




































































Structured Qinical-OewDtltionqllnfeMew 

Psychological interviews for the RPA SO occupation can be erther structured or unstructured. 
Conducting an unstructured interview involves inquiries with no set of specific question or procedures 
while still attempting to gather information. There is no process in place to score the responses and 
often different questions are given to different candidates. The assessment is derived from subjective 
impressions and the evaluator's conclusions. This type of interview tends to be unreliable in terms of 
empirical evidence. In comparison, the structured clinical interview tends to be more empirically valid 
and has preset questions that are generally based on a job analysis. Although structured interviews are 
more costly to construct and use, they are also sJgntficantly more valid than unstructured interviews 
(Schmidt & Hunter, 2004). As a result of the need for increased incremental validity because of the 
sensitive nature of high risk operational duties, it is highly recommended a structured clInical 
occupational interview be developed for assessment and selection purposes. At minimum, the 
interview should address the domains and corresponding attributes in Tables 1 - 4 and previously 
discussed. A meta-analysis of 85 years of psychological studies on assessment methods found that 
structured interviews added significantly to the predictive validity of selection decisions- especially when 
combined with measures of general cognitive ability (Schmidt & Hunter, 1998). It should be noted that 
interviews, in addition to psychological testing, are common place for airmen entering into sensitive 
positions (such as survival school. sniper training. or basic military instructor training) . 

As noted previously, even resilient personnel are likely to face a series of life stressors or a 
clustering of problems at some point during their careers that lead to a moderate or severe impact on 
their occupation. What appears to be most important according to SMEs is the SO's ability to respond 
to or effectively manage these events. In order to identify aeromedicatly qualified candidates it is 
important to look at the presence of life stressors and events that may distract an individual from 
completing training or adequately adapting to the unique aspects of the RPA platform. It is important to 
bear in mind that the timing and number of significant life stressors or other transient problems may be 
a cause of concern due to the impact on a person's psychological disposition. A thorough interview 
should address the potential impact the frequency and chronicity of such stressors will have on his or 
her ability to effectively complete training and afterwards. 

In accordance with assessment and selection purposes, the aeromedical evaluation of an RPA 
SO for the consideration of a waiver should take on a biopsychosocial approach. An assessment should 
take into account the critical attributes listed in Tables 1 - 4 and include clinical interviewing, 
comprehensive and objective psychological testing, and observations from others within their chain-of­
command. It is important to gather additional information from others with regular contact with the 
person in an effort to validate behavioral reports and observations obtained during the assessment 
process. 

Umitations 0/ the Study 

At present, there are several limitations to the current list of critical psyt:hological attributes and 
recommendations of the assessment and selection program. First. demand characteristics or observer 
dependency refers to an experimenta l artifact·where participants unconsciously change their behavior 
based on what the expectations (or demands) of the experimenter may happen to be. However, 
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sampling of several SME from various disciplines and. squadrons from both ACe and AFSOC installation 
and the consistency of results increased confidence and validity of the findings. Second, phrasing of 
questions during the interviews may have affected the way in which participants respond. However, 
every attempt was made to "go beyond" surface answers to examine the subtleties and nuances of the 
participants' comments. Third, perceived lack of anonymity may have affected disclosure, particularly in 
focus groups. As a result, SMEs may not have felt free to be candid or mention certain topiCS. To 
mitigate possible "chilling" effects, commanders were not present during individual and focus group 
interviews. Furthermore, participants were encouraged to speak freely at interviews and in group 
sessions and their rights to confidentia lity respected. Fourth, the critical attributes listed have not been 
validated by performance-based job measures and regression analyses of objective psychological 
testing. Despite the rigors of identifying the attributes and placing them into appropriate theoretical 
categories, additional research using objective psychological tests and well-developed performance 
ratings is needed to substantiate the list of critical attributes and to determine the amount of impact 
that each attribute has on general performance. Until such research is completed, these characteristics 
are considered with caution. Fifth, the recommendations of using a pre·screen, standardized clinical 
interview and psychological testing can be a costly process. Additional research Is needed to determine 
how well interview forms and psychological tests (e.g., cognitnre and personality) predict training 
success and future performance. For example, does the estimated full scale intelligence test scores 
obtained from existing Air Force Qualifying Test (AFQT) scores serve as a similarly effective 
measurement as the administration of a standardized, commercial intelligence test. Sixth, another step 
in the process of validating the critical attributes is to obtain performance based data using evaluator 
rating forms based upon behavioral anchors and critical incidents that operationally define the critical 
attributes and distinguish functioning incumbents from training failures. Such data can be used for 
regression analyses to eliminate items on pre-screen and clinical interviews, as well as tests that are 
marginally related to performance. this process may reduce administration time and other costs 
associated with conducting an assessment and selection program. 

CONaUSION 

MQ·l Predator and MQ-9 Reaper 50s are considered to be in a high·risk, high~emand, high· 
precision military position and pivotal to successful force protection, reconnaissance, and precision 
strike operations. Based upon the results of interviews with SMEs and discussions with SOs, there is an 
overlap in the critical attributes with other sensitive, high·risk military positions. An assessment and 
selection program selecting out candidates who are not suitable for the position may be centered on the 
critical attributes reported by SMEs and theoretically organized in Tables 1 • 4. Such a template provides 
a frame of reference for the selection of tests, measures, and structured interviews for aeromedical 
evaluations and the development of an RPA SO assessment and selection program. 
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APPENDIX A-STANDARDIZED QUESTIONS INCLUDED IN 
SME OPERATOR INTERVIEWS 

Describe the qualities of enlisted airmen who have performance related problems in training? 

Describe the qualities of enlisted airmen who succeed in training and adapt to the operational demands 
of their duties? 

What sort of cognitive aptrtudes are necessary for successful training and adequately adapting to 
operational demands? 

What sort of cognitive aptitude problems distinguish training failures or those who have difficulty 
adapting to the operational demands? 

What sort of personality traits and characteristics are necessary for successful t raining and adequately 
adapting to operational demands? 

What sort of personality traits and characteristics distinguish those who do well performing their 
operational tasks from those who struggle and have chroniC difficulties? 

What sort of interpersonal traits and characteristics are necessary to successful performance of SO 
duties and adaptat ion to the RPA platform? 

What sort of interpersonal traits and charactC!ristics distinguish training failures or those with 
performance problems? 

What sort of tasks and demands of the RPA platform are distinct from the tasks and demands of SO 
duties in a manned aircraft (i.e., AWACS, JSTARS, AC·130, MC·130)? 

What differences in attributes affecting performance are their between airmen coming from different 
accession sources? 
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