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FOREWORD

The U.S. Army Research Institute (ARI) evaluated an Army recruiter selec-
tion program: An experimental battery was daveloped in 1985 as one possible
tool for identifying successful recruiters. This research provides informa-
tion about predictors of recruiter success that have been of interest to the
U.S. Army Recrulting Command (USAREC) for a number of years. In particular,
the results of this evaluation of previously developed recruiter selection
scales emphesize the lack of utility for any recruiter selection testing
program in light of the curiont avzilability of soldiers feor recruiting duty.

ARI's participation in this cooperative effort is part of an on-going
research program designed to enhance the quality of Army personnel. This work
is an e:sential part of the mission of ARI’s Manpover and Personnel Policy
Research Group (MPPRG) to conduct research to improve the Army’s capability to
erfectively and e.ficiently recruit its personnel. This research was under-
taken in 1987 under a Memorandum of Understanding between USAREC and AR1
(31 July 1987), with completion in fall 1988. Results reported here were
briefed to the Deputy Commander (East) and other Command Staff of USAREC on
21 November 1988.
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EDGAR M. JOHNSON
Technical Director




EVAIUATION OF AN ARMY RECRUITER SELECTION PROGRAM

EXEQUTIVE SUMMARY

Recruitment:

Effective selection of recruiters is essential to the success of the
recruitment function. T meet this cobjective, the Recruiter Selection
Battery-Experimental (RSB-X) was developed as one potential aid in the pre-
diction of recruiter success. The RSB-X, along with other measures, was
administered in 1985 to a sample of 417 recruiters during the Army Recruiter
Course at Fort Benjamin Harrison. The purposes of this research were to (1)
create a data base with both RSB-X elements and performance indexes for the
recruiter sampie and (2) assess the relationships among RSB-X elements and
recruiter performance.

Procedure:

Performance and personal characteristics data were collected from USAREC
data bases. This data collection resulted in the following irndexes of re-
cruiter performance for 1986 and 1987: +total recruits signed (Total Achieve-
ment), total performance agairst individual mission (Totai Production), total
recruits who dropped ocut of the Delayed Entry Program (Total DEP Loss),
achievement against key recruiter categories (Key Achievement), performance
against mission in key categories (Key Production), and DEP loss in key cace-
gories (Key DEP loss). Awards data for 1986 and 1987 were collected for cur-
rently active recruiters, as was the current active/inactive USAREC assignment
status of all recruiters in the sample. The relationships among RSB-X ele-
ments and these criteria were then assessed.

Findings:

The overall ability of the RSB-X elements to predict perfermcnce was
generally weak. Personality camponents showed very few signifizant, sub-
stantive, or replicable relationships with the performance indexes. Back-
grourd da'a gathered in the RSB-X were not generally predictive cf either
performance or assigmment status, although a few relationships allowed for a
tentative profile of the productive and active recruiter.

Utilizatioun of Findings:

The results of this research provide valuable information on the re-
cruiter selection proccss. A data base of both perfonmance and RSB-X elements
now exists from which additional analyses can be generated to assess the
effe~tiveness of modifications to RSB-X items for predicting recruiter per-
tormance. Personality components of the RSB-X have not been demonstrated to

vii




be useful predictors of performence or temure in the Recruiting Conmand.
Attention may be focused on the use of biographical data if corditions change
ard the recruiter job assignment becames more coveted. Although the results
do not warrant using existing vackground measures for selecting recruiters,
they do provide insights for future inventories that co:ld focus more on task

experience and thus be better able to assess the demonstration of behaviors
relevant to recruiting.
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EVAIUATION OF AN ARMY RECRUTTER SELECTION PROGRAM

Introduction

The performance of recruiters has always been essential to meeting
the manpower requirements of the Army. With the termination of the draft,
the role of the recruiter has became particularly important. Essential to
the success of the recruiting function is effective selection, training,
and motivatian of recruiters.

To meet the objectives of effective selection, an experimental
selection battery, the Recruiter Selection Battery - Experimental (RSB-X)
was developed as a potential aid in the identification of Army personnel
with characteristics predictive of effective recruiting performance. This
battery, along with other nrasures of recruiter characteristics, was
administered to a set of 417 recruiters who entered the Army Recruiting
Course (ARC) at Fort Benjamnin Harrison, Indiana, during the months of May and
June of 1985. The overall cbjective of the present project was to assess
the effectiveness of using elements of the RSB-X database to predict
recruiter performance. This report describes the results of the secord
phase of the project., The second phase had the following ocbjectives:

1. To create a database with RSB-X and performance elemerts for the
recruiter sample; and

2. To assess the relationship between the RSB-X elements and
recruiter performance.

An overview of the development of the RSB-X is provided in a
previous research report of this series (Weiss, 1988) and a more camplete
overview of past attempts to select recruiters in the Armed Forces is
provided by Russell and Borman (1987). Consequently, an historical
summary of the work leading to this phase of the project will not be
included. Interested readers are referred to those reports.

Predictors
Recruiter Selection Battery - Experimental (RSB-X)

The abjective of this project was to examine the extent that the
elements of the RSB-X correlated with recruiter performance. The RSB-X
is camprised of the following four camponents:

1. Descriptive Statement List = A list of 100 statements about what
a person does, thinks, or feels. People are asked to decide if each
statement is true or false for them;




2. Adjective Checklist = A list of 95 adjectives for which the
respandent is asked to indicate if each adjective is or is not
descriptive of him or her;

3. Most Descriptive Adjective Checklist - A list of 45 pairs of
traits for which the respondent is asked to indicate the most descriptive
trait; amd

4. Background Questionnaire - A total of 137 questions concerning
things a person may have done or experienced in the past. The person
filling out the questiomnaire is asked to select the most appropriate
choice for each question.

The first three camponents of the RSB-X are camposed of subscales of
the following traditional perscnality scales:

1. Personmality Research Form (PRF) (Jackson, 1967);

2. California Psychological Inventory (CPI) (Gough, 1969);

3. Differential Personality Questionnaire (DPQ) (Telegen, 1976);
4. Self-Description Inventory (SDI) (Ghiselli, 1954); and

5. Sales Effectiveness Scale (Dunnette, 1976).

The subscales used in the RSB-X are listed in Figure 1. Each of the full
measures is briefly described below.

SDI CPI
Intelligence Daminance
Supervisory Qualities Sociability
Initiative Social Presence
Self-Assurance Socialization
Perceived Occupational Level Achievement via
Decision Making Ability Conformance
Sociametric Popularity Good Impression
Perceived Maturity

DEO FRF

Social Closeness Exhibition
Hard Work Order
Authoritarianism

Impuls iveness

Fiqure 1. Personality subscales




Personality Research Form. The Personality Research Form (PRF) is a
self-report measure of 22 personality traits relevant to the functioning
of individuals in a wide variety of situaticons. The dimensional structure
was chosen based Gii vork dore by Murray (1938). The RSB-X uses only two
of “he PRF scales: E)dlibiumamo:der The PRF test mamual reports
internal ocansistency reliabilities of .94 for both scales. However, those
reliabilities were derived using the full 20 items intended to measure
each scale. Sirce the RSB-X uses anly 3 items for Exhibition and 3 items
for Order the reliabilities for the actual scales would be samewhat lower.

California Psychological Inventory. The California Psychological
Inventory (CPI) is a self-report measure that yields scores for 15
personality traits and three "test taking" scores. The scoring was
originally developed by the "contrasted group" method wherely those
individuals identified as being either high or low on particular traits
were contrasted by their responses to particular items. The RSB-X uses 6
of the 15 CPI scales.

Differential Personality Questionnaire (DPQ). The DPQ was developed
by Auke Telegen at the University of Minnesota. The version used in the
RSB~X is an early form developed in 1976. A slight revision is now
available and called the Multidimensional Personality Questionnaire. The
DRQ is a factorially developed self-report measure of dimensions of the
"self-view domain of persorality." The scales of the DPQ allow for the
assessment of 11 primary dimensions of personality and three higher order
traits. Although most of the research using the DPQ has investigated
issues suwrraunding the higher order traits, the RSB-X contains only 4
dimensions of the 11 contained in the full DFQ and therefore the primary
traits cannot be scored.

Self-Descriptive Inventory (SDI). The SDI is a forced choice
adjective checklist designed to assess basic imdividual differences and
related vocational interests in normal people. The full SDI assesses 22
traits, 11 are personal, 6 are vocational, and 5 are administrative. The
RSB-X purports to measure 8 of the 22 scales. However, it does so by
choosing adjectives that are part of a scale but does not pair them with
the same adjectlves they were paired with in the SDI. Consequently, the
original SDI scales cannot be scored. However, & separate scoring system
was developed for the SDI adjectives presented in the RSB-X and this was
included in the analyses.

Sales Effectiveness Scale. The Sales Effectiveness Scale, although

included in the RSB-X, was not analyzed for this project. The reason for
this was an inability to obtain appropriate scoring procedures. The scale
is used infrequently and attempts to cbtain scoring procedures frowu
previous users were unsuccessful.




The persanality indices were used as predictors in three ways.
First, the indices were scored as suggested in the mamials of the tests.
This ismemoststxaightfozwardarﬂvallduseof the predictors as it
correspards to the way the tests were developed and intended to be used.
Secard, the tiaditionally soored indices were reduced by a principle
camponents analysis. This procedure yielded three camponents:

1. Social Relations - A factor that contained the Sociability,
Achievement Via Oonformance, Good Impression, ard Socialization dimensions
of the CPI aid the Social Closeness dimension of the DPQ. It appears to
assess a factor related to the interest of recruiters in maintaining good
social relations and their need for affiliation;

2. Authority - A factor that contains the Dominance scale of the
CPI, the Arthoritarianism scale of the DPQ, and the Exhibition Scale of
the PRF. It &ppears to assess a need to maintain authority; and

3. Order - A factor that contains the Order scale of the PRF, the
Hard Work scale of the DRQ, the Impulsiveness scale of the DRQ, and the
Social Presence scale of the CPI (the latter two with negative loadings).

The third scoring system examined in this research followed that
developed by Borman, Russell, and Skilling (1987) (Referred to as Borman
scoring hereafter). In the original research (Borman, Hough, & Dunnette;
1976), their scales were created based on the ability to predict Navy
recouiter periomance. Ninc scales were dovelonad.  Ficht of the scales
onstimted two versions of four dimensions: Sales Skills, Human
Relations Skills, Overall Performance, and Organization Skills. The first
versian of each dimension was derived by scoring items in the Descriptive
Statement List. The second version was derived by scoring items in the
Adjective Chacklist. In addition, a ninth scale was developed by scoring
items in the Most Descriptive Adjective list.

Backaround Data

The fourth component of the RSB~X is a Backgrourd Questionnaire
consisting of 137 items. These items focus on such aspects of personal
history as age at time of marriage, receipt of letters of cammendation,
current age, number of dependents, habbiles and outside activities,
parents' attitudes and behaviors, etc. Conventional bio-data inventories
omtain both abjective, verifiable questions about work and life
experience amd nore subjective, nonverifiablez questions about attitudes
and values. Although, the Background Questionnaire of the RSB-X cantains
both types of items, the RSB-X does have a "perscnality" tenor by
including more value and attitude items. Typical of this type of item are
the following RSB~X items: (a) "In the ocourse of a week, which of the
following gives you the greatest satisfaction?" (choices follow), (b)
"which of these characteristics bothers ymu most in people you meet?"
(choices follow), and (c) "Would your choice of an ideal job be one
which:" (choloces follow).




The background data were analyzed by examining the zero—-order
correlations (where items could be logically scored as contimuous) or chi-
squares (where choices were not contimuimus) of the items with their
performance criteria.

oOther Predictors

In addition to predictors from the RSB-X (the focus of this
research), other available data on each recruiter were examined for
predictive utility. Specifically, on entering the ARC new recruiters
capleted the vocabulary portion of the Tests For Adult Basic Education
(TABE) and the Computerized Adaptive Screening Test (CAST). In addition,
the performance scores of the recruiters attending the ARC were available
for use as predictors of subsequent performance.

Criteria

Performance

Monthly performance records were abtained for the members of the
research sample. These records cantained the following information: 1)
the number of recruits signed by each recruiter in each of 18 mission
categories, 2) the monthly mission statements for each category, and 3)

recruiter. Fram this data, six performance irdices were created:

1. Total Achievement - The total muber of recruits signed in all
categories;

2. Total Production - The total mmber of recruits signed adjusted
for mission (Achievement mirmis mission):

3. Total DEP loss - The number of people dropped from the Delayed
Emtry pool for that recruiter that month across all categories;

4. Key Achievement - The total number of recruits signed in the
four key mission categories of QMA, SMA, GFA, SFA;

5. Key Production - The total mumber of recruits signed in the four
key categories adjusted for the missions of those categories; ard

6. Key DEP loss - The mumber of pecple dropped fram the Delayed
Entry pool for that recruiter for that month across key performance
categories.

In order to examine the effectiveness of the elements of the RSB-X
for predicting recruiter performance, two 12-month aggregates (one for
1986 and one for 1987) were formed fram tliese indices and used as criteria
in this research. The use of an aggregate, consisting of performance from




January through December of 1986, seemed natural given the timing of
attendance at the ARC ard the nature of the Transitional Training ard
Evaluation (TT&E) program in effect during 1985. As indicated earlier,
our sample of vecruiters attended the ARC during May and June of 1985. At
that time, after attending the school, recruiters were placed in the TT&E
program for nine months and given their first real mission at their sixth
month. This meant that all of the recruiters in the sample had a mission
in Jamiary of 1986 and thereafter.

Two yearly aggregates were studied for a mmber of reasons. First,
it was felt that a second year would allow for the assessiment of
replicability for any results found for the first year. Second, research
suggests that personality may be a better predictor of later rather than
earlier performance on the job and thus it was possible that the RSB-X
might predict 1987 performance better than 1986 performance.

Finally, Key Achievement and Key Productivity were operaticnalized
and examined based on the policy interpretations of the USAREC Director of
Recruiting Operations and Chief of Staff (at the time of the conduct of
the project) that performance against these two key mission categories
would best represent recruiter success (See Weiss, 1987).

le 1 concains the reliabilities of the performance indices. These
are coefficient alpha reliability estimates using monthly data as the
individual scale items. It is readily apparent that all reliabilities are
cuite hich, indicating the relative stability of performance (high average i
monthly inter—correlations) in each year. Further indicatians of the —]
relative stability of performance can be found in the year to year
correlations of the performance indices. These correlations, shown in
Table 2, rarge fram a low of r = .34 toa high of r = .77. It is
apparent that the highest stability is in the most straightforward
criterion, the simpie number of recruits signed. Both achievement indices
showed high stability. The lowest stability was found for the mission
adjusted index of performance in key categories.

Table 1

Performance Reliabilities

1986 1987
Variables Total Key Total Key
Achievement .96 .91 .97 .92
Production .87 .77 .87 .79

DEP Loss .81 .73 .88 .84




Table 2
Performance Stability

Variable Total ¥ey
Achievement .77 .69
Production .46 .34
DEP 1oss .44 .45
Awards

Awards records were also available for currently active recruiters.
Three awards criteria were used: awards given in 1986, awards given in
1987, and the total mmber of awards received at the time of the research
project.

Current Status

A final criterion was current status as a recruiter. This iy
analogous to a turnover measure. However, as very few people leave the
camard voluntarily, the measure is essentially one of involuntary
turnover.

Results

Examining the relationships among the RSB-X scales and background
items on the one hand and the various criteria available on the other
produces a vast amount ¢f data., These results are organized around the
relevant predictors. That is, the personality scales in their various
formats are considered first. This is followed by the background data and
the additional predictors. In all cases, zero—order correlations are
reported {irst. Examining large muders of zero-crder correlations to
find significant relationships is a practice that can lead to
inappropriate carxlusions beczuse of the heavy capitalization on chance.
For example, if a set of 100 correlations were tested for significance
using the traditional p < .05 criterion, five of those correlations would
be found to be significant by chance alune. This problem will increase
if one-tailed rather than two-tailed tests are employed, as is generally
the case if no a priori predictions about the direction of an association
can be made. In order to avoid playing into the hands of chance,
particular attention was paid to those scales or items that showed
replicability either across criteria or acrcss years or both.




Personality

Table 3 shows the relationships among the 1986 performance criteria
and each of the 12 personality scales of the RSB~X for which standaind
scaling could be done. It is readily apparent that these scales do nxt
predict performance. Of 72 correlaticns, only seven were statistically
significant at the p < .05 level. The highest correlation was only r =
.14 ad no orderly pattern of replication is found among the significant.
relationships.

Table 3
1986 Personality/Performance Correlations

Total Key

Personality Ach., Prod. DEP Ach. Prod. DEP
Exhibition .04 .08 .14% .05 .10« .0S
Order .10 .07 .01 .07 .06 .02
Daminance .08 L12% 05 .09 L2 .10
Sociability .08 =-.04 .01 .04 -.04 .03
Gocial Presence .01 .01 .06 .04 .05 .03
Socialization .00 .01 -.03 -.02 -.02 .00
Achievement -.03 .C2 .03 -.02 .03 .06
Good Impression -.04 =-.02 =-.02 -.11* -,04 .02
Social Closeness .00 .04 .04 .00 .05 .05
Hard work .G35 GG .00 .05 .07 .03
Authoritarianism .05 «11% .08 .08 .14* .05
Impulsiveness -.06 -.03 .00 ~-.02 =-.05 -.05
* p < .05

Note: A high test score represents more of that trait or diwension.




Table 4
1987 Personality/Performance Correlaticns

Total Yey
Exhibition -.02 .07 -.03 -.05 =.02 =.01
Order .03  -.04 .05 .00 =.07 .01
Daminance .06 .08 .06 .02 .02 .06
Sociability .06 =-.03 .04 -.01 ~.12¢ .09
Social Presence -.01 -.04 .03 .05 .02 .06
Socialization -.13% =10 .01 ~.19% «.17% .02
4 Achievement -.06 ~-.04 .04 -.10 -.09 .04
Good Impressicn -.09 =-.07 -.03 -.12% -.09 ~-.04
Social Closeness -.08 =-.05 .03 -.12% -.13% 04
Hard Work .00 .00 .01 -.01 .04 .01
Authoritarianism .02 .02 .05 .03 .04 .02
Tmpulsiveness .02 .06 .01 .05 .10 .03

* p < .05

Note: A high test score represents more of that trait or dimension.

Table 5 contains the relationships among the three personality
factors (See Appendix B for factor loadings) and the performance criteria
for 1986 and 1987. It is clear that the factors do not predict
performance with any greater efficiency than do their camponent scales.
Four significant correlations out of 36 were found, none above r = -.17,
and again no discernable pattern emerges.

Table 6 reports the relationships among the Borman factors and the
various criteria for both 1986 and 1987 and Table 7 shows the
correspording dat: for 1987 performance indices. For 1986, not a single

Borman factor corielates with performance at a level of statistical
significance greater than p < .05. For 1987, only ane correlation reaches
significance.




Table 5

1986-1587 Personality Factors/Performance Correlaticns

Factor
Social Relations

Authority
Imulsiveness

Social Relations
Authority
Impulsiveness

* p< .05

Table 6

-.05
.09
.05

=-.10
.04
.02

'OO
.15%
.05

-.09
007
.01

1986

Key

Prod,
.01

3%
.04

.08

1986 Perscnality/Performance Correlatioiis-Borman Scoring

Variable

Sales 1
Sales 2

Organization 1
Crganizatian 2
Overall 1
Overall 2

Human Relations 1
Human Relations 2
Most Descriptive
Adjective

* p< .05

Ach

.01
.03
.04

n
TV

.02
.07
.00
.02
.06

Total

.08 .08
.01 .03
.06 .06
.01 .02
.08 .09
.09 .08
.05 .07
.03 .02
.05 .06

.01
'03
.03

= N1
s\/A

.02
.07
.00
.02
.07

Prod. DEP Ach. Prod. DEP

ey

.08 .07
.01 .03
.06 .07
.01 .02
.08 .09
.09 .08
.05 .07
.03 .62
.06 .03

<00
.10
.03

.03
l04
.06




Table 7

1987 Perscnality/Performance Correlations-Borman Scoring

1987
Total Key

variable Ach. Prod. DEP Ach. Prod. DEP
Sales 1 -,02 .05 .01 -.01 .03 .03
Sales 2 .04 .05 =.05 -.02 =-,04 -.01
Organization 1 -.01 =-.04 .02 -.06 =-.10 .01
Organization 2 -.07 -~.01 =-.05 -,06 .01 -,08
Overall 1 .02 .03 .01 -.01 .01 .05
mll 2 001 -03 -003 -01 ‘00 -002
Human Relations 1 =-.01 .00 -.01 .00 .06 .02
Human Relations 2 .0C .03 ~-,06 -.01 -,01 -.02
Most Descriptive .11 .14*% .04 .09 .09 .03
Adjective

*p < ,05

A secord criterion examined was awards received. It was expected
that the results for awards would be cimilar o achievement since awards
are the result of the muber of recruits enlisted. Table 8 shows the
relatjonship between awards and the personality indices of the RSB-X for
1986, 1987, aid Total Awards. All scoring methods are included in this
table.

It appears that there is slightly more success in predicting awards
than actual achievement. Although the overall pattern is quite similar to
what has been seen before, there is same indication that the Authority
factor (camposed of the Exhibition, Authority and Dominance scales) is
predictive of awards for both 1986 and 1987. Although best results are
fourdd for the factor, each of its camponents has same predictive success.
In addition, the Borman scoring also shows same, albeit weak, relationship
with 1986 awards, but this success is not borme out for 1987. It should
be noted that these data refer only to the 1986 and 1987 awards for
currently active recruiters.

As previously indicated, active status was also used as a criterion.
Data were available to irdicate whether or not recruiters in the initial
pcol were still in the Recruiting Command. The personality indices were
used to predict current status. Of the original perscnality scales, three
predicted current status at a p < .05 level. These are Social Closeness




Table 8

Personality/Awards Correlations

Personality Variable 1986 1987 Total
Original Scales

Exhibition «23% .11 «21%
Order .03 .05 .05
Daminance .07 21% 7%
Sociability .01 .01 -.03
Social Presence .07 .02 .07
Socialization .01 .04 -.02
Achievement J12% 14% .13%
Good Impression .04 .04 .01
Social Closeness .00 .03 .01
Hard Work .06 .09 .11l
Aurcthoritarianism .28% .06 .26%
Impulsiveness .04 .06 .04
Factors

Social Relations .03 .06 .04
Authority .22% J16% «25%
Impulsiveness .10 Jd2% .14%

Borman Scoring

Sales 1 22% .12% 21%
Sales 2 .03 .01 .03
Organization 1 .01 .09 .04
Organization 2 .05 .00 .03
Overall 1 .15% J12% .16*
Overall 2 .12* .05 «13%
Human Relations 1 4% .08 14%*
Human Relations 2 .02 .01 .03
Most Descriptive Adj. .15% J12% .15%
*p< .05

Note: A high score on the perscnality scales represents more of that trait
or dimension.

(r = .16, higher closeness, more likely to be active), Dominance (r =

.12), and Bxhibition ( r = .11). Not surprisingly, since Dominance and
Exhibition are two of its three camponents, the facto~ of Authority was
able to significantly predict status (r = .12), and like its cumponents,
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its relationship with status was small. Neither of the other two factors
was significantly correlated with status. Of the nine Borman variables,
cnly Sales 1 (r = .16) and Qverall 1 (r = .15) were significantly
correlated with status.

Background Data

The Background items of the RSB-X were also examined for their
relatlonshlp with the performance, awards, and status criteria. Clearly,
examining all 137 items against multiple crlterla capitalizes on chance
factors. OConsequently, it was decided to focus on only those items that
showed replicable relationships across independent criteria (two years of
performance or two years of DEP Loss). Of the backgroud items, only 1.
items showed replicable relationships for performance indices: Items 1,
2, 3, 5, 6, 10, 32, 35, 76, 117, 128 {all item&appearmtheRSB—}\mthe
Appmdlx). An exammation of tlme items suggests that the successful
recruiter is less, rather than more, seasaned (younger, fewer years in
service, lower pay grade at time of entry), has already received letters
of comendation, attempts to lead by example rather than by driving
people, has a spouse who doesn't work, likes t - plan activities rather
than behave spontanecusly, enjoyed the support of his or her parents when
growing up, and did not volunteer for the recruiting duty. Regarding DEP
Ioss, only 2 items showed replicable relationships, Items 95 and 117.

To examine if background itemc predicted active status, separate chi-
square analyses were done for relationships between status and background
item responses. Only nine items showed significant chi-squares. These
were Items 6, 14, 15, 19, 24, 32, 34, 42, and 86, Examination of these
items suggests that the profile of the recruiter more likely to stay in
the camand is cne who is married, has outside interests (belongs to same
social organizations not connected with the Army), believes in plaming
his activities as opposed to behaving spontanecusly, and tries to lead
pecple by example.

It slmuld be mted that, although the items predicting performance

were replicated fiom 1986 to 1987, the predictors of active status cannot

be examined in this way.

Other Predictors

As inmdicated earlier, CAST, TABE, and ARC performance scores were
also available and their correlations with performance were examined. For
training scores, only two significant correlations were found. Training
school performame predicted 1987 achievement in key categories (r = .13)
and 1986 swards (r = .12), but these findings were not replicated in their
alternate years. Nane of the ability measures showed any consistent
relations with achievement, performance, DEP loss, or awards.




Corrections for Buttalion Production

The results show that the 12 personality scales fail to predict
recruiter performance. The same is true for the three personality
factors. A possible source of attenuation in this relationship is the
region of the country where the recruiter works. The pool of potential
recruiters varies across different areas of the country. In a region with
high unemployment, there may be greater interest in the military and more
opportunity for recruiters. Thus, the region in which recruiters work,
partly determines their achievement (i.e., the mmber of recruits
signed). Differences in performence due to regional factors may
attemiate the relationship between personality and performance and could
be considered error.

By statistically controlling this error, a clearer picture of the
actual personality-performance relationship could emerge. Thus, we
examined the correlations between achievement and personality with the
region bias controlled. The average monthly battalion achievement was
selected as the control variable. The rationale was that within a
particular battalion the potential pool of recruiters was approximately
the same. Thus, the average battalion achievement represents the
performance of the typical recruiter in that part of the country.

Two battalion corrections were camputed for the 1987 performance
data: total achievement and key achievement. The battalion corrections
were entered into the regression equations with recr.iter adiieveientc and
the 12 perscnality scales. For total achievement, the R—squares ranged
fram .06 to .07. The highest partial correlaticn was -.11 and only two of
the twelve reached significance. Likewise the R-squares for key
achievement ranged fram .08 to .10, The highest partial correlation was
-.16 and only three of the twelve reached significance.

The results were similar for the three personality factors. The
R-squares ranged fram .06 to .07 for total achievement and from .08 to .10
for key achievement. The only partial correlation coefficient to reach
significance was between Social Relations and key achievement with the
battalion oorrection partialed art. The rest were not significant.

The results clearly showed that even if geographic location is

cantrolled for, the personality scales and factors simply do not predict
performance.

Utility

The usefulness of any selection system cannot be gauged by the size
of the validities alone. It is well known that even small validity
coefficients can have same practical utility in the context of certain
selection process parameters. The assessment of selection system utility
is a complicated function of a mumber of factors in addition to the




validity, including the ratio of pecple selected to pecple eligible
(selection ratio), the percent of those selected without the system who
would normally became successful at the job (base rate of success), the
dollar value of success, the costs of selection, etc.

Although the cost effectiveness of the system could be determined if
the dollar value of successful recruiting could be estimated, that data
was unavailable for this research. However, a more traditional approzch
to utility can provide same assessment as to the usefulness of trying to
develop a selection system based on the most promising of the results
obtained. Such an analysis would suggest that the very small validities
that could be expected using personality or bio-data in the form that it
exists in the RSB-X would be useful only in the context of selection
ratios with a moderate degree of selectivity. For example, given a base
rate of success of 40% (40% of those chosen to be recruiters would be
successful without the selection system) a selection ratio of .2
(selecting only 1 ocut of 5 individuals eligible to be recruiters) using a
system that has a validity of r = .2 (an optimistic estimate given the
data of this research) would increase the success reote to 51%.

Although this would clearly be a substantive improvement, examination
of the selection process indicates that selection ratios of .8 to .9 are
more typical (8 or 9 eligible people chosen). Using a system with a
validity of ¥ = .20 and a selection ratio of .8 produces the much more
modest 1r.crease to 43% successful. Even here the selectian ratio of .8

141.21- ~ PRUPE Py s Mhan
and the VcLLJ.u.LL! OfL £ = .2 are likely o he \..vcl"‘.n._y cptimistic, The

conclusion that must be drawn is that the small validities expected with
the RSB-X, even given the large numbers of pecple inmvolved, ai=z likely to
have an effect on the system only with a major change in the way

Conclusions

Overall, it is clear that the personality camponents of the RSB-X do
not predict the key indices of performance. Regardless of how these
indices are acgregated, traditional scales, reduced factor structure, or
the Borman scorirg, they show no repliczble or substantive relationships
with achievement, mission adjusted production, or DEP Loss. Tiis is not
surprising for a mmber of reasons. First, the history of the ability of
persanality to predict worker performance generally and recruiter
performance specifically has been disappointing. Second, the RSB~X does
not appear to be a well designed instrument. It borrows from well known
scales but does not use all of the scales or a_ 1 of the items. In one
case, the Adjective Checklist, the RSB~X version reorganizes the
adjective pairs in such a way as to destroy the integrity of the original
scale. In addition, examination of the initial results that inspired the
use of this instrument in the Army indicates that the RSB~X perscnality
canponents were never very successful for predicting recruiter
performance. Tre initial research validated the instruments primarily
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against ratings and even here the indices showed levels of predictability
not unlike what is presented in this report.

It is interesting that some greater predictability is found if
awards is the criterion. This is, however, hard to explain as awards are
supposed to be based on achievement and achievement is not generally
predicted by RSB-X camponents. In amny case, even the ability to predict
awarcs is not strong.

Generally, more success has been found with background data and
results here are more consistent. Eleven items have been shown to have
replicable relations with performance. Owverall, if these items are
aggregated they correlate r = .34 with 1986 achievement and r = .25 with
1987 achievement. Few items, however are able to predict DEP loss.

On balance, it does not appear that the RSB~X has sufficient
predictive utility to warrant using it to make entry decisions about Army
recruiters. Personality predictions are weak and although a few
background items show some replicable relations with performance a useful
selection strategy will need to arise from a different instrument and
development strategy.
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Privacy Act Statement

Public Law 93-573, called the Privacy Act of 1974, requires that you be informed of the
purpose and uses o be made of the informstion that is collected,

The rteent of the collect the information requested in the FSB-X under the
mmobg.t.y of 10 M:dkm::y Code 137. :

Providing informution in this questionnaire is woluntary. Failure to respond to any par-
ticular question will mot result in any penalty for the respordent.

The information collected in this survey will be used to improve sent selection
pocedures for U.S. Aoy Recruiters. v pre

The information will be used for research and mlylilcﬁrgou: onl{y. The Ay Research
Institute, urder guidance of the Office of the Deputy Chief of Staff for Personnel, has
priumary research and analysis vesponsibility.

GENERAL INSTRICTIQNS

The RS5-X is conposed of three perts. A separste ansser sneel musi be used for sach pare.

Nurber your answer sheet ], 2, ard 3 to correspord with the appropriste test section. Use

:h‘e mnx:i code sectaon {colum A) on side 1 of the ansser sheet to reflect the snswer
eet Te.

There are no time )imits to any parts of the RSE-X, However, you are encouraged to work

quickly.

Before you begin Part 1, be sure you have filled in a1l of the identifying information

msteﬂ on the first answer shect. Be especially careful to enter your Sccial Security
r correctly. The ansser sheets for Parts 11 ard 111 must also have your Social

s rty Rnmber entered on then, however, the other identifying informstion can be left

When you have completed filling in the answer sheet information sections, tum to the next
page, Tead the instructions for Part 1, and begin.




PRRT L

Descriptive Statenent List

This section contains 100 statements concerning vhat a person does, thinks, or feelt. Read

esch statement and decide if it is true or false for you and then mark
Fill in circle A if the statement is true or applies to yau.

sheet.

wct. Use Ansver Sheet Nutber 1.

1. 1 enjoy hearing lectures on world affairs.

2. At s clw or commity meeting, I would
enjoy starding up to try to convirce
£o0 vote wy way.

3. My mamory is better than most other
pecple's. . - .

" &, Twauld not enjoy being a politician.
5. The people T know vho the first thing

they think of are some of wy most
interesting acquaintances.

6. T liked school.

7. 1 s apt to shos off in some if 1 get
ﬂ:ed’.x:rl:e. b $

B. People seen naturally to tum o ®me when
decisions have to be made.

9. I must adnit 1 often neglect to put things
back where they belang.

1 like to keep prople juessing et I'a
going to do next.

1 often prefer to "play thirgs by ear"
Tather than to plan ahead. .

12. 1 prefer not to “open wp'' too mxch, vot
even to friends.

1t is best not to overexert oneself in
grfoming a task when other detanding
sks may follow.

Others think I s lively and vitty.

T don't like to start a project umtil 1
Inas exactly how to procesd.

1 must admit that 1 have & bad tenper
orce 1 get angry.

1f 1 hold an opinion that is radically
different fron that expressed by a lec-
turer, I am likely to tell hiz about it
either during or after the lecture.

work {s planned and nized in detail
aforc it ig begun. o™

1 like to have pecple talk sbout thirgs 1
have done.

16.

17.

ul
19.

If T have & prodlen T like to work it out
alone.

Sometimes 1 rather en) oing against the
rules and doirg ching'za{'g oF aop

w not supposed to.

2.

%Q

3.

3.

’-

our answer on the ansJser
111 in eircle B if it does

My workspace s typically very aest. .

1 perform in public whenever 1 have the
gpporwunity.

1 find it difficult to ask people for

. m\z_m other donations, even for a csuse
in vhich I

st interested. ,

1 like to stop and think d‘\i s over
before 1 do zn =

As a child T used to be able to go to wy
parents with my probleus.

way of doing things is apt to be
’l’gw'gentoodrﬁy ot;\En. 4

Even vhen 1 have done something very well)
1 usually demand that 1 do better next
m.

1 hate to be interrupted vhen 1 am working
an sauething.

1 think T vcusld1qu,' having authority

—ram mblhom masma]a
PVEL WLHIEE PpPOwpevs

Pecple consider me a rather freevheeling
and spontansecus persdxi.

I enjoy putting in long hours.

1 think I would like the work of a school
teacher.

I don'c like to do anything unusual that
will call attention to myself.

1 feel confortable in & somevhat

disorganized room,

The marbers of my family were al T
close to each other, o ¢ ATEYE very

1 must admit 1 au sonetimes careless about '
things in an effort to get theo done o
Quickly.
Ins grt::pt 1 usually take the

responsibility for gerti 1
Miraluced, Y tOF geteing people

1 open up to others only vhen 1°
they uill? accept me., ¥ ® dure

1 work hard even if I don't think it vi
get me ahead. € think it vill

1 keey close track of where my money goes.

_parents have often disappt,  f
?nends. w i




4.

49,
30,

Sl

35.

57.

S8.

67.

69,

aduit ] try to sec vhar others
mhfmxt & stand,

Life is o fun unless it is lived in a
carefren wmy.

1 often take it upon wyself to liven wp a
dull party.

People say that 1 am nethodicyl (thar 1 do
things 10 & systamalic mamer),

1 have had very peculiar and strange
experiences.

1f 1 were to be in a play, 1 would want to
play the leading role.

There have becn a flew times vhen I have
been very mean to aother persoa. -

When 1 work on 8 commuittee, 1 like to take
charge of things. !
giety oy & 1ot wore to the businessamn

.the maufacturer than it does to the
artist and the professor.

MWy wrk is always well organizad.

1 find it really hard to give w on a
project vhen it proves too difficult,

A yerson does rot need to worry sbox
other ?Jple if only he looks after
hameslf,

1 often crave excitewent.
1 am not & terribly ambitious person.

1 eust adnit 1 often like to take "center
stage” &t a social event.

An ideal job would allowm to work on ane
task ar a tixe.

T must admit 1 don't open wp mxh to
strangers,

1 to others to motice the 1
dren.” T i

Pecple syy that I driwe wyself hard.
At tizos 1 have been anxious to get
Mytrcnwinily.w =

When faced vith a decision, T usually take
time to consider and weigh all aspects.
1 don't have 8 forceful or daxinating
persanality,

T refise to play sae gares because 1 am
aotpodath:lyn.

Saret ires le say 1 neglect importanz
aspects ofpgplit:.‘-unel\uknhnd.
1 wvas one of the quietest children in my
srop

Most people feel that 1 act spontaniously.

Every citizen should take the time to find
out sbout national affairs, even if it
xexs piving up sone peraocal pleasure.

85.

YR

3328

91.

lwl

in mat thwe ¢ man is better off

X often dv things on the spur of the moment,
1 must admit I & a gretty fair talker.

Clever, ssrcastic psople meke me feel very
ancosfortable,

then 1 am going soeevhere 1 unally find my
exact foute by using a mmp.

I cettainly feel useless & tises.

In sy work 1 have lexrnid ot to dernad
perfection of wyself,

1 have had sore than my share of thirgs to
wrry shoxg.

1 think I & wsually & lesder in my group.

1f 1 a0 ot feeling wll, I an somevhat
croes ad groxchy.

1 like to be in the spotlight.

often start jects with only &
o e i it o] v

1 enjoy a gpod srgumnt.,

1 could pull roxts, leave home, m

pnrexus.P:'d w‘,;' iends without :’;ffenm Y
gret regrets.

1 push oyself to wy lismits.

1'm ot the type to be a political leader.

1 don't think 1'm quite s happy as others
seen to be,

1 ex rather ar bluffing shen 1 find
myself in di?{:gulty. =

1 usually don't like to be a “follower."
Life usually hands me & pretty ruw deai.

With a little effect, T can "vrap most
people aroxd my little finger."

I texd to lnep my problem to wmyself,

1 often like to do the first thirg thar
cores to my mird, s

1do nt like to organize other pecple's

activities.

T ax wore of & “loner” than wost pecple.
1 often wonopolize a conversation,

1 often get dispusted with myself,
People consider me forveful,

L seek to avoid all trouble with other
people.

I like to listen to symhony ocrches
concerts on the radio, Orhestra

If the pay was right, 1 would like to trevel
with & circus or carmival,

YOU HAVE OOMPLETFD PART 1,
TURN THE PAGE. AND BEGIN PART II.
USE YOUR SFOOND ANSWER SHEET,

A4




. PART I
Adjective Checklist

This section contsins & list of 95 objectives. Vieass read each one quickly and decide if you
concider the adjective to be deacriptive of you. If you think that the adjective is descriptive of
you, fill in circle A on your answer sheet, "If it is not descriptive of you fill in circle B, Do
Bot worry about contralictions, sd do not spend too Wit time on eny one adjective. 'h},to be
frank and describe yourself as you really gre, mt how yu would like to be.” Ramwber-<fill in
circle A if the adjective describes you, circle B if it does mot. Use Answer Sheet Number 2.

1. advnturous . frank 65. progressive
2. asggressive . gexle 66. quiet

3. Acdous 35. good natured 67. rutional
&, sppreciative 35, happy 68. rekless
S5, agrentaxtive 37. hasty 69. relaxed

6. arrogat 38. headstrong . relisdle
7. bitchy Y. high=struyg 71. religious
8. bl &40. hostile 72. teserved
9. blustery 4l. haorous 73. restless
10. bGoastful 42, independent %. sarcastic
11, bold 43, individualistic 75. self-centered
12, calm 44, intuitive 76. self-denying
13. careful S. involved 77. short <awpered
d4. casual &5, wind 7. #owoif
15. eastious 47. light<hearted B. shrexd

16, <chageable 48, likadble 80, stadle

17, caglaining 49. lod 81, stexdy

18. oouscientious 50. methodical 8. strong

19. cmservative Sl. modest 83. subjective
20. oosiderate 52. moody 84, tactful
2]. cooaterted 53. nervous 85. talkative
22, enonerative S, opinionated B85. tense

23, daring 55. outgoing 87. toleran
24. deliberate 56. outspoken 88, thorough
25. demanding $7. painstaking 89, touchy

26, depandable 58. patient 90. trusting
27, determined 5. peacesdle 9l. unasmming
28, disorderly €0. perfectionistic $2. wnirhidbited
29. egotistical 6l. persevering 9. wam

30, ethusiastic 62. S, wholesawr

pleasuressaking




A
‘.
A
B.
A
B.
A
B.
A
B.
A
‘I
A
l.
A

A
B.

A

A
l.

A
B.

A
ll

A
B.

A
B.

THIS COMPLETES PART 11, TURN
TE PAE AD ONTINE TAKING
THE RSB-X BY (OMPLETLNG
PART 111, DHE BACKGROUND QUESTIONAIRE.
USE YOUR THIRD ANSWER SHEET.

pair of words decide vhich 1s MET descriptive of yau.

inventive
opportiristic
relisble
organized

clever .
intereats wide

extional
eoelf-denying
thri
ﬂ'ora&.!é\
arious
polished
sentimental
corvent ional

&tractive
&tistic

silent

txtful

WY =

trusting
praising
alert
and

le
letic

responsible
creative

sttentive
determined

Most Descriptive Adiective List
The prrpose of this list is to obtain a picture of the traite beliowe sess ardd to see
bow you describe yourself, There are o :ﬂt Or Wrog answers, ao,?:-y to mscmep;‘wrulf as
sccruately and honestly a8 you can.  For esch pai .
On your sswver sheet wark either A, or B, to indicate the adjective you have hcsen as aost
descriptive of you, D
96. A mucuessiul 111, A wature 126.
3. happy B. actiwve
97. A wuselfish 112. A loyal 127,
B, a&ggressive B. coafident .
98. A wirhibited = 113, A omwious 128.
B. mechanically inclioed 8. eyspathetic .
9. A permissive 1l4. A, oconventional 1%9.
3. atspoken B. sentimental
100, / affectionste 115. A cooperative 130.
B. opportunistic B. 1ative
101. A spontanecus 116. A plemsst 131,
B. soft-hearted B. abitious
2. A oxderly 117. A wmusical 132,
3. jolly B. stern
303. A imsginative 118, A econteted 13,
3. persuasive B. exciteble
304, A talkarive 119. A fairwminded 1%,
3. informal B. leisurely
5. A mwmlad 120, A. progressive 135,
3. mcuable B. goodmnatured
106. A wordy | 121, A, handy | 136,
B. painstaking B. cametitive
107, A =mrkodical 12. A wscientific 132
B. confomming B. sharp-witted
108, A. xnorough 123, A. mechaically inclined 138.
. panical 3. directive ©
109. A chageadl 124. A generous 139,
3. u:x'?iubie B. adventurous
110. A. plmful 125, A, reflective | 140.
2. independent B. plessure-seeking




BART 111
Backgrourd Questionnaire

The Background Questionwire contains 13 questions concerming things
that_gou ngy have done in the past. Read each question and :fl ofngu
possible answers carefully, then eselect the one answer that is most
appropriate for you. Blacken the matching circle on your last ansser
nﬁeet. You should work gquickly, but be a3 accurate as you can.

Turn to the next page sod begin, Use Answer Sheet Nurber 3.




1.

2.

3.

&,

6.

7.

Bacxgrouna Questionnaire

Row old are you nos?

a. 20 or younger.
b. 21 to 25.

Ce 26 to 30-

4. i to 35.

2. or older.

Hov many yesrs have you been in the
w5 litary service?

3.

b, &6.

Ho

10-12.

13 or wore.

that is your pey grade?
a, EG or less,

. E-5.
c.
4. 1. |
. E-B or higher.

Do you expect to make the military service
your career?

s. Definitely yes.
h. Prrbadly ves.
Co Undecidad.

d. Probadbly not.
¢. Defimtely not.

Have you ever received an official letter of
apgx;ecu:wn in the performmnce of your
military or professional duties?

kl
Yes, one.
Yes, two or wore.

Be
b.
[

Hsve you ever received 8 letter of ecmmenda-
t._u:n?

'. w.
b. Yer, one.
€. Yes, w0 OT wOTE.

Have you ever been given a formal cu.mulig
gtateuent and/or received a formal letter
reprimand?

c' m.
t. Yes, oxce.
c. Yes, two or more times,

Have ever Teceived i shoent under
wor pt

:. go.

[ ] “. {3

Ce Y", :fcc- .

d. Yes, three or more times.

9. Prior to wilitary service, in hov weny

- different cities or toms had you lived?

s 1.

bc 2 “ 3.

c. & tob.

d. 7to9.

e. 10 or sore.

10. What was the highest school grade that you

11.

2-8

completed?

Naver went beyond elementary school.
Same high school.

Gradusted from high school.

college .
Graduated from colliege.

‘I
b.
c.

How often did you disagree with your parent
eoncerning :hi!gs 2n.:,8enen1? your parents

8. We never disagreed,

b. We rarely disagreed.

c. We disagreed cccasionally,
d. We dxu&reed often.

e. We hardly ever agreed.

but mot often.

How were you usually punished as a child?
s. Pumished physically.
Da —a Y

wad nf

Py P
$ W BRprave= wo

NEPULDBIMCY VEinEsL)
e thing.

c. Told how you shauld have acted.

d. Haq\gegot to do it again, but seldon

€. t to bed,

What is your present warital status?

Single. .

Married, 1o children. |
Married, one or more children.
\hdwed. .

Separated or divorced.

.'
b.
Ce
d.
[ )

How 0ld were you vhen you got marTied?

a. Not utfiﬁ-

b. Less than 18 years old.
c. 18 to 20 years old.

d. 21 to 25 years cld.

. Over 25 years old.

Hos sary times have you been v

s. None.

bc 0\;0.

c. Twice.

4. Three times.

e. Foaur or more tanmes.




16.

1.

i)

Which best describes how your spouse feels

about your present living quarters?

a. Wld like different size living

aulrterg. X )

b, Wald like help with care of the livirg
mrtgr;& with present livi rters

e ti sfl .

d. Wauld like to ngve to lmth'e‘r A

neighborhood or commity. |

Sorething else, or not married.

L 1Y
Bos would you characterixve your present
hoset 4 y

a. Extremely .

b. More happy than most.

€. Abcut sverage.

d. A little less hoppy than the avenage.
e. Sonething else, or does not apply.

How many , ot including yourself
lre_depas:\t.mu;m yau for alvlto% wst of
their support?

a.
b.
[ 3

d. 4orh.
[ B

In which of the follaring groups of social
orginizations have you participated mostc
frequently in recent years?

8.

b'

Athletic and recreation clubs—baovling,
1f, temis, chess, bridge, photography.
raternal and cultural societies— 1ks,
Masons, K of C, 100F, YMCANMWCA, college
fraternity or sorority, drsmatics,
debating, bible class, etc. | .
Civic nr:l_pohncal orgaruizations—Lions,
Rotary, Kiwvanis, Chatber of Comerce,
Young licans, Azerican Legion,
Parent/Teachers Association, ete,
Business ox-yngtxmr—:nc!e union,
sales club, American Manageuent Assoc.,
professioral societies, grarges, etc.

xher wamis of
None

d.

2: of ciganizations.

How many evenings a week do you usially go
aut for fun? e 4

8. Less thao one.

b. One.

&, Two.

4. Three.
2. Faur or more,

What is your attitude toard sacial

. gAtherings?

8. You enjoy then thorougialy,

b. You mgg then if they are not too
frequent. . L.

You sre sone/hat indifferent to them.
m‘)

d. You believe they are s wvaste
o ocunmn{

cop

but you

8. You svoid theo as ;tely ss possible.

Q.

Do you prefer to talk to o visit with:

8. One close friend, .

b. Ore cr two casuwl acquitiances.
c. A smll group.

d. A large audience, |

¢, Mebers of your inmediate family.

What has been your experience with pouple?
“There is 2 1ot of gocd in all people.

There is sone good in most people.
It’owgle are about as good as they have

.l
b.
€.
d.

A surprising nnber of people are waan
and Efd\m:‘u. ¢
Most people are just no good.

In vhich of the folloving groups of sorisl
orgn_mu:imq have you wost frequently held
office (president, secretary, chairman of
cammittee, ete.

8. Aﬁi\}e:ic and tgrmtigﬁq}- ch%r-mv‘xi;:g,

olf, tecrus ess, bricpe, ghotagramy.
b. Fn:eml ard cultural socwm.e:r-f:%:lkj.y
Masons, K of C, JOOF, YMCA/NXA, eollege
fratemnity or sorority, dramutics,
debating, bible class, etc. | i
Civic lnd_polgtmnl organi zationg-~lions,
Rotary, Kiwanis, r of Camnerce,
Young Republicsns, Amprican Legion,
Parent/Teachers Asscciation, etc.
Bucinase eg'gamznnms-rnée union, sales
club, American Managouent Aesociation,
mfcngml sccieties, granges, eic.

er kinds of oryanizatioas.

C.

During ¥cur youth when temus were bei
chosen for gones, were you usually picked:

a, Near the first.

b. Around the micdle.

¢. Near the end.

d. w&u usually one of those doing the
00

SITR .
e, Very seldou had time to play gmmes.

How do ycs ususlly behave in & group session
with your prers?

8. Express your views and often susy the
b. Egm ress your vievs but often don't swsy
¢ group.

C. Reluctant to express your vievs, but they
are usually vell received,

d. Reluctant to express your vicss and ynsure
of their reception, |

e. Don't ususlly participste.

Given the choice, would you prefer to:

a. Persuade others.
b. Order others.



35, When you take a vacation, vhich do you

25. Which one of the follosing has helped you
le? prefer?

most in getting along with people?
Follaving good humn relations principles. :.

a.

b. Standi for your nights.

¢. Givi '%&_"Zu s lot of ?;tmnm..

d. Wot changing your vievs if you think you c.
are right, Jespite pressure. .

«- Recogruzing vhen it 1s necessary to
change your mind,

s.midmﬁkim as a mgjor part of a job:

Like to plan it doum to the last detail.
Like to make general plans, but let
details take care of themselves,

Like to take spontanecus trips.

Never take 8 vacation, or just work or

loaf arcund hame.

35, When you go on a vacation trip in your om
car do you tend to:

Make no unnecessary stops until you get

a. 1s your "weat,” 8. :
b. You can take it or leave it. shere you lreéou-g.
& Yau like to narrow things down to two or b, Stop at plam ints along the way.
three altermatives, but prefer someone ¢. Detour or stop vhenever sapething
else to take it from there. interests you. |
d. Definitely not for yau. d. Sometimes get sidetrackad and don’t get
- to original destination.
. . . Never make trips of this sott.
30. Comparing yourself to others you work with,
how do yor decisions seen to stack up on
quality 37. ¥hen you have been sway fron hame on &
. .. vacation do you usually:
a. Inwost instances, wy decisions are better. -
b. Abaul the sane a3 decisions of others. a. Start back as late as passible.
#. lnmost instances, my decisions are poorer. b. Start back as Ypmad. .
c. Start back earlier than you actually

4. Rarely miake decisions.
4

31, Viewring yourself as cbjectively as possible,
would you describe yourself as:

b. Cccasiom
£. Passive.

X2. When you have 8 chance, bhow do you lexd

have to.
Armive back later than you were

supposed to.

a. Aguressive, . , 3. When you are reading snd come across a word
lly aggressive but typically wot. y

[l

ou don't know, what do you usually do?

right on reading.

8. Keep
b. Immediately look it up in the dictionary.
c. Sametimes look it up depending on the

esntext it 15 used 1n,

d. Make a mental note to look the word up

people?
a. By dnving then, st a latar date.
b. By showing them, .
¢. B kidding then into going along. .
33. When saneone fails to pay you back money

d, Be setting an eucple.
€. Sawe other way.

. Which of the folloving is the most difficult
for you tu do?

&. Write veports.
b. Sell ideas to the Loss,
¢. Peprnimew stueone.
d. Spusk before a Jarge grap. . &£
2. Sell others o the importance of getring
& jab done.

¥. Concerning your present and future
activitias do you®

:. Hnge r:cagse. d-.u%lull plans.

. . ‘m:

£ m.z f:.;'a f.a“mm y take its 41, Which do you enjoy most?
course.

ns, "let nature

¥

they borrawed do you:

8. Alvays ask them for it.

b. Usually ask theo for it. -
€. Seldon azk then for it.
4. WNever ask thew fot it.

¢. None of the above.

Under ysual conditions how often do you
sttend religious services?

a. Every veek. .
« At least three times & month.
€. Once or twice a month,
d. On special eccasions enly.
e. Do not attend religinus services.

a. A gcod "hull" session.

b. Worlang or studying hard.

c¢. Listening to music or reading for
plaamure.




42. Abaut how often do you l!lnw!m at
*  home smitting aram,ud?:d ing? ®

8. !‘uﬁxully never,

c. &ns!omlly.
d. Frequently.

43. Which of the folloving is wost important
to yau?
. Professional status or suthority.
c. Flu{y' and friends.
d. BRelipiom.
€. kr“umo

&b, Huch one of :he fouamg Z:el of radio

or TV programs do you like
8. Kass or sports events
b. Operus, ies or concerts.

c. Conedy or variety prograns.
d. Plays or drmmtic series.
e. Poctically never listen to radio or 7V,

45, ¥hich of the follaving activities gave you
the greatest pleasure vhile in high school?
a. Participation in or sttending organized
high 1 events,
b. Scxial interaction with other students—
uncmg, unng. ®ic,

€. Participation in orpanized school
activities including plays, band, and
stucent govermment,

d. Achieving acadenic success and
Fecognition.

e. Mxne of these.

&46. Which of the folloving did you rost enjoy
participating in during your school years?

a. Athletic tesms.

b. %n{ ‘mlub t—fntm or w:onty.

Ce ool ¢ or grmY—d ati e
a?mnul science ¢lub bmd?ge:c. !

e. KNever had an opportunity to be s mrber
of these gromps while in school.

4&7. Haw do yau empure vith your frieds in
Athlenz ability? 7

You are very wuch better than most.
b. You are a little better than average.
£. You are about average.
d. You are & little poorer than most.
s. Your friends are very such better than
Fou.

“.

”n

sl.

A-11

When & man reaches age 65, shauld he:

a. Retire and enjoy life.

b. Continue working, stay scti.

¢, Continue working only if he un t afford
to yetire.

d. Retire only in {11 health.

With regard to taking risks, vhich best
describes you?

8. Hardly ever take a risk,
b. Sometimes take 8 risk.
Ce cmenlly take a risk.
d. I'ma gaubler at heart.

Which of the folloving do you look forwvard
to wost in your leisure time?

8. A chance to rest and relax.

b. A chance to putter around.

€. A charce to be with other people.

d. A charce to et autdoors or be active.
e. A chance to be alone with my thaughts.

Which of the folloving comes closest to
descridbing yaur political view?:

8. A radical.

b. A liberal. .

€. A conservative,

d. A wddle-of-the-roader.

In the past, has have you reacted to
copetition?

8. HKave done my best in competitive
situations.

b. Have been uruffected by it,

€. Have done all right, but haven't liked it.

d. Unfavorably.

e. In soue other way.

Which one of the follaring factors do you
believe to be the most isportant in deter-
mining whether a person in your profession
will successful or not?

8. General intelligence.

bo Interest.

c. Persorality.

d. Abxlxty to understend how other people

e, Sune:hmg else.

How mary cigarettes do you usually smoke
Hov, oAy c18s y y

8. None.
b. Half »
c. One

d. Overa p;ck.




35,

6l.

How often do you drink beer, wine or liquor?

..
b. ml -
€.
4. Monthly.

When you have a cold, headache, or other
minor illness, vhich do you sost often do?

Stay home,
Stay on_the job, but take it easy.
Ignote 1t. .

8.
b,
<.

to the age of 21 years, hov often did
8?» Suffer Bonor illnesses?

a. More often than the average person,
b. About ss often as the gverage person.
S. Less often than the average person.

. Rever.

In recent years, has your health been:
a. Bxcelleat.
G

. x;ﬂ-
c. Fair.
d. ®oor., .
€. Sopetimes good and sanetimes poor.

of physical exercise did yau

How many hours
ing the past two or three mamths?

average during

.I

b. 1

c. 3

d. 5

e. 7

To vhat extent do you read daily nesspapers?

8. Fead one or more newspapers thoroughly
each day.

. Kead parts of a newspaper esch day.

€. Ile.:g tts of more than one newspaper
. .

4. Read a newspaper two or three times per

WEEeK .

&, Almost never read 8 DEVSPADEr.

What do you feel has been your major
accomplisment cutside of work?

b

€.

Family activigies,

Camunity activities.

Development of yourself, .
Development of your social activities.

.. Sanething elee.

'&c

67.

How 0ld were you when you went on your
first date?

a. 10 to 11 years 014,
b. 14 to 15 years old.
c. 16 to 17 vears old.
d. 18 or older.

At vhat sge did you start drinking?

‘R or
13 to 16,
17 to 21.
22 of over,
Never drank,

.. er.
b,

€.
d.
L 1%

At vhat age did you begin to smke?

a. 12 or er,
b. 13 to 16,

c. 17 to2l.

d. 22 or over.
e. Never smoked.

When working on c_Yn;ject. do you do it
over and over unril it really expresses
what you mean?

Often.
Cceasionally.
Scametimes,
Rarely.

8.
b.
c.
dt

When you were ill as & child, what action
did your family generally take?

Called a physicisn,

lied hame rawedies.

t nature take its course.'
None of the above.

..
b.

c.
d'

At vhat stage in your life has your
thysical health been best?

a. Pre-school periad.
b. Grade school pericd.
c. Hx?\ school pericd.
d. College peripd.

e. Adult lLite.

What have you done—or would
fellow worker had personal
you disliked?

o do—if »
its which

| :. Be friendly and hope he led-inpruve.

. Ask him directly to stop, if he vere

Ty 20 Belp hi to i his bad
,to help him to improve his
h:zul by gomtmg tt.’}l:‘;ﬂ out to him.

c.
d.

Ignore him and his tabits as much as
ssible,

of the above.




€. Row often do you find that your first
impression of & person is

k2

3

8
.
Co
.

75.
right one?

Alvays.
Often,
Occasiaally.
Rarely.
Rever

When the "'odds” gre ruming agsinst you
(in something imporzant) do you:

Where did most of your
fron txh;n

.
dl
.l

\ . 76.
Corcede the point or situation, -
Persist wore than most pecple would,
Stick to your guns come what mmy.
Sawetimes concede, sanetimes persist,
depending on the mtuation.
Saxething else.

spending maney come

ng the years you were ino high

Allanance froo fauily.

My own eammings. .
Partly allowance, partly esmings.
Other saurces.

Had no spending money.

Hov mich reserve—savings, government bonds,
etc.—do you feel a person needs for
energencies?

8.
*

Ve
Cs

Less than $100,
Si10C to $455.
ésoo to $999.
1,000 to &,999.
$5,000 or over.

Wauld you describe your father as:

b.
€.

d.

A "pal" vho vas more like an older
cazpanion than a parent.

A forml sort of person.

A domineering person wvho gave me close
attention a rvision,

A person with other interests that seemsd
to detract frau attention to the fgmily.
None of the above.

¥

Hos did your parents feel on the subject
of your career?

b.
c.

4.
..

Had very strong feelings and cutlined

vhat they vanted me tggdo.

Were interested and helpal! me cutline

vhat ; tanted to do.

Were interested, but did not understand

vhat 1 vanted to do. 80.
Shaved little or ro intercst.

Actively opposed what 1 santed to do,

Hm7often were you allowed to use the fgmily
car

a. Rad sy am, didn't need to use the family
Car.

b, As often as T asked.
€. As often as 1 asked and @y parents were
not using it. ]
d. Seldau, or only on specisl occasions.
e. Parents did not om a car,
How did your parents feel about the marks
you made in school?
a. Were very ple ed.
b. ‘f,’:" satisiiec but thought 1 shauld do
tterl
c. Did not care about marks as long as I did
wy best.
d. Ind netd»t care about marks as long as 1
ssed,
.. id very little attention to my marks.
With respect to his work did your father

usually:
a.
bl

Ask for suggestions at home concerning
his problens?

Talk about his probleus but did not ask
for supgestions.

Did not discuss his problems at hame.
Canﬁlnned and worried aboaut his proolens
at hame.

None of these.

c.
dl

€.

For how many years did you bel to youth
Era.lxp—md; a’s' Boy/Girl Scmts?néxrpgre
irls, etc

a. 1 year or less.

b, 2 or 3 years,

¢. & or 5years.

d. 6 years or more.

e. Did not belong to & youth group of this

When you made a choice regarding a
diffizulc decision, did you: enTing

Forvet it because there
could do about it,

b. Try to forget it but it kept popping up
oo myself for making much & i

c. am my se or maki & mustake,
d. Feel 1 made the best ch«ra?ce 1 could at
the time.

Something else.

a, was nothino 1

Did you work shile in high school?

8. Yes, earnad ing money.
b. Yes, eamed cloth; .
C. Yes: earned baud:m W
d. Yes, ssamad room.

e. No.

A-13




8l.

B4,

B,

techniques of

which one of the follo-ritﬁ 0
you use mos

disciplining a child wou
frequently?

. Deying the child some materisl pleasure.
g. !‘mcu‘x ing the child by pointin: out

g’.b V10T, .

eaving decisions up to the child after
discussion. . .

‘nyir%_to reason with the child. .
Puni sl grﬁ or spanking the child, letting
the child know vhy he/she ie being
le‘\“.

[

4.
€.

What did you usually do during your high
school days when yau fomd work hard to
unders tand?

8.
bc
Ce
‘-

[ O

Asked parents or teschers for help.

Asked claswmres for help.

Paid closer attention in class,

Diclivstn reading ot work until prodlem
solved.

Other, or never had trouble understanding.

Which gg_ym feel has been your wost
ocutstandi itive experience in your
achool ].i'f‘%?p‘)s o y

8. Popularity wvith classmtes.
b. Popularity with teachers.
c. Close friendships.

d. Achievenent in sports.

€. Achievement 1D &CNOOL.

When you were in high school, h:ad:_r,mh

part-tine work did yau do per week?

None.

less than 5 houts.
5 to 10 hours.

10 to 20 hours.
More than 20 hours.

..
b.
c.
d.
..

What vas your standing in your high school
class?

- | § SNEg—
&. Upper 10 porpen:.

b. Upper 25 percent.
c. Agg:e nvepr:ge (upper
d. Average.

. Belos average

50 percent).
(loser 50 percent).

How do you want people to feel abaut you?

a. Feel 1 o capable. |

b. Feel Y an tough but fair.

c. Feel 1 o0 a “nice g\:{." .

d. Feel I ot exceptionally intelligent.
¢. None of these.

87.

Hos have you rescted to the opportunities
that have been presented to you?

8. 1 have taken advantage of every
TTUNity . .
b. T have generally tried to take advantage
of ary rtunity.
¢. 1 have taken sdvantage of sove and not of
others. ..
d. 1 have not had too many rrun; ties

but have taken sdvantage of the ones 1
have had,

1 have failed to take advantage of amy
opportunities presented.

83. Which of the folloving are you most likely

89.

9l.

to do vhen angry?

8. Stomm sround fer mhile letting off stean.
b. Try rot to show that 1 am angry at all.
Never let my temp.r get the best of me.
Talk it over with somecne, .
Try to keep sway from everybody for avhile.

When you have 8 restless or sleepless night
what !s the usaal reason? it el

a. Fmily or sonal problens.
b. Work lyamblg'enlr

S, Kot Teeling well yhysicall
. t feeling we sically.
e. Samothe?grusm. y

Which one of the folio:n
closest to describing you!
a. Difficult to really get to know.

b. Have some really close friends ard &

nuber of acquaintances.
};n:gly an! easy going, have » lot of

. o aLfew 2
Uo you think is

C.

d.

riends,
Very jolly, the "life of the -arty" t{pe
.. nibe

Firc 1t extrenely difficult to desc
ayself.

In the ec .se of a veek, vhich of the .
follaving gives you the greatest satisfaction?

& £51d yoo have done a gocd job,

b, Helpin Heople solve their problens,

¢. Being wich your family and close friends,
4. Having free time to use as you please.

e. None of these.

eing fold you

#hi-h one of these characteristics bothers
most in pecple you meet?
Bragging.
s8. | . .
l‘:;k of imitiative,
ing very cumpetitive,
hczgof imagination,

ye
.l




93. Would Jgu like to live over any perts of
your childood?

a.
b.
.
4.
..

Yould enjoy livirg over again the time
when 1 used to date, .

Wou'd like to live pver again the time
before 1 started going te achool. |
¥auld like to live over again the tize
when 1 was in school, .

hijdhood was {\ne. tut living it over
agan doesn't interest mo. .
Dslike thinking much about wy childhood.

$4. then you need to solve a taugh work problem,

which of the follaving vould you be most
likely to do?

8. Sit dom and figure {x out wrself.

b. Talk it over with wy spouse or friends.
€. lk it overwvithay ¢ re.

d. Talk it over with sy boss ot other

SUPEriors.
2., Llet ic ride for avhile, then tackle it
with 8 fresh eys.

$5. Which one of the folloving qualifications

W83 Wost ingortant to the wiccess of the
best supervisor you have ever ?

Ability to deal effectively with pople.
Abilit; to keep the pressure on unti
the is done. .

kpgiydse of the technical aspects of
AT T SITHL10N. . ,

Aullity to size up a situation and ac’

ly.
%mgf Zna-rhdge.

a.
b.
.
d.

96. Wauld your caoice of an ideal job be ane
stuch:

b'
€.

4.

Alla'ed a groa amoumt of iuteryztion
with other pewple. .

Wauld require working vith a mutgr(u .
Vould allow yau to work clotely with e
othar person.

Wauld zllaw you to work by yourself.

97. Sow fast do you umially work?

8. Mxh faster than wost people.

b. Sonmshat faster than wost people.

€. At about the sxwe pace as moit pecple.
d. Sometat slovser than most le.

e. Mxh slavez than most peaple.

$8. 1v j\ﬂgw the people you work vith, wiich
treit do you disapprove of waet?

h:‘i(m?s_ot %Mx‘ffm.
L fign.

b o Il
Sloppinzse in work,
hmm else.

&
bl
c.

d.
8.

100,

101.

lm.

103,

104,

tWhich of these do you dislike wost in a job?

f“‘f‘f"i‘-’"

nelriciency.

Persoral bad feeling.

lack of a chance to progress.

8.
b.
c.
"

Wiich one of the !ollwinh have you liked
wost in any job you have held?

8. Work lwvurs that are lar.

b. Alvays the sam: kind of work.

€. Safe working conditions.

d. Working in one set place,

¢. Kot more than one L'oss to please.

thich one of the follaving do you feel has
been the most important for your success?

&. Ability to get along with coworkers.

b. Ability to get along with s0TS.

¢+ Ability to orgenize details of work.

d. Skills and experience.

¢. Ability to mect end desl vith many pevple.

When you were snall and sdult visitors came
to your twse, you usaally:

a. g:;u ¢rmched in advance on wvhat you should

Were not pemitted tc be in the roon wvith
the guest, .

c. Were pommittsd 2o be in the voom if v,
vouained quied. . .

Were permitted to participate in the
conmversation.

. Did sovethiing else.

During your teens, vhen your family was
together for an evening, yau would usually:

a. Talk over subjects of Tmenl interest.

b. Talk abour the persoval problems you had
thraughout the dsy.

Play games tcgether.

Watch television or listen to the radio.

Crcern yourselves with your om

sctivities.

c.
d,
e.

1o vhat degree do you feel that your present
Job mmkes use of yaur abilities ard
capacities?

&. Really feel pushed most of the time.
b. hcﬂ me on my toes, feel stimulated and

cu eged.

¢. Can handle the vork with sase.

d. Sonetinmes wigh the job was more difficult
axd challenging.




105, Hov & you f=el about the rautine
papenwork on the job?

a. Tt is excesnsive.

b. There is yate a lot, bt you can pe
up with 1t. .

€. re is a lot, and something shoyld
be done to veduce it. L.

d. Thers 1s & lot, bat wost of it is
Teally receasary,

¢. You rather snjoy it.

305. Which one of the folloving fields of v
offers the mat gpportunity for a yourg

pecson today?

a. Sales. .
b. A profession such as law, medicine,
sclence, .
€. Acraft or skilled trade wuch a8
lutber, nter, or electricia,
d. xtechmcu trade such ss electronics

or ers.
e. The ui.fiury service,
107. vhen are late for an agement, you
¢ usualr;l e b

8. At as though you are ot late.

b. Gw s explanation anly if you &re
asked for one,

c. Make a brief swlopy. ..

d. Explain in some detail to justify your

late~ess.
€. I & wactically n=ver late for
engagements.

308, Of the following, it is most difficult to
openly agree with a subordinate :ho has:

8. Broken a rule, )

0, Gone bryond his asthority.

C. gq:-plaund Hout m njustice done to
im.

d. Cumged s methad vithat consuliing

=,
e¢. 1 probadly wuld mever ee with a
lugotdi.nl{e sho did my‘:f. the sbove.

109, aere would you belong in a list of 100
‘tlgp;::l?pmp.e in the kind of job you can

a. In the too 52, .
b, lnﬂxxzwperﬂ\i:d(htmtmthe

t »
c. !:pi‘)\e wmiddle third,
d. In the lowest third,

110. Which &0 you feel was the rost important
n f?mmi {cu.r cuavictions gbout the
xeaning of life and how to live?

8. My parents. | .

b. Discuszions with close friends.
€. Religious training, :
d. W own uvbsarvarions and thoughts.

€. Another source,

1ni.

112.

113.

114,

115,

116.

117,

Gererally, in your work assigmments would you
prefer:

e, T wrk an one thing At a time.

b. To work on & awmple things &t a tire,

€. To hawe many things *'on the fire"
sunsltenusly.

When you were 8 child, did you feel that
you received adequate recognition from
your teachers for your work in school?

a. Almst alweys,
b. Unull
;:’. In s qg&rne spunt,

About the best indication of man's worth is
how well he does his job.

a. Tefinitely.

b, Probably agree.

S, Prcbably disagree

. sa .
¢ tkfi.nitzly disagre.

o make a list of thirgs to do shen
huzmymuﬂlhlveahny y? you

8, Yer, al .

b. Yes, usually,

c. Yes, samrimes.,
d. Yes, D\ Only rareiy.
e. N, never,

How well have you felt you were adle to
wderstand the feeling of others?

a. Very wll.

b. Pretty wll.
c. Fairly well,
d. Mot very well.

1 notice lictle things abost & person or
situstion that cthers overlook,

2. ‘Thic hannens to we almaet all the time.
b. This often bappens to me,
€. Thic has happened to we several times,
but T wouldn't say this is generally
4 T ey melden hap '
. This very s to me,
e. This rever happens wpe:.

Waat is yuur spouse's job status?

a. Spouse nt ewloyed.

b, Spouse emlo tinme,
":ﬁﬁ 1

c. Spouse employed time,
d. 1 &n not marcied.




418, Some

119.

120.

le easily become involved in a

task vhile others seldan really ''dig intd"

a task or job,

involved do you

usually becone in 8 task or job?

b.

d.

1 often have trouble sticking vith it;

other things almust alvays sean to

cooe up to distract my attention.

1 scmetimes become involved in a task

or job that interestc me grestly, but

vost of the time 1 quickly lose

interest, e .

1 often becore heavily involved in s

:aonk or job provided it's of interest
we,

1 almost always became engrossed in

tasks or jobs.

How do you feel about the smamt of time
you normally have to perform your job?

b. W

€.
4.

Hive time for everything withaut
feeling pushed. | .
ish you had & little sore time to
lan and to think., |
ecessary to keep pushing to get
everything done, .
Very hatd to do what is expected of
s in the time available.
er sees to have endugh time to do
everything.

In getting ahead in the Service the most

- me

AppoTiant thing 5 £$:

A
c.
.

Avoid being blamed for mistakes.
Get along well with supervisors.
Do high quality work.

Gain seniority

Souething else,

12]. Working with others on the job:

c.
d.

Makes the work wore plessant.
Increases tensions. |
Interferes with getting the work done.
Belps by providing new ideas and

i support, .
E:ungot make mach difference.

On amy job you have had, problens that
ou have run into have sovetimes cone
rom:

[ 33

d.
[ B

Blowing your top when under pressure,
Pushing your ideas too fast. .
Reprimanding others too wmuch Sor sinor

eTOrS .

Not following through on your work.
Relying tmv:‘h on ot.herz to do
details.

123.

124,

125.

126.

127,

129.

When you were in school, you felt that the
-best wvay to get good marks in your subjects
was to:

a. Keg your homework up to date and of
high quality.

b, Cran before exams. ..

€. Ask for and complete additionsl
assi ts. ]

d. Take a very active part in class
di scussions.

«. Do sonething else.

The smount of rc:g:ie:im vhich you receive

for your accompli ts is:
&, None at all. .
b. Occasional recognition but not often.

ﬁ' About as much as anyone else.
+ As mxch as is deserved,
Sconetimes more than is deserved.

When you have a free aftermnoon or evening
to sperd alonc, you are wost likely to:

8. Atterd a movie.

b. Watch television,

¢. Listen to music.

d. Read, or work on a hobby.
e. Do something else,

Have you _ever_resunted M5
reclassification?

a. Yes

b. N

Wy did you reques: MOS reclassification?

b: 1 wiined to brosden oy omperi
. 1w to brosden rience.
¢. 1 wanted to gain spe?xfic training,

d. % neccfled :d rxgne1 of pa:e.f

€. preferred s.other type o TH.
f. 1 was bored in oy old job, wers
g- 1 disliked my work,

...... 2

fave you ever #ied duly @s a Tecruiter

a. Yes.
b. No.
c. No, but I would be interested in it.

Have you ever sted duty i
Sergeznt? Teque ty ac a Dnill

=
c. No; but T would be interested in it.




130, Have you ever requested to be on a
Battalion or higher staff?

a. Yes,
b. m. - .
€. No, but T would be interested in it.

131, Have you ever requested duty as an
dnstructor or truiner?

&k
€. No, but T would be interested in it.

. From the next five itens (itens 132-135)
decide vhich wauld be your most preferral duty
and fill in g circle A on your ansver sheet
mest to that itenm number. “Then fill in circle
B next to the iten number of your secord
choice. Continue in this way until you have
filled in circle C for your third choice,
::dt’ﬁmuy circle D for your least preferred

1X2. Drill Sergeant.

133, Rattalion or higher staff.
134. Instractor or trainer.
135, Bactuiter.

136. When thinking of your next duty statien
which is ore imgomnt—the location or
the type of duty?

a. me of duty is a lot more important
n location, .
b. Type of duty is a little more
important. .
C. im'lype of duty and location are equally

rtant, .

d. th‘Im:-:i::n isfadz‘ittlc gore important
T WPC =) .

€. Location is a lg more important.

137. Rov do you feel about your selection as a
Tecruiter candidate?
a. Super ..
b. I'm open minded and optimistic.
c. 1'm open mnded but concerned,
d. 1'm concerned.
e. 1'm reluctant to be 8 recruiter.
£. 1'm opposed to the idea.

YO HAVE OCMPLETED THE RSB-X. CHECX TO MAXE SURE THAT YQU HAVE ANSJERED All PARTS OF DIE
BATTERY, AND FILLFD IN ALL APPLICABLE TDENTIFYING INFORMATION ON YOUR ANSVER SREET. WMEN YOU
HAVE FINISHED QHECKING, RETURN THE BOOKLET AND ANSWER SHECT TO THE TEST ADMINISTRATOR.




FACTOR IOADINGS OF PERSONALITY SCALES

SCATE

Socialization (CPI)

Achievement via
Conformance (CPI)

Social Closeness (DFQ)
Good Impression (CPI)
Sociability (CPI)
Dominance (CPI)
Authoritarianism (DPQ)
Exhibition (PRF)
Impulsiveness (DPQ)
Order (PRF)

Hard Work (DPQ)

Social Presence (CPI)

APPENDIX B

Social

Relations

.74

.69

.65

.64

.58

.17

-.01

FACTORS

Authority

-.02

.13
.22
.01
-.0l
.79
.77
.74
.02
.01
.44

.46

Impulsiveness

.23

.20
-.11
.34
-.03
.04
-.03

.01

.67
.52

=.45




