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ABSTRACT

Washington State Patrol Trooper Cadets serve in a
number of positions, a number of locations across the
state and for varying lengths of time before they are
selected to attend the academy. The purpose of the
present research was to determine whether these
factors were related to subsequent academy performance
and job performance.

To that end, 255 cadets hired between 1979 and 1985
were studied. The results indicated that only pre-
academy assignment duration was significantly
correlated with academy completion and academy
performance. Implications for further research and

departmental policy are discussed.
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CHAPTER I

Introduction

The Washington State Patrol has made it a
priority to maximize the job performance of persons it
selects and trains to be its officers. For this to
occur, the agency desired to explore the relationships
between the level of Troopers’ performance and their
personal characteristics as job candidates, their
initial job assignments in the Patrol, and their
performance in the Academy. By learning what factors
are associated with high degrees of performance as
Troopers, the department wished to optimize personnel
selection, training and placement.

For example, if a certain level of college
education were found to be related to a high level of
performance, then applicants with that level of
education would be considered as likely candidates for
hiring. In another example, if certain pre-academy
job placements consistently produced Troopers who
perform at high levels, other pre-acadeﬁy jobs could

be designed similarly.



This study was designed to identify some of the
factors which are associated with performance, whether
the factofs are drawn from candidates’ backgrounds,
their pre-hiring test scores or pre-academy job

placements.

Construction of the study

The general order of the study was to consult the
literature to determine how police performance has
traditionally been measured, and to identify factors
which may be predictive of such performance.

Next, the context of Washington State Patrol
officer selection, placement and training was analyzed
in light of the insights gained in the literature
review. Measures and predictors of performance were
identified within the Patrol. These predictors and
measures were collected and analyzed to yield the

results which follow later in the study.

Literature Review

Performance Measures
Academy scores serve as the most commonly used
indicator of job performance in the police literature
(Gruber, 1986). Several studies show an association

of job performance with academy scores. Lefkowitz



(1977) indicated that there were significant
associations between police academy training scores
and later job performance. Cohen and Chaiken (1972)
stated that academy scores are among the strongest
measures of performance. Spielberger, Ward and
Spaulding (1979) stated that academy scores are one of
the best measures of police performance. In a review
of the police literature, Kleiman and Gordon (1986)
suggested that while job performance and academy test
results are not directly related, the relationship
between academy and job performance is moderated by
personality variables of conformity and intelligence.
The authors also stated that two studies (Cohen and
Chaiken, 1972; McKinney, 1973) have established
relationships between academy scores and job
performance.

Probationary ratings also have been used as a
measure of police performance. Cohen and Chaiken
(1972), Gruber (1986) and Spielberger, Ward and
Spaulding (1979), found probationary ratings to be
important indicators of job performance.

Spielberger, Ward and Spaulding (1979), while finding
probationary ratings a good measure of performance,
noted that such ratings often are subjective and

arbitrary, and the raters’ opinions are low in
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reliability. While acknowledging the potential wvalue
of probationary rating data, the feasibility of
collecting valid data has been questioned by Cohen

(1973) and Gruber (1986).

Predictors of performance

Researchers héve for some time attempted to
logically relate biographical data with performance in
the field (Holmes, 1942; Cohen, 1973; Cohen & Chaiken,
1972; Colarelli & Siegel, 1964; Draille & Baybrook,
1985; Fabricatore, 1979; Furcron, 1973; Gruber, 1986;
Inwald & Shusman, 1984; Levy, 1967; Malouff & Schutte,
1986; Merian, Stefan, Schoenfeld & Kobos, 1980;
Poland, 1978; Sparling, 1975; Spielberger, Spaulding,
Jolley & Ward, 1979; and Spielberger, Ward &
Spaulding, 1979). However, while a number of
background predictors have been identified and
operationalized, Poland indicated that there is no
single selection model that yields a consistently
strong correlation between selection factors and
ultimate job performance.

While no single set of predictors for successful
job performance has been identified, research has
centered on the logical relationship between

background factors affecting selection, recruit



training scores, and ultimately, job performance
(Levy, 1967; Malouff & Schutte, 1986; Pugh, 1985;
Lefkowitz, 1977; Spielberger et al. 1979a, 1979b).

Each biographical factor stated in the literature
is disputed by at least one other study. For example,
age and education were found by Cohen and Chaiken
(1972) to correlate with performance, and age at time
of employment was also cited in a negative sense by
Levy (1967) as associated with police failure.
However, age was not found to be a predictor of
performance by Malouff and Schutte (1986); and Spiel-
berger, Ward and Spaulding (1979) found age to be an
inconsistent predictor of performance. Similarly,
Sparling (1975) found education to be an inconsistent
predictor of police performance. |

épielberger, Ward and Spaulding (1979) found that
length and type of prior military service were linked
to performance. These authors also found that marital
status, number of dependents, highest prior salary,
previous employment, traffic violations and birthplace
were inconsistent predictors of performance. On the
other hand, Cohen and Chaiken (1972) found that
military service and marital status, including number
of dependents, were not connected with performance.

Levy’s (1967) study of police failures linked



terminations to a greater degree of education, a
greater number of marriages, citations for vehicle
code and other violations, and a general pattern of
impulsivity and mobility. Malouff and Schutter(1986)
and Cohen and Chaiken (1972) confirmed most of Levy’s
conclusions; they did not confirm the relationship of
petty violations and performance.

Civil service exam results were found to be
positively correlated with successful job performance
by Lefkowitz (1977). Cohen and Chaiken (1972),
hoWever, found that civil service exam results were
not related to performance. Pugh (1985) indicated
that situational tests relying on the officer
candidate’s verbal expressiveness are better
performance predictors after the recruit has had two
years of line police experience. After four-and-a-half
years, skills measured at recruitment did not predict
job performance. Fabricatore (1979) indicated that
some sets of critical performance indicators are
available by means of situational testing. Gruber
(1986) found.a correlation of job performance with
scores on a police applicant test, but indicated that
the predictive validity study was not generalizable

beyond the Calgary (Alberta) Police Department.



Psychological tests such és the Minnesota
Multiphasic Personality Inventory (MMPI) and the
California Personélity Inventory (CPI) have commonly
been used by police agencies in the selection process
(Inwald & Shusman, 1984; Kleiman & Gordon, 1986;
Colarelli & Siegel, 1964; Draille & Baybrook, 1985;
Merian et al., 1980; Speilberger et al.; 1986). Some
minor correlations have been discovered by Inwald and
Shusman (1984) between psychological test results and
performance. Colarelli and Siegel k1964) found that
psychological testing served to identify. the very good
and very poor performers, but had less meaning for
average performers. Merian et al. (1980) suggested a
link between a group of MMPI indices and performance,
but also stated that the most parsimonious explanation
of current results simply is that they are subject to
chance. In a replication of the preceding study,
Draille and Baybrook found that there was no
consistent relationship between the MMPI indices and
performance. Cohen and Chaiken (1972) failed to
correlate psychological history with performance.
Spielberger, Ward and Spaulding (1979) found that
psychological testing showed no differént profile for

police officers than for the general population.



The Washington State Patrol context

In many respects, the Washington State Patrol is
similar to agencies which previously have been
studied. While the primary focus of the agency is to
enforce traffic laws, members of the Patrol are vested
with full police authority. Departmental basic
training standards exceed the minimum requirements of
other police agencies in the state. Internal
departmental standards require extended training in
areas of traffic law enforcement, to ensure a high
degree of expertise in this field. Officers of the
State Patrol may be called upon, and expected to act
proficiently, in the field of criminal law as well as

traffic law.

Background factors of Patrol Officers
While no single set of predictors emerged from

the literature, the Patrol remained concerned with its
cadet program, that it provide the best possible pre-
academy placement to maximize the performance
potential of the future troopers. To examine its role
as predictive of future success, the‘cadet period was
broken into three variables: Duration of assignment;
location of assignment; and job type. These three

variables were then examined in light of the success



criteria.

Since, as noted above, no single set of clearly
identified predictors of succeés has emerged from
previous research, (Poland, 1978; Lefkowitz, 1977),
most predictors evaluated in the earlier literature
were not considered in the present study. Some
background factors, including ége at time of
employment, education, prior military service, and
written and oral examination scores were collected,
and summaries of these data are presented in the
appendix and included as supplementary.

A unique feature of the Washingtoﬁ State Patrol’s
system of hiring potential troopers involves placing
them in non-line related functions prior to academy
attendance. Each candidate is placed in one of four
areas: communications, commercial vehicle
enforcement, operations or miscellaneous headquarters
assignments (including providing security for the
Governor’s mansion).

The duration of these pre-academy assignments
varies with the length of time between academy
classes, and with the academy selection process.
Cadets are assigned, as needed, to various locations
around the state, ranging from rural to metropolitan

areas. In summary, the assignments vary in terms of
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function performed, duration and location.

Measuring performance in the WSP

Consistent with Meadows’ (1987) findings,
performance in the Washington State Patrol Academy is
measured as an overall mean for core curriculum test
scores. Core curriculum classes are defined as areas
of high liability, areas where mandatory certification
is required to perform in the field, and those which
are absolutely basic to ability to perform the job of
trooper. Passage of all core classes is required for
graduation from the academy.

At the most rudimentary level, academy success
was measured as either graduation or failure. While
it is understood that persons may fail to finish the
acadeny for a variety of reasons, some of which are
unrelated to their suitability as officers, selected
candidates were not graduated and placed on the
street. Regardless of the reason for failure, the
department has shown interest in identifying
predictors for potential academy non-finishers.

After the academy, performance is gauged by other
means. Officers in the Patrol are rated through their
probationary period (and beyond) for both promotion

potential and job performance. Four distinct systems
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are in place to collect promotional and job
performance data.

The first system is a series of annual
performance appraisals. These appraisals are
conducted by the offiéer's immediate supervisor
subjectively. Results from this appraisal have no
effect on promotability (by law).

The second system consists of biannual promotion
potential ratings. These ratings are established
through a "forced choice" evaluation system. The
officer’s immediate supervisor selects phrases which
he believes most closely describe his subordinate, not
knowing the weightings of the phrases. The phrases
were drawn from critical incidents describing
behaviors of effective supervisory officers.

The third and fourth systems, which are not well
known in the Patrol, are supervisors’ confidential
promotion potential and job performance ratings, to
which the employee. does not have access. -Each of
these ratings consists of a single scale describing
the supervisor’s impressions of each subordinate’s
performance and promotability. These scales were
established in order to provide validation for the

first two systems.



Scope of Study

The purpose of this study was to determine
whether the nature of the pre-academy assignment is

related to officers’ subsequent performance.

12



CHAPTER II

Methodology

Subijects

The subjects were the 255 cadets who entered the
Washington State Patrol Academy during the period from
November, 1982 to January, 1987. Each of the seven
academy sessions during that time lasted approximately

17 weeks.

Collection Methods

The following data were collected for all
subjects: 1location, duration and type of pre-academy
assignment; academny test scores; and confidential job
performance ratings. The data were available from
several sources, including the department’s personnel
computer database, paper personnel files, academy
training records (both automated and paper-based) and
the department’s industrial psychologist.

The predictor variables also were placed into
groups. Assignment location was coded by Patrol
District, of which there are eight across the state.

Job type was coded into four categories:

13
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Communications, commercial vehicle enforcement,
operations, and headquarters assignments. Assignment
duration was coded into six categories: Less than one
month, one to six months, six to 12 months, 12 to 24
months, 24 to 36 months, and more than 36 months.

The criterion variables of academy completion,
academy performance and confidential job performance
ratings were derived as follows:

Academy completioh was determined from personnel
records which showed that the cadet entered the
académy, but had no completion date. These non-
finishers were verified with academy records.

Those who finished the academy were classified as
having finished above or below the median academy
grade point average. Test scores were obtained from
the academy in paper form.

Confidential job performance ratings were
recorded by the supervisor concurrently with the
promotion potential evaluation process. For the
purpose of this study, job performance ratings were
taken one year following academy graduation. For each
subordinate, the supervisor selected one of five
ratings (exceptional, competent/dependable,
acceptable, limited, or low caliber) from a single-

item scale. While the confidential job performance
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ratings are not behaviorally anchored, as recommended
by Lefkowitz (1977), and are highly subjective, they
have the advantage of confidentiality. To ensure
confidentiality of the sensitive data, the records’
custodian entered the scores into the database
personally, made a copy of the computer file for his
records, and then erased the names from the file to be
analyzed.

The data were analyzed using SPSS PC+ statistical
software. Results of the analyses are presented in

Chapter IIT and the Appendix.



CHAPTER IIT

Results

This chapter focuses separately on each of the
criterion variables. Academy completion was first
treated dichotomously, as either passage or failure.
As those who failed to complete the academy no longer
have job performance potential as officers in the
Washington State Patrol, their data were not
considered further. Those completing the academy were
divided by grade point averages into groups above and
below the median.

Each of the predictor variables was
crosstabulated with each of the criterion variables,
and chi square tests of independence were applied to
each combination of predictor and criterion. An
overview of each of the chi square test results is

presented in Table 1.

16



Table 1

Table of Analyses Performed and Outcomes

12

Criterion Predictor n atf P
Academy Completion (Pass/Fail)
Duration 249 20.08 5 .0012
Job Type 204 1.90 3 .5927
Location 223 10.81 7 .2121
Academy GPA (Above/Below Median GPA)
Duration 217 15.06 5 .0101
Job Type 185 1.93 3 .5875
Location 200 13.49 7 .0958
Confidential Job Performance
Duration 87 17.12 15 .3116
Jab Type 75 11.89 9 .2194
Location 83 18.72 24 .7667




18

Academy Completion Criterion

When academy completion was crosstabulated
against the number of months spent in pre-academy
placement, 32 (12.9%) of the 249 cadets did not finish
the academy, while 217 (87.1%) graduated. Six records
contained missing values for either of the two
variables, and were not included in the calculations.
Table 2 presents the crosstabulation ;f these two
variables. The significant (p = 0.0012) chi square
statistic suggests that there is a higher likelihood
of academy completion when duration in the cadet
program is longer than one month. The modal category
(46.6 percent) of academy failures had less than one
month’s tenure in the cadet position prior to entering
the academy. More than 68 percent of those failing to
graduate had less than six months as a cadet prior to
entering the academy. Pearson’s correlation
coefficient was also calculated, and supports the
claim of association between pre-academy assignment
duration and academy completion (r = .17, p < .01).

Crosstabulation of job type by academy completion
(see Table 3) did not reveal a significant association
of academy completion with job type (%2 = 1.90, df =

3, p>.05).



Table 2

Crosstabulation of Academy Completion

by Number of Months as Cadet

Did Not
Duration Finish Finished
Under 1 Month 13 27
1 to 6 Months 9 54
6 to 12 Months 4 54
12 to 24 Months 3 31
24 to 36 Months 1 39
Over 36 Months 2 12

%2 = 20.08, df = 5, p = .0012.



Table 3

Crosstabulation of Academy Completion

by Pre-Academy Job Type

Did Not
Job Type Finish Finished
Communications 3 53
Truck Enforcement 5 35
Operations 3 34
Headquarters 8 63

%2 = 1.90, df = 3, p = .5927.



21
Table 4 shows the crosstabulation of job location
and academy completion. These data do not suggest
that job location was associated with academy

completion (%2 = 10.81, df = 8, p = .21).
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Table 4
Crosstabulation of Academy Completion

by Pre-Academy Assignment Location

Did Not
District Finish Finished
1 0 9
2 3 25
3 0 16
4 1 27
5 6 17
6 1 10
7 2 20
8 1 11
Headquarters 9 65

22 = 10.82, df = 8, p = .2121.
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Academy Grade Point Average

Academy grade point averages of the 217 cadets
who successfully completed the academy were divided at
the median. Table 5 shows the relationship of job
duration and grade point average. The data suggest
that the likelihood for success was greater for those
with more than two years of pre-academy cadet work (xz
= 15.06, df = 5, p = .0101). This relationship was
also supported by Pearson’s correlation coefficient,
which was calculated with the variables ungrouped (r =
.32, p < .001).

When academy grade point averages were considered
as a function of the type of job held (Table 6), there
was no apparent relationship (X2 = 1.93, df = 3, p =
.59).

Similarly, the relationship of academy grade
point average and the job location (Table 7), revealed
no evidence of a statistical association (%2 = 13.49,

df = 8, p = .10).
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Table 5

Academy Grade Point Average with Duration of Cadet

Assignment

Academy Grade Point Average

Duration Above Median Below Median
Under 1 Month 12 15
1 to 6 Months 20 34
6 to 12 Month 24 30
12 to 24 Months 15 | 16
24 to 36 Months 28 11
Over 36 Months 9 3

n = 217, X% = 15.06, df = 5, p = .0101.



Table 6

Academy Grade Point Average by Pre-Academy Job Type

Academy Grade Point Average

Job Type Above Median Below Median
Communications 26 27
Truck Enforcement 14 21
Operations 18 16
Headquarters 34 29

%2 = 1.93, df = 3, p = .5875.



Table 7

Acadenmy Grade Point Average

by Pre-Academy Assignment Location

Academy Grade Point Average

District Above Median Below Median
1 3 6
2 10 15
3 5 11
4 12 15
5 11 6
6 9 1
7 9 11
8 5 6
Headquarters 36 29

22 = 13.50, 4df = 8, p = .0958.
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Confidential Job Performance Ratings

The remainder of the statistical tests used the
confidential job performance ratings as the criterion
variable. Subjects were grouped into one of five job
performance categories (exceptional,
competent/dependable, acceptable, limited, or low
caliber) by their supervisor at the end of their first
year out of the academy. The distribution of this
criterion was crosstabulated against the distributions
of each of the predictor variables. Chi-square
statistics were calculated to determine if the
predictors were associated with this criterion.

As displayed in Table 8, with pre-academy
placement duration as a predictor variable, the data
showed no significant relationship between
confidential rating categories and duration of pre-
academy assignment (12 = 17.12, df = 15, p = .3116).

Neither job location (X2 = 18.72, df = 24, p =
.77) nor type of job (X% = 11.89, df = 9, p = .22) was
significantly associated with confidential job
performance rating categories. These results, as
displayed in Tables 9 and 10, failed to show an
association between confidential job performance

ratings and either job location or job type.



Table 8

28

Confidential Ratings with Pre-Academy Assigrnment Duration

Confidential Performance Rating

Duration Exceptional Campetent  Acceptable Limited
Under 1 Month 4 4 3 0
1 to 6 Months 10 9 4 1
6 to 12 Months 5 15 2 0
12 to 24 Months 3 5 2 1
24 to 36 Months 7 6 1 1
Over 36 Months 4 0 o 0

%2 = 17.12, df = 15, p = .3116.



Table 9

29

Confidential Ratings with Pre-Academy Assigmment Job Type

Confidential Performance Rating

Job Type Exceptional Competent  Acceptable Limited
Communications 10 10 2 1
Truck Enforcement 10 3 3 0]
Operations 3 10 1 1
Headquarters 5 12 3 1

Xz = 11.89, df = 9, p = .2194.



Table 10

30

Confidential Ratings with Pre—Academv Assigmment Iocation

Confidential Performance Rating

District Exceptional Campetent  Acceptable Limited
1 3 1 0 1
2 2 4 3 0
3 4 3 2 1
4 6 7 1 0
5 3 3 1 0
6 2 1 0 0
7 4 3 2 0
8 1 3 V 0 0
Headquarters 5 13 3 1

A¢ = 18.72, df = 24, p = .7667.
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Criteria Association
Just as none of the crosstabulations of

predictors with confidential performance ratings
yielded significant results, the association of
academy grade point average, as a dichotomous (above
and below the median) variable and confidential
performance results yielded a non-significant (%2 =
1.35, df = 5, p = .72) chi square statistic. Thus,
there is no evidence present to link the two criterion

variables statistically.



CHAPTER IV

Discussion

The duration of cadet assignment, as expected,
was statistically associated with both academy
completion and academy grade performance; indicating
that this factor is indeed predictive of academy
completion and academy success. These results are
consistent with anecdotal observations within the
agency, that cadets hired "off the street" to go
immediately to the academy do not fare as well as
those who have had benefit of the cadet program for a
longer duration. There are at least two possible
explanations for this relationship.

The first explanation may simply be a matter of
exposure to, and experience with, departmental
procedures and the criminal justice system. According
to this explanation, cadets who have spent more time
in the field prior to academy selection have more
extensive working knowledge of the subjects taught at
the academy. Further research is needed to determine
the knowledge level brought to the agency at hiring,

at academy placement, and at academy completion.

32
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Another explanation is that the Washington State
Patrol is a highly traditional organization, which in
the past has stressed identification with its
traditions as values the members "should" share.

These traditions often take the form of unwritten
norms that are passed to new members by individual
contact.

Each cadet is assigned a coach, who is
responsible for teaching the cadet about the agency’s
procedures, policies and standards. The coach also
passes on the social norms of the organization.

During their tenure prior to the academy, cadets
determine if these norms are consistent with their
personal values. If so, they may continue to the
academy and succeed. If the cadet finds that his/her
personal values are incongruent with the norms of the
department, he or she may elect to leave the agency
prior to academy selection.

If the duration of cadet assignment is less than
necessary for the person to make this evaluation, then
that person may be selected to the academy before
he/she is aware that he/she is not properly matched to
the employer. When at the academy, extreme stress
conditions are imposed which further exacerbate the

incongruence between the cadet’s values and the
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departmental norms. Finding this incongruence, the
cadet quits, is dismissed, or simply does not perform
at the same level as the cadets who have been
socialized in the agency. |

Further research is needed to identify the role
of the cadet’s values prior to selection, and to
identify and define the department’s norms.

Regardless of the research that follows, the
department would be well advised to continue to place
cadets in the field for»a duration of at least one
month, in order to maximize academy performance.

With no significant relationships identified
between academy success and type or location of cadet
job, placement prior to the academy aoes not appear to
be associated with increased academy performance.

As none of the predictors were associated with
confidential job performance ratings, this raises the
question of the relationship between academy success
and later job performance. There may be possible
implications in designing academy curricula which more
closely relate to job performance dimensions. Another
possible avenue is to examine the relevance of job
performance rating scales, and possibly design more

appropriate or meaningful measurements.
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Clearly, further‘research is necessary in order
to determine relationships between job performance and
placement factors. A limited discussion of other

contextual factors is presented in the Appendix.
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Introduction

While the main text examined the relationships
between pre—academy placement factors and performance
indices (academy success and confidential job
performance ratings), additional predictor variables
were collected for the same subjects. The purpose of
the appendix is to display relationships between these
additional predictor variables and the performance
indices.

The additional predictof variables were drawn
from examples found in the literature. These examples
focused on police applicants’ biographical data which
appeared to be related to performance.

The variables which were considered are presented
in Table A-1. Table A-1 shows the identity of the
variable; the type of variable (predictor or
criterion); the research which cited the variable as a
predictor or criterion variable; and whether the

prediction was positive or negative in direction.
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Table A-1

Resultant Variables

Variables Type2 Prior study indicating use
Age at time of employment Cohen and Chaiken (1972)1
Levy (1967)2

Cohen and Chaiken (1972)1
Ievy (1967)2

Sparling (1975)3
Spielberger, Ward and
Spaulding (1979)1
Malouff and Schutte (1986)2
Cohen and Chaiken (1972)2
Lefkowitz (1977)1

Gruber (1986)1

Pugh (1985)1

Gruber (1986)1
Fabricatore (1979)1
Spielberger, Ward and
Spaulding (1979)
Iefkowitz (1977)

Gruber (1986)

Cohen and Chaiken (1972)
Cohen (1973)

Spielberger, Ward and
Spaulding (1979)
Lefkowitz (1977)
McKinney (1973)

Education

'y v W %W W O

Military service

Written exam score

Oral exam score

o 9 v w9 v W oo

Academy performance

Confidential job ratings

QO 0 000

Qo

aType of variable: P = predictor; C = criterion.

lIndicates the variable had positive effect on criterion.
2Indicates the variable had negative effect on criterion.
3Indicates the variable had both positive and negative effect on
criterion.



Methodology

The subjects studied in this portion are the same
255 cadets as in the main text. Data collection for
these variables occurred simultaneously with the

collection efforts for variables in the main study.

Predictor variables

Three of the predictor variables centered on
prior military service. These variables included the
branch of service, where those who had served were
grouped into the four major service branches (Army,
Navy, Marines and Air Force). The length of prior
military service was collected and grouped into
categories of under two years, two to five years, five
to ten years, 10 to 15 years, and over 15 years.
Military rank achieved was grouped into nine
categories, from E-2 (lowest rank recorded) to
Lieutenant Colonel.

Selection exam scores were another set of
variables. These scores were collected from each
cadet’s written exam, physical agility test, oral
board exam, memory retention test, writing skills test
and personal reference test. The subjects were placed

into one of five groups for each of these variables.
42 '
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The groups were divided considering the overall mean
of each variable, and the number of standard
deviations above or below the mean.

Each subject’s level of education was also
collected, and subjects were grouped into five
categories: 12 years, more than 12 and up to 14
years, more than 14 and up to 16 years, more than 16
and up to 18 years, and more than 18 years.

The age of each subject when he/she was hired was
also considered. Age was categorized into five
groups: Twenty-one years old or less; more than 21
and up to 25 years old; more than 25 and up to 30
years old; more than 30 and up to 35 years old; and
more than 35 years old.

Each of these predictors was analyzed with regard

to each of the four criteria mentioned earlier.

Criterion variables

The criterion variables (academy completion
pass/fail, academy grade point average and

confidential job performance ratings) are the same as
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discussed in the main text. In summary, the criteria
to be considered as indices of performance are:
Academy completion (pass/fail); academy grade point
average (grouped dichotomously around the median);

and confidential job performance ratings.



Results

Each of the predictors was crosstabﬁlated against
each of the criteria. The results are ordered by what
criterion was specified. To conserve space, only the
significant relationships are reported in the text and

tables.

Academy Completion (Pass/Fail)

The age of the candidate at hiring was the first
significant predictor of academy completion. For 251
subjects, those over 30 years old tended to not finish
the academy at the same rate as their counterparts who
were hired at a younger age (x2 = 11.01, 4f = 4, p =
.0263). Table A-2 depicts this relationship. Four of
the 10 cells had an expected frequency of less than 5,
poésibiy diminishing the importance of the chi square
statistic. This relationship is also supported by the

Pearson correlation coefficient (r = -.21, p < .001).
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Table A-2

Crosstabulation of Academy Completion

by Age at Hiring

Did Not

Age Finish Finished
Under 21 0 2
21 to 24 12 133
25 to 29 12 66
30 to 34 6 13
35 and Over 2 5
X2 = 11.01, 4f = 4, p = .0263.
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Education also had a significant association with
academy completion (see Table A-3) (%2 = 57.86, df =
4, p < .0001). Those with 13 to 14 years of education
were lease likely to complete the academy. Cadets
with 12 years'of education showed the greatest degree
of completion. Again, however, 5 of the 10 cells had
an expected frequency of less than 5, and this may
have contributed to the large value of the chi square
statistic. This relationship was supported by
Pearson’s correlation coefficient (r = -.23, p <

.001).



Table A-3

Crosstabulation of Academy Completion by Education

Did Not
Education Finish Finished
12 Years 13 170
13, 14 Years 10 3
15, 16 Years 7 27
17, 18 Years 5 19
Over 18 Years 1 0

n = 255, 42 = 57.86, df = 4, p = .0000.
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Sixty-two cadets served in the military prior to
selection to the Patrol. The particular branch that
the subject served in appeared to be related to
academy completion (%2 = 9.53, df = 3, p = .0229): it
appears that the Army produced the highest proportion
of academy graduates, and the Marine Corps, the
smallest proportion. Four of the 8 cells had expected
frequencies of less than 5. These results are

presented in Table A-4.



Table A-4

Crosstabulation of Academy Completion by Military

Branch

Did Not
Branch Finish Finished
Army 2 26
Navy 1 4
Marines 8 11
Air Force 1 9

n=62, %22 =9.53, df = 3, p = .0229.
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None of the other background variables were
significantly associated with academy completion (p >

.05).

Academy Grade Point Average (Above/Below Median
Groups)

The subjects’ education levels appeared to be
reflected in the academy grade point average (X% =
9.12, df = 3, p = .0276). Those with 15 or more years
of education were more likely to have grade point
averages above the median than were those with less
education. Two of the 10 cells had expected
frequencies of less than 5. The results are shown in
Table A-5. Education was also moderately correlated

to academy grade point average (r = .21, p < .001).



Table A-5

Acadenmy Class Grade Point Average

with Cadet Education level

Academy Grade Point Average

Education Above Median Below Median
12 Years 77 93
13, 14 Years . 1 2
15, 16 Years 16 11
17, 18 Years 15 4
Over 18 Years 0 0

n =219, %2 = 9.12, df = 3, p = .0276.
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The next significant predictor of academy success
(above or below the median) are the written skills
test score (xz = 14.56, df = 4, p = .0057). Those
whose written skills test scores were one or more
standard deviations above the mean, were more likely
to finish the academy in the top half than those with
lower test scores. Two of 10 cells have expected
frequencies of less than 5. The results are shown in

Table A-6. These data were also moderately correlated

(r = .36, p < .001).



Table A-6

Academy Grade Point Average

with Written Skills Test Scores

Test Score

Academy Grade Point Average

Above Median

Below Median

Oover 2z below mean
2z to 1z below mean
Within 1z of mean

1z to 2z above mean

Over 2z above mean

13

39

22

23

33

n = 157, %2 = 14.56,

af

4,

Q:

.0057.
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None of the other background factors were

significantly related to academy success (p > .05).

Continuous Variable Correlations

When the subjects’ education (number of months,
ungrouped) was correlated with the criterion of
academy grade point average (ungrouped), the subjects’
academy grade point averages were positively
correlated to the subjects’ years of education (r =
.2105, p < .001).

The written skills test scores (ungrouped) were
correlated positively with the ungrouped academy grade

point averages (r = .3629, p < .001).

Confidential Job Performance Ratings

None of the background factors produced
significant results when crosstabulated with
confidential job performance ratings as the criterion

variable.



Discussion

While all of the crosstabulations listed in this
appendix contain expected cell frequencies of less
than 5, there are at least two predictors arising from
these variables which appear to be related to academy
success.

These predictors, prior education and the written
skills test score, were significantly associated with
academy completion and academy success, as categorized
as above or below the median. These associations also
were significant when correlated as continuous
variables.

As in the main text, it was interesting to note
that none of the predictors showed a significant
relationship with the confidential job performance

rating criterion. This bears further research.
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