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SUMMARY REPORT OF OCS VALIDATION STUDIES

BACKGROUND
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Until 1946, selection of candidates for attendance ‘Zt Officer Candidate
Schools (0CS) was dstermined on the basis of AGCT and Officer Candidate Test
(0CT) scores, together with an evaluation of other factors (recomsendstions,
Aray record, civilian education and experience, etc.) made by an Army Inter-
viev Board. The specific procedures for sslection were sstablished somswhat
independently by the various forcns, srms, and services.

Early investigations of tho eslection procedures used for O0CS indicated
that the problem under consideration was highly complex. Not only was it
necessary to predict academic success in 0CS, but also to determine leader-
ship ability. In addition to these inherent difficulties, the nature of
operasting conditions also contributed to the complexity of the problem.! Small-
gized graduating clezsses and changes in the Army's needs for offlcers and
schools affected the size anl mature of the available samples. With ali of
thege factors operating it was not unexpected that the development of useful
prediction instruments should turn out to be a slovw ani laborious process, nor
that once developed, the instruments might prove difficult to validate. The
history of the development of the instruments used in the present valldation
gtudy illustrates these points further.
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0ns investigation of selection procedures for 0CS (1) found the AGCT and
the OCT to he valid predictors of escholastic achievemsent at 0CS. Yet the
other variables typically included in Army records were found to have little
relationship with the leadership ratings obtained at the Schools. This sug-
gested that the AGCT and the OCT might be followed up further. The validity
of the 00S Selection Board findings at the time of thig sarly study was not
clear. Under tihe CEficer Selection-Retention Program, which investigated
procedures for the selection of AUS officers for retention in the peacetime
(Begular) Army, no relationship was found betwesn the findinge of eimilar
Army boards and success as an officer. A report on this program (2) concluded
that if such bosrds were to be used in the selection process, they would
nocessarily have to be standardized. The need for selection instrumsents pre-
dictive of leadership was emphasized as requiring further investigation.
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In the course of the Officer Selection Retention program, several instru-
ments vere developed or adapted for the purpose of selecting officers for

retention. Among them were:

1. An Officer Classification Test (OCT lla) PRT 40O I
5. A Biographical Information Blank {BIB, ¥orm D) PRF 410 {

2 3. An Officer Evalustion Report (OER) PRT 462, "a nev improved effi-

b4 ciency rating device” conbiring the best featurss of old insiruments

and BOMS NV Ones i
}, Standard interview procedures (INT) PRTs k03, 413, 458
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Thess instruments were found to be reoliabls, and valid for the purposes
for which they were designed. A combined point index based upor. OER, BIB,
and INT differentiated officors on the basin of efficiency (as determinmed by
sn extensive rating procedure) in a manner far superior to both Army board
wethods, and to averages of previous &fficiency ratings. The intercorrela-
tionsg of AGCT, OCT, and academic succese at OCB were gstablished, and the
poesibility of effecting a cutting score on the OCT was explored. The report
on the program concluded that the selection urogras was capable of the scien-
tific selection of officers in & manner which would accomplish "tremendous
savings, if rigorously applisd under the conditions wkich led to its stardard-
ization."(2)

Acting upon a request from ths officers responsible for OCS8 and West
Point selection at ths Signal Corps School at Fort Mommouth, N.J., another
program (Officer Prediction - Sigmal C) was established to adapt these reten-
tion instruments for the purpose of selecting enlisted men for attendance at
0CS. Revicion and addition led to the inclusion of these instruments as pre-
dictors of leaderakip:

1. The Intorview Blank (CCS-1) PRT 529.
2. fThe BIB (0CS-1) PRT 531.

3. The Milltary Peport (0CS-1) PRT 53k, an evaluation of the performance
of the applicant a2s an enlisted man, which, in its final form as
determined in the study, included only reporis by the immediate
superior NCO, confirmed by the immediately supsr*ior Commigsioned O.

4. Recommendation Blank (0CS-1) PRE 532, an instrument designed to
gather information about the applicant from civilian "fyiends of
the family."

Together with the AGCY and the OCT as predictors of academic achileve-
mont, these instrumsnts were evaluated against a complex leadership criterion
(based on ratings by fellow students and tactical officers) on a population
consisting of two gmall 0CS classes at Fort Monmouth. (For clase '51, ¥ = 51
to 81; for class '52, K = 30 to 42.) The four instruments in combinaticn had
a back-validity of .71 for class 'S1, ard a cross-validity of .72 far class
55,1/ fhe two academic predictors were again shown to have high validity;
it was carefully pointed out, however, that the instruments developeid for the
prediction of leedership had practically no relationship to those designed for
yrediction of academic success. i

The evident success of this small scale investigation led to the reoom-
mendation that it be oxtended on an Army-wide basis, with the adoption of cri-
teria emphasizing personal leadership rather than success criterion such as

1/ There appears to be an error in the revort (3). A ealculation of the cross-

~ validity gives a correlation of .685. It is doubtful that thie coefficient
ocan be determined exactly because the number of caseg for sach correlation
(within the four dy four matrix) was not the same. This implies selsction
of some kind.
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graduation. It wue observed that the latier critericn is toc heavily weighted
with the achelarship factor to be useful in ths development of instruments
designsd to predict leadership qualifications.

This vecommondation was roalized in s program (Officer Selecticn - EM)
dseigned to eatabl.sh procedureg for tho selection of enlisted men for offi-
cer trzining. Ths instruments developed in the sarlier program (Officer Pre-
diction - S1ig C) were further reviged and introduced into tnis new program as:

1. Officer Candidate Applicant Interview (OCI-1 and 0CI-2)

PRT 574 and PRT 575

BIB (CCB) PRT 573

Officer Candidats Applicant Evaluation Report (OCE-1) PRI 572

Rocommendatior Blank (OCR-1, OCR-2, sund OCR-3) PRT 576,
PRT 577, and PRT 578
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Theae four instrumente were field-tested iu the spripg of 1946. In a
population of T84S EM, 292k (39%) met the initial sareening requiremonts for

g 008, with an AGCT score cf 110 or more. This group provided evaluation

i~ 2 gamples for tho validation of the above instruments agalnst lsadership acores,
;§, 3 derivsd from ratings by associates and officers. Three of the instruments
T3 0CB, OCB-1, and OCI-1 or 2 had a composite back-validity of .47, while crusa-
it 3 validation of this battery on two samples ylelded cosfficiente of .37 and .51

o

{8's = 161, 195, acd 163). In view of the results to be nresentsd later, it
should bo emphasized that these relatively high validities wers obtalned on
quasi-applicani samples of EM who met the requirementa of cnly the firet
seleotion screen; i.e., thege men had not applied for OCS, bul were qualified
to do so.
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On the basis of thie field study, procedural recommendations were made
for the sslection of applicants for the first Branch Immaterial OCS Class in
the fall of 194G,
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It vas rscommended, of course, that a follow-up validation of these
instruments be made against criteria of performance at (CS and later perfcrm-
ance after gradustion. Some consideration was given to this problem in the
course of a subsequent program, during which both the BIB and the Intervisw
procedure were revised, and some preliminary field wark was undertaken. This
latter progra’m was closed cut, howsver, upon completion of its primsry pur-
vose, which was the duvelopmsnt of administrative forms and procedures to
implement War Department directives governing the procurement of reserve offi-
eare froe seversl chanmels.

Meanwhile, a new urogram had been ostablished to consider problems of
WAC officer selection. With the recomsendation that it be broadenaed to cover
rroblems of officer selection in genmeral, the ultimats sore of {0Cs selection)
was established.
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PROCEDIURES AND RESULTS

As ultimetely conéus ted, the OCS selection prog-am wae concorned witlh
two aress of study: (I) the adaptation of insiruments for the aslection
of WAC personnel for 0CS; (II) the development and validation of selection
procedrres for OCS,

PREPARATIOR OF INSTRUMENTS FOR SELECTION OF WAC PERSONNEL ¥OR OCS

With the establishment of the WAC as & part of ithe Regular Army, it vas
neceasary to jrovide for the securing of psrsonnel for cormissioning through
the sstablishment of a WAC OCS. The Personnsel Ressarch Ssctien, Personnel
Ressarch and Procedures Rranch, The Adjutent Gensral's Office, Department of
the Army, was directed {» develop screening ipnstrumenis paralleling and, where
possidble, duplicating thoss already devised for the selestion of male person-
nel, Since no source of preliminery velidation existed at the time, it was
necessary to 1limit the development of instrumente to adaptation of those already
constructed and validated for other purposes.

It was decided to scrutinize for adaptation, vith minimum changes, ingtru-
ments which had been developed for the following purposes:

1, Clessification of WAC enlisted personnel

2. Integration of AUS Officers (Male) into RA
. Integretion of WAC Officers into RA
4, Selection of enlisted men for assignment to CCS

A ]

Having no existing criteria for the wvalidatioa of new procedures, it was
feasibls to plan only for the establishment of rosters on the basis of such
instruments as could be deviged, with selection frow the top to fill the
initial guotas. Criterion date could be collected later from sarly OCS classes.

Three projects wers established to meet the nseds of this iritial interim
program:

1. Adsptation of Instrumenta to select Candidates for WAC 0OCS

2. Development of Criterias to messure success st W4C OCS

5. Validation of WAC OCS Selaction Instruments

The principal sccomplighments under thie portion of the prcgram are sum-
marized in Tedble 1, in which the instruments develoved eare presented with
reference to the parent instrumsnts from which derived, and the revisions
necessitated by the chengs in purpess.

With the revised instruments introduced into the fisld for selection pur-

voges, it soon becsme evident that the rate at which date could be collected
from the School would be inadequate to warrent any early conclusions regasrding

-k .
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for attendsnce at CCB.

0ld Instrument

Revw Instrument

Inetrumente developed undsr £J 4118-01 for the selection of WAC persor-el

Revisions

IAC Officer BIB (FRT T52)
(developed in FR 4092, Integva-
tion of WAC persomnel into HA}

WAC Offico BIE manual
{PRT T€3)

WAC BIB angwer shsst (PRT T51)

WAC 0CS XIB (PRT 800)

WAC OCS EIB manual
(PRT 891)

P T e N T AR Y

Ttens applicaily only to G’e
or military personnel elimi-
nated; phrages appropriate to
enlisted womer and civilians
substituted.

Request For ASN omitted.

Bo chenge.

008-2,B, mals Q0C5 epplicant
ovaluatioa repcrt {FPRY 652)

OUE~2,R, Officer Tendidate
applicant evaluation report
(answer sheet) (PR 64g)

WAC 0CS Evaluation
Report {FRT 893)

WAC Officer Candidate
Applicant Evaluation
Report (answer sheet)

(PRT 892)

Hinor editorial changes.
{Fot intended for use with
civilien applicante.)

Title chengs only.

0CI-&,B {POT 737)

0CI-3,R (answer shest)
(PRT 650)

WAC OCs Cogduct of the
Intervievw (PRT 895)

WAC Officer Candidate
applicent interviav
{IRT 8ok)

Situstions not spplicable to
farales were deleted; items
requiring wmilitary experience
replaced by items applicable

to enlisted women and civilisma.

Title change only.

Nental Alertnese Test-2
(MAT-2, PRT 55)

MAT-2, manuel (PRYT 56)

WAL Officer Casndidate
Test, (PRT 354%)

WAC OCT menual
(PRT 856)

Rotitled. Ussad for Kxperi-
mental purposes osnly. (E.g.,
not a part of the zslection
battery)

A new msenusl, incorporating
the dirsctions of PRT 56.

Officer Education Quaslifica-
tion Test (PRY 088)

L R e e e

Directions for Admin-
istering and scoring
OEQT (WA OCS)

Ldopted as & ecreen for non-
college-trained applicants.
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the validity of either the smlaction proceduares or the WAC (OCS grading systems.
As of the date of the fimal repart (5}, lata on the proposed 1llst of 25 selsc-
tion and school pe. formsnce variadbles were available for only 37 graduates of
the first clsss. For tne Yiroe selecticn variables (BIB, ORR, and CCI) in
addition to age, adupation, and prior servioce, dats were at thet tims avail-
able foy 205 applicants, ~f whom only 129 had been eolected for training.

The lattur tvo projects of the . rogram vere accordingly suspended until
such tiwe ss nsable quantities of data vould be svailable, and the Personnel
Reosarceh Poction assumed the role of consultant to the WAC 005 in matters per-
taining io selection.

TEVELOPMINT AND VALIDATION OF SELECTION FROCKDURES FOR MALE ARMY OFFICER
CANDIDATE SCHXIS

In the courss of the dovelopment of the selsctlon instrumsnts, several
validation stndiss were conducted against criteria established for that
imwediate purpose. C{haregteristically, thess criteris were in the form of
rating scores derivad Irom appraisale by assoclates aud seperiors, both
oniisted and commissionsd. In some casee these ratings vwsere performed within
2 achool situation; the most extensive study, howevar, was undertaken on an
Army-wide basla, with no refsrence to any actual school or posit-graduation
performance. In recognition of the importance t« the Awvmy of the OCS pro- s
gram, and the correlative sigrificance of valid instrwaments for the prediction
of Bchool schiovement and succesg ln later performince as an Ufficur, ssveral
wrojects vere assigned for the purpose of invesiigating the ndequacy of ths
selection variadbles in terms of uwltimste critoria. As finally conducted, these
included:

1. Validaticn of Sslsction lastrumente for Male OCS against Schodl
Criteria. Phres 1.

2. Velidaiicn of Male OCS Selecticn Instrumenis. 2Zimse II. Anslyels
of Criterion Variables.

3. Dovelcpmsnt of Procedurss for Classification of Male OCS Graduaten
to Arm or Service,

k., Validatiop of Male OCE Selection Instrumenis against periormance
in associate basie cowrss. {This project was cancellad in view
of difficulties inherent in the ooliection of eriterion date.)

5. Validation of Mile CCS Selection and School Procsdures against
later performance as an Offiger, £~/ »77-4i7%°

. Item Apalraie ani Validation of the BIB, OCB.3, against a2 composlte
criterion of agsociate and Plstcon lsader ratings. (This project
wvag sdded 1in visw of tha vary low validity of the BIE 3s revealsd
in Phase I - poted above.]
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The instrumsniec evalusted in thess surveys represented, for ibe most
part, minor revieions of those which bave alxeady been discuswed in Che
Introduction. Ieadership predictors Included:

1. BIB (OCB-3) PRT 735
2. Interview Procedwr {CCI-k&) PRT 737
3. Evaluation Report (OC3-2) PRT 652

In addition, the AGCT scores, and resulss from two foras of the Gificer
Capfidate Test, OCT-1l and O0CT-2, all Intended as yredictors of scholarship,
or of acaderic success in OCS, were restudied. Samples for the gtudies wers
dravn 7rom the last two 008 classes at Port Benning, and the first classes
at the nowly establighed Branch Immaterial echool at Fort Rilsy.

The initial step (Pbase I) was to corrslate the several predictor vari-
ables with existing school eriterin of graduation and attrition. The resulis
can be sumsrized as (1) lack of predictive power and (2} considerabls varia-
tion of correlational results among clagses. Two problems immsdiatel) bscame
evident:

1. Many cages of atirition could be attributed to administrative irregu-
larities, which the instruments wurs never meanl to predict;

2. Due in part, perhaps tuv the change in schools and ths establisbment
of a naw training center, there was considerable instadbility in
administrative progcedurss among claegses.

In considoration of this variability and ths unceritainiy of the measures
used in tue Schools for the determipstion of graduation, it was desmed advie-
adble to study the within-school sriterion msaswres in themgelvee, to ascertain
the extent to which they counld be predicted. Accordingly, an extensive shudy
of the intercorrelations of {tkhe criterion znd selector variables wag mace
(Phase II). The measuree stu¢ied included:

1. Those entering intoc computation of Tinal grades
1, Platoon leader evalustions

b. Physical affislency tests

c. Acalemwic grade

2. Supplemsntal information variables; not used by the schonls in
determining graduwation,
a. Evaluations by fellow candidates
b. Delinquencies (three levele of soverity)

c. Military stakes {a tactical performance batiery which in later
classes entered inte determination of fimal standing)

-7~
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Closest agreement wae found between fellow candidate evaluations and
PFlatoon Leander ratings, a result due in part, perhaps, to the officers!’
knowledge of tho assoolates' rankings. Both sets of ratings predicted attri-
tion alter the first month, with the fellow-candidates performing a somewhat
firer discrimination.

Kone of the school measu shoved any sppreciable agreement with scores
on the sslection instruments.® Ounly the previously established intercarre-
lations of AGCT, OCT, and academic grades were confirmed. While the laock of
agreemont botweer: the instrumecnts and the school weasures can be attridbuted
in part at least t0 the variability in the school procsdures, this factor does
not serve to remove the inotrumenis from suspicion. In view of the methods by
which they were developed, standsprdized, and wvalidated, the lack of correla-
tion between slemsnta of the selsotion battery and ths associates' ratings,
for instance, reis~s queations about their applicability.

The sattempt to svalunte the ssleclion instruments zand the school measures
vith referonce to later guccoss as an officer was no more satisfactory. Using
as a criterion a eingi:y afficisncy report score (derived from DA AGO Form 67-1
and weighted acoording t¢ length of pericd covered and number of reporte avail-
able), little relationskip with sither ths interim selection technigues or the
school weasurses was found. Agnin, the correlations with rating groups (asso-
ciates and Platoon Leaders) contriLutad the only non-zero results, dbut nons of
these exveoded .28. Interpretation of the results as a whole was osnditioned
by the relatively brief pericds of servics represented by the criterion meas-
ureg, and the nature of the duties undertakon by recent 0CS gradustes. 45 a
wmeagurs of ultimate pexformancs a3 an officer, efficlency reparts soon after
graduation may in themselves be inadequete.

It bas already besn suggested that obaexved ineopsistenciss in schocl
procsdures cannot be blamed entirely for the lack of agreemsnt between thsse
rocedures and the interim instruments dovsloped as pmedictors of officer
ability. Sincs the instrwesntes were dsvelcped and initially validated with
reference to ratinge obiuiped Irom associates and supervisors, if sdequacely
designed they ahould have shown high carrelations with the supposedly similar
rating socomplighed ia the mchool siturtions. This waa not found to be the
cass.

2/ After work on this progranm was completed, it wae found that the policy at

T Pt Riley "forcsd” a correlation between ratings ard delinguencies (see the
Code of Conduct, p. 9, par. 1, Pb. Rilsy AOCS). While the obtained corre-
lations are low (.15..20), they sre consistent and compare favorably with
sther intar-measwre correlationsg frupd in this study. It is impossidle to
evaluste the full affect of this policy on tua objlectives of this study;
thers is little doudt, however, that this implisd overwsighting of deline
guencies in the within-achool detexminstions of ¢ candidate's standing
seriously afifectsd the cverall results.
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Particular attention vas directed to the BIB, whose lov demonstrated
validity may have been cocasioned by the nature of the population uged in
itg development and jinitial keying. A4 simulated applicant population com-
posed of enlisted men with AGCT scores of 110 or mors, the initial prereq-
uisite for consideration for attendance at OCS. A new project wes therefore
undertaken to vallidate and item analyze the instrument againet a composite
aritericn of asscciates' and Platoon Leaderr' ratings, and agairst subsequent
Officer Efficiency Reports (67-1).

In 211, four separate keys wero developed: one from iter analiysie against
the rating criterion, one against the efficisncy report scores, one determined
through validity gersralization procedures, and a fourth to serve ag & esup-
essor. While some of the Detween-ksy correlations were reasonadbly high,
their predictive validities (determined upon a oross-validation sample of
approximately 120 cases) wire universally very low. The two item anslysis keys,
in combination with the suppressor, had easentially the same carrelstion with
tke officiency report scores (.19 to .20); neither showed any appreciabls cor-
relation with the fsllow candidato and Platoon leader evaluations.

A second phape of this project was estadblished fur the purpcse of devel-
oping a nev Eiographical Informmtlon Blank, utilizing the information gained
from this program and from other sourcee as weil. The finished iastrumente
(OCB-% snd OCB-%5), vere constructed on the basis of validity generalization
principles, incorporating itams from several instruments tocund to be sugcess-
ful for the selection of officers through other channels (e.g., ROYC, West
Point), as wel. as the most valid items Ivrom the OCB-3.

Cne remaining project, concerned spscifically with the agsigoment of OCS
graduates, arose from carplaints from the combat armu cowmands that they were
receiving a disprcportionate share of lov-potential graduates. While post-
greduate classification coniinued on the basis of academic standinge, as
dirscted by AGF, a trial-run vas mads of a dirfferent distribution system
deaigned by Personnel Ressarchk Scotion persoansl. This plan called for the
difrerontial weighting of clsss-standing elements and the consideratior of
aptitudes, prefsrences, and background in the computation of composite acores
for each aym or service.

¥t was found that the Personnel Ressarch Section plan whuld have rezulted
in more favorable classification than the AGF plan, even when ths latter was
mcdified by OCS. While Peraonnel Reaeerch Section agresed to the adoption of
its plan for future classification purpcses, it withheld formal concurrence
pending further study ané validation of the assignmwent procedures.

CEEERAL CONCLUSIORS
It is evident from the results themselves that both the predictors and
the criteria are in need of improvemsnt. The generally unsatisfactory resulis
obtained in the validation studiss suggest the need for a fairly thorough con-

sideratiocn of the factors vhich may bave contributed to the low obtained
validities of the selectinn inptruments. 4in inoreass in agroement between the
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instrmsnts and the criterin is necesgsarily contingent upon the reduction of
errors vhich have arlsen in ssveral areas.

WITHIK-SCHOOL PROBLEMS

Detormination of the predictability of official meapures of performsnce
«t OC8 is predicated upon the minimization of administrative irregularities
ant the improvemsnt and stadilization of evaluation procedwree. In adiition
to variability from clase to class in the grading and administrative systems
{(vhich may have bsen dus largely to the problems of reestatlisghing the OCS
at a nev Installation), much of the attrition occurring in the early part of
the course resulted primarily from administrative irregularities rather than
from poor performance at OCS. The sslection teochniques ars not dssigned to
predict inadequate screening, or the misapplicetion of the selaction pro-

cedures.
INSTRMENT - DEVELOPMENT PROBLEMS

Thers is reason to question the applicability to the OCS selection prob-
lem of predictors developsd upon expsrimental pe-CCS or quasi-applicaat popu-
lations; the differences between the sxperimsntal and the ultimate graduate
populations may be significant. Certainly different motivationzl conditions
prevail in making ocriterion ratings under ths two different circurstances; and
there is little doudbt that the uniform testing conditione obsurved in experi-
wontal field trials are nct a part of the real gelection situation. The suc-
cesa obtained In the comstruction of the ROIU BIB under operating conditionms,
with its sustained high velidity upon ci‘oss-validation in civilian and mili-
taxry schools and at Wegt Point, lends support to the adoption of development -
asthods which utilize ultimwte populations.

CRITERION IRADEQUACIES

In addition to the instadility of certain of the schocl criteria, some
measure of doubt exists as to the adegquacy of many of the predicted msasures.
It wag found in this and in earliar studies that litile agreement exists
betwesn predictors of leadership oun the one hand, and predictars of scholar-
ship on the other. Togelther with the administrative circumstances whicih con-
triduted heavily to the early attrition at 0CS, the emphasis placed upon
acadeaic performnce in determining graduation rsnders a criterion of
graduation-attrition inadequate for the evaluation of leadership predictors.(?)
While they have not been used by the gohools in detarmining graduation, the
associatesg' ratings have consistentiy shown the highest correlations with the
mredictors and the later criteria, and the greatest carrelational consistency
between classes. While correlations between measures which are doth derivad
from ratings must necessarily be viewed with caution, the associates' ratings
nevertheless show the most promise as a consistent school-performance weasurs.

With reference to the use o. Form 67-1, cr other officer efficiency cri-

teria, it has been vbserved that many officers are still in training status
for several months after graduation from 0CS., Narly efficiency reports may
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not be approprisie meagures of their ultimste performnce in non-trainse,
command and staff responsidbilities. The significance of this factor as an
iafluence in post-graduaticy efficienoy reporting remains to De evaluated.

CLARIT®ICATICR OF PURPOSHE

Opersticnally, the instruments were developed in the pre-0CS gituaticn,
described previously, to be predictors of leadership (as dsfinsd by associates’
and supervisors' ratings) with the tacit assumption that this would serve
adequately to select those most likely to succeed in OCS and in later per-
formance 3s officers. However, failure to predict performance would noty in
itself, render the inptrumsnts velueless, provided other assumptions can be
Justified. Prediction of success is one probiem; selection for attendancs
at Officer schcol is anotb.r. It 1s at least possible that the sslection
instruments vere serviceable in rejecting enough applicants who were not
1ikely to succeed. and in not rejecting too many who were very likely to suc-
cead. The abssnce of correlation among the predictors, the achool measures,
and iater performance does not necesearily mean that the procedures fail to
retain the best potential leadsrs, or that the selection has been inadequate.
The ultimate population is a highly selected one, and the low order of the
cbtained correlations may be the result of restriction of range.

Obviously, there is no empirical evidence to sunport the argument, and
no amount of rationalization should be permitied 1o preclwde attempis at
improvement. However, the investigation of relationships within a limited
and pre-eslectad populavion alone may not be the best means of evaluating
the efficiency of selection inustruments.

Whatever the Justifications for the lack of relaticnghips observed in
this prograx, the studiss illustrate the importance of validating selection
instrusents under operating, rather than oxperimsntal, copditions. Il is
further evident that both the gelsction instruments and the messures of school
performance are in need of extensive revigion.

PFRSONNEL
Program Coordinator: Lindsey R. Fawmon, Hubert Erogden
Statistical Adviser: Clairse’ ™. Mechlin
Proparation cf Report: Marshall Heyman

PREPARATION OF MEPORT: 1 Auguwt 1951
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ATPENDIX A

REFERENCE LIST OF PROGRAMS

TITLE
Officer Selection for Restention in the Posgt-War Army

falection Procedures for Enlisted Men for Officer Training
in the S8ignal Corps

Selection ¢f Enlisted Mon for Officer Training

Davelopmont and Adoption of Materlals to Supplemont a
War Department Circular

Increasing Bffectiveness of Procedures for Selection of
Poersonnel for 0C8

ldaptation of Instruments to Select Candidates for WAC OCS
Develcpmont of Criteria to Measure Success at WAC OCS
Viiidation of WAC OCS Selection Instrumentis

Phase I: Validation of Selection Instruments for Male
0CS against School Criteria

Phane II: Analysis of Criterion Varlables. Development
of Procedurea fox Classification of Male OCS Gradustes to

Arm or Sorvioce

yalidation of Male OCS Selection Instruments against
Performance in Associate Basic Course

VYalidation of Male OCS Selection and School Procedures
against Later Performance as sn Officer

Item Anaiyeis and Velldation of the BI1B, OCB-3

Improvement of Tests and Techniques Used to Selset ROTC
Students
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