
Lecture #1 - Continued
__________

· Marbe (1911)
· Forensic psychologists starting to be used to provide testimony in civil trials
· Involved train wreck
· Conducted reaction time studies
· Said that it is possible that the train conductor could have been under the influence when operating the train

Forensic Psychology in Law Schools

· Marston (1922)
· First professor of legal psychology in a law school
· One of the first people to invent a lie detector 
· Also invented Wonder Woman
  

· Period of Rapid Growth
· Rapid growth in post war period in North America
· Especially in court cases
· New psychological theories of crime post-war


· Court Case #1 
· People v. Hawthorne
· Standard for determining expert status is not a medical degree but extent of knowledge
· Type of case that established the validity of psychology in cases
· Psychologists at this time being brought into testify on the mental health of the accused
· Usually the testimony were rejected because they were not doctors 
· People v. Hawthorne changed this

· Court Case #2
· Brown v. Board of Education
· Psychologists submitted brief outlining detrimental effects of segregation
· Could black and white children be segregated into different schools
· Supreme Court outlawed this segregation
· Psychologists used to examine the effects of segregation 
· Emotionally, psychologically 
· Substantial impact - Allowed for court to put faith in psychology
 

· Psychological Theories (Three types)
· Psychodynamic theories (Bowlby)
· Freudian theories
· Bowlby
· Child psychologist
· Maternal deprivation’s effect on juvenile delinquency 
· There is a critical development window in one’s life
· Has to have sensory stimulus during development if not the person will have issues
· Will never be able to develop what they missed out on without this continuous sensory stimulus 
· Maternal deprivation = inability to develop pro-social behaviour patterns (development of anti-social behaviour which lead to juvenile delinquency)
· Learning Theories (Bandura)
· Criminal behaviour is learned in the same way non-criminal behaviour is learned 
· Processes of classical, operative (punishments and rewards), vicarious (what others are doing) conditioning
· Bandura
· Social learning
· We can learn things through watching other people’s behaviour being reinforced and punished
· Friends, family, media
· Personality Theories (Eysenck)
· Personality is the root of the problem
· Eysenck’s Biosocial Theory of Crime
· Personality theory that said criminals had more neurotic answers on questionnaires  compared to non-criminals
· Certain people cannot learn the lesson from punishment
· Cannot understand the consequences 
· Extraverts and neurotics are born with cortical and automatic nervous systems that influence their ability to learn from the consequences of their behaviour 
· Leads to anti-social behaviour 

EXAM - know theory and something about the theory (example)


· A Distinct Discipline
· Forensic psychology is a field of research, separate and distinct from psychology 
· Increase in books
· Enough material around for books and enough interest for a book
· Increase in journal
· Critical mass of research
· Increase in professional associations
· Increase in degree programs at universities
· Code of ethics for the specific discipline


· Ethical Issues
· Competence
· Should not provide testimony or do research outside 
· Conflicts of interest
· I.e financial stake, does not allow you to provide a neutral analysis 
· Informed consent
· Three issues
· Aware of any negative effects of the experiment
· Voluntary participation, not coerced, and can leave at any time 
· Sound state of mind in order to consent		
· Client confidentiality
· Court is the client in cases where forensic psychologists are asked to determine an offenders behaviour
· Duty to disclose
· I.e client makes it clear that they have the intention to hurt someone
· Suspected child abuse
· Always have to report

Summary
• Definitions of forensic psychology
• Psychology versus law
• History of forensic psychology
• Important research studies (*names)
Important legal cases (*names)
· Psychological theories 
· Ethical issues


Introduction to Forensic Psychology - Lecture 2 - Police Selection, Police Stress




· Police Selection
· Different from police recruitment, which deals with how to get more applications
· It is the process by which police agencies select police officers from a pool of applicants
· Purpose - to ensure that those accepted have the highest potential for success 
· Two approaches 
· Either by screening out those with undesirable qualities or selecting in those with	desirable qualities 
· Screening out is easier, selecting is harder
· Screen out for impulsion, need for power, inability to deal with stress
· Applicants are assessed for physical fitness, cognitive abilities, personality, and 			job-related abilities 


History of Police Selection (not on exam)
• 1917: Terman uses Stanford-Binet IQ tests to select officers in California ( led to him to 			conclude a minimum score of 80 is recommended)
• 1922: Thurstone uses IQ tests to select police officers in Detroit (police officers are 			unintelligent)
• 1950: Humm and Humm use psychological tests to select police officers in Los Angeles with 		reasonable degree of accuracy
• 1960s-70s: Psychological and psychiatric screening procedures standard in many agencies
• Today: background checks, medical exams, physical fitness tests, selections interviews, cognitive ability tests; personality assessments, etc.


· Police Selection in Canada
· There are some Provincial and Territorial differences 
· Some use polygraphs
· All agencies conduct background checks and require medical exams 
· Most use cognitive ability tests and personality tests 
· The RCMP uses a multi-hurdle approach: 
· Step 1: Information session
· Step 2: Aptitude testing
· Step 3: Physical abilities exam
· Step 4: Selection interview
· Step 5: Pre-employment polygraph 
· Step 6: Background investigation
· Step 7: Medical and dental exams 
· Step 8: Enrolment as a cadet


· The Police Selection Process
· Police selection involves two stages:
· Job analysis
· Construction and validation


· Job Analysis
· Define what knowledge, skills, and abilities (KSAs) make a good police officer 
· Usually done by an organizational psychologist
· This can be done formally (using surveys or observational methods by an organizational psychologist) or informally (by asking police officers their opinion) 
· Issues:
· Stability of KSAs over time
· Not static, always changing
· Different KSAs for different jobs 
· Officer vs manager 
· Agreement on KSAs 
· No consensus
· Humour vs cognitive abilities 
· Key characteristics stated across the ranks include: honesty, reliability, sensitivity, 			communication skills, 	motivation, problem solving skills, team work 


· Construction and Validation
· 1) Develop an instrument to measure these qualities and ensure these qualities are related to performance and if they possess these KSA’s (predictive validity)
· 2) Make sure that the instrument relates to measures of police performance (validation)
· Known as predictive validity
· The ability to use a selection instrument to predict how applicants will perform in the future  
· Goal = is there a relationship between scores obtained from a selection instrument and measures of actual job performance 
· Involves collection of data from applicants through a selection process (like testing stress)
· These test results then compared to job performance 
· If they correlate and are accurate, then the selection process is deemed to have predictive validity  
· Issues
· Deciding on performance measure
· Different performance measures provide different results
· Direct impact on the validity of any selection instrument
· Range restriction
· Screening of unqualified applicants provides restricted range of scores
· Analysis is based on this, don’t know how the unqualified assessments would have done post-hire
· Key measures include: academy performance, supervisor ratings, complaints, etc.



· Selection Instruments
· Selection interview
· Psychological tests
· Cognitive ability tests
· Personality tests
· Assessment centres (situational tests)


· Selection Interview
· Very common in Canada (e.g., RCMP Selection Interview) 
· Semi-structured interview
· Goal is to determine if applicant has KSAs that have been pre-defined as being important
· Research that this a not a very good procedure 
· Problems:
· Low interviewer agreement
· interviewers do not agree on the same applicant
· Solution is to make the interview more structured 
· The more structured it is, the more validity it has and increases its chance in predicting success 
· Study showed that the majority of inter-rater reliability measures were relatively low
· Faking good 
· Pretending that they are better than they are
· Research on predictive validity is mixed 
· Little research
· States that it is accurate, could be problematic 

· The RCMP Regular Member Selection Interview 
· Measures 8 KSAs: developing self, flexibility, problem solving, conscientiousness 		and reliability, meeting client needs, communication, teamwork, and self control 			and composure 
· Example question
· People often have to show perseverance to overcome obstacles. Please tell me about a time when you had to face such a situation.
· Someone make still fake good though


· Psychological Tests
· Cognitive Ability Tests 
· Very common in Canada (e.g., RCMP Police Aptitude Test)
· Measures aptitude (e.g., memory, logic, observation, comprehension)
· Problems:
· Moderate predictive validity
· Higher for training success rather than on the job performance

· Cognitive Ability Tests (Continued) (not on exam)
· The RCMP Police Aptitude Test 
· 14 multiple choice questions 
· Measures composition, comprehension, memory, judgment, observation, logic, computation 
· Both women have made previous complaints, none of which were followed through because of insufficient evidence or strong fear of retaliation by the suspect. The suspect is attempting to intimidate the women and is known for irrationale behaviour. 
· Which word in the sentences above is misspelled?
· a) Insufficient
· b) intimidate
· d) irrationale 


· Personality Tests
· Very common in Canada (e.g., The RCMP Six Factor Personality Questionnaire)
· Minnesota Multiphasic Personality Inventory (MMPI)
· Identifies psychopathology (e.g., schizophrenia, depression, paranoia)
· Little power in predicting academy performance and on-the-job behaviour 
· Used to predict problematic police behaviour 
· Low predictive validity 
· Never a selection instruments developed 
· Inwald Personality Inventory (IPI)
· Developed specifically for police selection and measures personality and behaviour
· Determines those who would be suitable for police work 
· More predictive of on-the-job performance than the MMPI 
· Predicted three (versus one) of seven attributes correctly 
· Problems:
· Moderate predictive validity
· Although the IPI has slightly better predictive validity than the MMPI


· Personality Tests (Continued) (not on exam)
· The RCMP Six Factor Personality Questionnaire 
· 108 questions 
· Used to measure things like honesty, integrity, commitment 
· I love order and regularity 
· 1 – strongly disagree
· 2 – disagree
· 3 – neutral
· 4 – agree
· 5 – strongly agree


· Assessment Centres
· Assessment centres rely on situational tests
· Involves the simulation of real world police tasks, forced to behave 
· Applicant behaviour is assessed by multiple observers
· Attempts to tap into the KSA’s identified as part of the job analysis
· Problems:
·  Moderate predictive validity
· Not doing extremely well


Assessment Centres
 (Continued)
         
	•	Name: John Doe 
	•	Gender: Male 
	•	Age: 24 
	•	Eye Colour: Blue 
	•	Hair Colour: Brown 
	•	Identifying Features: Tattoo of eagle on shoulder 
	•	Crime wanted for: Armed Robbery 

Summary of Predictive Validity
Selection Test
Predictive Validity
Selection interviews
0.18 (academy); 0.19 (on the job)
Cognitive ability tests
0.41 (academy); 0.16 (on the job)
MMPI
0.26 (academy); 0.25 (on the job)
IPI
0.28 (academy); 0.32 (on the job)
Situational tests
0.14 (academy); 0.20 (on the job)

Exam - know the selection process (short answer)

Summary
• Screening out and selecting in • The police selection process
– Job analysis
– Construction and validation (know for exam) 
• Selection instruments
– Selection interview – Psychological tests – Situational tests
• General trends in predictive validity
Police Stress



· What is Stress?
· Stress is the automatic state that results when the body must make changes in order to adapt to a demand	
· Does not matter whether the stress is caused by a pleasant or unpleasant thing 
· Research tends to only focus on the bad stress 

         
· Categories of Police Stressors
· Police stressors refer to events that police officers encounter that they perceive as harmful, threatening, or challenging
· Historically occupational stressors (e.g., shooting someone in the line of duty) were the only recognized stressors 
· Currently there are four categories of stressors: occupational, organizational, criminal justice, and public stressors 

· Occupation stressors
· In policing, stressors relating to the job itself
· ex, irregular work schedule, human suffering

· Organization Stressors
· Stressors relating to organizational issues 
· ex, lack of career development, excessive paperwork

· Criminal Justice Stressors
· ex, ineffectiveness of the corrections system, unfavourable court decisions

· Public Stressors
· Distorted press accounts, ineffectiveness of referral agencies 

Occupational (the ones we focus on the most, most stressful)
Organization al
Criminal Justice
Public
Killing someone
Inadequate departmental support
Lenient sentences to offenders
Public harassment
Fellow officer killed
Excessive paper work
Legal technicalities
Press accounts
High speed chase
Promotion competition
Defence lawyers
Quiet neighbours

