tte
r 

a
b

le
 to

 g
e

t a
lo

n
g

 w
ith

 o
th

e
rs. 

On 
th

e
 o

th
e

r hand, 
th

e
 "bad" 

o
ffic

e
rs

 
had d

iffic
u

lty
 re

la
tin

g
 to

 o
th

e
rs and w

ere 
le

ss a
b

le
 to

 express 
th

e
ir em

otions. 

From
 1961 to

 1964 W
illia

m
 C. 

P
urdue, 

a
 ps 

o
lo

g
is

t a
t th

e
 

V
irg

in
ia

 S
ta

te
 P

e
n

ite
n

tia
ry, 

conducted a
 

a
t th

a
t in

s
ti- 

tu
tio

n
 in

v
o

lv
in

g
 a

p
p

ro
xim

a
te

ly 160 co
rre

ctio
n

a
l 

o
ffic

e
rs

 fro
m

 th
e

 
p

riso
n

 s
ta

ff. 
U

sin
g

 th
e

 Johnson Tem
peram

ent A
n

a
lysis to

 m
easure 

n
in

e
 d

iffe
re

n
t b

e
h

a
vio

r c
h

a
ra

c
te

ris
tic

s
, 

he 
found th

a
t th

e
 "good" 

cu
sto

d
ia

l w
o

rke
r d

isp
la

ye
d

 m
ore se

l f-co
n

fid
e

n
ce

 
o

r se
l f-m

a
ste

ry 



and m
ore reserve and caution in dealing w

ith others. 
He 

fe
lt the 

Johnson T
em

peram
ent A

nalysis w
as 

a useful 
to

o
l, 

b
u

t only w
hen 

used 
in conjunction w

ith interview
s, 

past w
ork 

h
isto

ries, and other re- 
lated tests to judge job 

ap
p

lican
ts' potential 

fo
r custodial w

ork. 

S
im

ilarly, R
ichard N. 

D
ow

ney, 
an in

stitu
tio

n
al 

psychologi 751 
and E

.I. 
S

ignori, a professor of 
psychology, 

conducted 
a study- 

a
t O

akalla P
rison Farm

 
in B

ritish C
olum

bia from
 1954-1956. 

Four 
tests w

ere given 
to 100 em

ployed guards: 
The 

W
esm

an 
Personnel 

C
lassification te

st, K
uder 

P
reference R

ecord-V
ocational , M

innesota 
M

u1 tiphasic Personal i ty
 Inventory, 

and 
the M

anson 
E

valuation, 
A 

com
parison of 

te
st scores w

as 
m

ade 
betw

een the top 27 "good" o
f- 

ficers and low
est 27 "poor" o

fficers. 
W

hile the resu
lts of 

the 
com

parison w
ere sig

n
ifican

t, m
ore w

ork w
ould 

be 
indicated to v

ali- 
date the findings. 

The 
"good" o

fficer group w
as 

characterized 
by 

m
ore 

verbal 
ab

ility
, self-confidence, 

social in
terest, and few

er 
nervous an

x
ieties. 

G
eneral ly

 speaking , the "good" guards w
ere m

ore 
m

ature and em
otionally stab

le. 

It should be 
noted 

th
at in each case, 

the subject population 
w

as 
com

posed of 
persons 

already em
ployed as correctional 

o
fficers. 

C
onsequently, 

the predictive value of 
the te

st instrum
ents w

as 
not 

m
easured. 

R
ather, 

the ab
ility

 of 
those tests to

 confirm
 selectio

n
 

decisions w
as 

a
t issue. 

R
ecognizing th

is lim
itatio

n
,.an

d
 even 

taken 
together, 

these studies provide only fragm
entary inform

ation 
in an 

area w
hich certain

ly
 deserves m

ore extensive research. 
M

ever- 
th

eless, 
they suggest th

at psychological 
testin

g
 could be 

an ef- 
fectiv

e screening process tool. 
T

here are inherent lim
itatio

n
s, 

how
ever, w

hich 
prevent such testin

g
 from

 being view
ed as a d

efin
i- 

tiv
e indicator of 

i 11 -suited applicants. 

P
sychological 

and 
psychiatric evaluations 

cull out m
any 

laten
t personality problem

s, 
b

u
t resu

lts are necessarily based on 
a 

projection of 
the present state of m

ental 
health -- a som

ew
hat u

n
realistic fram

e of 
reference rem

oved 
from

 the stress of 
real 

life
 pol ice situ

atio
n

s. 
A

dditionally, 
a 

bright, 
w

ell-educated 
applicant is som

e- 
tim

es capable of 
fakinq m

ental 
health to

 
a very successful 

d 
ree in

 short-range 
78, 

testin
a situations.- 

V
al ue 

and L
im

itations of W
ritten T

ests 

S
ince a m

ajority of 
the correctional w

orkers 
in adult and 

juvenile 
in

stitu
tio

n
s are hired under m

erit o
r civ

il service system
s, 

m
ention should be 

m
ade 

of 
the general em

ploym
ent testin

g
 com

m
only 

used. 
As 

a m
eans 

of 
identifying com

petence or predicting good job 
perform

ance, 
the w

ritten civi 1 service exam
s 

have been 
severely criticized

: 



M
ost w

ritte
n

 te
s

ts
 do 

little
 m

ore th
a

n
 assess 

th
e

 a
p

p
lica

n
t's vo

ca
b

u
la

ry and g
ra

m
e

r and 
te

s
t h

is
 com

prehe 
on w

ith
 ru

d
im

e
n

ta
ry ex- 

~
?

j 
e

rcise
s in

 lo
g

ic.- 

H
ig

h
 scores on g

e
n

e
ra

l 
in

fo
rm

a
tio

n
 te

s
ts

 have n
o

t been co
rre

la
te

d
 

w
ith

 su
p

e
rio

r jo
b

 perform
ance. 

The 
problem

 appears to
 be th

a
t th

e
 

te
s

ts
 a

re
 n

o
t jo

b
-re

la
te

d
; 

th
e

y do n
o

t ask q
u

e
stio

n
s w

hich re
la

te
 

to
 th

e
 fu

n
ctio

n
s o

f th
e

 jo
b

 fo
r w

hich th
e

 a
p

o
lica

n
t is

 being exam
ined. 

W
hile w

ritte
n

 te
s

ts
 p

e
rfo

rm
 a

 scre
e

n
in

g
 fu

n
ctio

n
, 

th
e

 re
s

u
lt 

is
 n

o
t alw

ays b
e

n
e

fic
ia

l. 
It has been cla

im
e

d
 th

a
t w

ritte
p

sfe
sts 

a
re

 o
fte

n
 "e

l im
i na

to
rs" 

ra
th

e
r than "se

l e
cto

rs" of 
talent.-- 

It has been w
e

ll docum
ented th

a
t in

 som
e 

in
sta

n
ce

s such te
s

ts
 bear 1

 i ttle
 re

la
tio

n
 

to
 th

e
 jo

b
 and se

rve
 to

 exclude persons 
from

 m
in

o
rity

 groups and o
th

e
rs fo

r whom
 

th
e

re
 is

 
1

 need in
 co

rre
ctio

n
a

l p
ro

- 
gram

ni ng. ET 
E

qual E
m

ploym
ent O

p
p

o
rtu

n
ity C

rite
ria

 

S
ince 1972, 

s
ta

te
 and 1

 oca
l 

governm
ent 

em
ploym

ent 
p

ra
ctice

s 
have been su

b
je

ct to
 re

g
u

la
tio

n
 by th

e
 E

qual 
E

m
ploym

ent O
p

p
o

rtu
n

ity 
C

om
nission. 

The e
xp

e
rie

n
ce

 o
f EEOC w

as 
th

a
t em

ployers p
ra

ctice
d

 
d

iscrim
in

a
tio

n
 th

ro
u

g
h

 te
s

tin
 

C
onsequently, 

EEOC 
guide1 in

e
s on 

E
m

ployer S
e

le
ctio

n
 P

rocedures&
 

sp
e

cify how
 em

ployers m
ust conduct 

te
s

tin
g

 program
s to

 a
vo

id
 charges o

f d
iscrim

in
a

tio
n

. 
These 

re
q

u
ire

- 
m

ents 
have obvious re

1
 evance to

 sta
te

s c
u

rre
n

tly
 u

sin
g

 o
r co

n
sid

e
rin

g
 

te
s

ts
 to

 a
id

 in
 d

e
te

rm
in

in
g

 th
e

 em
otional 

o
r p

sych
o

lo
g

ica
l fitn

e
s

s
 

o
f p

ro
sp

e
cti ve em

pl oyees . 
The em

ployer's 
fundam

ental 
o

b
l ig

a
tio

n
 is

 to
 e

sta
b

l is
h

 th
e

 
"m

a
n

ife
st re

la
tio

n
sh

ip
s" 

betw
een te

s
t and em

ploym
ent. 

T
h

is 
has 

cre
a

te
d

 a
 need to

 "va
lid

a
te

" em
ploym

ent 
te

sts. 
C

ourts 
have en- 

jo
in

e
d

 th
e

 use o
f te

s
ts

 n
o

t p
ro

fe
ssio

n
a

lly va
lid

a
te

d
 in

 accordance 
w

ith
 th

e
 EEOC 

g
u

id
e

lin
e

s. 

The G
u

id
e

lin
e

s re
q

u
ire

 th
e

 p
re

se
n

ta
tio

n
 o

f e
m

p
irica

l 
d

a
ta

 w
hich 

dem
onstrate th

a
t any g

ive
n

 te
s

t is
 p

re
d

ic
tiv

e
 o

f o
r s

ig
n

ific
a

n
tly

 
co

rre
la

te
d

 w
ith

 im
p

o
rta

n
t elem

ents o
f w

ork behavior. 
To 

o
b

ta
in

 
such e

m
p

irica
l d

a
ta

, 
th

e
 G

u
id

e
lin

e
s a

llo
w

 th
e

 use o
f th

re
e

 m
ethods 

o
f te

s
t va

lid
a

tio
n

: 
th

e
 firs

t, 
c

rite
rio

n
-re

la
te

d
 

v
a

lid
ity

, 
is

 th
e

 
p

re
fe

rre
d

 form
 o

f va
l id

a
tio

n
 and is

 e
sp

e
cia

l ly
 e

sse
n

tia
l fo

r va
l id

a
tin

g
 

e
n

try-le
ve

l 
a

p
titu

d
e

 te
sts; 

th
e

 second; 
co

n
te

n
t v

a
lid

ity
 is

 a
 le

ss 
- 

p
re

fe
rre

d
 m

ethod o
f v

a
lid

a
tio

n
 a1 though it

 m
ay be used to

 determ
ine 

th
e

 v
a

lid
ity

 of 
achievem

ent te
sts; 

and th
e

 th
ird

, 
co

n
stru

ct v
a

lid
ity

 
(a1 so a

 le
ss p

re
fe

rre
d

 form
 o

f v
a

lid
a

tio
n

) p
rim

a
ri ly

 concerns th
e

 
te

s
tin

g
 of 

persona1 i
 ty

 tra
its

. 
In

 d
e

te
rm

in
in

g
 th

e
 s

u
ffic

ie
n

c
y

 of 
v

a
lid

a
tio

n
 evidence presented by em

ployers, 
th

e
 co

u
rts have g

e
n

e
ra

lly 
tra

cke
d

 th
e

 requirem
ents o

f th
e

 G
u

id
e

lin
e

s by e
n

jo
in

in
g

 th
e

 use o
f 

d
iscrim

in
a

to
ry and im

p
ro

p
e

rly va
lid

a
te

d
 te

sts. 
F

or exam
ple, 

th
e

 



co
u

rts have a
lto

g
e

th
e

r re
je

c
te

d
 th

e
 use o

f co
n

te
n

t o
r co

n
stru

ct 
va

l id
i ty

 in
 th

e
 absence 

p
ro

o
f th

a
t a

 c
ri te

rio
n

-re
1

 a
te

d
 va

l i
 d

i ty
 

stu
d

y w
as 

n
o

t fe
a

sib
le

. )f/ 
A

d
d

itio
n

a
lly

, 
th

e
 co

u
rts have re

je
c

te
d

 
cla

im
s o

f co
n

te
n

t v
a

lid
ity

 
e

re
 th

e
re

 w
as 

in
s

u
ffic

ie
n

t e
vid

e
n

ce
 

o
f a

 c
a

re
fu

l jo
b

 a
n

a
ly

s
is

,z
9

 
w

here 
th

e
 com

p 
ris

o
n

 betw
een jo

b
 con- 

h 
te

n
t and te

s
t co

n
te

n
t w

as 
m

e
re

ly  su
p
e
rficia

l^ 
o

r r h
e

re
 th

e
 jo

b
 

241 
co

n
te

n
t w

as 
n

o
t a

ccu
ra

te
ly re

fle
c

te
d

 by th
e

 te
st.- 

T
here is

 an a
d

d
itio

n
a

l problem
 fo

r th
o

se
 agencies 

re
ly

in
g

 on 
c

iv
i 1 se

rvice
 to

 h
a

n
d

le
 th

e
ir in

itia
l em

ploym
ent 

s
e

le
c

tio
n

 p
ro

ce
ss. 

The d
e

vice
 used, 

th
e

 w
ritte

n
 te

s
t p

re
vio

u
sly d

e
scrib

e
d

 as a
 g

e
n

e
ra

l 
in

fo
rm

a
tio

n
 exam

, 
does 

n
o

t appear 
to

 screen fo
r e

m
o

tio
n

a
l 

o
r psycho- 

lo
g

ic
a

l s
u

ita
b

ility
, 

T
h

e
re

fo
re

, 
se

ve
ra

l 
re

sp
o

n
d

in
g

 agencies re
p

o
rte

d
 

th
a

t th
e

y a
re

 b
e

in
g

 in
a

d
e

q
u

a
te

ly served 
(by c

iv
il se

rvice
) 

in
 th

is
 

area. In
 th

is
 re

g
a

rd
, 

th
e

 J
o

in
t C

om
m

ission recom
m

ended th
a

t o
ra

l 
in

te
rvie

w
s and e

va
lu

a
tio

n
 o

f w
ork, 

e
d

u
ca

tio
n

a
l, 

and life
 e

xp
e

rie
n

ce
 

be su
b

stitu
te

d
 fo

r w
ritte

n
 e

xa
m

in
a

tio
n

s in
 c

o
rre

c
tio

n
a

l s
ta

ff h
irin

g
. 

P
ersonnel 

a
d

m
in

istra
to

rs w
ere 

u
rg

e
d

 to
 r

id
 th

e
 c

iv
il se

rvice
 system

 
o

f th
e

 "w
ritte

n
 te

s
t syndrom

e" 
by e

lim
in

a
tin

g
 such te

s
ts

 "e
xce

p
t 

fo
r th

o
se

 p
o

s
itio

n
s

 w
here 

te
s

ts
 can show

 dem
onstrable 

dence o
f 

457 
m

easuri nq ca
p

a
city to

 p
e

rfo
rm

 th
e

 fu
n

ctio
n

s 
re

q
u

ire
d

. "- 

E
xperience in

 P
o

lic
e

 F
ie

ld
 

The m
eager d

a
ta

 and re
se

a
rch

 on th
e

 p
e

rso
n

n
e

l s
e

le
c

tio
n

 p
ro

ce
ss 

in
 co

rre
ctio

n
a

l agencies co
n

tra
sts w

ith
 th

e
 s

itu
a

tio
n

 in
 th

e
 fre

q
u

e
n

tly 
exam

ined p
o

lic
e

 fie
ld

. 26/ 
A com

prehensive su
rve

y co
ve

rin
g

 678 S
ta

te
, 

county, 
and m

u
n

icip
a

l p
o

lic
e

 agencies w
as 

p
u

b
lish

e
d

 in
 1973. 

I
t
 in

- 
d

ica
te

d
 th

a
t a

b
o

u
t 39%

 of 
th

e
 re

sp
o

n
d

in
g

 agencies m
ake a

 c
lin

ic
a

l/ 
p

s
y

c
h

ia
tric

 a
p

p
ra

isa
l o

f lin
e

 o
ffic

e
r a

p
p

lica
n

ts. 
T

h
is fin

d
in

g
 

su
p

p
o

rts John J. 
M

urphy's 1972 re
p

o
rt o

f a
 su

rve
y o

 
307 s

ta
te

 and 
lo

c
a

l p
o

l ic
e

 agencies. 
A 

to
ta

l o
f 80 o

f th
e

 203 re
sp

o
n

d
in

g
 agencies 

(39%
) cla

im
e

d
 to

 use p
sych

o
lo

g
ica

l 
te

s
tin

g
. 

The m
ost p

o
p

u
la

r te
s

t 
o

f th
e

 36 typ
e

s nam
ed w

as 
th

e
 M

innesota M
u

ltip
h

a
sics P

e
rso

n
a

lity in
- 

ve
n

to
ry, 

w
h

ich
 w

as 
used by 39 o

f th
e

 80 a
ffirm

a
tiv

e
 

respondents. 
A 

p
s

y
c

h
ia

tric
 in

te
rv

ie
w

 w
as 

used a
lm

o
st as 

o
fte

n
, 

b
e

in
g

 m
entioned 

33 tim
es. 

M
urphy n

o
te

s th
a

t th
e

 te
s

ts
 em

ployed have n
o

t been va
lid

a
te

d
 

fo
r 

p
o

lic
e

 use, 
and c

a
lls

 fo
r 

fu
rth

e
r re

se
a

rch
 on th

is
 m

a
tte

r. z
/
 

A 
com

prehensive d
e

s
c

rip
tio

n
 o

f co
rre

ctio
n

a
l 

personnel 
p

ra
c

tic
e

s
 

has y
e

t to
 be com

piled. 
The 

la
c

k
 o

f re
se

a
rch

 and in
v

e
s

tig
a

tio
n

 in
 

th
e

 co
rre

ctio
n

a
l 

fie
ld

 m
ay 

be a
ttrib

u
ta

b
le

 to
 a

 la
c

k
 o

f p
u

b
lic

 and 
m

edia 
in

te
re

s
t and a

 fa
ilu

re
 on 

th
e

 p
a

rt of 
c

o
rre

c
tio

n
a

l a
d

m
in

istra
- 

to
rs

 to
 prom

ote s
e

lf-in
v

e
s

tig
a

tio
n

. 
E

x
is

tin
g

 c
o

rre
c

tio
n

a
l re

se
a

rch
 

has focused 
on th

e
 inm

ate, 
n

o
t th

e
 p

riso
n

 s
ta

ff. 
The 

stu
d

ie
s w

h
ich

 
re

la
te

 to
 s

ta
ff u

s
u

a
lly

 concern tra
in

in
g

 o
f th

o
se

 a
lre

a
d

y em
ployed 

ra
th

e
r th

a
n

 d
e

ve
lo

p
in

g
 m

eans 
to

 upgrade o
r im

prove th
e

 in
itia

l 
s

e
le

c
tio

n
 o

f p
ro

sp
e

ctive
 em

ployees. 
As 

a
 re

s
u

lt, 
som

e 
o

f th
e

 tim
e

 
and m

oney w
h

ich
 goes 

in
to

 tra
in

in
g

 co
rre

ctio
n

a
l 

s
ta

ff m
ay, 

in
 es- 

sence, 
be w

asted on 
those w

ho 
co

u
ld

 be term
ed bad in

ve
stm

e
n

ts. 



111. 
S

urvey of 
A

gency 
P

ra
ctice

s 

In
 e

a
rly

 O
ctober, 

1974, 
we 

undertook to
 le

a
rn

 from
 co

rre
ctio

n
a

l 
agencies th

e
n

~
se

lve
s whether and how

 candidates fo
r co

rre
ctio

n
a

l o
ffic

e
r 

p
o

sitio
n

s a
re

 te
ste

d
 o

r screened to
 assess th

e
ir p

h
ych

o
lo

g
ica

l 
fitn

e
s

s
 

fo
r such p

o
sitio

n
s. 

In
q

u
iry

 le
tte

rs
 w

ere se
n

t to
 th

e
 personnel 

d
ire

c
to

rs
 

of 
th

e
 D

is
tric

t o
f C

olum
bia and 50 s

ta
te

 departm
ents o

f co
rre

ctio
n

s. 

E
m

ploym
ent a

p
p

lica
tio

n
s, 

p
o

s
itio

n
 d

e
scrip

tio
n

s and re
la

te
d

 docum
ents 

w
ere 

requested a
lo

n
g

 w
ith

 responses to
 s

ix
 s

p
e

c
ific

 
u

e
stio

n
s. 

As 
o

f 
D

ecem
ber 5

, 1974, 
46 

usable responses w
ere re

ce
ive

d
 ? one a

d
d

itio
n

a
l 

response co
u

ld
 n

o
t be used because th

e
 su

b
m

ittin
g

 s
ta

te
 w

as 
n

o
t id

e
n

ti- 
fie

d
), 

P
ersonal co

n
ta

ct w
as 

m
ade w

ith
 o

ffic
ia

ls
 in

 s
ix

 sta
te

s to
 c

la
rify

 
o

r supplem
ent th

e
 w

ritte
n

 responses. 
O

ne a
tte

m
p

t w
as 

m
ade 

in
 N

ovem
ber 

to
 evbke response fro

m
 th

e
 m

issin
g

 sta
te

s b
u

t th
is

 w
as 

n
o

t pursued in
 

lig
h

t of 
th

e
 e

xce
lle

n
t o

v
e

ra
ll response ra

te
. 

B
ecause o

n
ly a

 s
h

o
rt tim

e
 w

as 
a

va
ila

b
le

 fo
r in

itia
tio

n
 and co

m
p

le
tio

n
 

o
f th

is
 p

ro
je

ct, 
th

e
 d

a
ta

 developed should be taken o
n

ly as 
su

g
g

e
stive

 o
f 

th
e

 com
plete p

ic
tu

re
 ra

th
e

r th
a

n
 d

e
scrip

tive
 o

f it. 
R

ather g
e

n
e

ra
lize

d
 

q
u

e
stio

n
s w

ere propounded to
 w

hich, 
n

o
t su

rp
risin

g
ly, 

g
e

n
e

ra
lize

d
 responses 

w
ere re

ce
ive

d
. 

P
ersonnel 

d
ire

cto
rs w

ere a
lso

 asked to
 judge 

th
e

 e
ffe

c- 
tive

n
e

ss of 
any scre

e
n

in
g

 th
e

y p
re

se
n

tly do. 
The responses a

re
 h

ig
h

ly
 

su
b

je
ctive

 because no m
easurem

ent c
rite

ria
 accom

panied th
e

 q
u

e
stio

n
. 

R
esponses to

 each o
f o

u
r s

ix
 q

u
e

stio
n

s a
re

 d
e

a
lt w

ith
 below

. 
The 

accom
panying ch

a
rt d

isp
la

ys th
e

 responses to
 q

u
e

stio
n

s 1, 
3, 

and 5
 in

 
sum

m
ary fa

sh
io

n
. 

Q
u

e
stio

n
 1. 

P
ersonnel 

d
ire

c
to

rs
 w

ere asked w
hether o

r n
o

t cu
rre

n
t 

agency 
p

ra
c

tic
e

 is
 to

 te
s

t o
r screen p

ro
sp

e
ctive

 em
ployees 

to
 a

vo
id

 h
irin

g
 

persons e
m

o
tio

n
a

lly o
r p

sych
o

lo
g

ica
lly u

n
fit fo

r d
u

ty as 
co

rre
ctio

n
a

l 
o

ffic
e

rs
. 

O
nly In

d
ia

n
a

, 
New 

Y
ork, 

O
hio, 

and P
ennsylvania re

p
o

rte
d

 m
aking 

no such a
tte

m
p

t a
t p

re
se

n
t. 

F
ollow

-up 
c

a
lls

 w
ere m

ade to
 develop fu

rth
e

r 
in

fo
rm

a
tio

n
 on these sta

te
s. 

In
d

ia
n

a
, 

O
hio, 

and New 
Y

ork o
p

e
ra

te
 under general 

s
ta

te
 m

e
rit system

. 
In

 each case th
e

 ro
u

tin
e

 scre
e

n
in

g
 o

f p
ro

sp
e

ctive
 em

ployees 
is

 perform
ed 

by th
e

 c
iv

il se
rvice

 agency. 
The p

rim
a

ry m
ethod o

f ra
n

kin
g

 candidates 
is

 a
 w

ritte
n

 te
s

t o
f general 

in
fo

rm
a

tio
n

. 
A

t le
a

s
t in

 New 
Y

ork and O
hio 

th
e

re
 is

 an o
ra

l p
o

rtio
n

 to
 th

is
 te

s
t w

hich is
 concerned w

ith
 "hum

an 
re

la
tio

n
s". 

D
u

rin
g

 th
e

 o
ra

l p
o

rtio
n

 o
f th

e
 te

s
t, 

an in
te

rvie
w

e
r m

ay 
spend fiv

e
 o

r te
n

 m
inutes "chew

ing 
th

e
 fa

t" w
ith

 an a
p

p
lica

n
t, 

a
cco

rd
in

g
 

to
 a

 New 
Y

ork 
personnel o

ffic
ia

l. 
P

ersons w
ho 

pass th
e

 te
s

t a
re

 p
la

ce
d

 
on a

 lis
t o

f e
lig

ib
le

s
, 

from
 w

hich in
s

titu
tio

n
a

l personnel m
ake th

e
ir 

se
le

ctio
n

, 
o

fte
n

 from
 th

e
 fiv

e
 to

p
 sco

re
rs. 

T
h

is is
 som

etim
es th

e
 o

n
ly 

in
s

titu
tio

n
a

l in
p

u
t in

to
 th

e
 personnel 

se
le

ctio
n

 process. 
New 

Y
ork 

re
p

o
rte

d
 u

su
a

lly h
o

ld
in

g
 no personal in

te
rvie

w
s w

ith
 those w

ho 
pass th

e
 

p
re

lim
in

a
ry te

s
t because o

f th
e

 m
assive am

ount o
f h

irin
g

 w
hich is

 done a
 

year--som
e 

400 to
 500 co

rre
ctio

n
a

l 
o

ffic
e

rs
. 

B
ecause o

f th
e

 lo
w

 pay, 
is

o
la

te
d

 



M
ethods 

and E
ffe

ctive
n

e
ss o

f S
creening 

C
o

rre
ctio

n
a

l 
O

ffic
e

r C
andidates fo

r 
E

n
o

tio
n

a
l/P

sych
o

lo
g

ica
l 

F
itn

e
ss 

*K
ey -- 

E
A

-em
ploym

ent 
a

p
p

lica
tio

n
; 

W
E

-w
ritten 

exam
ination; 

P
I-personal 

in
te

rvie
w

; 
M

E
-m

edical 
exam

ination; 
BC

-bac kground check; 
S

C
I-screening 

com
m

ittee in
te

rvie
w

; 
T

S
-tria

l 
se

rvice
 

-1 0- 

EA,W
E,PI 

,M
E,BC 

V
ery E

ffe
c

tiv
e

 

C
olo, 

C
onn. 

D
el . 

D.C. 
F

la
. 

Haw. 
Idaho 
I
ll.

 
In

d
. 

Iow
a 

Kan . 
KY 
La. 
Ma i

 ne 
Md . 
M

ass. 
M

iss. 
Mo . 
M

ont. 
N

eb. 
N

ev. 
N. H. 
N

.J. 
N

.Y. 
N .C. 
N

.D
. 

O
hio 

O
kla. 

O
re. 

Pa. 
R

.I. 
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U
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V
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W
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W
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M

i sc. 
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u

si nq o
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l in
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w
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E

A
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E
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E
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N
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c
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c
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c
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N
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c
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E
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N
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c
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E
ffe

c
tiv

e
 

E
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c
tiv

e
 

N
ot V
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E
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V
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E
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c
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E
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ctive
 

E
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c
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E
ffe
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E
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c
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E
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c
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E
ffe

c
tiv

e
 

E
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c
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N
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c
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E
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N
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E
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c
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E
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c
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V
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c
tiv

e
 

N
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E
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E
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c
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E
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c
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E
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V
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E
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E
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N
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c
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N
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N
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N
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c
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E
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c
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e

 
E
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c
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E
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c
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E

ffe
c
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locations, and high turn-over 
rates, 

Indiana and O
hio o

fficials indicated 
th

at any "w
arm

 body" passing the te
st w

ould lik
ely

 be 
hired. 

The o
fficials 

w
ith whom

 
we 

spoke characterized these system
s as to

tally
 ineffective 

fo
r screening out em

otional ly
 unsui ted candidates. 

P
ennsylvania sim

ilarly
 relies upon 

a state civ
il service agency to

 
produce a pool 

of 
qua1 if ied appl i cants fo

r em
ploym

ent in correctional 
in

stitu
tio

n
s. 

The corrections departm
ent be1 ieves th

at civ
il serv

ice's 
effo

rts have been effectiv
e in el im

inating p
o

ten
tially

 u
n

fit applicants. 
T

hese do not include the use of 
any psychological 

test. 
In the judgm

ent 
of 

responsible o
fficials, guidelines on 

em
ploym

ent testin
g

*
 prom

ulgated by 
the E

qual 
Em

ploym
ent O

pportunity C
om

ission 
(EEO

C) effectiv
ely

 i nval id
ate 

such tests since none 
have been 

properly validated 
fo

r the correctional 
o

fficer position. 

Q
uestion 2. 

T
his item

 w
as 

designed 
to e

lic
it inform

ation about how 
state correctional 

agencies define fitn
ess. 

Personnel 
d

irecto
rs w

ere 
asked w

hether there w
as 

a w
ritten policy statem

ent o
r regulation re- 

garding psychological 
fitn

ess. 
C

opies of 
such m

aterials w
ere requested. 

E
iyht states (A

rkansas, 
I1 1 in

o
is, K

ansas, M
ississippi, 

N
d

rth
 C

arolina, 
R

hode 
Island, T

ennessee and W
est V

irginia) claim
ed to

 have such docum
ents, 

b
u

t only N
orth C

arolina furnished additional 
inform

ation.29/ 
A

fter stip
u

latin
g

 
th

at "all applicants should be screened by 
a licensed p

sy
ch

iatrist o
r 

clin
ical psychologist, 

o
r by 

a te
st procedure properly adm

inistered," the 
m

aterial 
goes on 

to
 recom

end rejection fo
r the follow

ing causes (excerpted): 

a. 
psychosis; 

b. 
psychoneuroses w

hich caused h
o

sp
italizatio

n
, prolonged 

professional 
care, repeated loss of 

tim
e from

 norm
al 

pursuits o
r repeated behavior w

hich 
im

paired w
ork o

r 
school 

efficiency; 

c. 
personal i ty

 o
r character disorders evidenced by 

frequent 
encounters w

ith
 law

 enforcem
ent, overt hom

osexuality 
or other form

s of 
sexually deviant practice of 

a 
bizarre nature, 

alcoholism
 o

r drug addiction. 

Q
uestion 3. 

T
his question asked states w

hich 
try

 to
 screen applicants 

fo
r em

otional o
r psychological 

fitn
ess to

 identify the m
ethod(s) or technique(s1 

relied
 upon. 

W
ith the exception of 

M
aryland, w

hich apparently relies upon 
only a m

edical 
exam

ination, the states a
ll use m

ore than one diagnostic to
o

l. 

The em
ploym

ent appl ication and personal 
interview

s w
ere the m

ost 
frequently cited

 aid
s, each being m

entioned by 
38 respondents. 

O
thers, 

in
 

order of 
frequency, w

ith
 the num

bers 
of 

m
entions, 

included: 
m

edical 
exam

in- 
ation--25; 

w
ritten exam

ination--16; 
background 

(including pol ice) check--8; 
screening com

m
ittee 

interview
--6; 

and tria
l service (probationary em

ploy- 
m

ent)--2. 



Q
u

e
stio

n
 4. 

In
 th

is
 ite

m
 agencies w

ere asked to
 nam

e any te
s

ts
 

th
e

y use, 
As 

a
n

ticip
a

te
d

, 
o

n
ly $hg 16 sta

te
s re

p
o

rtin
g

 use o
f a

 w
ritte

n
 

exam
 responded to

 th
is

 q.uesti on. 3OJ 

F
ive

 sta
te

s re
p

o
rte

d
 use o

f th
e

 M
innesota M

u
ltip

h
a

sic P
e

rso
n

a
lity 

In
ve

n
to

ry. 
D

elaw
are, 

N
o

rth
 D

akota, 
and R

hode Is
la

n
d

 a
p

p
a

re
n

tly ad- 
m

in
is

te
r th

e
 te

s
t b

e
fo

re
 m

aking a
 h

irin
g

 d
e

cisio
n

. 
A

rkansas 
g

ive
s 

th
e

 te
s

t a
fte

r a
p

p
lica

n
ts a

re
 em

ployed, 
New Jersey u

tiliz
e

s
 M

M
PI 

(and o
th

e
r te

s
ts

) w
hen 

th
e

 ro
u

tin
e

 psychol o
g

ica
l 

in
te

rvie
w

 in
d

ica
te

s 
a

 need fo
r a

d
d

itio
n

a
l 

in
q

u
iry. 

O
klahom

a 
is

 th
e

 o
n

ly o
th

e
r s

ta
te

 
u

sin
g

 a
 te

s
t w

hich co
u

ld
 be 

id
e

n
tifie

d
 as designed to

 g
ive

 an in
d

i- 
c

a
tio

n
 o

f em
otional 

o
r p

sych
o

lo
g

ica
l fitn

e
s

s
. 

I
t
 a

d
m

in
iste

rs th
e

 
C

a
tte

ll (lor 16 P
ersonal i

 ty
 F

a
cto

rs T
e

st to
 new

 em
ployees 

d
u

rin
g

 tra
in

in
g

. 

A
lthough th

e
 o

th
e

r 10 sta
te

s used a
 v

a
rie

ty
 o

f term
s and nam

es 
fo

r th
e

ir te
sts, 

i
 t appears 

th
a

t th
e

y a
re

 th
e

 general 
in

fo
rm

a
ti on 

type. 
E

xcept fo
r th

re
e

 sta
te

s, 
w

hich c
a

lle
d

 th
e

ir te
s

ts
 "C

o
rre

ctio
n

a
l 

O
ffic

e
rs

 E
xam

ination," 
it

 w
as 

n
o

t p
o

ssib
le

 to
 judge 

th
e

 jo
b

 re
la

te
d

- 
ness o

f these te
sts. 

Q
u

e
stio

n
 5. 

T
h

is ite
m

 asked personnel d
ire

c
to

rs
 to

 su
b

je
ctive

ly e
va

lu
a

te
 th

e
 

e
ffe

ctive
n

e
ss o

f any scre
e

n
in

g
 th

e
y do a

t p
re

se
n

t. 
A

re u
n

fit ca
n

d
id

a
te

s 
id

e
n

tifie
d

?
 

In
 30 

sta
te

s (65 ~
e

rce
n

.t) o
f th

e
 re

s
~

o
n

d
in

a
 .iu

risd
ictio

n
s p

re
se

n
t 

scre
e

n
in

g
 p

ra
ctice

s w
ere 

term
ed "e

ffe
c

tiv
e

" . 
F

our a
d

d
itio

n
a

l 
sta

te
s-- 

A
rizona, 

M
aine, 

N
o

rth
 D

akota, 
and R

hode 
Isla

n
d

-- 
d

e
scrib

e
d

 th
e

irs
 as 

"ve
ry 

' 

e
ffe

ctive
". 

In
 th

e
 o

th
e

r 12 sta
te

s scre
e

n
in

g
 is

 "n
o

t ve
ry e

ffe
ctive

". 

The fo
u

r 
"ve

ry e
ffe

ctive
" 

sta
te

s a
re

 a
lik

e
 in

 th
a

t each uses a
 

personal 
in

te
rvie

w
 and th

e
 em

ploym
ent a

p
p

lic
a

tio
n

 as 
scre

e
n

in
g

 to
o

ls. 
M

aine a
lso

 u
tiliz

e
s

 an in
te

rvie
w

 w
ith

 a
 fiv

e
 m

em
ber scre

e
n

in
g

 com
m

ittee w
hich 

in
clu

d
e

s a
 p

sych
o

lo
g

ist. 
In

 A
rizona, 

th
e

 a
p

p
lica

n
t a1 so undergoes 

"stru
c- 

tu
re

d
 o

ra
l boards". 

N
o

rth
 D

akota and R
hode Isla

n
d

 use tw
o a

d
d

itio
n

a
l tech- 

niques in
 screening, 

th
e

 m
edical 

exam
ination and w

ritte
n

 te
sts. 

The 
M

innesota M
u

ltip
h

a
sic P

e
rso

n
a

lfty In
ve

n
to

ry is
 used by b

o
th

 sta
te

s. 
A

nother 
te

st, 
c

a
lle

d
 th

e
 "C

o
rre

ctio
n

a
l O

ffic
e

r" te
s

t is
 g

ive
n

 in
 R

hode Isla
n

d
 

w
hi le

 N
o

rth
 D

akota a
lso

 a
d

m
in

iste
rs th

e
 "E

dw
ards 

P
e

rso
n

a
l. P

reference 
S

chedule and th
e

 "S
h

ip
le

y" 
exam

ination. 

C
om

parative a
n

a
lysis o

f th
e

 "ve
ry e

ffe
c

tiv
e

" and "n
o

t ve
ry 

e
ffe

ctive
" 

s
ta

te
 p

ra
ctice

s produced no c
le

a
r d

iffe
re

n
ce

s w
hich w

ould h
e

lp
 

th
e

 "n
o

ts" 
upgrade th

e
ir perform

ance. 
E

xclu
d

in
g

 In
d

ia
n

a
, 

New 
Y

ork, 
and O

hio 
(w

hich do n
o

t screen fo
r 

em
otional fitn

e
s

s
), 

th
e

 n
in

e
 o

th
e

r sta
te

s w
ith

 
in

e
ffe

ctive
 

scre
e

n
in

g
 em

ploy s
u

b
s

ta
n

tia
lly

 th
e

 sam
e 

techniques 
and com

binations 
as 

th
e

ir m
ore su

cce
ssfu

l s
is

te
r sta

te
s: 

a
ll n

in
e

 use b
o

th
 em

ploym
ent a

p
p

li- 
ca

tio
n

s and personal 
in

te
rvie

w
s, 

fiv
e

 use m
edical exam

inations 
and fo

u
r 

use w
ritte

n
 exam

inations. 
O

ne 
p

o
ssib

le
 d

iffe
re

n
ce

 is
 th

a
t of 

th
e

 fo
u

r 
sta

te
s u

sin
g

 w
ritte

n
 exam

inations, 
none appears 

to
 be designed to

 surface 
issu

e
s of 

em
otional o

r p
sych

o
lo

g
ica

l fitn
e

ss. 
(In

 V
erm

ont's 
"C

o
rre

ctio
n

a
l 

O
ffice

r" 
exam

 o
f 100 m

u
ltip

le
 ch

o
ice

 q
u

e
stio

n
s, 

10 p
e

rce
n

t of 
th

e
 ite

m
s 

i
 nvq

l ve 
"psychol o

g
ica

l 
in

fe
re

n
ce

s". 
H

ow
ever, 

V
erm

ont 
"w

i 11 n
o

t a
tte

m
p

t to
 

determ
ine p

sych
o

lo
g

ica
l fitn

e
s

s
 w

ith
 w

ritte
n

 te
s

ts
 u

n
ti 1

 rig
o

ro
u

s re
se

a
rch

 
based upon co

n
cu

rre
n

t and p
re

d
ic

tiv
e

 v
a

lid
ity

 in
 conform

ance 
w

ith
 EEOC 

G
uide1 in

e
s proves d

e
fin

itiv
e

 fo
r a

p
p

ro
p

ria
te

 appl i
 ca

tio
n

" .) 



A
lso, 

no 
u

n
ifo

rm
 p

a
tte

rn
 w

as 
d

isce
rn

ib
le

 as 
re

g
a

rd
s th

e
 sta

te
s 

w
hich w

ere sim
p

ly "e
ffe

ctive
." 

'Q
u

e
stio

n
 6. 

S
ta

te
s w

ere asked to
 in

d
ic

a
te

 th
e

 num
ber, 

o
r p

e
r- 

centage, 
of 

a
p

p
lica

n
ts re

je
c

te
d

 in
 th

e
 la

s
t tw

o ye
a

rs because of 
doubts re

g
a

rd
in

g
 em

otional o
r p

sych
o

lo
g

ica
l 

fitn
e

ss. 
F

ifte
e

n
 sta

te
s 

w
ere unable to

 m
ake e

stim
a

te
s and th

e
 e

stim
a

te
s o

f th
e

 o
th

e
r sta

te
s 

ranged from
 a

 lo
w

 o
f 0%

 to
 a

 h
ig

h
 o

f 75%
. 

(A few
 

sta
te

s re
p

o
rte

d
 

th
e

ir re
je

c
tio

n
 experience n

u
m

e
rica

lly, 
b

u
t th

e
 d

a
ta

 is
 n

o
t va

lu
a

b
le

 
sin

ce
 in

fo
rm

a
tio

n
 about to

ta
l a

p
p

lica
n

ts w
as 

n
o

t su
p

p
lie

d
.) 

C
on- 

sequently, 
we 

judged th
e

 d
a

ta
 to

 be u
n

re
lia

b
le

 to
 a

 su
b

sta
n

tia
l 

de- 
gree. 

S
e

t fo
rth

 below
, 

as a
 m

a
tte

r o
f in

te
re

s
t o

n
ly, 

fs th
e

 re
p

o
rte

d
 

d
a

ta
 fo

r 
th

e
 sta

te
s e

stim
a

tin
g

 th
e

ir re
je

c
tio

n
 e

xp
e

rie
n

ce
 by p

e
r- 

cen tages : 

P
e

rce
n

t R
e

je
cte

d
 on 

IIF
i tn

e
ssN

 G
rounds 

N
um

ber o
f S

ta
te

s 

O - 
15 p

e
rce

n
t 

15 

16 - 
30 p

e
rce

n
t 

6 

31 - 45 
p

e
rce

n
t 

2
 

40 - 60 p
e

rce
n

t 
1

 

61 - 75 
p

e
rce

n
t 

1
 

IV
. 

R
e

ca
p

itu
la

tio
n

 and R
e

fle
ctio

n
s 

As 
can be seen, 

a1 1
 b

u
t fo

u
r o

f th
e

 46 
responding s

ta
te

 agencies 
cla

im
 to

 te
s

t o
r screen p

e
rsp

e
ctive

 em
ployees to

 id
e

n
tify

 those 
em

otional ly
 o

r p
sych

o
lo

g
ica

l ly
 u

n
fit fo

r co
rre

ctio
n

a
l o

ffic
e

r w
ork. 

H
ow

ever, 
o

n
ly e

ig
h

t o
f 

these ju
ris

d
ic

tio
n

s
 claim

ed to
 have w

ritte
n

 
p

o
l ic

y
 statem

ents o
r re

g
u

la
tio

n
s re

g
a

rd
in

g
 p

sych
o

lo
g

ica
l fitn

e
s

s
. 

The m
ethods m

ost o
fte

n
 m

entioned to
 id

e
n

tify
 p

sych
o

lo
g

ica
l 

fitn
e

s
s

 
w

ere m
edical exam

inations, 
w

ri tte
n

 te
s

ts
 , background checks, 

scre
e

n
in

g
 

com
m

ittee in
te

rvie
w

s, 
and tria

l (o
r p

ro
b

a
tio

n
a

ry) se
rvice

. 
The 

w
ritte

n
 te

s
ts

 re
p

o
rte

d
ly used by 16 agencies w

ere fo
r 

th
e

 m
ost p

a
rt 

of 
th

e
 general 

in
fo

rm
a

tio
n

 type. 
We 

found 
30 sta

te
s fe

lt th
a

t 
th

e
ir procedures w

ere 
"e

ffe
ctive

," 
12 sta

te
s fe

lt th
a

t th
e

ir p
ro

- 
cedures w

ere 
"n

o
t ve

ry e
ffe

ctive
," 

and 4 
sta

te
s fe

lt th
a

t 
th

e
ir procedures w

ere 
"ve

ry e
ffe

ctive
." 

H
ow

ever, 
we 

co
u

ld
 n

o
t d

is
- 

ce
rn

 any p
a

tte
rn

s to
 account 

fo
r 

th
e

 d
iffe

re
n

ce
s in

 re
p

o
rte

d
 e

f- 
fe

ctive
n

e
ss. 

The percentage o
f 

a
p

p
lica

n
ts re

je
cte

d
 on grounds 

of 
p

sych
o

lo
g

ica
l unsui ta

b
il i
 ty

 ranged fro
m

 0%
 to

 75%
 w

ith
 

a
p

p
ro

xim
a

te
ly a fo

u
rth

 
of 

th
e

 responses 
in

 th
e

 1-15%
 raqne. 

The Zim
bardo T

heory 

The 
fo

re
g

o
in

g
 d

iscu
ssio

n
 has co

n
ce

n
tra

te
d

 on th
e

 em
ployee 

se
le

ctio
n

 p
ra

ctice
s o

f co
rre

ctio
n

a
l agencies. 

New 
p

ra
ctice

s m
ay 



w
ell, over tim

e, 
change the m

ake-up of 
the correctional w

orkforce 
and, 

hence, 
of 

corrections itse
lf. 

It is
 necessary, 

how
ever, 

to
 

point out th
at there are those w

ho 
be1 ieve th

at the focus of at- 
tention should be 

on 
the in

stitu
tio

n
 itse

lf rath
er than on 

its
 

personnel. 
A recent study perform

ed 
a

t S
tanford U

niversity by 
P

rofessor P
hilip Z

im
bardo supports the theory th

at an 
inherently 

sad
istic and abusive prison environm

ent, not the d
ifferen

t per- 
sonal itie

s w
orking w

ithin its
 confines, 

produces 
an

ti -social 
reactions. 

The negative anti-soci a1 
reactions observed 

w
ere not the product of 

an 
environm

ent created 
by 

com
bining a collection of 

deviant person- 
a

litie
s, b

u
t rath

er, the resu
lt of 

an 
in

trin
- 

sically
 pathological 

situ
atio

n
 w

hich could 
d

isto
rt and 

rechannel 
the behavior of 

essen- 
tia

l ly
 norm

al 
individuals. 

The abnorm
al i ty here 

resided in the psychological 
nature of 

the 
situ

atio
n

 and not in those who 
passed 

through 
it. 

3lJ 

O
ther R

eform
 M

odels 

S
ince the physical 

stru
ctu

re of 
the prison is unlikely to undergo 

any im
m

ediate o
r d

rastic change, m
any 

of 
those interested in prison reform

 
have devoted 

th
eir atten

tio
n

 to the social forces affecting the in
stitu

tio
n

al 
envirm

m
ent. 

W
enk 

and M
oos 

in th
eir studies supoest th

at the 
concept of the prison as a com

plex social stru
ctu

re is often overlooked. 
"L

ife in these to
tal 

in
stitu

tio
n

s, including behavior show
n by 

inm
ates and 

sta
ff, is, as elsew

here, 
a jo

in
t function of both 

personality facto
rs of 

the individual 
and th

eir interaction w
ith the environm

ent." 
W

hile less 
sw

eeping and severe in
 th

eir conclusions about the nature of =
g
 prison 

environm
ent than Z

im
bardo, both D

avid Fogel 
w

ith his 
"ju

stice m
odel " of 

reh
ab

ilitatio
n

 and John C
onrad w

ith his 
"citizenship m

odel " o
ffer a1 terna- 

tiv
es to the present prison system

. 
T

heir concepts stress the im
portance of 

the correctional o
fficer because m

odernization of 
the prison environm

ent 
is

 in
trin

sically
 involved w

ith the upgrading of 
prison personnel. 

The 
correctional o

fficer is a central actor in 
th

is dram
a. 

He 
can be brushed off as a brutal 

N
eanderthal 

type or he 
can be 

en
listed

 as an 
agent 

of 
change and find a new 

dignity fo
r him

self. 
We 

can no 
longer afford the fu

tility
 of 

polari- 
zation. 331 

' 
-
 

In 
the past, 

the functions of 
the lin

e o
fficer w

ere clearly
 outlined. 

"A
ll 

he 
needed w

as 
a club, o

r steel tipped cane, a rifle
 o

r a w
hip to adm

in- 
ister a lock-step, 

silen
t system

 of prison behavior m
anagem

ent." 
&

/ 
B

asi- 
cally

, his job w
as 

and continues to
 be 

one 
of 

custody and security. 
I

t 
seem

s clear th
at the o

fficers role requires reevaluation 
and h

is function 
and d

u
ties restructuring before the correctional o

fficer position can 
attract applicants w

ith sk
ills th

at m
ake 

them
 candidates fo

r integration 
in

to
 the reh

ab
ilitativ

e process:-&
' 

B
roadened responsibility fo

r the 
correctional o

fficer w
i 11 give him

 greater statu
s, perhaps d

ig
n

ity
, and 



m
ore pay -- a

ll im
p

o
rta

n
t fe

a
tu

re
s 

in
 a

ttra
c

tin
g

 b
e

tte
r ca

n
d

id
a

te
s, 

th
u

s 
p

e
rm

ittin
g

 b
e

tte
r se

le
ctio

n
s. 

(W
e 

have assum
ed, 

o
f course, 

th
a

t th
e

re
 

is
 som

e 
kin

d
 o

f ch
o

ice
 to

 be m
ade. 

W
ith

o
u

t th
e

 a
b

ility
 to

 choose, 
th

e
 

re
fin

e
m

e
n

ts and in
n

o
va

tio
n

s in
 personnel 

te
ch

n
o

lo
g

y a
re

 o
f n

e
g

lig
ib

le
 

value. 
I
f
 th

e
re

 a
re

 o
n

ly 25 a
p

p
lica

n
ts and 30 p

o
sitio

n
s m

ust be fille
d

, 
even th

e
 b

e
st scre

e
n

in
g

 m
ethods w

ill n
o

t h
e

lp
 to

 upgrade th
e

 s
ta

ff.) 
The p

re
se

n
t m

ilita
ry

 m
ode1 fo

r 
o

rg
a

n
izin

g
 in

s
titu

tio
n

a
l w

orkers, 
w

ith
 

its
 re

la
te

d
 re

g
im

e
n

ta
tio

n
, 

o
ffe

rs
 little

 m
o

tiva
tio

n
 and alm

ost no 
m

o
b

ility
 fo

r th
e

 co
rre

ctio
n

a
l o

ffic
e

r. 
T

h
is fa

c
to

r fu
rth

e
r lim

its
 

th
e

 ch
o

ice
 o

f co
rre

ctio
n

a
l o

ffic
e

r candidates. 

O
nce th

e
 fu

n
ctio

n
a

l 
re

q
u

i rem
ents o

f th
e

 new
 co

rre
ctio

n
a

l o
ffic

e
r 

p
o

s
itio

n
 a

re
 d

e
fin

e
d

, 
th

e
 personal qua1 i

 tie
s

 and re
q

u
is

ite
 s

k
i 11 s 

needed fo
r e

ffe
c

tiv
e

 perform
ance can be id

e
n

tifie
d

 and m
easured, 

and 
th

e
 d

o
lla

r va
lu

e
 o

f those co
n

sid
e

ra
tio

n
s 

assessed in
 th

e
 m

arketplace. 

W
hen 

such ro
le

 and a
n

c
illa

ry
 changes. have been m

ade, 
one m

ay 
expect 

th
a

t th
e

 ca
n

d
id

a
te

 pool w
i 1'1 

be b'oth m
ore num

erous and ski1
 le

d
 

than a
t present. 

T
h

is w
ould cre

a
te

 a
 fe

rtile
 co

n
d

itio
n

 fo
r th

e
 ap- 

p
lic

a
tio

n
 o

f im
proved personnel 

se
le

ctio
n

 procedures. 
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