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Research Note 52-3

S•IARY REPORT OF OCS VALIDATION STUDIES

BA.CKROUUD

Until 1946, selection of candidates for attendance Officer Candidate

Schools (0CS) was determined on the basis of AGCT and OffIcer Candidate Test
(OCT) scores, together with an evaluation of other factors (recomendatione,
ArMy record, civilian education and experience, etc.) made by an Army Inter-
view Board. The specific procedures for selection were established somewhat
ind~endently by the various forc~s, arms, and services.

Early investigations of the selection procedures use( for OCS indicated

that the problem under consideration was highly complex. Not only was it
necessary to predict academic success in OS, but also to determine leader-
ship ability. In addition to these inherent difficulties, the nature of
operating conditions also contributed to the complexity of the problem.' Smll-
size& graduating classe3 and changes in the Army' s needs for officers and
schools affected the size and nature of the available samples. Wýith all of
these factors operating it was not unexpected that the development of useful
prediction instruments should turn out to be a slow 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 validation
study illustrates these points further.

One investigation of selection procedures for OCS (1) found the AGCT and
the OCT to be valid predictors of Fcholastic achievement at OCS. Yet the
other vagiables 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 0M Selection Board findings at the time of this early study was not
clear. Under the Cfficer Selection-Retention Program, which investigated
procedures for the selection of AIS officers for retention in the peacetime
(Regular) Army, no relationship was found between the findings of similar
Army boards and success as an officer. A report on this program (2) concluded
that if such boards were to be used in the selection process, they would

necelsarily have to be standardized. The need for selection instruments pro-

dictiTe of leadership was emphasized as requiring further investigation.

In the course of the Officer Selection Retention program, several instru-

mentg were developed or adapted for the purpose of selecting officers for

reteution. Among them were:

1. An Officer Classification Test (OCT 14a) PR 400

2, A Biographical Information Blank (BIB, Torm D) PET 410

3. An Officer Evaluation Report (O9R) PRT 462, "A new improved effi-
ciency rating devLce' oombirine the best features of old instruments

and some new ones

S. tandard interview procedures (lIT) Pfs 403,, 413, 458



These instruments were found to be reliable, and valid for the purposes
for which they were designed. A combined point index based upor. OXR, BIB,
and INT differentiated officers on the basin of efficiency (as deterained. by
an extensive raving procedure) in a manner far suj-erior to both .Arm board
methods, and to averages of previous efficiency ratings. The intercorrela-
tions of AGOT, OCT, and academic success at OCS were ,stablished., and the
possibility of effecting a cutting score on the OCT was explored. The report
on the program concluded that the selection program was capable of the scion-
tifio selection of officers in a manner which would accomplish "tremendous
savings, if rigorously applied under the conditions which led to its standard-
ization."(2)

Acting upon a request from the officers responsible for OCS and West
Point selection at the Signal Corps School at Fort Monmouth, N.J., another
program (Officer Prediction - Signal 0) was established to adapt these reten-
tion instruments for the ptrpose -f selecting enlisted men for attendance at
00S. Reviio3n and adilition led to the inclusion of these instruments as pro-
dictors of leadership:

1. The Interview Blank (OCS-l) PET 529.

2. The BIB (OCS-1) PET 531.

3. The Milltary Peport (0OC-1) PET 534, an evaluation of the performance
of the applicant as an enlisted man, which, In its final form as
determined in the studo, included only reports by the Immediate
superior NCO, confirmed by the immediately supe~rior Comissioned 0.

h. Rec ndation Blank (OCS-l) PrPT 552, an inztrawnt designed to
gather information about the applicant from civilian "friends of
the family."

Together with the AGGT and the OCT as predictors of academic achieve-
ment, these instruments were evaluated against a complex leadership criterion
(based on ratings by follow students and tactical officers) on a population
consisting of two small OCS classes at Fort Monmouth. (For class '51, V = 51
to 81; for class '52, I = 30 to 42.) The four instriuments in combination had
a bacý-validity of .71 for class '51, ard a cross-validity of .72 for class
5'2.I1 The two academadc predictors were again shown to have high validity;

it was carefully pointed out, however, that the instruments developetl for the
prediction of le-dership had praotinally no relationship to those designed for
prediction of academic success.

The evident success of thia small scale investigation led to the recoo•
mendation that it be extended on an Ar°y-wide basis, with the adoption of cri-
teria emphasizing personal leadership rather than success criterion such as

hI/ Tere appears to be an error in the report (3). A calculation of the cross-
validity gives a correlation of .685. It is doubtful that this coefficient
can be determinei exactly because the nrmber of cases for each correlation
(within the four by four matrix) was not the sawe. This implies selection
of some kinA.



graduation. It was observed that the latter criterion is too heavily weighted
with the scholarship factor to be useful in the development of Instruments
"doe rigud to predict leadership qualifications.

This recommendation was realized in a program (Officer Selection - M)
designed to eatabloh procedures for the selection of enlisted men for offi-
cer training. The instruments developed in the earlier program (Officer Pro-
&iction - SIC C) were further revised and introduced into this new program as:

1. Office-* Candidate Applicant Interviev (0CI-1 and 00i-2)

PRT 574 and PR3T 575

2. BIB (oCB) PRI 573

5. Officer Candidate Applicant Evaluation Report (OCE-I) PRT 572

. Reoomendation Blank (OCR-l, 0C0-2, and OCR-3) PiT '576,
PRT 577, arid PRT 578

These four Instruments were field-tested in the spring of 1946. In a
population of 78W5 M, 2924 (39%) met the Initial screening requirements for
0C8, v'th an AGOCT score cf 110 or more. This group provided evaluation
samples for the validation of the above instruments against leadership scores,
derived from ratings by associates and officers. Three of the instruments
0CB, OCE-I, and OCI-I or 2 had a composite back-validity of .47, while crise-
validation of this battery on two samiples yielded coefficients of .37 and .51
('a = 161, 195, and 163). In view of the results to be nresented later, it
should be emphasited that these relativ%.y high validities wore obtained on
quasi-applicant samples of E4 who met the requirements of orny the firet

selection screen; i.e., these men had not applied for OCS, but were qualified
to do so.

On the basis of this field studt, procedural recomendations wore made

for the selection of applicants for the first Branch Immaterial OCS Class in
the fall of 19146.

It was recommended, of course, that a follow-up validation of these
instruments be made aaainst criteria of performnce at OCS and later perform-
ance after graduation. Some consideration was given to this problem in the
course of a subsequent program, during which both the BIB and the Interview
procedure were revised, and some preliminary field work was undertaken. This
latter program was closed out, however, upon completion of its primary pur-
pose, wbich ves the dovelopment of administrative forns and procedures to
Impleneot War Department directives governing the procurement of reserve offi-
eere -fro- several channels.

Meanwhile, a new program had been established to consider problems of
WAC officer selection. With the reoomendation that it be broadened to cover
problems of officer selection in general, the ultimate sore of (OCS selection)
was established.
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PROCEVIJR3 AND RESULTS

As ultimately conducted, the OCS selection prog-am was concerned with,
two areas of study: (I) the adaptation of instruments for the aelection
of WAC personnel for OCS; (II) the development and validation of selection
procedrres for OCS.

PRoEARATeON OF o NSTR S FOR SKICTION OF WAC PERSOMM FOR OCS

With the establishment of the WAC as a part of the Regular Army, it was
necessary to jrovide for the securing of personnel for comissioning through
the establilIment of a WAC OCS. The Personnel Researrh Section, Personnel
Research and Procedures Branch, The Adjutant General's Office, Department of
the Army, was directed te develop screening inatruments paralleling and, where
possible, duplicating those already devised for the seleotion of male person-
nel. Since no source of preliminary validation existed at the time, it was
necessary to limit the development of instruments to adaptation of those already
constructed and validated for other purposes.

It was decided to scrutinize for adaptation, with minimum changes, instru-

ments which had beez developed for the following purposes:

1. Classification of WAC enlisted personnel

2. Integration of AUS Officers (Male) into RA
3. Integration of WAC Officers into RA

4. Selection of enlisted men for assignment to OCS

Having no existing criteria for the validation of new procedures, it was
feasible to plan only for the establishment of rosters on the basis of such
instruments as could be devised, with selection froe the top to fill the
Initial quotas. Criterion data could be collected later from early OCS classes.

Three projects were established to meet the needs of this irltial interim

program:

1. Adaptation of Instruments to select Candidates for WAC OCS

2. Development of Criteria to measure success at WAC OCS

3. Validation of WAC OCS Selection Instruments

The principal accomlishments under this portion of the program are sum-
marized in Table 1, in which the instruments developed are presented with
reference to the parent Instruments from which derived, and the revisions
necessitated by the change in purpose.

With the revised instruments introduced into the field for selection pur-
poses, it soon became evident that the rate at which data could be collected
from the School would be inadequate to warrant any early conclusions regarding



Table 1. Instrumente developed under PJ 1i18-01 for the selection of WAC persor-_ei

for attendsnce at 0XS.

Old Instrument hew Instrument Revisions

.AC Officer BIB (PRT 752) WAC OCS RIB (PET 890) Iter- applicaU.i. only to Ole
(developed in FR 092, Inteta - or military personnel elimi-
tion of WAC personnel into RA) nated; phrases appropriate to

enlisted women and civilians
substituted.

WAC Officer BIB manual WAC OCS BIB manual Request for ABSN omitted.
(?iR 763) (PRT 891)

WAC WB answer 0"eet (MT 751) s..-----------. o change.

0CE-2pB, mals 008 applicant WAC O0S Evaluation Minor editorial changes.
eo'aluatio.2 repcrt (IVi 62) Report (PET 893) (Mot intended for LiBO with

civilian applicants.)

OCE-2,R, Officer Indidate WAC Officer CandIdate Title change only.
applicant evaluation report Applicant Evaluation
(answer sheet) (iM? 649) Report (answer sheet)

(PET 892)

OCI-4,B (PIIT 737) WAC OS Conduct of the Situations not applicable to
Interview (PRT 895) females were deleted; items

requiring military experience
replaced by items applicable
to enlisted women and civilians,

OCI-3,R (answer sheet) WAC Officer Candidate Title change only.
(PET 650) %1pplIcant interview

(11T 894)

Mental Alertness Test-2 WAC Officer Candidate Retitled. Used for &xperi-
(MAT-2, PAT 55) Test, (PET 854) mental purposes only. (E.g.,

not a part of the 7lection
battery)

MATý., manusl. (PRT 56) WAC OCT manual A new manual, incorporating
(PRT 856) the directions of PRT 56.

Officer Education Qualifica- --------------------- Adopted as a screen for non-
tion Test (PE' W 988) college-trained applicants.

Directions for Admin-
istering and scoring
oZ, (WAC ocs)

-5-



the validity vf elther the selectlon mrocedures or the WAC ON grading systems.
As of the date of the fir.%l report (5), lata on the proposed list of 215 selec-
tion and school p..formwce variab•es were available for ony 357 graduates of
the first class. For tae three selection variablas (BIB, OE, and CCI) in
addition to age, edu ta.on, anda prior service, data were at that tire avail-
able for 205 applicants, if whom onljy 129 had been eelected for training..

The lathzr tvo projects of the ;ogram were accordingly suspended until
such time 6,s 'able quantities of data would be &vailable, and the Personnel
Research Pection assumed tUe role of consultant to the WAC OCi in mzters per-
tai•ing tcý selection.

TZVKLOI'MT AND VALIDATION OF SLEGCTION FROCEDbJRS FOR MLE .A.MY OFFICER
V.IDIDATE SCM{OIS

In tbe course of the development of the selection instrumints, several
valiaatlon setudes were oondicted against criteria established for that
Aimodiate purpose. Cb-araoteristically, these criteria were in the form of
rating scores derived. ftom appraisals bf associates aud superiors., both
anlisted and comlsionrd.. In soae casee these railngs rere performed within
a school situation: the most extensive study, howevar, was undertaken oun a
Arumyvide basis, with no reference to any actual School or poat-grafuation
performance. in recognition of the importance tc, the Army of the OC pro-..
gram, and the correlative siegificance of valid !nstrqments for the prediction
of school achievement and success in later performance as an Officur, several
projects were assigned for the purpose of Investigating the adequacy of the
selection variables in terms of ultimate criteria. As finally conducted, these
included:

1. Validation of Selection Instrumente for Male OS aganrnt School
Criteria. Phase I.

2. Validaticn of Male OCS Selectlon Instruments. Phase II. Analysis
of Criterion Variables.

.Development of Procedur-es for Classification of Male OS Graduate.i
to Arm or Service.

1. Validation of Male 0CS Selection Instruments against peri'orasnce
in associate basic course. (This project was cancelld in view
of difficulties inherent in the collection of criterAon data.)

5. Valldation •o4 Ml OCS Selection and School Procedures against
later performance as an Officer. , '--

6. Item AnaIleig antl Vaildation of the BIB, OCB-3, against a composite
criterion of associate and Pilatcon Leader ratings. (This =oject
was added in view of th. very low validity of the BI3 as revealed
in Phase I - noted above.)
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The instruwnnte evaluated in these surveys represented, for the most
part, minor revisions of those which have already been discusses& in the
Introduction. Toaderehip predictors included:

1. BIB (OCB-3) Pf 735

2. Interview Procedurt. (OCI-4 PRT 737

3. Evaluation Report (OCS-2) PRT 652

In addition, the ACXT scores, and results from two forms of the Officer
Cau~idate Test, OCT-I and OT-2, all intended as predictors of scholarship,
or of Academic succeios in OCS, were restudied,. Samples for the studies were
drawn from the last tvo O(S classes at Fort BennIng, and the first classes
at the newly established Branch Immaterial sohool at Fort Riley.

The initial step (Phase I) was to correlate the several predictor vari-
ables with existing school criteriu of graduation and attrition. The results
can be sumarized as (1) lack of predictive power and. (2) considerable varia-
tion of correlational results among classes. Two problems immediatelý became
evident:

1. Many cases of attrition could be attribuited to administrative Irregu-
larities, which the instruments vere never meant to predict;

2. Due in part, perhaps to the change in schools and the establishment
of a new training center, there was considerable instability in
administrative procedures among classes.

In consideration of this variability and the uncertainty of the measures
sed in the Schools for. the determination of graduation, it was deemed advie-

able to study the within-school criteri.n measures in themselves, to ascertain
the extent to which they could be predicted. Accordingly, an extensive st.udy
of the intercorrelations of the criterion and selector variables was made
(Phase I!). The measures studieo included:

1. Those entering into computation of finl grades

a. Platoon leader evaluations

A b. Physical efficfency tests

c. Academic grade

2. Supplemental information variables, not used by the schools in
determining graduation,

a. Evaluations by fellow candidates

b. Delinquencies (three levels of soverity)

c. Military stakes (a tactical performnce battery which in later

classes entered into determination of final standing)

-7-



Closest agreement was found between fellow candidate evaluations and
Platoon Leader ratings, a result due in part, perhaps, to the officers'
knowledge of the associates' rankings. Both sets of ratings predicted attri-
tion after the first month, with the fellow-candidates performing a sonowhat
finer •iscrimination.

None of the school measuq showed any appreciablc agreement with scores
on the selection instruments.' Only the previously established Intercorre-
lationa of AGMT, OVT, and academia grades were confirmed. While thK lack of
agreemont between the instrumonts and the school measures can be attributed
in part at least to the variability in the school proc-dures, this factor doos
not serve to remove the Inetrumsnts from suspicion. In view of the methods by
vhich they were devloped, standardize&, and validated, the lack of correla-
tion between elewnta of the selection battery and the associates' ratings,
for Instance, ralevs questions about their applicability.

The attempt to emvumte the selection instruments snd the school measures
with reference to la•e• succoss as an officer was no more satisfactory. Using
as a criterion a slngle, efficiency report score (derived from DA AGO Form 67-1
and weighted acooreding to length of period covered and number of reports avail-
abl)ý, little relationship with e&ither the interim selection techniques or the
school aoasurso was found. Again, the correlations with rating groups (asso-
ciaten and Platoon Leaders) oontrmibtod the only non-zero results, but none of
these exoeaded .28. Interpretation of the results as a whole was conditioned
by the relatively brief periods of service represented by the criterion meas-
ures, and the nature of the dutios uuderteken rby recent OCS graduates. As a
moasure of ultimte perIfrmance an an offIcer, efficiency reports soon after
graduation may in themselves be Inadequate.

It has already been suggested that observed iunonsistencles in echool
procedures cannot be blawd entiYly for the 3lack of agreoment between these

procedures and the interim instruments developed as predictors of officer
ability. Since the instruments were dsvelopod and initially validatedd with
reference to ratiage obtained from aarjociates and supervisors, if adequaýely
designed they should have shown high correlations with the supposedly siuilar
rating aocomplished li the school situations. This Vaa not found to be the
case.

2/ After work on this program was co-,leted, it was fourd that the policy at
Pt Ri"o., "forced' a correlation betvtwen ratings and delinquencies (see the

Ccde of Conduct, p. 9, par. 1, rt. Riley AOCS). WhIle the obtained corre-
lations are low (.115-.20), they are consistent and ccmpe favorably with
ý,ther int-mr-measure correlationa feund iu this study. It is impossible to
evluate the full effect of this policy on the obectives of this study;
there is little doubt, %owaver, that this implied overweighting of delin-
quencies in the vithin-achool detemimstions of c candidate's standing
seriously affected the overall results.

- 8-



Particular attention was directed to the BIB, whose low demonstrated
validity may have been occasioned bX the nature of tne population used in
Its development and initial keying. A simulated applicant population com-
poe*& of enlisted son with AGCT scores of 110 or more, the initial preq-
uisite for consideration for attendance at OCS. A now project was therefore
undertaken to validate and item analyze the instrument against a composite
criterion of associates' and Platoon Loader-' ratings, and againrst subsequent
Officer Nffieiency Reports (67-1).

Ln all, four separate keys were developed: one from Iter. analysis against
the rating criterion, on against the efficiency report scores, one determined

Sthrough validity geraralizatlon procedures, and a fourth to serve at a sup-
pressor. While some of the betveen-key correlations were reasonably high,
their predictive validities (determined upon a cross-validation sample of
appxoximately 120 cases) wsre universally very low. The two Item amlysis keys,
in combination with the suppressor, had essentially the same correlation with
the efficiency report scores (.19 to .200); neither showed any appreciable cor-
relation with the fellow candidate and Platoon Leader evaluations.

A second phase of this project was established for the purmpse of devel-
oping a new Biographical Information Blank, utilizing the information gained
from this program and from other sources as well. The finished instrumnte
(OCB-4 ind OCB-5), were constructed on the basis of validity generalization
princilples, Incorporating iteis from several instruments found to be success-
ful for the selection of officers throu&, other channels (e.g., ROTC, West
Point), as vel. as the most valid Items o the OCB-3.

One remainilng project, concerned specifically with the assignment of OCS
graduates, arose from cplaints from the combat arnu comnnds that they were
receiving a disprcportionate share of low-potential graduates. While post-
graduate classifioation continued on the basis of academic standings, as
dirseted by AGF, a trial-run vas mads of a differeat distribution system
designed by Personnel Ressarch Sootion persoAnel. This plan called for the
differential weighting of olass-standing elements and the consideration of
aptitudes, preforences, and background in the computation of composite scores
for each arm or service.

t was found that the Personnel Research Section plan vnuld have reaultad
in more favorable classification than the A(V plan, even when the latter was
moadified by OCS. While Personnel Research Section agreed to the adoption of
its plan for future classification purposes, it withheld formal concurrence
pending further study and validation of the assignment procedures.

GEWAL CONCLUSIONS

It is evident from the results themselves that both the predictors and
the criteria are in need of improvement. The gener2lly unsatisfactory results
obtained in the validation studies suAest the need for a fairly thorough con-
sideration of the factors which may have contributed to the low obtained
validities of the selection instruments. An increase in agroement between the

-9-



Instrunte and the criteria is necessarily contingent upon the reduction of

errors which have arisen in several areas.

WITHIN-SCHOOL PROSUM

Detormination of the prediotabilitj of official easures of performance
•t OCS is predicated upon the minimization of administrative irregularities

ant the improvement and stabilization of evaluation procedures. In adlition
to variability from class to class in the grading and administrative systems
(which my have been due largely to the problems of reestablishing the OCS
at a new Ingtallation), such of the attrition occurring in the early part of
the course resulted primarily from administrative irregularities rather than
from poor performance at OCS. The selection techniques are not designed to
predict inadequate screening, or the misapplication of the seloction pro-
cedures.

flTR1NM-DVXMPMKNT PROBLDS

There is reason to question the applicability to the OCS selection prob-
lea of predictors developed upon experimental pre-OCS or quasi-applicant popu-
lations; the differences between the experimintal and. the ultimate graduate
populations may be significant. Certainly different motivational conditions
prevail in making criterion ratings under th6 two diffdrent ciroumstances; and
there is little doubt that the uniform testing conditions obsorvod in experi-

mental field trials are not a part of the real selection situation. The suc-
cess obtained in the construction of the ROTO BIB under operating conditions,

with its sustained high validity upon cmoss-validation in civilian and lli-
tary schools and at West Point, lends support to the adoption of development
methods which utilize ultimate populations.

CRITERION INADE•Q.CIYS

In addition to the Instability of certain of the school criteria, some
measure of doubt exists as to the adequacy of many of the predicted measures.
It was found in this and in earlier studies that little agreement exists
between predictors of leadership on the one hand, and predictors of scholar-
ship on the other. Together with the administrative circuwstances which con-
tributed heavily to the early attrition at OCS, the emphasis placed upon
academic performance in determining graduation renders a criterion of
graduation-attrition inadequate for the evaluation of leadership predictors.(2)
While they have not been used by the schools in determining graduation, the
associates' ratings have consistently shown the highest correlations with the
predictors and the later criteria, and the greatest correlational consistency
between classes. While correlations between measures which are both derived
from ratings must necessarill be viewed with caution, the associates' ratings
nevertheless show the most promise as a consistent echool-performance measure.

With reference to the use o. Torm 67-1, or other officer efficiency cri-
teria, it has been observed that mny officers are still in training status
for several months after graduation from OCS. •arly efficiency reports my

- 10 -
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not be appropriate measures of their ultimate performance in non-trainee,
comand and staff responsibilities. The significance of this factor as an
influence in post-graduatica efficiency reporting remains to :e evaluated.

CLAR1FTCATION OF PtMPOSE

Opetionmlly, the instruments were developed in the pre-OCS situatioun,
described previously, to be predictors of leadership (as defined 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 as officers. However, failure to predict perforiance would not, in
itself, render the instruimentes *,lueless, provided other assumptions can be
justified. Prediction of success is one problem; selection for attendance
at Officer schcol is anoth.xr. It is at least possible that the selection
instruments were serviceable in rejecting enough applicants who were not
likely to succeed. and in not rejecting too many who were very likely to suc-
ceed. The absence of correlation amng the predictors, the school measures,
and later performance does not necessarily mean that the procedures fail to
retain the best potential leaders, or that the selection has been inadequate.
The ultimate population is a highly selected one, and the low orde-. of the
obtained correlations may be the result of restriction of range.

Obviously, there is no empirical evidence to support the argument, and
no amount of rationalization should be permitted to precl'ide attempts at
improvement. However, the investigation of relationships vithin a limited
and pre-eslected populaeion alone may not be the best means of evaluating
the efficiency of selection instruments.

Whatever the Justifications for the lack of relationships observed In
this program, the studies illustrate the importance of validating selection
instruments under operating, rather than experimental, conditions. It is
further evident that both the selection Instruments and the measures of school
performance are in need of extensive revision.

PERSOMNZ1L
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ArPX1(DIX A

MEFERENCE LIST OF PROGRAMS

1PR or PJ No. TITLI

•061 Officer Selection for Retention in the Post-War Army

071l-b -election Precedinrs for Enlisted Men for Officer Training
in the Sitnal Corps

,076 Selection cf Enlistod Men for Officer Training

4103 Dovelopment and Adoption of Materials to Supplement a
War Department Circular

5305 (i118) Increasing Effectiveness of Procedures for Selection of
Personnel for 0CS

3bO9 (ii'S-01) kdaptatian cf instruruents to Select Candidates for WAC OCS

Development of Criteria to Measure Success at WAC OCS

5-0 Vilidation of WAC 0CS Selection fhstrvuents

_o4 Phase I: Validation of Selection Instruments for Kale
0CS agalnst School Criteria

-05 Phase II: Analysis of Criterion Variables. Development
of Procedures for Classification of Mile 0C3 Graduates to
Arm or Service

-06 Validation of Male OCS Selection Instruments against
Performance in Associate Basic Course

-07 Validation of Male 0CS Selection and School Procedures

against Later Performance as an Officer

-08 Item AnmaiIsis and Validation of the BIB, 0CB-5

3405 Improvement of Tests and Techniques Used to Seltct ROTC

Students
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