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INTRODUCTION

This volume is the account of how a number of psychologists and psychia-
trists attempted to assess the merits of men and women recruited for the
Office of Strategic Services. The undertaking is reported because it represents
the first attempt in America to design and carry out selection procedures in
conformity with so-called organismic (Gestalt) principles. As a novel experi-
ment it might interest a wide range of readers, but more specifically we hope
it will invite the attention of those who are concerned with the problem of
predicting human behavior, especially if they are engaged in practicing and
developing clinical psychology and psychiatry and in improving present
methods of diagnosis, assessment, and selection.

All told, 5,391 recruits were studied intensively over a three-day period at
one station or over a one-day period at another. These were the two areas
in the United States where the bulk of assessment was done. Of these the
performances of 1,187 who went overseas were described and rated by their
superior officers and associates in the theater.

Some standard procedures, elementalistic in design, were included in our
program, because the best of these instruments are especially efficient in pick-
ing out disqualifying defects of function and so in eliminating men who are
definitely inferior. Organismic methods, on the other hand, are to be recom-
mended in addition whenever it is necessary to discriminate unusual talent,
to measure ability in the range running from low average to high superior.

The plan described in this book was devised to fit the special needs of the
Office of Strategic Services, but it would not take much ingenuity to modify
some of the techniques and to invent others of the same type to meet the re-
quirements of other institutions.

These methods were first used on a large scale by Simoneit, as described
in Wehrpsychologie, and the German military psychologists, and after them
by the British. Our particular debt is to the band of imaginative and progres-
sive psychiatrists and psychologists who devised and conducted the War
Office Selection Board (WOSB) program for testing officer candidates for
the British Army. From them we gained the valuable idea of having staff and
candidates live together in the country during the testing period, and the
conception of leaderless group situations.

Several months of statistical calculation on the part of more than a dozen
psychologists and psychiatrists, working with the International Business
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4 Assessment of Men

Machines, went into the making of this book, but at the end the time availa-
ble for reflection and critical analysis was not enough to permit the fruits of
our exertions to ripen fully. Since we did not intend to write a textbook, no
attempt has been made to cover the literature or to refer to the numerous re-
searches which contributed to the construction of our program of procedures.
The layman will not find the language of this book difficult. In all but a
few sections, technical terminology was avoidable.

How did this program of assessment come about? As the following pages
will reveal, it embodied many conceptions. It was the work directly and
indirectly of many hands and brains. The formal opening of the program
came about as a result of a genuine need. By late 1943, OSS, then hardly
a year old, was busily and somewhat hazardously recruiting personnel
without benefit of any professional or uniform screening process. Then
came the exciting stimulus: the suggestion by an official from OSS in
London who had recently visited a WOSB unit in Britain that a
psychological-psychiatric assessment unit be established in the United States.
This idea was presented in October, 1943, at one of the morning executive
staff meetings of General William J. Donovan, head of OSS. It was well
received by those of the recruiting branch who were present and especially
by Cols. John A. Hoag and Henson L. Robinson of the Schools and Train-
ing Branch, whose training programs had carried the brunt of too many
cases of bad recruitment. Impressed also was the only psychologist present,
Dr. Robert C. Tryon, Deputy Chief, Planning Staff, who saw at once a
real opportunity for his fellow psychologists to contribute. He recommended
that the Schools and Training Branch and the Planning Staff collaborate
in setting up an assessment program.

During the following month of November Colonel Robinson and his
staff set to work to procure the facilities which would be required. In the
Planning Staff, Dr. (later Capt.) James A. Hamilton, Dr. (later st Lt.)
John W. Gardner, and Dr. Joseph A. Gengerelli rapidly sketched out in a
general way the principles and methods that were to characterize the new
program.

These hurried preparations culminated in a final two-day conference of
all these men from the two branches and also Dr. (later Lt. Col.) Henry
A. Murray and Dr. Donald K. Adams who had been invited as consultants
in working out the details of the program. This was a stimulating session,
held at “The Farm,” a secluded intelligence briefing area. Shortly thereafter
the director of OSS issued the order authorizing the establishment of the
assessment unit and within fifteen days a task force of six psychologists
and psychiatrists greeted the first group of bewildered assessees. Three of
the task force—Dr. John W. Gardner, Dr. Joseph A. Gengerelli, and Dr.
James A. Hamilton—were old OSS hands by this time; three were new-
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comers—Dr. Donald K. Adams, Lt. Donald W. Fiske (USNR), and Dr.
Henry A. Murray.

The affair got under way very rapidly in a gale of resourceful activity
and good will, largely due to the contagious zest of our administrator,
Dr. Hamilton.

The locus of the undertaking was a country estate forty minutes outside
Washington, a farm with rolling meadowland and self-respecting shade trees,
massive barn and satellite sheds and kennels, which provided ample space
for setting up all sorts of stressful situations, indoors and outdoors, to test
the intelligence and stamina of the candidates. This was known as “Station
S,” or “S School” (since it belonged to the Schools and Training Branch),
or simply “S.” “S” was synonymous with Secret.

The candidates, it was arranged, would come in groups, or “classes,”
each group numbering about eightecen men. The duration of each testing
period was three days.

Within a month the staff was strengthened by the arrival of Dr. Egerton
L. Ballachey, Dr. Richard S. Lyman, and Dr. Donald W. MacKinnon, and
later by a host of others, for longer or shorter periods, many of them special-
ists of one sort or another, such as Dr. Janet Rioch, Dr. Edward C. Tolman,
Dr. Theodore M. Newcomb, and Dr. David M. Levy.

During the late winter of 1944 the torrent of candidates at Station S became
so great that it was decided to set up Station W in Washington in order to
take care of the overflow, with a staff composed of Captain Hamilton, Dr.
Adams, Dr. Ballachey, M/Sgt. David Krech, and Dr. Rioch. Theirs was a
one-day program of assessment. Two months afterwards, Station WS, lo-
cated on a Pacific beach, was assessing candidates recruited in the West. And
then, in the midst of these developments, a request arrived from the Far
East for specialists to screen native agents. In answer to this call, Dr. Lyman,
Dr. Lucien M. Hanks, and Captain Hamilton set out for Ceylon, to be suc-
ceeded six months later by Dr. Ballachey and Mr. Bradford B. Hudson.
Finally, in the spring of 1945, Dr. Bingham Dai, Mr. Hudson, Dr. Lyman,
and Colonel Murray, with the assistance of six able Chinese psychologists,
assessed some 800 Chinese recruits for the paratroop-commando units that
were in training at Kunming, Yunnan Province. A fortnight before V-J day,
Mr. Hudson, who had previously directed a short-lived assessment unit near
Calcutta, went far north to Hsian to assess a special group of Korean agents.

To take care of the unassessed personnel who in the fall of 1944 were being
rapidly transferred from France via Washington to the Far East, a reassess-
ment unit was inaugurated by Colonel Murray, Dr. G. Colket Caner, and
Capt. James G. Miller at Area F. The direction of this undertaking eventu-
ally became the responsibility of Captain John A. Kneipp, who had adminis-
tered Station WS after the departure of Lieutenant John W. Gardner.

For the last year of its history the director of Station S was Dr. MacKinnon.
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The comparable position at W during this period was held successively by
Dr. Adams, Dr. Ballachey, Dr. Dwight W. Chapman, and Commander
Robert A. Cohen. :

For most of those engaged in this undertaking the whole experience was
an exceedingly happy and rewarding one. Besides the essential feeling that
we were forwarding the success of OSS activities and in this way contribut-
ing to the defeat of Fascism, there were countless satisfactions to be derived
from working as members of a congenial, stimulating, dedicated group.

Particularly gratifying was the proof that psychiatrists and psychologists
(men of science drawn from universities) could work harmoniously and
fruitfully with businessmen and professional soldiers (men of action drawn
from the world of affairs). No college president or faculty, we suppose, ever
gave any psychological endeavor the backing and encouragement that was
given our assessment units by the administrators of OSS, by such men as
General William J. Donovan, Col. G. Edward Buxton, Mr. Charles S:
Cheston, Mr. John O’Gara, Mr. Whitney H. Shepardson, Dr. William L.
Langer, Col. J. Russell Forgan, Mr. James R. Murphy, and Col. Richard P.
Heppner. Dr. James L. McConaughy and Colonel Robinson and the staff of
the Schools and Training Branch were especially staunch in our support.
Dr. Edward L. Barnhart, psychologist in the Presentation Branch, was of
great assistance in the planning and production of tests and other materials.
To them, as well as to many others, we are grateful for making possible a
high degree of coordination between the activities of the assessment staff
and those of other branches. Our experience encourages the hope that
collaborations of a similar sort between social and medical scientists and
government officials will, with mutual benefit, be even more effective in
peacetime.

Last to be mentioned but first in the magnitude of their contribution to
our project were the thousands of candidates, most of whom, to our astonish-
ment, were able unresentfully to tolerate the indignities and ordeals that we
invented for them. We wish to thank them once more not only for partici-
pating fully in the whole program but especially for bringing to our home-
stead at Station S so great a diversity of interests and talents. To this diversity
may be attributed the extraordinary fact that in twenty months not a single
member of the staff complained of boredom. It was as if we were the recluse
who had invented the new mousetrap. For the whole world, men and women
of all nationalities and temperaments, seemed to be intent on beating a path
to our retreats.

We hope that we shall meet and recognize many of these three-day friends
of ours in years to come. In any event, we shall be ever on the lookout for
news of them, especially of those for whom we predicted notable successes—
this man to become Senator from Arizona, this one to edit a newspaper
which would make Centreville more famous than Emporia, that tall young
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man to penetrate the mystery of mysteries of enzyme action, this fellow to
complete his authoritative treatise on Chinese philosophy, that other one to
play an important role in attaining the final acceptance of a world govern-
ment, and the stocky one with red hair to find the summit of contentment
with his wife and children on a dairy farm in Maryland, to mention but a
few. We trust that these will not fail to make paths for their potentialities so
that our predictions will be verified and there will be triumphs in which we
can partake vicariously as we say to ourselves: “Ah! years ago this was
foreseen.”

April 30, 1947



Chapter 1
THE NATURE OF THE TASK

The task confronting the OSS assessment staff was that of developing
a system of procedures which would reveal the personalities of OSS recruits
to the extent of providing ground for sufficiently reliable predictions of their
usefulness to the organization during the remaining years of the war.
In this sentence everything hangs on the meaning of “sufficiently reliable
predictions.”

It is easy to predict precisely the outcome of the meeting of one known
chemical with another known chemical in an immaculate test tube. But
where is the chemist who can predict what will happen to a known chemical
if it meets an unknown chemical in an unknown vessel? And even if all
the properties of all the chemicals resident in a given laboratory are exactly
defined, is there a chemist who can predict every chemical engagement that
will take place if Chance, the blind technician, is in charge of the proceed-
ings? Can a physician, steeped though he may be in the science of his pro-
fession, say for certain whether or not the body he has just examined will
contract contagious jaundice next summer in Algiers? How, then, can a
psychologist foretell with any degree of accuracy the outcomes of future
meetings of one barely known personality with hundreds of other un-
designated personalities in distant undesignated cities, villages, fields, and
jungles that are seething with one knows not what potential harms and
benefits? Fortune—call the old hag or beauty what you will—can never
be eliminated from the universe of human interactions. And this being
forever true, prophetic infallibility is beyond the reach of social scientists.

Furthermore, we would guess that no matter how substantial are the
advances of scientific psychology, the best series of predictions of individual
careers—apperception operating as it does—will involve the play of experi-
enced intuitions, the clinical hunch, products of unconsciously perceived and
integrated symptomatic signs. The assessment of men—we trust that Samuel
Butler would agree—is the scientific art of arriving at sufficient conclusions
from insufficient data.

Within reach of those who are trained in assessment, we hope, are “suffi-
ciently reliable predictions,” or “sufficient conclusions,” that is to say, predic-
tions or conclusions which will serve, by the elimination of some and the

8



The Nature of the Task 9

better placement of others, to decrease the ultimate failures or unsatisfactory
performers, by such a number that (i) the amount saved plus (ii) the
amount of harm prevented plus (iii) the amount gained is greater than the
cost of the assessment program. The amount saved can be roughly computed
in terms of the average expenditure of money and time (spent by other
members of the organization) in training, transporting, housing, and deal-
ing with an individual who in the end proves to be incapable of discharging
his duties properly. The most important item, the amount of harm pre-
vented, is scarcely calculable. It consists of the friction, the impairment of
efficiency and morale, the injury to the reputation of an organization that
results from the actions of a man who is stupid, apathetic, sullen, resentful,
arrogant, or insulting in his dealings with members of his own unit or of
allied units, or with customers or citizens of foreign countries. To this
must be added the irreparable damage that can be done by one who blabs.
Diminution in the number of men of this stamp—sloths, irritants, bad actors,
and free talkers—was one of the prime objects of the assessment program.
The amount gained is equally hard to estimate. It consists of the average
difference between the positive accomplishments of a failure and of a success.
An unsatisfactory man, by filling an assignment, deprives the organization
of the services of a man who might be capable of a substantial contribu-
tion. Some OSS schemes, in fact, were entirely abandoned because in each
case the man who arrived in the theater to undertake the project was found
to be unsuitable. Thus every pronounced failure costs the organization a
good deal of time and money, lowers the efficiency and reputation of one of
its units, and, by taking the place of a competent man, prevents the attain-
ment of certain goals.

Needless to say, no OSS official was urged to weigh these subtleties and
come out with an answer in dollars and cents. For even if it had been
possible to make such an estimate, no use could have been made of it,
since the one figure that was needed for an evaluation of the assessment pro-
gram was not obtainable: the percentage of failures among the thousands
of unassessed men and women who had been recruited prior to December,
1943. The available records were not accurate or complete enough to give
the staff at Station S this level against which to measure its results, and so
at the outset we had to face the fact that we would never know certainly
whether we had been an asset or a liability to the OSS.

The chief over-all purpose of the OSS assessment staff—to eliminate
the unfit—was similar to that of the conventional screening board, but in
certain other respects the task of the former was unique: the number and
nature of the billets to be filled by “bodies,” the adequacy of the information
about the different assignments, the types of men who came to be assessed,
the conditions under which the work was done, the kinds of reports that
were required, and so forth. A full description of these differences should
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constitute the best possible definition of the task undertaken by the psy-
chologists and the psychiatrists of the OSS.

The Office of Strategic Services was a wartime agency set up by the
President and Congress to meet special conditions of World War IL It was
the first of its kind in the history of the United States. Its functions were
varied. On the one hand its purpose was to set up research units in the
United States and overseas as well as an elaborate network of agents to
gather strategic information concerning the activities and vulnerabilities of
the nation’s enemies, to analyze and evaluate this information, and to report
it to those concerned. On the other hand, its object was to conduct a multi-
plicity of destructive operations behind enemy lines, to aid and train resistance
groups, and, by radio, pamphlets, and other means, to disintegrate the
morale of enemy troops and encourage the forces of the underground.

To carry out these functions it was necessary that hundreds of special
skills outside the sphere of civilian experience be learned rapidly by thou-
sands of Americans, many of whom did not feel like fighting. And these
novel skills, taught by men who had mastered them but recently, had to
be put into practice in some of the most inaccessible, least known, and
outlandish parts of this broad earth. And here is where General Donovan
came in.

General Donovan himself was a mobile unit of the first magnitude.
Space was no barrier to him—the Sahara Desert was a little stretch of
sand, the Himalayas were a bank of snow, the Pacific was a mere ditch.
And, what is more, Time was no problem. Circling the globe, according
to good evidence, he would catch up with Time and pass it. No one was at
all surprised if he left one morning and returned the previous afternoon.

The General’s triumph over the two fundamental dimensions of our
universe is certainly the leading reason why OSS men, seen or unseen,
were operating on most of the strategic surfaces of the earth.

But more elementary than this—for one has to explain why he was in-
clined to fly about the way he did—was General Donovan’s power to
visualize an oak when he saw an acorn. For him the day was never suffi-
cient unto itself: it was always teeming with the seeds of a boundless
future. Like Nature, he was prodigal, uncontainable, forelooking, and every
completed project bred a host of new ones. His imagination shot ahead,
outflying days and distances, and where his imagination went, there would
his body go soon afterward, and at every stop, brief as it might be, he
would leave a litter of young schemes to be reared and fashioned by his
lieutenants and transmuted finally into deeds of daring. This is the key
to the problem. It explains why OSS undertook and carried out more differ-
ent types of enterprises calling for more varied skills than any other
single organization of its size in the history of our country.

Now it is not for us to say to what extent these far-flung undertakings
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were successful. Our purpose here is merely to call attention to the sit-
uation that deserves first place on the list of conditions which differen-
tiated our endeavor from those of most other selections and placement
agencies:

Variety and Novelty of OSS Functions; Variety and Remoteness of
the Situations.—Among the various consequences of this combination of
factors, the following deserve mention:

i) It was many months before our conceptions of the different jobs were
more than half accurate. We were given the briefest possible time in which
to prepare. No one arranged a preliminary world tour for the staff so that
the conditions at each base and the operations in progress could be observed
at first hand. The information that came in from the theaters was scanty;
and even if it had been ample and adapted to our purpose, there would
have been too much to learn in the time available, too much to remember.
Not until much later did some of us who visited installations in the field
come to realize the magnitude of the discrepancy between even the better
job descriptions—those reccived in the later months—and the various
dispositions and skills that were actually required in the field.

ii) It was not possible to arrange a unified three-day program, much less
a one-day program, which would test so great a variety of functions. It
would have been a comparable situation, for example, if a dozen educators
were asked to set up a school with a six-month term for the training of
farmers, machine workers, salesmen, stockholders, explorers, chemists,
diplomats, physicians, philosophers, congressmen, and theologians.

iii) Many of the jobs proposed for candidates were different from any-
thing they had ever done before, and so the staff could not rely on the work
histories of these men as evidence of ability or aptitude.

iv) Many foreigners and first-generation Americans were recruited be-
cause they were familiar with the language, people, and territory of their
respective lands of origin. It was difficult for a staff of Americans to judge
men from cultures so diverse and to predict how well they would succeed
in dealing with their own countrymen.

Let us now consider these points in more detail, and subsequently a few
other points.

Lack of Adequate Job Descriptions.—The task assigned to us was to
decide in each case whether the candidate was fit or could be made fit for
the job designated on the Student Information Sheet which accompanied
him. Here and elsewhere the term job (or assignment, mission, task) is used
to designate (i) a certain set of functions constituting a role fulfilled in (ii)
an environment composed of a certain set of situations that prevail in a given
theater. Thus job includes both the role (with its 'functions) and the en-
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vironment (with its situations). Therefore the first thing that the members of
the staff should have done was to familiarize themselves with the situations
that were likely to be encountered in all the theaters of operation as well
as with all the functions that men would be expected to perform there.
But since this, as we have said, was not possible at the start, it was neces-
sary to compare the candidate with an abstract idea, or with images that
were indefinite or incorrect. The knowledge that many of the candidates
were to play parts in unbelievable dramas thousands of miles away served
to cast a veil of enchanting irreality over the whole endeavor.

No member of the assessment staff possessed intimate knowledge of
more than a small fraction of OSS activities. All of us had a fairly clear
idea of the functions of a secretary, an office clerk, an administrator, a
medical technician, a historian engaged in analyzing the economic, political,
and social structure of this or that country. But less definite certainly
was our knowledge of the qualifications for the job of script writer, base
station operator, demolitions instructor, field representative, section leader.
And hazier still were our notions of the typical operations of a paratrooper,
resistance group leader, saboteur, undercover agent, liaison pilot, pigeoneer.

One member of the staff, Dr. Lyman, had lived in China, and several
had traveled extensively in prewar Europe, but none had worked in London
during the blitz or had been under shellfire in Italy. Specific information
about present conditions was lacking. What was the strength of the resis-
tance groups in France? Was it necessary for an agent to look and speak
like a native? What special problems confronted an operator in Yugo-
slavia or Greece? Was a tendency to alcoholism facilitated in Calcutta? How
potent were the demoralizing effects of malaria in Burma? Were the
Kachins difficult to work with? What were the living conditions in Kandy?
Could we assume that most of the Chinese would be cooperative? No doubt
the answers to some of these questions might have been found in books
which none of us had time to read. But where could we have learned
about the very special activities of OSS men in the field? Many of the
operations were still in the planning phase; others were being carried out
behind enemy lines outside the range of witnesses, and even at the most
advanced bases the officer in charge was often for long periods uncertain
as to what his men were doing out there in the unknown. It was some-
times months before enough knowledge was accumulated to form the basis
of a report that could be hurried back through channels to the United
States. Rarely were the details in any series of reports sufficient to give the
officers in Washington vivid concrete pictures of the real circumstances
in this or that OSS installation overseas. We realized, for example, that the
performances of many men would vary according to the personalities of
their associates, the temperaments of their immediate superiors. But such
factors were unpredictable. The personnel had a way of changing from
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month to month. At one time it would be rumored that a certain overseas
branch was very badly managed: anyone who could not tolerate a good
deal of snafu would become a nervous wreck in no time. A little later
we would learn that things were moving very smoothly there under a
new chief. And so it went.

Most of our information was obtained from the branch chiefs and their
administrative officers in Washington. But much of what has just been said
about us is also to some extent applicable to them. Few, if any, had ever
operated in the field. Most of them had been drawn from civilian life and
were doing their level best to learn a new game, the rules of which were
changing from season to season, or even from weeck to week. To be sure,
a few of the administrators had visited OSS headquarters in distant theaters,
but the knowledge they acquired there was out of date a few months
after they returned; and much of what they could remember they were too
busy to impart or unable to communicate in terms that were usable by us.
They did more than could reasonably have been expected of them, but it
was nevertheless a long time before the assessment staff was able to piece
together bits of information from various sources and arrive at adequate
conceptions of the jobs that needed filling. The following excerpt is fairly
typical of the form in which our information was received. We would class
it neither among the least nor among the most helpful communications
that were sent in from the theaters. It is about average.

The organization has been recruiting too many men, civilian or military, who
have intelligence and sometimes the necessary mechanical training but who lack
common sense, know nothing about working with men or how to look after
the welfare and the morale of men under them. We simply must have men
who can shoulder responsibility and use initiative with common sense. Simply
because a man has intelligence does not qualify him for this type of work. In
some instances we also have had men who fall into the class of the high-strung
or emotional type. We simply cannot use men of that type in the field when
they have to live with Chinese, eat Chinese food, and be under pressure at times.
In most cases these men have suffered nervous breakdowns and other nervous
ailments. Whether men are recruited in the States or here in the field
they must be checked by a doctor and a psychiatrist before being pronounced
fit for the field. The check by a psychiatrist is especially desirable. If for the
Army and Navy there have been provisions made for psychiatric checks, then
for us it is more important since our men spend from three to six months in
the field without seeing American installations. We have had at least eight men,
who for various quirks in their make-up, have had to be pulled from the field.
Some of them could have been used at headquarters and should never have been
sent to the field, and others simply wouldn’t fit anywhere. One was definitely a
psychiatric case.

11t should be said that the breakdowns mentioned in this message occurred in men who had
not been previously assessed.
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Many of the projects were planned at theater headquarters, in London,
Algiers, Cairo, Kandy, or Kunming, and it was there that the personnel
requirements for each project were determined. The Washington office
was merely informed that so many men of this and of that type were needed.
It takes an expert to write a job description, and no experts in the theaters
were free for such tedious employments. Consequently, in no instance was
the information received in Washington as precise as it might have been.
Furthermore, by the time the recruiting officers of the OSS Personnel
Procurement Branch had engaged the interest of the required number of
prospects, the specifications that had been sent by the administrative officer
overseas were lost in the files of the corresponding officer in Washington.
In any event, when a candidate arrived at the assessment station there was
usually but one term (language expert, news analyst, team member, carto-
grapher, or the like) on his Student Information Sheet to designate the
nature of the assignment. It was months before these brief designations were
successful in evoking in our minds images of definite duties that the can-
didate would be expected to perform.

In the beginning, the judgments of many of us were confused by the in-
fluence of an enduring lodger in our minds, the figure of the Sleuth, acquired
from Somerset Maugham’s The British Agent, from Helen MacInnes’ As-
signment in Brittany, from the thrillers of E. Phillips Oppenheim, and
from who-can-say-what motion pictures and detective stories. Even the
legendary cloak-and-dagger hero may have come into it. But that was
natural enough. In those days our heads were empty billets waiting to be
filled, and in the absence of the figures we had invited—images of operators
in the field—a number of theatrical deceivers moved in and made them-
selves conspicuous. These intruders were driven out one by one and replaced
by the proper personages eventually—(1) when the branch administrative
officers finally received job specifications that were more precise; (2) when,
many months later, some of the men who had served in the field returned
to Washington and devoted hours of their time to answering our questions;
(3) after several of the assessors had taken the course at one or another
OSS school and learned most of the tricks that were taught agents; and
(4) after a few other members of the staff had crossed the ocean and
come home with firsthand observations.

Heterogeneity of the Jobs Proposed for Members of Each Group
of Candidates.—Fach British selection board was limited to the task of
deciding suitability for one type of job, and so, at each station, a unified
program could be set up with an interrelated variety of procedures to test
the different functions that comprised a single role. These functions could
be kept in mind by the assessors as they witnessed the performance of the
candidates. In contrast to the British boards, the assessment stations in the
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United States were expected to estimate suitability for a great variety of jobs.
This expectation would not have been nearly so embarrassing if the mem-
bers of each group that came to be examined had been recruited for jobs of
the same general class: one group, say, composed of prospective administra-
tors—branch chiefs, branch administrative officers, finance officers, supply
officers, and so on; another group made up of prospective field operators:
including parachutists, instructors and leaders of guerilla units, mortar
experts, saboteurs; and a third consisting of propagandists: idea men,
script writers, radio speakers, actors, artists, and the like. If this practice
could have been instituted, it would have been possible to construct a
number of different programs, each restricted to testing the qualities most
necessary for a single class of jobs.

But homogeneity was out of the question. The candidates had to be
taken pretty much as they arrived, regardless of the jobs proposed for them.
They could not be kept waiting. It was always hard to find rooms for
them in the city. No one was tolerant of delays. Either a candidate would
be accepted, in which case the branch administrative officer was bent on
having him start his course of training as soon as possible, or he would
not be accepted, in which case he was usually anxious to return to
the work that he had dropped abruptly on being summoned by OSS.
As a result, a “class” of “students” at one of the assessment stations was
apt to contain men selected for at least six or seven different kinds of jobs.

Since what we had available in the way of staff, facilities, and time did
not permit the carrying out of six or seven different programs simultane-
ously, a more or less uniform schedule was established, parts of which were
necessarily irrelevant to the question of the suitability of one or another
class of recruits. Thus unavoidably a few of the hours of each man were
wasted by us instead of being used gainfully by having him engage in
activities that were pertinent to the duties he was slated to perform.

Also, the heterogeneity of the jobs to be considered eliminated the possi-
bility of a unified orientation on the part of the assessors. Each focus of
attention (candidate) called for a special frame of reference (job descrip-
tion—when we had it). For example, observing candidate Bud at meals,
or during an interview or outdoor group test, one had to ask oneself: Will
this man survive the rigorous training in Scotland? Will he get along with
the British? Will he be able to govern his anxiety up there in the plane as
the moment for the drop approaches on that fateful night? Will he favor-
ably impress the members of the resistance group into whose territory he
will jump? Is his French fluent? Will he make a good instructor? Will
he play safe, or will he manifest initiative and daring in setting up road
blocks and harassing the Germans generally? Will he find isolation in a
lonely farmhouse tolerable when he hears that the Gestapo are searching
for him in the neighborhood? Can he hold his liquor? At one of those
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dinners the French will give in his honor will he rant and boast of the
prowess of America? Will he get mixed up in politics? Will he succeed in
persuading the rival French factions in his locality to cooperate or are his
actions likely to increase antagonisms?

Sitting next to candidate Bud at breakfast, or entering as he left the
interview room or working alongside him in the group test, was candidate
Roy who was slated for another job operationally defined by other images.
Here one had to ask oneself: Will this man tolerate with equanimity
the monsoon season in Calcutta? Will his mind provide a barrier to
irritability when his body breaks out with prickly heat and athlete’s foot?
Has he a good head for business? How much does he know about the
transportation of supplies? Will he increase or lower the morale of those
about him? Will he spend so many of his evenings in nightclubs with OSS
girls that his working efficiency will be impaired? By perpetual kidding
and gossiping will he create in his office a frivolous playboy atmosphere?
Will he treat the Hindus with patronizing condescension or contempt?
Will he do anything to discredit the organization in the eyes of the
British? Is he so rank-centric that he will whine and grouse when his
promotion is postponed? If he is transferred to less desirable quarters or
shifted to another job involving less interesting or important duties, will
he feel slighted and humiliated to the point of losing zest?

Next to be considered, let us say, was a man who had been selected as
a liaison pilot for the Mediterranean theater, a job which was represented
by another set of images; and then after him, a candidate with still differ-
ent qualifications, and so on down the line to the last man.

Now, human minds are hardly capable of regimenting so many images,
hardly capable of calling forth the catalogue of a single cluster at the
proper moment and holding back all others. Therefore, the heterogeneity
of the jobs which had to be considered during each period of testing was a
condition that interfered with clear thinking and so, no doubt, decreased
the reliability of our predictive judgments.

Impossibility of Testing Special Skills.—The great diversity of particular
skills called for by OSS projects presented a problem with which the
assessment staff found itself incapable of dealing satisfactorily. It devised
tests of a number of special aptitudes: ability to observe, remember, and
report, ability to analyze news, ability to improvise subversive propaganda,
ability to instruct, ability to recruit, and so forth. It also used certain
standardized tests, such as one for aptitude in using the Morse code and
one for mechanical comprehension. But for many other skills there were
no already accredited tests on the market and it would not have been
possible for the assessment staff, fully occupied as it was, to develop and
standardize thirty or forty tests to cover such activities as policy making,
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calculating enemy vulnerabilities, editing an Austrian newspaper, practlcmg
tropical medicine, nursmg, parachuting, underwater swimming, training
homing pigeons, running a linotype machine, drawing Japanese posters,
and so forth. And then there was the great problem of language. We had
no one on the staff who was fluent in Rumanian, Albanian, modern Greek,
Danish, Malay, and so forth. It would, in truth, have required a staff of
twenty or thirty experts to pass judgment on the degrees of special talent
possessed by the totality of our candidates.

Consequently, estimations of rare proficiencies were left to the branch
administrative officers and to the recruiters of the Personnel Procurement
Branch, who had to come to their conclusions on the basis of work history,
reports of others, personal acquaintance, and the candidate’s estimate of
his own qualifications.

Thus, in many cases, special aptitude, the most important variable in
determining success or failure in the theater, was all but excluded from our
deliberations. The men who failed in the theater because of insufficient
technical skill were nevertheless counted among the errors of assessment.

Degrees to Which Jobs Differed from Anything Candidates Had
Done Before.—Democracies are congregations of peace-minded citizens.
War coming up as quickly as a cyclone catches them unprepared. Everyone
must hurriedly learn new tricks. This time, because of the total multiplex
character of World War II, there was an unusually large number of new
tricks to be learned. Jumping from a plane, for example, which is a
triumph of the will over one of our least manageable instinctive fears, is
not a common civilian pursuit. (OSS, however, did recruit a man who
claimed to have jumped over 2,300 times.)

The novelty of so many ofthe assignments is included among the special
conditions which distinguished our task from that of so many other selec-
tion boards, because the greater the novelty of the job the more unreliable
is the work history as a guide for inference. Since the work history is the
granite on which vocational judgments depend most for their support, it
is worth noting that in many instances we could build no argument on this
since it bore no relation to the proposed assignment. Even when the transi-
tion from past to future involved a shift so slight as that between research at
a university and research in Washington, adjustability to new conditions was
often the decisive variable. Judgment as to the suitability of an eminent
political scientist recruited for research and analysis, for example, would
always rest, to some extent, on evidence that was pertinent to this question:
Will this man be able to shift gears and work under pressure, turning out
memoranda, well ahead of military action, which are accurate, terse,
organized for quick comprehension and pointed toward strategic decisions?
The degree of transformation of old habits that was required of most
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candidates was fargreater than this, and it was our job to determine whether
or not they would be equal to it.

Heterogeneity of the Recruits: Strangeness (to Us) of Many of Them.
—To fill the great diversity of positions mentioned earlier, individuals of a
wide variety of backgrounds were recruited, and this made assessment
difficult for American psychologists, most of whom were unfamiliar with the
conventional assumptions, patterns of behavior, and modes of speech of
Spaniards, Greeks, Albanians, Yugoslavs, Rumanians, Hungarians, Aus-
trians, Germans, Poles, French, Hollanders, Chinese, and Korcans. There
was not only the language impediment—many of these foreigners and
first-generation Americans were embarrassed by their halting and stumbling
use of English, and allowances had to be made in rating their written work
—but there was our own uncertainty in trying to interpret properly some
of their actions, gestures, and insinuations. Furthermore, it was not always
casy for them—aliens in a group of hearty Americans—to adjust to the
assessment situation, or easy for us to guess how they would act in other
environments. Take that stubborn lantern-jawed fellow over there who is so
irritating to his fellow candidates; is it not possible that he is the very man
to appeal to a band of guerillas in the mountain passes of Albania? And
observe that Frenchman gesturing so excitedly to that slightly scornful
circle of Americans; how effective would his relations be with the lower,
middle, and upper classes in his native country? It was hard to find
solid ground for deciding questions like these.

Occasionally when we had a class composed entirely of Japanese, one or
two cultural anthropologists, acquainted with the patterns of conduct preva-
lent among these Orientals, would help us by joining the staff for the dura-
tion of the testing period. But, for the most part, we had to feel our way
through the complexities of cultural differences as best we could, blindly
and without aid. Several of the errors we made can be attributed to our
inclination to give foreigners the benefit of every doubt.

The difficulties of cross-cultural assessment become apparent when one
listens closely to appraisals of his own countrymen by foreigners. For
example, although numerous American groups were very successfully
assessed by British boards, striking misinterpretations of the behavior of
these men were not infrequent.

Difference between Jobs Assigned Men in the Theater and Those
for Which They Had Been Assessed.—This difference was inevitable.
During the two, four, six, or even eight months that elapsed between the
day that personnel for a certain project were requested in the theater and
the day that the men arrived there, the situation in the area had usually
changed considerably. Perhaps the original plan had been abandoned for one
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reason or another, and new and more urgent undertakings were being
launched. Incompetent men here and there had been released; illness had
claimed others. Branch heads were clamoring for substitutes. As a result,
a new arrival might very well be given a task for which he had been
neither recruited, assessed, nor trained.

During most of their existence, Stations S and W were expected to judge
the suitability of each recruit for a selected assignment, nothing more. Some-
times the writer of the evaluation note would state that the candidate was
recommended for the designated job provided he would not be expected
to perform this or that function, but the assessor would have been over-
stepping the bounds of his function if he had suggested an entirely different
mission for which the candidate appeared to be better fitted. It is hard to
account for the fact that this policy was maintained long after it was dis-
covered that there was no certainty as to the job the candidate would be
given in the theater. Anyhow, adjustability to a variety of assignments came
to be regarded at the assessment stations as an asset that might very well
be critical.

About three months before the war was won a new form of report sheet
was belatedly adopted. This called for a fitness rating not only for the job
sclected for the recruit, but also for each of several other classes or types of
jobs. The purpose here was, first, to give the branch chief in the theater
some assistance in placing a man in a position other than that for which
he had been chosen in the United States, and second, to give the staff the
opportunity to record their impressions of each man’s fitness or unfitness for
other kinds of work, so that, whatever role was eventually assigned to him,
there would be an assessment rating with which the final rating of per-
formance in the field could be compared. However, since none of the men
so rated had time to get into action before the cessation of hostilities, all of
our follow-ups and our evaluations of assessment procedures were done on
men whose suitability was rated for one job only, a job which not infre-
quently was different, as we have stated, from the one which became his
eventually. Such considerations notwithstanding, in our calculations all
failures in the field were counted as errors of assessment.

To summarize the chief factors so far discussed, it should be stated that
(i) it was not possible—because of the nature of OSS activities—to obtain
adequate job descriptions, the first requirement for an assessment program;
(ii) it was not possible for any one staff at any one station to test suitability
for such a great variety of novel assignments; and, even if it had been
possible, (iii) the job that the candidate was assigned in the theater was in
a large proportion of cases different from the one which had been selected
for him in Washington.

This being the situation, it was decided at the start that we would judge
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each candidate not primarily in relation to our conception, such as it was,
of the designated mission, but in relation to a set of general qualifications
(dispositions, qualities, abilities) which were applicable to the great majority
of assignments of OSS personnel overseas. How this was done will be ex-
plained in the next chapter.

Now let us turn to some other conditions—further hindrances encountered
in attempting to arrive at clear conceptions of the personalities and at valid
estimates of the capacities of the candidates examined.

Variations among Recruits in Temporary State of Health, Physical
Training, Mood.—Some men were in the pink of condition when they
came to assessment, others were in the clutches of a severe cold, or depleted,
or otherwise out of sorts. Some who had been confined to sedentary occupa-
tions for years, and had not recently engaged in physical exercise, appeared
at a great disadvantage alongside young men fresh from basic training, or
from officers’ candidate school. Some recruits, who had spent a restless,
wakeful night on the sleeper hurrying to the city where they were to report,
were forced to whip their brains to keep them pulling for four hours during
the first evening of written exercises. One candidate had just come from the
bedside of a sick child, several were in the midst of divorce proceedings,
some had suffered recent reverses in business. The wife of one candidate had
shot herself in the abdomen accidentally and was undergoing a surgical
operation at the very time her disquieted husband was doing his best to par-
ticipate in the to-him-empty assessment situations.

These temporary factors, and their name is Legion, were so diverse, so
subtle, and so varying in their effects that it was not possible to be certain
what correction should be made for them. Thus we must list this uncon-
trollable variable among the conditions that increased the difficulties of
assessment.

Variations in the Amount of Previous Information Recruits Had
Acquired Concerning Assessment Procedures.—Some men were given
no clarifying information about the OSS and its activities by the officer who
recruited them, and on arriving in Washington were sent to Station S or
W without any explanation of what was afoot. They arrived at the
assessment center in a state compounded of amusement, curiosity, mystifica-
tion, confusion, defensiveness, and resentment, the proportion of these feel-
ings varying with their temperaments and the type of treatment they had
received along the way. The degree of error that is possible when a man
first enters one of these hush-hush agencies is illustrated by the candidate who
started the testing program under the impression that he was being con-
sidered for a position in the State Department. At the other extreme were
those who, having worked for a year or more in the OSS in Washington,
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had been able, from stories indiscreetly passed on to them by former “grad-
uates” of assessment, to piece together fragmentary conceptions of the pro-
ceedings which served to prepare them for the shocks to come.

Although at the end of each testing period the recruits were enjoined not
to tell anyone until the war was over what happened at S or at W, it was
not easy for them to comply with this regulation. For most of those who
went to Station S, the three days in the country was a novel, stimulating, and
stressful experience, sometimes humiliating or annoying, but almost always
memorable for one reason or another. They were full of it all when they
returned to town and when they came together with other graduates this
was an almost irresistible topic of conversation. Their reminiscences were
occasionally overheard by men who were destined to go to one of these sta-
tions at some later date. In any event, the few men who arrived at S or at
W with some preparation had an appreciable advantage over the innocent
and unsuspecting raw recruits. Here again was an uncontrollable variable
which undoubtedly influenced the emotional and intellectual set with which
the candidates faced their tasks at the assessment center.

Anonymity of Candidates.—Since the administration had decided that it
would be better for security reasons to keep the personal identity—name,
family and vocational background, rank, and so on—of each recruit un-
known to his fellows, it was arranged to have all the candidates leave their
own clothes in town and come out to Station S dressed in Army fatigues,
each with an invented pseudonym to distinguish him during the period of
testing. Although this practice opened the way for some otherwise unwork-
able procedures and facilitated the creation of a convivial atmosphere, in
other ways it augmented the difficulties of assessment.

In the first place, it deprived the staff of some of the cues that are com-
monly utilized in judging character—the material, cut, and condition of a
man’s clothing, the color-pattern of his tie, the folds and creases of his hat
and the angle at which he wears it, how he carries his handkerchief, with
or without a monogram, and so forth. In those instances in which the candi-
date wore his own socks and shoes, these, as sole indicators of taste and
social status, received an unusual amount of attention.

The advantage of being able to observe the candidates in the garb of the
Common Man, dispossessed of all symbols of authority and station, was
further offset by the fact that under these conditions some men act in a
manner that differs from their manner in real life. Take the buoyant, suc-
cessful journalist, for example, who, caught in the draft at the age of thirty-
four years, had been somewhat shamefacedly wearing the stripes of a T/s.
At the assessment station, this man, rid of the uniform that suppressed his
spontaneity, came into his own again. The somewhat tense young man of
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twenty-eight, on the other hand, who had enlisted before Pearl Harbor
and risen rapidly to the rank of major, lost, when stripped of his leaves,
some of the support upon which his mounting confidence had been relying.
As a result, the older and more sophisticated writer conveyed an impression
of greater self-assurance at assessment than did the young officer. But
transplanted back within the framework of the Army hierarchy, it was not
unlikely that the journalist, deprived of certain privileges, or pushed around,
would find alcohol an inviting refuge from a humiliating position; whereas
the young major, heartened by evidences of respect, might very well outdo
himself in striving to live up to his official role.

Thus the wearing of fatigues at the assessment stations served to conceal
if not to obliterate the often powerful effects of rank differences. As a result,
predictions of the subsequent effectiveness of enlisted men were apt to be
too high; those of field grade officers, too low. (Another factor tending in
the same direction was the operation among our staff members of senti-
ments favorable to the less appreciated man, the underdog.)

Length of Time That Elapsed before Securing Evaluation of As-
sessment Ratings.—After being passed at one of the assessment stations in
the United States, a man would usually spend from one to three months in
attending OSS schools and awaiting transportation out of the country. It
might be two months more before he was well started on a definite assign-
ment overseas. And then not until another month or two had passed would
his superior officers and associates feel that they had enough evidence on
which to rest a judgment of his efficiency. Thus one had to wait anywhere
from four to eight months to evaluate an assessment rating; and to do it
even as quickly as this it was necessary for a member of the assessment
staff to go overseas himself and collect appraisals in the theater. By the time
he had returned to Washington and written up his report, six to ten months
had elapsed. The first evaluation reports on 137 cases appraised in the ETO
were finished in late October, 1944, ten months after Station S was started.
Thus, for this long period the assessors had to proceed without knowing
what proportion of their shots was missing the target. Furthermore, the
carly reports from overseas did not include the information that was required
to appraise the efficacy of the different procedures. And no one on the staff
was free to make the necessary statistical correlations, to determine the
degrees of conformity that existed between the S or W ratings on each
variable on each test and the ratings given in the theater. Validating corre-
lations of this sort constitute the best ground for deciding which tests should
be retained without modification, which revised, and which eliminated. The
OSS psychologists and psychiatrists, fully occupied with the routine of assess-
ment, were unable to obtain these figures until after the war was over.
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This will suffice as a list of the chief complications which confronted the
OSS assessment staff. The description of these conditions has served, we
hope, to define the nature of our task as distinguished from that of the
average selection board. Two other important differences deserve brief men-
tion.

High Quality of the Majority of OSS Candidates.—The OSS board had
to appraise the relative usefulness of men and women who fell, for the most
part, in the middle and upper ranges of the distribution curve of general
effectiveness or of one or more special abilities, people who had already been
selected because of demonstrated skill in some field of activity. OSS stand-
ards, in other words, were somewhat higher than those of the majority of
institutions which make use of screening devices. Consequently, some of the
tests which are successful in distinguishing people who, because of some
defect or handicap, are incapable of functioning effectively, were not suitable
for our program.

Necessity of Judging Social Relations.—As was mentioned above, the
OSS psychologists and psychiatrists were expected to estimate a candidate’s
ability to cooperate and to get along well with others, and also, in the ma-
jority of cases, his ability to lead, to organize the activities of others, and to
evoke respect. Since there are no standardized procedures for measuring
these qualities and abilities, new methods had to be improvised.

The difficulties listed above, by challenging the imagination, acted as
stimulants to the members of the staff rather than as depressants; further-
more, they were balanced by certain rather unusual advantages which greatly
facilitated the process of assessment.

Excellent Locations for Assessment.—Except for its roominess there
was nothing noteworthy about the drab brownstone building in Washing-
ton, D. C,, in which the W staff carried on its operations; but the country
house and farm in Fairfax County, Virginia, where Station S was located,
and the beach club facing the Pacific, which was known as Station WS,
were both peculiarly suited to the requirements of a comprehensive as-
sessment program. Sleeping, messing, and recreation facilities were adequate
for candidates and staff at both places. There were small rooms for inter-
views and large rooms for the administration of group procedures; and,
outdoors, particularly at S, the terrain had plenty of features which lent
themselves to the construction of tasks to test physical and mechanical com-
petence, cooperativeness, and leadership.

Although it might have been better to select or prepare locations which
would strain the candidates’ tolerance of ugliness, dirt, disorder, and dis-
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comfort, the beauty of the landscape and the agreeableness of the architec-
ture at S and at WS were sources of great satisfaction to the staff members
who worked at one or the other station month after month. Furthermore,
the candidates’ delight in finding on arrival that they were to live amid
such attractive surroundings was an important determinant of their enjoy-
ment of the three-and-a-half day period; it lifted their morale and in-
creased their capacity to endure the ordeals and humiliations which they
experienced along the way. Thus periodically stressful tasks were imbedded
in a satisfying setting, the result being that, in the end, the over-all im-
pression of the majority of assessees was pleasant rather than unpleasant.
We were assured that several other factors—the friendly atmosphere, the in-
formality and zest of the staff members, the novelty of the test situations,
the orderly manner in which the program was administered—entered into
the creation of the candidates’ largely favorable judgment, a judgment which
in numerous cases was generalized to include the entire organization. For
instance, several S “graduates” informed us that the assessment program
engendered the belief that, since the OSS took such pains in the selection of
its personnel, it must be a pretty fine outfit. Anyhow, in many cases, the
process of assessment served as a morale-raising force, and the point that
we are stressing here is that one of the components of this force was the
agreeable environment in which the program was carried out.

Moderate Flow of Candidates.—Although the assessment staffs operated
under full steam most of the time—not often did the work at Station S end
before midnight—the pressure was due to the fullness of the schedule rather
than to the number of candidates that had to be assessed. It would have been
simple enough, by omitting a few procedures, to make time for the examina-
tion of more candidates—or, possibly, for a spot or two of leisure. But none
of the staffs saw fit to do this.

In the beginning (January, 1944), Station S assessed candidates at the rate
of 120 per month, but before the winter was over this number had risen to
almost 250, which was judged to be too heavy a load for the system that had
been adopted. Another assessment unit, Station W, with a one-day schedule
of procedures, was therefore set up in Washington. This change decreased
the flow at S and so permitted a slight reorganization of the program, which
lengthened the testing period by half a day and allowed for a short period
of relaxation between the departure of one group and the arrival of another.
This new schedule provided for the screening of 6 groups (“classes”) of
about 18 men each (a total of 108 candidates) per month. Station W
assessed candidates at the rate of about 200 a month. In June, 944, Station
WS on the Pacific coast was opened. These three units—S, W, and WS—
were able to handle all the personnel recruited for OSS during the height
of its procurement season. When six months later the flow of candidates in
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the West decreased, WS was closed. For the remaining eight months all the
screening in America was done at S and at W.

All told, 5,391 persons were assessed in the United States between Decem-
ber, 1943, and August, 1945. If there had been twice this number of recruits
it would have been necessary either to organize more assessment units or
to abandon the three-day program.

Adequate Staff.—Those who shared the responsibility of setting up the
assessment program were exceedingly fortunate, first, in being unrestricted
by the administrators of OSS in respect to the number of men and women
who might be recruited for the various staffs, and second, in being able
to find enough trained psychologists and psychiatrists to carry out and
develop the program in accordance with the methodological principles that
were implicit in the original conception. These principles will be discussed
in the next chapter.

Not until Station S reached the terminal phase of its career, however,
did its staff find one man of the sort it had wanted since the beginning: a
man who had served overseas, who was not a psychologist or a psychiatrist,
who was able to size men up impartially, and who was eager to join the
staff as an additional observer.

In summary, then, it might be said that the task which was undertaken by
the OSS psychologists and psychiatrists was that of evaluating the general
usefulness of about 300 men and women a month, very diverse in respect
to age, cultural background, and talents, and judging the fitness of each for
a particular assignment, the nature of which was but vaguely designated.
In their attempt to accomplish this task they were supported by General
Donovan and other members of the adminstration in every conceivable
way. They were given excellent locations and facilities, a free hand in

recruiting new staff members, and, from first to last, ample encouragement
and cooperation.
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PRINCIPLES OF ASSESSMENT

In designing the program of procedures for Station S, the staff was guided
by no precisely stated methodological principles. The truth is that, although
certain technical rules—for psychiatric interviewing, for constructing and ad-
ministering aptitude tests, and so forth—are widely accepted, no general
principles of assessment have been established, largely because the laws of
personality on which they must be founded have yet to be formulated and
verified.

It is hard to believe that the members of the assessment staff—clinical
psychologists of various persuasions, animal psychologists, social psychol-
ogists, sociologists and cultural anthropologists, psychiatrists who had prac-
ticed psychoanalysis according to the theories of Freud, of Horney, and of
Sullivan, as well as psychiatrists who were unacquainted with, or opposed
to psychoanalysis—these diverse specialists, men and women accustomed to
much free thinking, recruited from a dozen states, were able to work
together enthusiastically, harmoniously, and effectively, according to an exact-
ing schedule of daily duties, without ever meeting to compare and integrate
their theories, without trying to reach a tentative agreement as to the nature
of personality or as to the best modes of formulating its variations, without
ever discussing the postulates of assessment, the principles to which they
should adhere in designing the program and in recording, interpreting, and
evaluating the activities observed.

In the first place, there was no time for such discussions. In war, every-
thing must be done quickly. This was the rule in the OSS. If we had
set aside a period at the start to discuss fundamentals, the date of launching
the project would have been postponed or, if we had done this later, the
steady flow of assessments would have been interrupted.

In the second place, there was a half-conscious tacit realization—shared,
it seems, by the majority—that frank discussions on the conceptual level
would reveal radical disagreements which might, by disturbing interpersonal
relations, interfere with the smooth functioning of the unit.

This willingness and ability to cooperate without a clarification of prem-
ises, without defining and rationalizing the ultimate aims and values that
are basic to the common enterprise, is typical of English-speaking peoples,

26
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more especially of Americans. It seems to be an acquired habit, a resultant
of our democratic way of life, of the intermingling and necessary collabora-
tions, in the United States, of persons of irreconcilable cultures, of years of
religious tolerance, if not indifference, ending in the assumption that beliefs
in themselves are of negligible import, of our short-tange materialistic out-
look, of the widespread belittlement of theory and the excessive preoccupa-
tion with facts, acts, and gadgets.

That there had been some suppression of theoretical convictions at Station
S was indicated by the outbursts of divergent views that occurred as soon
as the practical work had been completed, when those of us who remained
turned to the task of evaluating our policies and practices.

Still, the fact that we had been able to work together so harmoniously
seemed to justify the belief that we enjoyed a broad, though perhaps uncon-
scious, basis of agreement, that most of us had been acting on similar as-
sumptions despite differences in our preferred ways of drafting them. It
was this supposition that encouraged us to plan to devote this chapter to
an exposition of the rationale of our program, of the principles which were
implicit in everything that we did in common.

We thought, in addition, that it would be possible to carry the logical
process back one step further and arrive at the psychological postulates
which conformed to the stated principles of assessment. These postulates
could then be compared to all the facts and theories of personality with
which we were familiar. If it was found that the postulates were in
accord with current knowledge then we would be in possession of the
best possible theoretical foundation for our technical practices. If not, adjust-
ments would have to be made. Either the principles and methods of as-
sessment or some of our contemporary theories, or both, would have to be
modified.

In presenting a conceptual framework for the OSS system of assessment
we did not suppose that it would be possible to include the whole range of
theories and hypotheses entertained by the men and women who, at one
time or another, had taken part in the undertaking. As we have said, their
views were never expressed except incidentally and “off the cuff” in a frag-
mentary manner. But we did expect that we could arrive at a number of
generalizations to which most members of the staff would give assent. To-
gether we had garnered an abundant harvest of experiences; would it be
right to leave the sheaves standing, the grain unthreshed? Preferable to this,
in our judgment, was to allow three or four members of the staff, unrepre-
sentative as they might be, to work the material and extract what scientific
nourishment they could from it.

This decision gave rise to several months’ labor on the conceptual level
which resulted in a brood of theoretical propositions. But when these were
finally examined with a cool, impartial eye, the impression was inescapable
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that they were not of the sort that would be accepted readily by a majority
of the staff members. Regretfully we concluded that any serious attempt to
define basic concepts and postulates underlying assessment practices would
lead almost inevitably to new conceptions, very possibly requiring new
terminology, which, at"best, could scarcely invite immediate and unanimous
approval.

There was no possibility of testing this suspicion by assembling our
collaborators, most of whom, at that date, were scattered far and wide, some
in the Far East. A symposium was out of the question. And so it was de-
cided that, rather than run the risk of publishing theories to which many
of the staff could not subscribe, it would be better to curb ambition, scrap
our speculations, and resign ourselves to the more modest task of explain-
ing the OSS system of assessment on a relatively concrete level and then,
possibly, of setting down a few of the assumptions about personality on the
basis of which our procedures could be rationalized. This chapter is our
attempt to do just this and no more.

The scheme employed by us might be called the multiform organismic
system of assessment: “multiform” because it consists of a rather large num-
ber of procedures based on different principles, and “organismic” (or “Ge-
stalt,” or “holistic”) because it utilized the data obtained through these
procedures for attempting to arrive at a picture of personality as a whole;
i.e, at the organization of the essential dynamic features of the individual.
The knowledge of this organization serves as a basis both for understanding
and for predicting the subject’s specific behavior.

The system may be set forth most simply as a series of steps each of which
is based on one or more psychological principles.

Every step described below is either one which was taken by us or one
which would have been taken by us if conditions had permitted it.

At the end of the undertaking. a rigorous analysis of our results disclosed
errors which could be attributed to methodological defects, for each of which
reflection yielded remedies. These remedies are described in the last section
(Recommendations) of Chapter X. Consequently, the reader must combine
pertinent parts of this chapter and of the final chapter to obtain a full
account of the guiding principles which we would advocate today.

Step 1.—Make a preparatory analysis of all the jobs for which candidates
are to be assessed. This step, of course, is fundamental, since it is impossible
to predict whether a given person, no matter how accurately his skills are
estimated, is suitable for a job of an unknown nature. To state this more
generally, it is impossible to predict whether one thing, A, which is present
and open to measurement. will fit another thing, B, which is absent, if the
dimensions of B are not known.

As explained in Chapter 1, this most important first step in an assessment
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program could not be achieved, except to a slight extent, in sctting up the
OSS screening process. Furthermore, we were unable to recruit, as mem-
bers of the assessment staff, men who had had military experience overseas
of such a nature as would equip them to judge, without the benefit of job
analyses, the suitability of candidates for OSS assignments. Therefore, as
already described, our conceptions of the various jobs were products of our
imaginations working with the few facts that were supplied by branch
chiefs, their administrative officers, and other administrators in Washington.

Inasmuch as the duties of the OSS assessment staff did not include the
measurement of a hundred and one highly technical skills, analyses of the
latter were not required. Hence, in this respect, our task was less inclusive
and exacting than that of other selection agencies.

At the time of the initiation of the program the members of the staff
did not realize how thoroughly this first step, or principle, should be ap-
plied in order to justify a scientific system of assessment. They did not realize
that besides obtaining (1) a functional analysis of each role and (2) an
analysis of each of the physical and social environments in which these roles
would have to be performed, it was necessary to design, at the very start, a
satisfactory system of appraisal (validation), which would include (3) a scale
for theater ratings of effectiveness in the performance of each function. The
members of the staff, at this early date, did not distinctly see that the actual
target of their undertaking, the standard against which their efforts would
eventually be evaluated, was the worth of each man as rated, not by an
ideal omniscient judge, but by his all too human associates. For scientific
assessments it is necessary to determine, first of all, the range of functional
effectiveness and of general conduct that is acceptable to the administrators
of the organization to be served, and, also, an account of all the factors
which may operate to put a man outside the range of acceptability. Since
the OSS staff did not take these steps, the description of them will be post-
poned until Chapter X (Recommendation 2).

The psychological principle underlying Step 1 may be stated as follows:
a large proportion of the determinants of the direction and efficiency of a
person’s behavior consists of components of the environmental situation;
therefore, the more precise and complete the definition of the environment,
the more accurate will be the predictions of behavior. Among the chief
components of the environment are the institutional expectations in respect
to the role-functions which the individual has had assigned to him.

Step 2.—On the basis of the preparatory analysis of jobs, list all the per-
sonality determinants of success or failure in the performance of each job;
and from this list select the variables to be measured by the assessment
process. As explained earlier, the OSS staff was unable to follow this direc-
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tive in any thoroughgoing fashion. In the first place it was agreed that it was
not possible for the assessment staff at any one station to test suitability for
the great variety of highly technical functions embraced by the OSS (e.g.
piloting an airplane, parachuting, translating Albanian, drawing posters
to influence Germans, setting Japanese type, and so on); hence the measure-
ment of such very specific factors was not included among the responsibil-
ities of our staff. In the second place, we did not obtain sufficient informa-
tion about the less special functions and about the conditions in the different
theaters to enable us to discover most of the nontechnical determinants of
success or failure. Finally, even if we had secured the required information,
passing judgment on a candidate according to his apparent suitability for
a specific assignment turned out, in a large proportion of cases, to be more
or less irrelevant, since the job that was assigned to him in the theater was
different from the one proposed for him in Washington.

For these and other reasons it was decided at the start that we should
assess each man not primarily in relation to our conception, such as it was,
of a special designated assignment, but in relation to a cluster of general
qualifications (dispositions, abilities, traits) which were essential to the
effective performance of almost every OSS job overseas. Before Station S
was opened, in fact, one of the members of the staff (Licutenant Gardner),
by interviewing various branch chiefs and their administrative officers, ob-
tained what seemed the next best thing to job descriptions—a list of abilities
and qualities which these officers considered necessary for the accomplish-
ment of the projects planned by their section. At the end of this inquiry we
had a sizable array of requirements which could be abbreviated without
much distortion by resolving differences in terminology and by combining
related factors under a single term. For the first five months we worked with
a list of about twenty variables, some of which, as time passed, had their
hair trimmed, their beards shaved, and their names changed. At the end of
this period we succeeded in combining these into the following seven major
variables (basic to the needs of OSS):

1) Motivation for Assignment: war morale, interest in proposed job.

2) Energy and Initiative: activity level, zest, effort, initiative.

3) Effective Intelligence: ability to select strategic goals and the most
efficient means of attaining them; quick practical thought—resourceful-
ness, originality, good judgment—in dealing with things, people, or ideas.

4) Emotional Stability: ability to govern disturbing emotions, steadiness
and endurance under pressure, snafu tolerance, freedom from neurotic
tendencies.

5) Social Relations: ability to get along well with other people, good
will, team play, tact, freedom from disturbing prejudices, freedom from
annoying traits.
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6) Leadership: social initiative, ability to evoke cooperation, organizing
and administering ability, acceptance of responsibility.

7) Security: ability to keep secrets; caution, discretion, ability to bluff
and to mislead.

Such were the general qualifications for all OSS men and women (leader-
ship excepted in some cases). Distinguished from these were the special
qualifications applicable for the most part to the undertakings of one or two
branches only. Of these, three were added to the list of general qualifica-
tions printed on the formal report sheet:

8) Physical Ability: agility, daring, ruggedness, stamina.

9) Observing and Reporting: ability to observe and to remember ac-
curately significant facts and their relations, to evaluate information, to
report succinctly.

10) Propaganda Skills: ability to apperceive the psychological vulner-
abilities of the enemy; to devise subversive techniques of one sort or an-
other; to speak, write, or draw persuasively.

Besides these there were a few abilities (Teaching Ability, Recruiting
Ability, for instance) which were measured in special cases and an indefinite
number of variables used in writing sketches of the candidates’ personalities,
which were not included in the formal list, either because they were too
specific (pertinent to a few jobs only), or because they were not readily
measurable in all candidates under the conditions set up at S and at W.

For the last three months of its twenty months’ service, the assessment
staff, besides rating the seven general variables mentioned above, assessed
the suitability of every candidate for each of three locations in the theater
(relative to the front), for each of three levels of authority, and for each of
ten job categories. This seemed to be the only way of partially solving two
of our most vexing problems: how to record (for later evaluation) our
estimates of a candidate’s fitness for jobs other than the one proposed for
him in Washington, and how to transmit judgments that would help in
the reassignment of a candidate in the theater.

One might almost say, exaggerating a little, that in the OSS the conven-
tional role of the administrator and the role of the technical expert were
reversed. Commonly it is an administrator who passes on the general suit-
ability of a candidate in respect to personal appearance, energy, tempera-
ment, interest in the job, likability, tact, cooperativeness, leadership qualities,
and so forth; and it is the personnel psychologist who classifies him accord-
ing to his special talents. In the OSS, on the other hand, it was the recruit-
ing officers and the administrative officers who decided (on the basis of
work history and other data) whether a candidate had the required tech-
nical proficiency and it was the professional assessment staff that passed on
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his-general social qualifications, his mental health, and his power to abstain
from actions which might bring discredit to the organization.

Step 3.—Define (in words that are intelligible to the personnel officers and
administrators of the organization) a rating scale for each of the personality
variables on the selected list as well as for the one over-all variable Job
Fitriess. The members of the OSS staff found a six-point rating scale well
suited to their purpose:

= I 2 3 4 5
Very Low High Very
Inferior Inferior Average Average Superior Superior
77 18% 25% 25% 8% 7%

The percentages indicate the proportion of men that would fall in each
category if the variable in question happened to be normally distributed in
the candidate population. One of the advantages of this scale is that it can
easily be converted into a two-point, three-point, or four-point scale, or, by
using pluses and minuses in marking, into an eighteen-point scale (in prac-
tice a sixteen-point scale, since the extreme ratings o— and 5+ are rarely
used). By combining the lower two categories and the upper two categories,
the six-point scale becomes a four-point scale, which, according to our ex-
perience, is the most useful one in obtaining ratings from nonprofessionals
(other members of the organization):

I 2 3 4
Inferior Low Average High Average Superior
Unsatisfactory Satisfactory Very Satisfactory Outstanding

All this is explained at greater length in Chapter X (Recommendation 2.4
and Recommendation 3).

Rating variables is an exceedingly crude and abstract mode of represent-
ing certain realities of personality; but it is a useful and defensible procedure
notwithstanding. It serves to focus the attention of the assessors on the most
crucial components and to force them to make repeated attempts to justify
their ratings by recalling concrete samples of behavior. It provides a rough
summary of a large number of judgments which assists the staff in arriving
at a final assessment. It transmutes clinical observations into the only form
which can be handled statistically. Finally, it constitutes a brief and in-
telligible mode of communicating estimates and predictions to the officers
of the institution. The errors to which abstract symbols of this sort are liable
to give rise may be corrected to some extent by combining them with a more
concrete personality sketch which describes the interactions of the rated
variables and their characteristic manifestations under varying conditions.

The unsatisfactoriness of variables that are as general and ambiguous as
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those used by OSS assessment units can be reduced to some extent by list-
ing under each heading, as we did, several more specific modes of behavior
which may be regarded either as components or as criteria of the variable.
Thus under Emotional Stability we included adaptability, maturity, steadi-
ness under pressure, snafu tolerance, freedom from neurotic symptoms.
We made a practice of underlining on the final report sheet the subvari-
ables which were considered strong and crossing out those which were con-
sidered weak.

The rating techniques employed by the OSS staff are described in Chapter
V.

Step 4.—Design a program of assessment procedures which will reveal the
strength of the selected variables.

Substep 4.1.—Plant the assessment procedures within a social matrix com-
posed of staff and candidates. Our experience shows that it is not difficult
to create an informal, sincerely genial atmosphere at the assessment station
and that under these conditions most of the assessees will enjoy themselves
and be more inclined to tolerate an exacting and stressful schedule of pro-
cedures than they would be in a less agreeable social climate; and also
under these conditions they will be disposed to relax during the times when
they are not engaged in assigned tasks and conduct themselves somewhat
as they would in everyday life. Further, our experience shows that the staff
can acquire invaluable impressions of the candidates during these hours of
relaxation: from a wisecrack overheard in the hall, from a heated conversa-
tion at dinner, from the way a clique forms in the living room, from the
gesture with which a man reacts to defeat in a game of bridge, from a break-
fast-table report of the sleeping behavior of one of the candidates, from
frank comments on the testing procedures elicited during a casual con-
versation after supper, from sentiments privately expressed while taking a
snack in the kitchen before going to bed, and so forth. When the candidates
live and eat with the staff members for two or three days, the situation has
some of the flavor of a house party, and consequently the offering of liquor
on the last evening comes within the range of habitual expectations and
is not often interpreted as a stratagem to entangle the unwary.

It is hard to get to know a man merely by observing him behave in a con-
trolled situation. Impressions obtained at such times require complementa-
tion and reinforcement by others gained from numerous casual contacts at
moments when the candidate is less guardedly aware that his actions are
under scrutiny. Also, in the process of developing a conception of the man’s
character it is advantageous to have him under the same roof so that he will
be repeatedly seen in the ordinary course of events, and can, when necessary,
be engaged, as if off-handedly, in conversation,
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Furthermore, if the candidates live for several days together and suffer
the same trials and frustrations, and together laugh at the same humorous
incidents, the majority become welded, even in this short space of time, into
a mutually sympathetic whole, and on leaving, each man—with some ex-
ceptions, naturally—carries with him a favorable opinion of the assessment
process which has become solidified in his mind by the consensus of the
group. It was found, for example, that the “graduates” of the three-day
system at S were decidedly more enthusiastic about the merits of assessment
than were the “graduates” of the one-day system at W, who had little chance
to develop mutuality of feeling. Thus if it happens to be necessary to con-
vince the members of an organization of the value of assessment procedures,
the living-together system as practiced at Station S can be highly recom-
mended. Finally, under “house party” conditions the candidates have numer-
ous opportunities to size each other up, and, therefore, more reliance can
be placed on the returns of a sociometric test which may advisedly be sched-
uled as the last procedure on the program.

Substep 4.2.—Select several different types of procedures and several pro-
cedures of the same type for estimating the strength of each wvariable. In
the 7deal assessment program there will be numerous procedures for pre-
dicting the strength of each variable, since experience has shown that no
single test has a very high degree of validity. These procedures will be of
different types (e.g., interview method, questionnaire method, situational
method) because each type (method) has certain specific advantages as well
as specific disadvantages. Some subjects are better revealed by one method,
others by another. Finally, each method will be represented by several differ-
ent procedures (varieties of the same method), since no one operation of
personality can be taken as a valid index of what an individual will or can
do in dealing with situations of a certain type. It is necessary to know the
degree of consistency of a personality.

At Station S, for example, the variable Social Relations (disposition and
ability to get along with others) was revealed by six different methods:

1) Interview.

2) Informal observations through three-day period.

3) Individual task situations, where the single candidate was faced by the
necessity of dealing with one or more persons (sometimes stooges) in
achieving his end.

4) Group task situations, where a team of candidates was instructed
to cooperate in performing a prescribed task.

5) Projection tests which revealed some of the inhibited or unconscious
social tendencies of the candidates.

6) Sociometric questionnaire in which the candidate’s acceptance or re
jection by his fellow candidates was estimated.
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Furthermore, several of these methods were represented by two or three
different procedures. For instance, there were three individual task sit-
uations:

3a) Construction Test, in which the candidate had to direct two recal-
citrant “assistants” (stooges) in helping him to erect a wooden structute
within a given length of time.

3b) Recruiting Test, in which the candidate had to interview a person
(stooge) applying for a position in a secret organization.

3c) Improvisations, where two candidates had to deal with each other
in a face-toface situation of a prescribed character.

The multiform method of examination does not require ten or twelve
times as many procedures as there are variables, because many procedures
yield ratings on several different factors. Almost every factor, for instance,
can be roughly estimated on the basis of an interview. Or, to take another
example, one questionnaire can be constructed which lists every condition
that is likely to be encountered in the field and which asks the subject to
estimate the positive or negative appeal of each of these for him.

Underlying our recommendation for the inclusion of many varied pro-
cedures is the well-accepted fact that in order to formulate a personality one
must know many of its components, and therefore, since in a single event
only a relatively few components are exhibited, the more events of which
we have accurate reports the better. Also, since a man reacts differently to
different situations, we need reports of a wide variety of events in which
the subject has participated. As a rule, the more varied the situations, the
more varied will be the components of personality which are evoked. The
conclusion is obvious: to arrive at a conception of the different systems and
different resources of a man’s personality, one must discover his emotional
responses to, and his effectiveness in dealing with, different kinds of
situations.

Finally, it is necessary to ascertain how the subject reacts to various situa-
tions of the same kind, since no man is entirely consistent. As a rule, each
need or system of a personality is characterized by an area of generality (a
large number of situations which evoke similar patterns of response) and a
few foci of specificity (a small number of situations which evoke contrast-
ing patterns). There are some people, for example, who are generally timid
—that is, they have a high degree of sensitivity to most of the different
varieties of danger—and yet they are fearless in certain situations which
frighten many of their associates. Contrariwise, there are other people who
are not sensitive to most dangers but suffer from a single intense phobia.
Thus we require several procedures to discover the consistencies and incon-
sistencies of each reaction system of the personality. The same applies in the
sphere of abilities.

In an ideal assessment program the candidate’s ability to perform (or to
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learn to perform) each of the several functions of a given role would be
estimated separately, since it cannot be assumed that excellence in one func-
tion is highly correlated, in a given individual, with excellence in another.
Furthermore, since no function (disposition and ability) can be accurately
measured by a single test, a battery of tests is required to provide a sound
basis for predictions.

In obtaining records of many varied proceedings of a personality, mem-
bers of an assessment staff have three sources available: (1) the subject him-
self, who can be encouraged to talk or to write about his past experiences;
(2) acquaintances of the subject; (3) the assessors, who create many varied
situations the responses to which can be observed directly. No explanation
of all this is required; it is clear that the more one knows about a man the
more comprehensive will be one’s understanding of his unique nature.

If it is discovered that an increase in the number of procedures (length of
the assessment period) is not accompanied by an increase in the amount of
pertinent data obtained, or that an increase in the amount of pertinent
data is not accompanied by greater accuracy and completeness of the per-
sonality formulations, then one should suspect the intrusion of errors in
theory or in practice. This point will be discussed in Chapter X.

We are recommending a variety of methods, not only because each method,
by confronting the subject with a somewhat different situation, is likely to
evoke different components of personality, but because each method which
merits consideration has certain unique advantages and disadvantages, and
the disadvantages of one method may be overcome by the advantages of
another. For instance, a method may be very economical—it can be admin-
istered by one man to a large group of subjects at once—but the whole sit-
uation may be artificial, unlike anything which the subjects are apt to meet
in everyday life, and their actions may be artificially constrained to a few
preselected categories which allow no place for typical individual patterns
of response. Other contrasting methods present the subject with a lifelike
situation permissive of spontaneity, but are very expensive in man-hours—
subjects must be taken one at a time or in small groups requiring two or
three observers. Some methods yield objective, mechanically obtained quanti-
tative scores, but the relation between the segmental processes so measured
and the functioning of the total personality is dubious, if not definitely in-
significant. Other methods bring important components of personality into
operation, but estimates of the intensity of these components are matters of
unreliable subjective judgments. And so it goes.

A brief list of some of the ways in which techniques may vary should be
helpful at this point:

1) The kinds of components of personality that are revealed, such as
energy level, temperament, sentiments, knowledge, theories, needs, con-
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crete goals, degree of integration, ability to deal with things, with people,
with ideas, and so forth.

2) The components and structure of the situation confronting the subject.

a) Physical setting: outdoor or indoor; open or confined space; de-
gree of temperature and light; and so on.

b) Nature of objects to which subject must relate his efforts: physical
obstacles to be overcome; physical objects (materials, tools, gadgets) to be
manipulated; human objects (interviewer, stooges, co-actors) to govern or
adjust to; symbols (oral or written words or concepts, pictures, ink blots,
or other representations) and areas of symbolic reference (topics of dis-
course and knowledge) to be dealt with.

c) Social structure: number, roles, types, and attitudes of persons en-
gaged in the situation.

i) Number, roles, types, and attitudes of assessors: physical presence
or absence of official observer (if absent, whether a recording device or
system of mirrors which permits overhearing or overseeing is suspected);
number of assessors (e.g., interpersonal interview or board of judges) E
physique, age, sex, rank, race, type of assessor(s) (e.g., conspicuous or in-
conspicuous, detached or participating, formal or informal, strict or lenient,
friendly or unfriendly).

it) Number, roles, types, and attitudes of other subjects: presence or
absence of other subjects; an interpersonal or group situation; a mere
aggregate (e.g., sitting at separate desks) or a reciprocating or collaborat-
ing group; physique, age, sex, rank, race, type of other subjects; attitude of
others (e.g., friendly or not, helpful or not, critical or not).

d) Expectations of assessor(s) as understood by subject: number of
directions (rules) or no directions; degree of constraint of directions (e.g.,
formal or informal, strict or lenient, definite or ambiguous). The assessor
says or seems to say (according as subject interprets his aim) one, two, or
all of three things: “Show me how much you know or how well you can
do this” (performance test), or “Let me see how you react (emotionally
or directionally) to this situation” (reaction study), or “Tell me all (or all
I want to know) about yourself” (self-communicative situation).

e) Degree of situational control exercised by assessor(s): extent to which
the situation is made to conform to an inflexible, uniform, prearranged
pattern (e.g., an entirely uncontrolled natural situation at one extreme and,
at the other, a situation in which all variables are kept constant).

3) The method of recording subject’s behavior. Reliance may be placed
on the assessor’s unaided observation and memory, or recording aids (e.g.,
motion-picture camera with sound track) may be employed. In a great many
procedures the subject records his responses on a paper form; in others his
responses are recorded mechanically (e.g., psychogalvanometer).
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Clinical psychology and psychiatry have yet to reach their full growth.
No methods are entirely satisfactory. There must be constant experimenta-
tion. Since it is too early to limit a program of assessment to a fixed number
of procedures, space should be left open for new techniques.

For a short over-all assessment the interview is probably the best and only
indispensable method we have, but many others are very useful: intelligence
tests (Bellevue-Wechsler, Mechanical Comprehension, and others), projec-
tive tests (Rorschach, TAT, Sentence Completion, for example), question-
naires (e.g., psychosomatic inventory, attitude scales, Study of Values, Min-
nesota Multiphasic), autobiography (or filling out a personal history form),
informal observations of behavior, and situational tests. Since the last are
not well known and need to have attention called to them, we are making
a separate recommendation in their behalf.

Substep 4.3.—Include in the program a number of situational tests in
which the candidate is required to function at the same level of integration
and under somewhat similar conditions as he will be expected to function
under in the field. This is based on the principle of consistency (the most
fundamental of scientific assumptions), which states that the interactions
that occur in two identical situations will be identical, or more specifically,
that a given subject will respond to similar environmental situations in a
similar manner. Of course we know that the personality of one man at two
different times is never the same, and that one can rarely say that two
situations are identical, and finally that there seems to be a force (which
might be called the need for novelty) in some people that prompts themeto
act differently from the way they did before “just for a change.” And then,
as far as assessment is concerned, it is not possible to predict the forms of
the scores of situations a candidate will encounter in the future; consequently
strict conformity to the scientific ideal is out of the question. The best that
can be done—and this is a good deal—is to expose a man to a variety of
situations of the same type as those he will meet in the field and, allowing
for certain expected developments in his personality during the coming
months, predict future performance level on the assumption of consistency.

All we are affirming here is that the “real” test of a football player is play-
ing in a real football game, or, if you choose, in a season of football games;
and therefore the best way to assess a football player is to confront him with
the necessity of playing in a simulated football game which includes as
many components of a real game as possible. This assumption, a common-
place to laymen, is not without novelty in the field of psychological testing.
It is fundamental, however, to the organismic method as distinguished from
the widely accepted elementalistic method of assessment—a statement which
calls for an explanation.

The organismic method of assessment is based on the fact that behavior
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of the highest order of effectiveness depends on (1) the individual’s ability
to perceive and interpret properly the whole situation that confronts him
(e.g to distinguish the major and minor determinants, to omit nothing that
is critically important, to predict the probable course of events if he does
not intervene) and (2) his ability to coordinate his acts and direct them in
proper sequence toward the proper objects (to visualize the end that will
appease his needs, to see the shortest pathways to this end and the agencies
that are available to him, and to order the spatio-temporal sequence of his
actions, and so on) in such a way that a satisfying effect will be produced.
Ordinarily the majority of these processes occur automatically, many of them
unconsciously, but, in any event, they all reauire organization: the organiza-
tion of successive perceptions into a rough schema of the developing event;
the organization of images, words, and concepts in relation to this schema
to constitute its diagnosis and prognosis; the organization of this prognosis
in relation to a visualized purpose (images of a desired modification); the
organization of actones (muscles and words) and of agencies (instruments
and fellow workers); the organization of these means in relation to the
environmental objects that must be adjusted to, interested, or controlled;
and then, finally, the organization of these partial or subordinate aims in
relation to the visualized purpose. The effectiveness of the whole action
depends on the integration (internal coherence) of the constituent operations
in the brain and on the adjustment (congruent application) of these
operations to successive parts of the environment. Consequently, in devising
tests of effectiveness the organismic psychologist will choose tasks and situa-
tions which cannot be properly solved without organization, since it is the
power to organize, as much as any other power, that he wishes to measure.

The elementalistic approach, on the other hand, calls for an analysis of a
proposed function into its component operations and then the invention
and standardization of one or more tests for each operation. Some of these
tests can be administered to many subjects at once, others must be adminis-
tered individually.

The elementalistic method is abstract and unrealistic, since no attempt is
made to reproduce the conditions under which the man will eventually per-
form. It is scientific, however, in the sense that each test measures the good-
ness and speed of a well-defined process in objective quantitative terms, thus
eliminating from the scoring the all too frequent errors inherent in sub-
jective judgments. In adopting this method, however, the psychologist makes
a radical subjective judgment at the very start by electing to abstract from a
complex configurated process a few elementary constituent processes, test-
ing for these separately, and then adding the scores to arrive at a final rating.
He does this even though he knows that in actual life the mind does not add
sequences of elementary processes to produce results, but organizes them
into effective forms.
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The organismic method depends for its success upon the ability of the
psychologist to observe the pattern and effectiveness of the candidate’s be-
havior and to identify the factors which promote and the factors which im-
pede the forward course of the action. And so it could be said that this
method calls for the improvement of the psychologist as observer and in-
terpreter rather than the improvement of mechanical instruments and test
materials. Because of the well-known unreliability of individual judgments,
the organismic method as it stands today requires two or three competent
observers for each event. Thus it is much more expensive in respect to time
and personnel than elementalistic tests, many of which are suitable for
large groups.

Leaving aside the great factor of motivation and considering only the
nature of good thinking—the over-all importance of organization and of
imagination—and the conditions under which it must ordinarily proceed,
in contact with men and under stress, it must be clear that an elementalistic
intelligence test could not possibly be an adequate measure of effective in-
tellection, even of abstract intellection, in an adult member of society. What
the intelligence test certainly can do is to distinguish those who lack the
pieces with which to build the whole, who are incapable of the partial com-
prehensions that are necessary for a total act of comprehension. In doing
this efficiently, the classic intelligence test has proved itself a useful instru-
ment and deserves to be retained. But it is necessary to recognize its limita-
tions since great injustice can be done to individuals if the test is used as a
criterion of thinking capacity among those whose scores range above a
certain level.

The striking and impressive feature of all elementalistic methods is that
they provide quantitative objective measures of relatively simple processes,
and thus seem to conform to the great tradition of science. An elementalistic
testing program can be made into a series of almost mechanical procedures
which can be conducted for the most part by technicians pure and simple,
and the psychologist as observer, interpreter, diagnostician, and valuator is
all but eliminated. Everyone who scores the tests gets precisely the same
result and this gives rise to a general feeling of satisfaction, a feeling of
“truth,” since consensus among experts is the nearest we can ever get to
justified certainty. But suppose a biologist comes along and says: “Gentle-
men, I am impressed by the unanimity of your judgments. I can see no
evidence of subjective bias in your readings, scorings, and computations.
But on the other hand, it seems to me that subjective bias figured prom-
inently in your decision to separate out one fraction of the concrete complex
event and accept the measurement of this as a proper index of the total
process. There, at the very start, is where the personal element—the feeling
and the sentiment—entered into your procedure. As I see it, this focalization
is an example of what Whitehead calls ‘misplaced concreteness.” Actually
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the score that you have obtained on this test is not a representation of reality
—any more than the measurement of one muscle contraction is an adequate
representation of the form and effectiveness of a complete bodily movement,
the act, let us say, of driving a golf ball.” This judgment, it seems to us,
cannot be gainsaid. The subjectivity of the elementalist comes in at the
beginning when he plans his procedure, and at the very end when, despite
protestations to the contrary, he is inclined to rely on his test as a valid
measure of over-all ability.

The elementalistic approach calls for accurate quantitative measurements
of partial, isolated processes, whereas the organismic approach comes down
to inaccurate estimations of total integrated processes. From a practical
standpoint the question is, Which method has a higher predictive validity?
At the moment this question cannot be answered, no adequate researches
bearing on this point having been reported. The result of an investiga-
tion along these lines will depend in large measure on which areas of
personality are chosen for study, on the suitability of the elementalistic tests
that are selected, and on the ability of the organismic psychologists who act
as observers. At present the great advantages of elementalistic methods are
(1) that they can be administered by almost anyone after a short training
period; (2) that many of them can be presented to a large group at one
time or to individuals in rapid succession, and hence are suitable for mass
testing; (3) that they are generally successful in picking out those who are
entirely unqualified for a certain task, or those who have some definite de-
fect; and (4) that subjective bias does not enter into the scoring of the re-
sults. Furthermore, elementalists can point to positive correlations in a large
number of studies to prove the effectiveness of their methods, whereas
organicists have as yet nothing definite to show for their theories.

The differences between elementalistic and organismic methodology have
been magnified in this section in order to clarify the theoretical ground on
which situational tests are founded. The OSS assessment staffs were faced
by the problem of discriminating between candidates who fell, for the most
part, in the upper half of the distribution curve of general competence or of
some special skill, men who had been recruited because of demonstrated
ability in some particular field of endeavor. Consequently, elementalistic
tests which had proved valid in testing children and in distinguishing adults
at the lower end of the distribution curve, but not in accurately predicting
different degrees of excellence among adults in the upper brackets, could not
be counted on to carry the whole burden of answering the questions that
were asked of us. Therefore we added procedures of a different kind,
tasks which required mental operations on a higher integrative level; and
since there is a difference between “know-how” and “can-do”—the two
are not always correlated—we made the candidates actually attempt the
tasks with their muscles or spoken words, rather than merely indicate on
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paper how the tasks could be done. We were prompted to introduce realis-
tic tests of ability by such findings as this: that men who earn a high score
in Mechanical Comprehension, a paper-and-pencil test, may be below average
when it comes to solving mechanical problems with their hands. Further-
more, because a great deal of the work of the world must be accomplished
in a social context and also because the OSS staff was expected to estimate
every candidate’s disposition and aptitude for harmonious social relations,
a good many of the tasks which we devised for the candidates had to be
accomplished in collaboration with others. Finally, since most of the critical
situations which were confronting the majority of OSS men in the field
were both novel and stressful, we made our testing situations novel and
stressful. Thus it may be said that the situational tests used at OSS assess-
ment stations were as lifelike as circumstances permitted, incorporating some
of the major components of situations that would naturally arise in the
course of operations in the field. In other words, we tried to design assess-
ment situations that would be somewhat similar to the situations in the
management of which candidates would be judged by their superior officers
and associates in the theater.

In retrospect it seems a little peculiar that for thirty years we psychologists
should have devoted so much time to improving the reliability of our tests
and so little time to improving their validity. Even more peculiar is the
almost exclusive attention to paper-and-pencil tests when the results of studies
of the reliability of these tests were all pointing to the importance of the
principle of similarity—similar situation, similar response. Time and time
again test constructors have found that to obtain a high correlation between
two tests of the same function, the forms of the tests must be very similar.
For some reason, however, the principle of similarity has rarely been applied
to the primary task of test invention. Few people seem to have been at all
disquieted by the fact that taking a conventional paper-and-pencil test is
very different from solving a problem in everyday life. Finally, as previously
stated, all of us have been lax in bringing our critical reflections and tech-
niques to bear on the crucial task of validation. Surely, the essential criterion
of a good test is its congruence with reality; its coherence with other tests is
a matter of secondary concern. At this stage, in fact, the problem of validity
is so important that we would suggest a reversal of the usual procedure: that
tests which are being developed should be administered only to persons who
have been thoroughly studied, persons about whose activities sufficient data
have already been collected.

Situational tests have a long and honorable pedigree that reaches back
into Biblical times, and if American psychologists were as pious as the
early settlers of their country they would undoubtedly have come upon the
records of these ancient experiments and recast them into modern forms.
It was none other than Jehovah who improvised the first large-scale
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situational test, the object being to provide Gideon with a reliable basis
for picking the best warriors from among ten thousand volunteers.

And the Lord said unto Gideon, The people are yet too many; bring them
down unto the water, and I will try them for thee there: and it shall be, that
of whom I say unto thee, This shall go with thee, the same shall go with thee;
and of whomsoever I say unto thee, This shall not go with thee, the same shall
not go. So he brought down the people unto the water: and the Lord said
unto Gideon, Everyone that lappeth of the water with his tongue, as a dog
Jappeth, him shalt thou set by himself; likewise every one that boweth down
upon his knees to drink. And the number of them that lapped, putting their
hand to their mouth, were three hundred men; but all the rest of the people
bowed down upon their knees to drink water. And the Lord said unto Gideon,
By the three hundred men that lapped will I save you, and deliver the Midianites
into thine hand: and let all the other people go every man unto his place.

(Judges 7: 4-7)

As proof of the efficacy of this test is the recorded fact that the three hun-
dred put to rout the host of Midian, drove them across the Jordan and out
of the land of Isracl. There was no mention of cowards among the three
hundred, who even while drinking had remained alertly aware of the possi-
bility of being attacked by the enemy.

Step 5.—Construct a sufficient formulation of the personality of each
assessee  before making specific rvatings, predictions, and recommenda-
tions. 'This is the second of the two major technical principles of the
organismic system of assessment. Like the first major principle (Substep
4.3), it is derived from the general proposition that the whole and its parts
are mutually dependent. If this is true—and, today, who doubts it?P—it fol-
lows that to explain or to predict the manifested parts of a personality
in a specified situation one must discover the nature of the personality
as a whole. Although the expression “personality as a whole” has become
fashionable in certain professional circles, it has never been precisely defined
and the best we can do, as we proceed, is to explain what we mean by it in
the context of this section.

Let us start by placing personality in space. Where is it? The processes
and integrations of processes which constitute personality occur in the brain.
This is the seat of the government of the organism, since it is the only
place where sensory processes from the entire body terminate and motor
processes to the entire body originate. It is the locus of the feelings which
evaluate events as they occur and discriminate goals for action. It is the
seat of consciousness, of thought, of conflict, and of decision. It is also the
repository of all traces of past experiences, of percepts, symbols, concepts,
values, emotional attachments, commitments, plans, resolutions, and antici pa-
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tions. Thus the enduring latent establishments as well as the kinetic processes
of personality are in the head.

Next, let us place personality in time. What is the duration of personality?
Personality is a developing “institution” which functions from birth to
death. During sleep, unconscious anabolic processes regenerate the sources
of the energies that are expended in the ceaseless activities which constitute
its waking life. The history of a personality might be represented as a long
sequence of proceedings. Some of these are internal proceedings during
which the personality, abstracted from its environment, is daydreaming, or
attempting to understand and evaluate past events, or to predict the future,
or to assess its own capacities, or to settle some conflict, or to solve some
intellectual problem, or to lay out a course of action, or to decide what to
say on an anticipated occasion. Others are external proceedings during
which the personality is overtly engaged in dealing with its environment,
in observing, enjoying, manipulating, complying with, defending itself
against, or avoiding, other personalities or physical objects. Every proceed-
ing leaves behind it some traces of its occurrence, traces of its novel elements
especially. In this manner the more or less enduring establishments of per-
sonality—its supplies of facts, concepts, values, action-patterns—are extended
and modified from day to day by the results of its functional operations.
Most personalities are developing along certain lines—by assimilations,
differentiations, and integrations—throughout life, although in other respects
they may be merely conserving what they have acquired, or perhaps losing
it regressively. Anyhow, the establishments of personality, cross-sectionally
considered at different points in its life history, are different.

Since we cannot observe the establishments of personality in the brain,
and we have no instruments capable of directly recording its functional
processes, and, since it has been shown that not all these processes have the
property of consciousness, it is evident that the components and structures
of personality must be inferred from their manifestations in the stream of
consciousness and from their manifestations in the flow of overt speech and
action. The data consist of subjective facts reported by the individual and of
objective facts observed by the psychologist or by others. With these in mind
the psychologist attempts to arrive at a conception of the forms of the
determining variables. Thus the personality is not a series of perceptible
facts, but, in actual practice, a Aypothetical formulation, the aim of which
is to explain and to predict the perceptible facts.

Another point which must be held firmly in mind is that in analyzing
and reconstructing each of the significant external proceedings of personality,
it is as necessary to define the structure of the environmental situation, the
attitudes and actions of the object, as it is to define the attitudes and actions
of the subject. One must not represent a personality as if it existed in a vac-
uum. Its establishments must be connected with the objects and situations
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which evoke them. This is particularly true in formulating the develop-
ing series of proceedings, or the serzal, which constitutes the history of an
interpersonal relationship, a friendship, or marriage: the representation of
the personality of the object is essential to an understanding of the subject.
In other words, although the processes of personality occur in the brain,
they cannot be described or explained without reference to external objects
and settings. Consequently, the environment is included in every adequate
formulation of personality.

Now, perhaps, we are in a position to consider the meaning of “whole”
as applied to personality. Some people use “whole personality” compre-
hensively to denote the total or entire personality. Here there are two
possibilities: the whole longitudinal, or temporal, personality, and the whole
cross-sectional personality. The former is relatively concrete and referential:
personality is the entire sequence of organized psychological processes in
the brain from birth to death. The cross-sectional definition, on the other
hand, is very abstract and hypothetical: personality is the entire constitu-
tion of potential psychological processes and structures in the brain at a
given moment. This latter definition depends on a morphological supposi-
tion inasmuch as it assumes the existence or some more or less enduring
physicochemical structures, or establishments of personality, which remain
dormant except when activated by certain stimuli. The establishments, how-
ever, are never described in morphological terms, but rather as they are
objectified in temporal patterns of activity. These two conceptions of the
“whole personality” might be combined into an all-inclusive notion which
embraces not only the history of the proceedings of personality (longi-
tudinal view), but the history of its developing establishments as portrayed
by a series of cross-sectional formulations.

The next point to be noted is that a complete formulation of the whole
personality, longitudinal or cross-sectional, is not only far beyond the powers
of any group of psychologists today, but, if achievable, would be much too
long and complicated for ordinary use. Consequently, we speak of a suffi-
cient formulation, meaning sufficient for a designated purpose, which, in
the present case, is the assessment of men and women. Inasmuch as a com-
plete formulation is both impossible and undesirable, the term “formula-
tion” can be used to denote a “sufficient formulation.” Since a formulation
that is sufficient for one purpose—say, assessment—will not usually be suffi-
cient for another—say, psychotherapy—there may be several different formu-
lations of the same personality, all of which are correct. But, as we see it,
every formulation should give an outline, not of the “whole personality,”
but of the “personality as a whole.”

“Personality as a whole” does not mean the whole, entire personality; it
means the over-all unity and organization of parts that is attained during
a designated period of the subject’s life. It refers to the degree of unity
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and coordination (wholeness) that the personality exhibits during one short
functional operation, or in a long series of progressions, day after day,
toward a distal goal, or in the establishment, over a lifetime, of a harmonious
way of life which allows for the successive satisfaction of its major needs.
Whatever the degree of unity that is achieved, it comes out of conflicts
and resolutions of conflicts; and these should be included in the formulation.
This conception of the “personality as a whole” points to a goal-directed
force, or conation, as the chief unifying and integrating factor in person-
ality. Psychologists are not yet agreed as to the proper representation of
the basic determinants of effective action, but universal human experience
teaches us that it is emotional, intellectual, and conative energy directed
toward a defined purpose which organizes the psychological processes into
a temporal whole. This is the outstanding conscious fact, regardless of the
number and nature of the underlying needs or drives which will be appeased
by the action. An extreme case of wholeness would be a personality that
is completely controlled by one persisting, superordinate, long-range purpose.
The definition of this purpose would be enough to explain most of the
functional operations. Since in actual life one never finds a personality
so unified, the representation of “wholeness” is more complicated. It
usually comes down to a formulation of the relations between the major
dynamic systems, each of which consists of a combination of needs directed
toward a combination of goals, and, integrated with these, one or more
valued goal objects and goal places, and a large number of action patterns
and agencies. The degree of effectiveness of each dynamic system should
be included in the account.

Beside vectorial forces there are a number of other variables which have
a broadly determining, and so, in a sense, unifying, influence on the per-
sonality. Among these are energy level, temperament, subjectivity-objectivity,
introversion-extraversion, egocentricity-sociocentricity, conformity-noncon-
formity, and so forth. But we are not going to discuss the problem of what
variables are required for a sufficient formulation of personality, first, be-
cause there is no possibility of doing justice to the subject in the space
allotted, and, second, because we abandoned the plan of attempting to set
forth the products of our theoretical reflections, fearing, as explained in the
first part of this chapter, that no statement would conform to the views of
the majority of the members of our staff.

Up to now no proposed definition of personality has proved satisfactory
to all schools of psychology, and there has been no unammlty as to how one
should go about formulating the events of a person’s life for purposes of
explanation, prediction, and control. There are no available holistic concep-
tions for representing normal personalities. But the psychologist is not with-
out instruments of thought. He possesses, in fact, a large number of fairly
well-defined concepts which stand for (1) certain hypothetical structures of
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the personality (e.g., ego, superego, ideal ego); (2) certain hypothetical
components (e.g., inferiority complex, sentiment pro underprivileged, agora-
phobia, need for support, political orientation); (3) certain modes of feel-
ing, thought and action (e.g. cycloid temperament, objectivity, flight of
ideas, impulsivity); (4) certain kinds of effectiveness (e.g., general intelli-
gence, mechanical ability); and also (5) certain disease entities (e.g., com-
pulsion neurosis, schizophrenia). The latter might be considered holistic
formulations in so far as each of them defines a rather large number of
intercorrelated variables and (for each disease) the general structure of
their interactions. But the compound concept of each disease reconstructs
a certain variety of disturbance (conflict, dissociation, and so on) which
occurs within a total personality. The effective health-producing processes
of the personality, which vary from case to case, are not included in the
formulation.

Besides concepts of this sort, there are excellent descriptions in the litera-
ture of rudimentary typologies based on a few variables, usually a dichotomy
(e.g., subjective-objective, introversive-extratensive) or a trichotomy (e.g.,
narcistic, obsessive, and erotic). But all of these require further analysis in
conjunction with studies of other variables. To identify a man as an introvert,
for example, gives us no information as to his energy level, his fluctuations
of mood, his enduring emotional attachments, his membership systems,
his political ideology, the pattern of his erotic fantasies, the strength of his
conscience, his major dilemmas, his intelligence, his initiative and resource-
fulness, the degree of his self-confidence, his dominant aims, the level of his
aspiration, his chief abilities, and a great many other important components.
Psychiatrists and psychologists are just now in the process of identifying
and defining these separable variables. They have not reached the point of
attempting to combine a sufficient number of them into tentative formu-
lations susceptible of verification by detailed personality studies. It is worthy
of note that very many of the concepts which are commonly used today in
formulating personalities have been contributed by psychoanalysts and psy-
chiatrists who are inclined, partly by the demands of their profession, to an
organismic frame of reference.

We shall make no attempt to list the notions which were most commonly
employed in attempting to represent the personalities of the candidates at
assessment. Since there was no time to construct a common conceptual
scheme, each senior staff member whose duty it was to write personality
sketches used the concepts which he considered most adequate in portraying
to himself and to his fellow workers the underlying dynamics. Since the
sketches were composed for laymen (the administrative officers of the OSS),
they were not written in abstract terms, but on the level of ordinary dis-
course. These sketches were the only records that were made of the results
of holistic reflections, and so it is not possible now to state how far toward
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“wholeness” the staff members carried their conceptualizations of the differ-
ent personalities. The process which took place in their heads is not on
paper. Certainly most of us never approximated the ideal: a formulation of
the “personality as a whole.” This expression, consequently, must be under-
stood as a somewhat pretentious overstatement. But current usage provides
no other term to distinguish our attempt from the elementalistic mode of
procedure.

Here it is perhaps worth pointing out that the task of a present-day
clinical student of psychology is that of an explorer and experimenter rather
than that of a diagnostician. To make this plain we might consider a greatly
oversimplified statement of the problem in the form of an analogy. Take
the case of the organic chemist whose function is to predict the behavior
of a sample of any compound that is handed to him. What will he do?
He will note its physical properties and then observe its reactions to a num-
ber of known substances. The results of a few tests of this sort will usually
enable him to name the substance and then to predict immediately the
processes which will ensue when it is confronted by this and that com-
pound under specified conditions. Now, one reason, among several, why the
predictions of the chemist are highly valid is the fact that the properties of
most of the objects with which he deals have been thoroughly studied, and
so his routine task is that of distinguishing (naming) an entity about
which there is a mass of ordered knowledge summarized in manuals and
textbooks, rather than that of discovering the nature of an entity about
which little or nothing is known. (The latter is the task of an experimental
chemist.) Here it should be noted that knowledge about a compound is
mostly contained in statements as to its chemical properties, that is, in rep-
resentations of the nature and effect of its reactions with other known
compounds under kzown conditions. In other words, to know (understand,
formulate) a compound in “functional” terms, one must possess an equal
amount of knowledge about (1) each of the different entities with which it
reacts, (2) the product of each reaction, and (3) the setting in which the
reaction occurs. One thing is defined in relation to each of a number of
other things. Since about three hundred thousand compounds have been
defined, the population of entities within the modern chemist’s empire in-
cludes a great many “knowns”; and as soon as he has identified (named) one
of them, he is prepared, with the manual at his side, to predict its behavior
in the presence of each of a large number of others. The naturalist, with
his definitions of thousands of different species, and the physician, with
his integrated mental representations of scores of different ailments, are in
a similar position, in so far as each is able to make a number of reasonably
valid predictions (prognoses) as soon as he has correctly discriminated
the entity before him. He can do this because, like the chemist, he has at
his disposal a mass of scientific information—collected, sifted, correlated,
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and ordered by generations of workers—about most of the entities which
belong within his province.

Now, for the moment, let us imagine a state of affairs which would
cnable a psychologist to function as does the chemist, the naturalist, and the
physician. Let us suppose that the most fundamental and most crucial
variables of personality have already been discovered, and, for simplicity’s
sake, say that these variables are dynamic systems, each of which in-
volves a pattern of specified actions in relation to a pattern of specified
situations. Let us suppose that millions of people have been thoroughly
studied and it has been found that they fall into one thousand types,
each of which has been properly defined and named. Let “definition of a
type” be equivalent to “formulation of the personality as a whole.” Since in
the process of arriving at the different types (the thousand different con-
ceptions), minor variables (slight differences in form and numerous in-
significant elements) were necessarily disregarded, a formulation will not
represent the “whole” (entire, complete) personality of a man, but his
personality “as a whole”; that is, the organization of the dominant action
systems. Let us further suppose that the lives of one hundred individuals
corresponding to each of the thousand types have been exhaustively studied
and there is now available a great deal of ordered knowledge about the
behavioral variations within each type. According to this fantasy the psy-
chologist is now in the position of a chemist, naturalist, or physician. His
task is to make a diagnosis, to identify the type, to recognize an entity about
which much is known. Since to accomplish this, a few tests will often be
sufficient, it could be said that this fictitious professional, by discovering
a little about a man, can suddenly know a lot—everything that has been
written about the given type. With this knowledge he is able to predict
with a reasonable degree of accuracy how he is likely to react and with
what effect in this and that situation.

All this, of course, is a wish-fulfilling fairy tale. For no satisfactory
formulation of a personality as a whole has ever been published. None of us
knows exactly what elements should be included, or how the various inter-
relationships, or patterns, of these elements should be represented. At present
the psychologist is more in the position of a chemist who encounters an
entirely new and different compound, except that he is not acquainted
with all the elements that could possibly exist in the object of his interest,
and he is not familiar with the consequences of different possible com-
binations of the elements with which he zs acquainted. His task is not one
of recognizing an old acquaintance (apperception), but of discovering the
nature of a stranger (conceptualization).

We have violently oversimplified the contrasting situations of chemist and
psychologist in the hope of clarifying the latter’s job and of indicating
a strategic course for research and reflection, namely, the development of a
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typology which incorporates a sufficient number of variables. Since the
formulation of a type must be based on an understanding of the mode of
organization of variables, the undertaking calls for an organismic, or
holistic, approach. This is another reason why we are not enthusiastic
about the elementalistic method of testing when dissociated from the study
of each person functioning as a unit. The elementalistic statistical mode of
advance may succeed in telling us what variables are commonly combined
in one person, but, as yet, it cannot reveal the form in which they are
combined.

At this stage in the development of our science, each conception of a
personality is a compound of inferences, a product of the imagination, which
must be verified by observations of behavior in the future. It is a conception
which might be compared to a model of an extinct type of man constructed
by a paleontologist, except that the paleontologist, having learned a good
deal about the evolution of the human skeleton, is probably justified in
making his rough reconstruction of the never observed whole body of a
primitive man on the basis of one or two fragments—an unearthed jaw-
bone, or even a single tooth. But if no entire human skeleton had ever
been studied, the discovery of a few pieces of bone could hardly lead to a
valid inference as to the total structure. One could not even “understand”
the pieces. It would be necessary to collect a great many more fragments
in order to build a rough model of the whole, and only then would
it be possible to perceive the relations, and hence the meaning and sig-
nificance, of the initially discovered parts.

This illustrates in a crude way one of the chief purposes of a conception
of the whole: it provides ground for a reinterpretation and re-evaluation
of the manifested parts, the very parts which led to the conception. An-
other analogy, though static, might serve to clarify this point. Suppose
you were given only twenty (out of a total of two hundred) pieces of a
jigsaw picture puzzle. If you tried to guess the meaning of each of these
pieces isolated from the others, you might conclude that a particular light
blue piece, for example, was a fragment of sky because 8o per cent of all
light blue pieces in one thousand puzzles studied represented sky. But,
on the other hand, if you examined all twenty pieces in relation to each
other, it might become apparent that the light blue piece was probably
not sky at all, but part of a woman’s dress, since there was another piece
which showed a light blue sleeve reaching to the wrist of a delicate
bejeweled hand. Furthermore, several other pieces might clearly indicate
that you were dealing with an indoor rather than an outdoor scene.
Finally, if the twenty selected pieces came from critical areas of the picture,
it might be possible for you to draw a rough hypothetical sketch of the
whole design, many details being necessarily omitted. This hypothetical
picture-as-a-whole would be analogous to one of the several meanings of the
term “personality-as-a-whole.”
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The method we are supporting here is that of predicting the future by
thinking inductively from an observed set of facts to a conception (a
hypothetical formulation of the personality), and then by thinking de-
ductively from this conception to the facts which should be expected. In
contrast to this is the practice, common among those using testing techniques
today, of predicting the future by proceeding mechanically from the ob-
served facts to the expected facts. To make this clear we shall once more call
to mind the elementalist, the fictional character portrayed in the previous
section, and exaggerate the differences between his methodology and that
of the organicist.

Let us assume that the task is to predict the rating of over-all effectiveness
which will be given a man after one year of vocational performances in a
specified environment. If the members of the assessment staff are ele-
mentalists, they will perform this task by administering a number of specific
tests which can be scored objectively and mechanically, and then, by com-
bining in a formula the scores obtained by the candidate on the different
tests, calculate a quotient which will rigidly determine the prediction of
the future rating. Thus from relatively precise measures of a few per-
formances the elementalist will directly and mechanically arrive at his
estimate, without the embarrassment of any intermediate process of thought.
The advantages of this method are considerable: (1) it is relatively quick,
because it eliminates interviewing as well as all reflection and discussion
as to the character and merits of each candidate; (2) because it is quick,
it permits the assessment of a relatively large number of candidates in a
given unit of time; (3) it is relatively cheap, because it is quick and because
suitable staff members can be engaged at a relatively low salary, since,
once the separate tests have been constructed, they can be administered
and scored by anyone capable of learning the simple technical rules; (4) it
can be employed on a large scale, because it is quick and cheap, and be-
cause it is possible to find a relatively large number of technicians with
sufficient ability to practice it; and, finally, (5) it eliminates the errors in-
herent in subjective judgments. If the elementalist is scrupulous about
validating each test against adequate criteria, he will discover, by trying
one test after another, which battery has the highest predictive value.

The organicist does, or should do, everything that the elementalist does;
but he does something in addition which takes time and thought: he carries
out a number of supplementary procedures (interviews, situational tests,
and so on), makes tentative interpretations of the facts so gained, and
attempts to arrive at a plausible representation of the personality as a whole.
The efficacy of this process in sizing up some kinds of cases, such as
neuropsychiatric disorders, is generally acknowledged, but its efficacy in
assessing the run of normal persons is still to be determined.

Organismic assessment is based on the hypothesis that a trained psychologist
or psychiatrist, with a fund of additional facts at his disposal, is, today,
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capable of improving to a significant degree the accuracy of mechanical
predictions derived from test scores alone. The truth of this hypothesis
depends on the definition of “significant degree” as well as on (1) the
competence of the psychiatrist or psychologist, (2) the number and kinds
of procedures used for obtaining additional facts, (3) the time allowed for
diagnosis and prognosis (the length of the assessment period), (4) the
kinds of jobs which assessees will be expected to perform, (5) the adequacy
of the psychologist’s or psychiatrist’s knowledge of these jobs; and so forth.

The second hypothesis made by the advocates of organismic assessment
is that, whether the first hypothesis be true or false, the repeated practice
of this system will result in developments of techniques and of the abilities
involved in making dependable observations and judgments which together
will eventually lead to a decided increase in the validity of predictions.

Finally, there is the supremely important point that the organismic system
is an admirable way of studying personality and, if systematically pursued,
should greatly advance the science of man, which, in turn will lead to
practical knowledge, useful not only in the field of selection and placement,
but in many other fields.

The organismic system is founded on several well-accepted facts, one of
which is that the action patterns observed or the performances measured
during the assessment period are not always representative of the candidate’s
usual behavior, because of the operation of transient factors or because
some commonly recurrent variables of personality are either intentionally
inhibited or not excited by any of the tests or situations constituting the
program.

Among the transient factors which were often found to be operating
at Station S are the following: (1) poor athletic condition (being out of
training) as the result of months without exercise; (2) state of mental
exhaustion when taking the tests on the first night as the result of a sleepless
night on the train; (3) excessively high motivation because of the candidate’s
disposition to exert himself to the limit when competing in the presence of
others (supervisors, critics, judges); (4) low motivation because of a candi-
date’s transient underestimation of the proposed assignment or because of a
doubt as to the suitableness of the job proposed for him. In addition to these
are the disturbing preoccupations (overlapping situations) which the candi-
dates bring with them—temporary worries about family and business affairs,
and so forth.

Every assessee, on the other hand, will possess numerous established
dispositions which will not be manifested during the assessment period,
either because he is able to inhibit them over a period of a few days (e.g.,
neurotic tendencies, unacceptable sentiments, inclination to indolence, moodi-
ness, or irritability), or because no situation excites them (e.g., fear of horse-
back riding, dislike of colored people, stubborn aversion to domincering
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leaders), or because there are no free time and no favorable conditions for
their operation (e.g., alcoholism, pursuit of distracting and wholly personal
aims).

These considerations have led organicists to the conclusion that additional
procedures (e.g., autobiography, interviews, situational tests, psychodrama,
projection tests) should be included in the assessment program in order to
obtain the information necessary (1) for estimating the strength of other
determining variables (besides those which are directly involved in voca-
tional activities), and (2) for arriving at a sufficient formulation of the per-
sonality as a whole. These two aims are complementary, since the exposi-
tion and preliminary estimation of the additional variables (energy, motiva-
tion, emotional stability, social relations, and so on) are steps along the
path to a formulation, and a formulation provides the framework for a
final re-evaluation of these variables.

It was one of the noteworthy features of the OSS assessment system
that it recognized explicitly the necessity of relating all observations to each
other, not in a mechanical way, but by an interpretive process aiming at
the discovery of general patterns and action systems, and made this the
guiding principle of all its operations. At times a thoroughgoing applica-
tion of this policy was blocked by the pressure of work which reduced
to a minimum the time available for discussions and reflections. The dis-
content of the staff members with the results of their work at such times
indicates that this phase of assessment was felt to be indispensable.

Not less noteworthy is the way in which this basic principle was imple-
mented and at the same time guarded against subjective distortion, through
group participation in all phases of the work. The policy of group discussion
and group decision as distinct from a mere mechanical process of averaging
scores or counting votes, presupposes the possibility of arriving, in a favor-
able case, at a common conception. Whenever this common conception
succeeds in encompassing and integrating all the aspects of a personality
noted by the different staff members it comes as near to the status of an
objective judgment as it is possible to come under the given conditions.

Step 6.—Write, in nontechnical language, a personality sketch of
each assessee, which predictively describes him as a functioning
member of the organization. A list of ratings is an exceedingly abstract
mode of representing a personality. It conveys no impression of the man in
action. It does not show how the different variables are integrated into a
purposive whole. It obliterates subtle characteristics which may be crucially
important. Therefore, a personality sketch which incorporates the informa-
tion that is not conveyable through ratings is an essential supplement to
the latter. It is our conclusion, indeed, after canvassing the opinions of
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OSS administrative officers, that the personality sketch is capable of com-
municating the more useful findings.

The personality sketch is a translation of the abstract formulation into
everyday speech with the elimination of everything that is not relevant to the
administrator’s task of placement and management of personnel.

For the first few months the sketches written at Station S were very
short—one or two paragraphs—but they increased in length as time went
on, and for the last year of assessment averaged about eight hundred
words each. Although the writers of these sketches were not bound to fol-
low a rigid form, it became customary to start each sketch with an outline
of the candidate’s past history and record of achievement; to follow this with
an account of his performances during the three-day period at Station S;
and to end the sketch with a discussion of the interpretations and con-
clusions which led to the final recommendation.

A survey of these sketches has revealed two outstanding defects: space
devoted to an array of uninterpreted facts and space devoted to the diagnosis
of variables the relevance of which is not explained. In both cases the
administrative officer is left to make up his own mind as to the meaning
and significance of the findings.

To turn in a personality sketch composed entirely of accounts of the
subject’s behavior in a variety of situations is scientifically useless, if not
harmful, unless it goes to an officer who is more talented and experienced
than the assessor who made the observations. A fact is a fact, and as
such provides no ground for a predictive judgment. In order to predict
one must at least infer, implicitly or explicitly, that a persisting disposition
or attribute of the personality lies behind the fact. It is the professional
function of the psychologist to make inferences of this sort as well as to
report the observations which justify them. In writing sketches for lay-
men, facts which do not justify inferences should be omitted, because
the layman will certainly make his own inferences, automatically if not
deliberately, and if these are unjustified, the decisions that flow from them
may be unfortunate.

Most of the members of the staff were psychiatrists or clinical psychologists
who had been trained to explore the minds of their subjects for memories
of childhood events and to report their formulations of family structure,
infantile dispositions and fantasies, unconscious complexes, and so forth.
Naturally, they were inclined to proceed along the same lines in interview-
ing candidates at S and in writing their personality sketches. But in most
instances we ourselves did not know to what extent, if any, these childhood
situations and events were relevant to the administrator’s task of placing
and managing his men, and certainly the administrator himself could
not be expected to make the legitimate deductions. Consequently, the in-
clusion of diagnoses of this order represented so much wasted time and
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space; and, by confusing the administrator, might occasionally have resulted
in unwarranted decisions.

The ideal personality sketch is one which pictures the candidate in action,
performing work similar to that which he will be expected to do in the
future. It is, of course, the product of the assessor’s subjective processes,
of intuition and reason, but this is unavoidable at the present stage of
psychology. So long as a subjective factor must operate in every decision
that is made, it is better to bring it out into the open by making explicit
prcdictions, each one of which is virtually a hypothesis which will be
proved or disproved in the course of events.

At Station S the subjective factor was held in check by the collective effort
of the staff. The sketch itself was the work of two assessors, who, though
covering different phases of the personality, were obliged to arrive at con-
ceptions acceptable to both. Then, the reading of the report in the staff
conference, as we shall see, brought further checks. Each generalization had
to be supported by sufficient evidence to make it plausible, and no generaliza-
tion that seemed unwarranted or disregarded contradictory data was per-
mitted to go unchallenged. Thus each personality sketch corresponded to
the conclusions of several different minds.

Step 7.—At the end of the assessment period hold a staff conference
for the purpose of reviewing and correcting the personality sketch
and of deciding on the ratings and recommendations of each assessee.
Our experience has shown that it is better to have the personality sketch
written before the conference, so that it can be read at that time to the entire
staff. One advantage of this practice is that the discussion of a case,
instead of being random and diffuse, is focused on certain crucial points
which have been high lighted, after some reflection, by the only assessor
who is in possession of the intimate facts of the candidate’s past history.
Another and still greater advantage is that no personality sketch is incor-
porated in the official report and sent to the administrative officers which
has not been approved by all the assessors.

According to this scheme, then, the personality sketch provides structure
for the discussion, the purpose of which is to change or eliminate statements
unjustified by the evidence, and, if necessary, to add other statements to
cover manifestations of the personality which escaped the notice of the
writer.

Our hypothesis is that individual judgments made before listening to
a group discussion are generally less valid than individual judgments made
after listening to a group discussion. The chief reason for this would seem
to be that group discussion brings into each man’s sphere of reflection
more facts and more interpretations than were there before. Thus the errors
that come from ignorance of all the available evidence and the errors
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that come from an inability to conceive of all plausible interpretations
will be reduced. As a rule, those who abandon the decision they reached
before discussion in favor of one proposed by another member of the group
do so because the latter seems more valid to them. Certainly they are
influenced, but they are influenced in the right direction more often than
in the wrong direction, because, in general, those who are most competent
in analyzing and reconstructing events, in distinguishing the chief deter-
minants, are those whose presentations and arguments are most convincing.

There are a number of other factors, of course, besides sheer diagnostic
ability, which play a part in determining to what extent a given assessor’s
judgments will be accepted or rejected: energy, desire to persuade, verbal
facility, egocentricity, valuation of his own ideas, attitude toward the ideas
of others, general social attitudes, reputation, role (in line of authority),
popularity, and so forth. Also, a number of factors besides intelligence deter-
mine the extent to which a given assessor will accept the opinions of others:
need for affiliation, dislike of controversy, suggestibility, negativism, ob-
stinacy. Variables of this class may operate powerfully in some cases, as
when a modest, able man is overshadowed by an aggressive one with less
ability; but in a group of five or more, which is controlled in a democratic
fashion, these factors become less significant as time goes on. The insight-
fulness of the unobtrusive man becomes recognized, and the force of the
more assertive person is corrected for. Anyhow, there is a tendency for
these determinants to balance out, leaving diagnostic ability as the chief
factor in deciding the course of group opinion.

The other hypothesis on which the staff conference is founded is that
the judgments of the majority are, in the long run, more valid than the
judgments of any one member of a group, assuming that the disparity in
ability among the members is not great. One can, of course, imagine
a group composed of one incomparable genius and several bumptious
ignoramuses who do not recognize his superiority, in which the judgment
of the majority would be regularly less valid than the judgment of the
talented individual, but a group of this order is confined, as far as we
know, to the world of fantasy. Under certain circumstances, however, it
may be advisable to leave final decisions to a diagnostic council composed
of the more talented and experienced members of the staff.

Step 8.—Construct experimental designs as frames for assessment
procedures so that all the data necessary for the solution of strategic
problems will be systematically obtained and recorded. At this early
stage in the development of psychology the evaluation of each tech-
nique, of the fina] ratings, and of the over-all conclusions should be con-
sidered an essential part of every assessment program. The efficacy of no
psychological test is so well established that one can afford to continue using
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it without periodic checks. This means that a satisfactory appraisal system1
must be devised for estimating the effectiveness of every accepted assessee
after he has worked for a number of months as a member of the organiza-
tion. The appraisal system must be devised and tested at the very start, be-
cause it defines the target at which all assessment procedures should be
directed. If the target is not precisely discriminated, there will be no definite
criteria for deciding which tests should be included in the original schedule.
Since this important principle was not put into practice in inaugurating
the assessment program, we shall postpone discussion of it until the last
chapter.

Besides the evaluation of the different technical procedures there are many
important psychological problems which can be illumined, if not solved,
by a multiform organismic assessment program. But to accomplish this in
a scientific manner it is necessary to set up an experimental design suitable
to each problem. Consequently, before selecting the techniques and arrang-
ing the schedule, the members of the staff should decide which problems
they will attack first. Here again it is a matter of delineating goals, so
that means can be improvised for obtaining the necessary data and provisions
made for tabulating them in an orderly manner. Since the solution of many
of the problems will involve hundreds of statistical computations, and since
it is desirable to know as soon as possible which tests are of little value
in predicting appraisals of job performances, the practice of transferring the
data onto punch cards at regular intervals can be highly recommended.

These are the chief points, or principles, of the OSS system of assessment.
A few of them will be discussed at greater length in the last chapter, to-
gether with some further recommendations which we are submitting as
remedies for obvious defects in the original system. The next chapters
will describe in detail how the principles outlined in this chapter were
applied in the three-day program at Station S, in the one-day program at
Station W, and at the other assessment stations.

! Throughout this volume the term “appraisal” is used to denote the process of arriving
at ratings and other judgments of a man’s effectiveness after he has been working at his job
for some time. In contrast to “appraisal” is the term “assessment,” which we have been using
to denote the process of arriving at predictive ratings and other judgments of a man’s effective-
ness before he has begun working. The term “validation” or “evaluation” refers to the process
of comparing assessments with appraisals.
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ASSESSMENT AT S: PROCEDURES

The present chapter describes the program at Station S during the last
phase of its career, at which time, we should like to think, S was at its
highest level of effectiveness, although there is certainly no member of the
staff who would not claim that at least one test which had been used
carlier fulfilled its purpose better than the procedure which replaced it.
Had assessment continued for another six months the picture to be presented
here would undoubtedly have been different in certain respects, though
it is unlikely that its basic structure would have been radically altered, for
the latter had remained unchanged since the summer of 1944. No account
of a single session of S can do full justice to its ever changing program,
to the variety of constellations of tests and procedures which characterized
its history, or to the interesting theoretical and practical considerations which
led to each of the changes. To ignore these aspects of the program is to
lose much of its unique quality. It can only be hoped that other sections
of this book will succeed in conveying to the reader something of the fer-
ment and onward surge of S.

In the present account, the procedures of the program will be presented
in the order in which they were experienced by the candidates, thus in
effect taking the reader, as the candidates were taken, through all steps of
assessment. But whereas the success of the assessment program required that
the purposes of the various tests and the meanings of the situations should
be hidden from the candidates, the exposition of the program requires that
the reader be taken behind the scenes and into the staff room where he
may become acquainted with the aim and rationale of each procedure.
In other words, the reader will have an opportunity to view each part
of the program, first, as it was experienced by the candidates, and second,
as it was conceived and utilized by the staff.

RECRUITMENT OF CANDIDATES

It was not the function of S or of any of the assessment units to recruit
OSS personnel, but merely to assess them as persons and as candidates
58
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for the particular OSS overseas assignments for which they had been
recruited through one of three channels.

Within the organization a Personnel Procurement Branch (PPB) was
charged with the responsibility of recruiting personnel from the various
armed services. It was the practice of the other branches of the organization
to supply PPB with their own job descriptions and to requisition through it
the number of “bodies” which would be required to fill these assignments.
With these job descriptions in hand and with authority granted by the Joint
Chiefs of Staff to recruit military personnel, recruiting officers of the OSS
visited various Army camps and naval stations to interview likely can-
didates.

The secrecy of OSS operations and the restrictions placed by considera-
tions of security upon what recruiters might say when interviewing men
lessened considerably the precision of their descriptions of the jobs for
which they sought volunteers. Consequently many men had only the haziest
idea of the kind of organization they were joining or the kind of work for
which they were volunteering when they expressed a willingness to be
assigned to OSS. Thus though the very purpose of PPB was to select men
best suited for OSS assignments, the restrictions placed upon its officers
inevitably introduced into their recruitment a selective factor of special
appeal to a particular type of person. Indeed, there is reason to believe that
this method of recruiting brought to the OSS as volunteers a disproportion-
ately large number of men attracted by the mystery of secret missions and
by the adventure of what appeared to be unusually hazardous duty, and
there is good reason to doubt that this type of person was always best suited
for the kind of work for which he volunteered. Of course, among the men
who did volunteer for service, a request for transfer to OSS was made only
for those who, in the recruiter’s judgment, were especially qualified.

It is clear that every recruiting officer had a picture of the requirements
for successful performance in the various jobs, but unfortunately it is not
so clear that the pictures were identical with each other or with those in the
minds of the members of the assessment staff. Indeed, so convinced did we
become of their discrepancy that steps were taken to bring them together
by arranging that recruiting officers go through the one-day assessment at
W as students and then visit S as observers.

Whatever the agreement or disagreement between the concepts of job
fitness held by procurement officers and by the assessment staff, recruiting
constituted a first rough screening through which volunteers for OSS had
to pass. There was no guarantee, however, that those whom the recruiters
were willing to let through the screen would ever reach OSS. Requests for
their transfer were made through channels, but channels sometimes became
blocked. Anyway, for a variety of reasons only a portion of the military
personnel requested was ever transferred to OSS.
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The second channel through which individuals came to OSS, and even-
tually to assessment (provided they were slated for overseas assignment),
was the Civilian Personnel Branch. This branch recruited, for the most
part, though not entirely, civilian men and women, for secretarial and
stenographic positions in the various branches of the organization and con-
sequently the majority of its recruits were women. Many persons who knew
of the existence of OSS sought employment in it through this channel, but
they were by no means numerous enough to meet the large need for civilian
personnel. For this reason the branch employed the usual and recognized
techniques for attracting applicants for the positions which it had to fill—
vaguely worded newspaper and magazine advertising, and so on.

The various branches at all times did a certain amount of their own
recruiting. This was the third channel of entry into OSS. Persons already
within the organization and aware of its needs for personnel understandably
enough often recommended friends, acquaintances, and sometimes relatives
for positions known to be vacant. This sort of individual recruitment can
be very effective provided the sponsor is a good judge of others, primarily
interested in the welfare of the organization, and impersonal in the recom-
mendations, which he makes, but it is also subject to various forms of abuse,
only one of which is nepotism. One of the important contributions, not to
be overlooked, which an assessment staff can make to any large organiza-
tion is the check which it places upon such abuses, unwittingly since it
knows the names and family connections of none of the candidates whom it
assesses. In OSS, however, this check was placed only upon those who were
being considered for assignment overseas; assessment units were not asked,
except in rare cases, to pass upon the fitness of candidates for jobs in Wash-
ington or within the continental limits of the United States.

Regardless of the channel through which a new recruit came to OSS, he
was told little about the nature of the organization he was joining or of the
specific assignment for which he was being considered. This was especially
true in the case of candidates for overseas assignments, who, if not recom-
mended by the assessment staff for their projected billets, were seldom re-
tained in the organization. If military personnel, they were usually trans-
ferred back to the unit from which they had been recruited; if civilians, they
were simply not employed, but in neither case were they told that their
failure to be retained in OSS had anything to do with their performance in
assessment. It was important that persons who might not be retained in
OSS should not know too much about the organization. For this reason
candidates came to Washington with little idea of what they were getting
into and by the time they had been briefed for their sojourn at S they knew
little more.

Men who had been interviewed at military installations, who had volun-
teered for the kind of work so sketchily outlined to them, who had passed



Assessment at S: Procedures 61

the recruiting officer’s screening, and whose transfer to OSS, requested by
PPB, had been granted by the proper authorities, received, though some-
times not until weeks or even months after the recruiting interview, orders
to report to Washington. These, following their arrival, were kept in hold-
ing areas or given leave until such time as they could be sent to assessment
school. This meant a further delay of usually not more than a day or two,
but seldom more than a week. This whole period of waiting on the part of
men eager for a new assignment was not unimportant in creating some of
the tension which candidates frequently showed upon arrival at the as-
sessment area.

Civilians who had expressed interest in an overseas assignment with OSS
were asked if they would be willing to come to Washington for a few days,
and in most cases were told frankly that they would spend this time at an
assessment school where an attempt would be made to determine where
they could best be fitted into the organization. If they agreed to this they
were entered in an assessment class and asked to report in Washington either
on the day they would go to the assessment station or, in some cases, on
the preceding day.

Whether he knew it or not, and regardless of whether he had been re-
cruited from one of the armed services or from civilian life, every person
slated for an assignment with OSS was checked thoroughly by the Security
Branch of the organization. In many cases the security check of candidates
had been completed before they entered assessment as students.

BRIEFING CANDIDATES FOR §

After his arrival in Washington and prior to being sent to S, each candi-
date was interviewed by a representative of the branch for which he had
been recruited. This was usually the officer who would supervise the candi-
date throughout his training in the OSS schools, provided he received a
recommendation from the assessment board. This interview, at least upon
occasion, served as a second screening of candidates, for there were instances
in which an administrative officer was so certain that a candidate was not
up to the work for which he had been recruited that he canceled his registra-
tion in the S class and requested his transfer out of OSS at once.

Practice varied widely among the branches as to what was told candidates
about their projected assignments and in any one branch the amount of
information given candidates was far from constant. It was sometimes our
impression that there was a high correlation between what a candidate knew
about his projected assignment and the impression which he had made upon
the branch administrative officer at the time of his interview. Information
possessed by students had varied from detailed knowledge of the specific
jobs for which they were slated to no knowledge at all about their proposed
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assignments and even complete misunderstanding about the nature of the
organization which they had volunteered to join.

At the time of his briefing the candidate furnished the data required for
his Student Information Sheet, provided this had not already been obtained
from the very complete form which he had earlier filled out for use by the
Security Branch. The Student Information Sheet was an important paper,
for it accompanied the candidate to S and provided the staff with all the
information they would have about him at the beginning of his assessment.
But of this, he, of course, knew nothing.

Then he was told that he was being sent to the country to attend an
assessment school for three days where he would be asked many questions
and given a number of tests by a group of psychologists and psychiatrists.
[t was important that he do his best, and lest he feel apprehensive about such
a program of analysis he was assured that those who had preceded him had
almost invariably enjoyed it; it was likely that he would too. And then he
learned for the first time that during his stay at the assessment school he
would not be known by his own name. He was going incognito. He was
not to talk about himself or say or do anything that would reveal his true
identity. Letters, photographs, and anything marked with his initials would
have to be left behind. All this, he was told, was for his own protection, and
for the security of the organization. And now he would have to choose
a name, a student name by which he would be known during assessment.

To those who had heard of OSS as a cloak-and-dagger society this seemed
like the real thing at last, but to those who thought of OSS as a straight
military outfit, or to those who had no idea of what OSS was, this was a
little puzzling. But to all alike the loss of name and identity, suddenly an-
nounced to them, must have created at least some measure of insecurity and
tension. To be bereft of one’s persona, at least such tangible parts of it as
name, address, profession, and present status, whether military or civilian,
was to have the ground cut from under one’s feet. But there was no turning
back now. For some, what lay ahead must have appeared as an exciting ad-
venture, for others a frightening experience, for others nothing but foolish-
ness, and for still others merely an interesting challenge of their resource-
fulness in playing their part without a slip. For each it had a special mean-
ing. The pity is that we had no way of fathoming these meanings at the
time. Had we been able to discover them we should already have known
something significant about our candidates.

The student was then given a mimeographed copy of his instructions.
These were a reminder to him of all he had been told, of his student name
and class number, which he would do well to learn at once. They also indi-
cated clearly the exact time when, later in the day, he was to report to
Schools and Training Headquarters in the old red brick schoolhouse at the
corner of 24th and F Streets. He was warned not to lose this copy of his



Assessment at S: Procedures 63

instructions, which was to be his pass for transportation and admission to S.
Prior to his reporting at headquarters, he was to go at a specified time for a
routine physical checkup at the Medical Dispensary.

If the candidate was an enlisted man he discovered that he was to report
at headquarters at 3:30, if a civilian at 4:00, if an officer at 4:30. The purpose
of this staggered reporting was to keep students from learning about the
military or civilian status of their classmates. Ideally each student would
have reported at a different time, but this was not practicable. The arrange-
ment actually employed served at least to keep the students in any one group
ignorant of the status of those in the other two groups, and this was an
advantage.

Having reported at headquarters, students were led to the basement of
the building and there asked to remove all their outer clothing and to
destroy all identification marks on their underwear. Each man was then
issued two pairs of Army fatigues, one of which he donned at once, a pair
of heavy Army boots if he had none, and in winter an Army coat and cap.
Now he knew that for the next three days he would be without his clothes
as well as without his name and true identity. And with his clothes went
his eagles if he were a colonel, or his stripes, three up and three down, if he
were a master sergeant, or the comfortable cut and reassuring feeling of his
tweeds if he were that kind of civilian. All that he had experienced in the
day when he was told that he would have to hide his name and true identity
was increased when he found himself now deprived of the even more
tangible signs of his rank and station.

Having accustomed himself as well as he could to his fatigues, he was
led with others into a room, there to wait until five o’clock. When others
joined him later he had no knowledge of their rank; he could only guess
and they could only guess about him. This was not precisely an atmosphere
in which one felt at ease, and when one spoke it was usually humorously
in an attempt to ease the tension. After all, one could not talk about the
things it would have been so natural to discuss at such a time.

At last a sergeant came to call the roll of student names, and if one
watched carefully one could observe those who already felt at home in their
new roles and those who, on the other hand, failed to recognize their names
when called. All present and accounted for, they were led outside to a canvas-

covered Army truck. In this they were transported over the eighteen wind-
ing miles to S.

ARRIVAL AT S

Upon arrival at S, usually between 5:30 and 6:00 in the evening, the
students were welcomed by the director and one or two other members of
the staff, dressed, as members of the staff always were, in civilian clothes
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with name tags on their shirts. It was our desire that the candidates should
feel genuinely welcomed, and we hoped that this informal greeting would
help to allay whatever feelings of uncertainty, insecurity, or resentment they
might be experiencing at this moment. But even a simple, civil greeting
was enough to disturb the equilibrium of some students. One of them,
rigidly GI in his attitudes, complained upon his return to Washington about
his reception at S: he thought the candidates should have been addressed in
military fashion.

It was usually a fairly solemn and somewhat uncomfortable group of
men who climbed out of the truck, a group quite different in mood from
the one that would leave the area four days hence. Often they had ridden
to the area in silence, intent upon sizing up each other or upon trying to
observe road signs indicating where they were being taken. Their day in
Washington had done much to create in them a mood of tension, and now
most unexpectedly, instead of finding themselves in an Army camp, they
were deposited at the front entrance of a fine country estate. What sort of
organization was this OSS?

And now having been greeted they were invited into the main house.
There, settled in the room which they would come to know well as the
classroom in which all group written tests would be given them, they were
asked for their admission passes to the area. (These were then checked
against the Student Information Sheets which the driver of their truck
had brought to S, and from them the class list was made up and a name tag
for each student prepared.) After their passes had been collected, they were
addressed by the director somewhat as follows:

Please make yourselves at home. Once more, on behalf of the staff, I want to
welcome you to Station S and to express the hope that your stay here will be a
pleasant one.

I believe most of you have been told that this is an assessment school. Our job
is to seek to discover your special skills, unique abilities, and individual talents
in order that they may be put to the fullest use in this organization. As a matter
of fact, I know of no agency or institution or organization that takes more pains
in the selection and placement of its personnel than does the one with which we
are all connected. It is our job here to see that square pegs are not put into
-ound holes.

Although this is our function, it is important that this fact as well as the fact
of our connection with the organization should be kept secret from the com-
munity in which we are located. And so to hide the nature of our work here we
gave out for local consumption a “cover story” designed to conceal our true
activity. That story was that this is an Army Rehabilitation and Reallocation
Center for men returned from overseas. The residents in the near-by village
accepted this fiction, but in the richness of their imaginations they proceeded to
embroider the story until today they are firmly convinced that you are all serious
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mental cases. We hope you do not mind that those in the community think you
are peculiar; we know that you are not.

The security regulations of the area were then explained to the students:
they were to remain within the limits of the farm during their stay at S;
they were not to speak to the two farmhands; they were not to go to the
kitchen during the day but were invited to do so in the evening if they
wished to raid the icebox; finally, during their stay at S they would have
no communication with the outside world except, of course, in case of

emergency.

Now a word about your own security at S. Each of you has come here under
the cover of a student name. That name may be your first name, or middle name,
or nickname, or a name that has been arbitrarily assigned to you. We don’t
know which it is, and we don’t care. The important thing is that during your
stay here you will be known to your associates and to the staff alike only by your
student name. There are many things which we on the staff will want to know
about you, but we do not need to know and do not want to know your real
name or true identity.

Since, for reasons of your own security later in this organization you have to
be under cover during your stay here, we have sought to make the most of this
fact and so have created something of a game and very definitely a test out of
this requirement of cover. Just as we, as an area, have a cover story, so each of
you will be asked to develop, to spread, and to maintain as consistently as
possible a cover story designed to hide your true identity during your stay here.

In creating your cover story there are certain facts about yourself which each
of you must change. With your associates as well as with us on the staff, you
must claim to have been born some place other than the place where you were
born; you must claim to have been educated in institutions other than those
where you were educated; you must claim to have engaged in and today to be
engaged in work other than your true one; and you must claim to live in a place
other than the one in which you really reside.

These are the minimum requirements for your cover story; obviously the more
elaborate you can make it, yet still succeed in maintaining it, the more interesting
your story will be for all of us. Let me warn you, however, that before leaving
this area your ability to defend your cover story under grilling will be tested.
Accordingly, it will be well for you not to make your cover story entirely out of
the blue. For example, it might be unwise for you to claim to be a medical
doctor if you know nothing about medicine, for theré just might be a doctor in
this group who by questioning you could soon demonstrate that you know
nothing about medicine. Similarly, it might be very unwise for you to claim
Chicago as your place of residence if you have never been there and know
nothing about it. On the other hand, if you have visited there or lived there as a
boy you might well claim it now as your residence. In the same way, a hobby
or interest of yours might well serve as the basis for the job or profession which
you will claim as yours. In other words, you will do well to draw upon your
experience—in fact you have to—but you should do it in such a way as to hide
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your true identity and to meet the conditions which have been outlined to you.

With the exception of certain conditions which we call X conditions and which
I shall explain to you in a moment, you are at all times during your stay here
to give your cover story both to your associates and to members of the staff.
But let me warn you now that members of the staff from time to time will try to
trap you into breaking cover; for example, by asking you casual questions about
yourself when you are off guard. Don’t be caught.

In order to do our job here we have to learn a good deal about you and about
your training and experience, and to get that information we will establish from
time to time between you and ourselves what are known as X conditions. Under
X conditions you will be at liberty to speak and to write freely and frankly
about yourself, with this exception, that you will never reveal your true name
here.

You will all be under X conditions for the first time this evening in this room
when you will be asked to fill out a personal history form. In filling out this
questionnaire you will be writing under X conditions, which means that you are
to answer the questions fully and truthfully. No questions will be asked which
will break your security. Remember, however, to sign this paper, as you will
sign all papers here, with your student name only. I want to emphasize this,
for upon occasion there has been misunderstanding on this point; and a student
in answering the personal history questions has given us his cover story rather
than the true facts of his life. That makes interesting, if fantastic reading; but
it is not what we want or need.

During your stay here each of you will be interviewed by a member of the
staff. This interview, marked by an X on the individual schedule of appoint-
ments which will be given you, will be held under X conditions, and during it
you will be allowed and indeed expected to speak quite fully and frankly about
yourself. But here again you will not give your true name.

It sometimes happens that in the period scheduled for an interview there is
not time to discuss with you all the things we should like to discuss. In that
case, your interviewer may arrange to meet with you another time, and if he does
so, stating that the second interview is to be held under X conditions, then
again you will be free to speak quite freely and frankly about yourself.

If at any time a member of the staff takes you away out of earshot of others
and asks to speak with you under X conditions, then again, with X conditions
established, you may speak freely.

Finally, if you, for any reason, feel you must speak truthfully about your-
self to a staff member, ask for X conditions and if they are explicitly agreed to,
then again you are at liberty to speak quite frankly and honestly about yourself.

So much about your individual security and your cover story; now a word
about the program here.

During your stay you will be given many tests, put into many situations, asked
to take part in many procedures. I think you will find all of them interesting;
you will probably find some amusing; you may find some upsetting. It is impor-
tant that you do your very best in every situation; but having done your best,
don’t worry about your performance. You may feel that you have done badly,
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but if you inquire of your associates about their feelings, I'm sure you will dis-
cover that their reactions will be much the same as yours.

With a few exceptions, the same tests will be given to all of you, though we
know that they are not equally relevant for all of you. We expect you to do
well in some of the tests, but not so well in others. Different ones of you will
naturally excel in different fields. So just do your best and don’t worry. If you
can adopt this attitude you will do a better job and you will be much happier
during your stay here than if you worry about your performance.

You will certainly want to talk about the various procedures with each other,
but we have to ask you not to do so until you have all been through them. I am
sure you will understand the reason for this request, for if those of you who first
take a test tell others about it before they have taken it, the test will not be com-
parable for all of you. It is important that you all be equally uninformed about
the situations in which you will find yourself. We do not wish, however, to im-
pose any unnecessary silence upon you, so when all of you have had the same
test you may talk about it. You will know that time has come when staff mem-
bers are willing to discuss the test or situation with you.

The welcoming talk ended with an explanation of the conditions under
which students would live at S. They were informed that they would sleep
in the main house with the senior staff, that they would be awakened by an
alarm clock at 7:00, that breakfast would be served at %:30, lunch at 12:30,
and dinner at 5:30. They were asked at mealtimes to distribute themselves
at the small tables in the dining room so that members of the staff might
eat with them. They were informed that the Post Exchange Supply Store
would be open only for about ten or fifteen minutes after each meal and
were urged to buy at such times what they would need until the next time
the supply store would be open. Finally, they were urged to make themselves
at home and assured that whatever they were thinking or fecling at the
moment about the program that lay ahead, we were sure they would enjoy
their stay at S.

Then they were taken to their sleeping quarters on the second floor,
where they chose beds in the three student rooms. Here they were given
student name tags to wear on their fatigues and a few minutes later were
summoned by bell to dinner.

FIRST EVENING

The work of assessment started at the moment the students climbed out
of the truck at S. The way a candidate greeted the staff members, the ease
with which he used his student name in introducing himself, the position
he took spontancously with respect to the others, whether leading the group
into the house or slowly bringing up the rear, were only the first of the
many observations that would contribute to the final picture of each man.

There were those, both old and young, who jumped agilely out of the
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truck, others who climbed down haltingly, awkwardly, or even timidly.
There were those who walked briskly toward the staff members, those who
indeed had more the manner of greeting than of being greeted, those who
hung back, obviously shy and embarrassed. There were those who spoke
their names as though they were their own, loudly and confidently, those
who spoke them softly and with guilt as though telling a lie, those who be-
came blocked, unable to speak any name, in their confusion remembering
only that they were not to use their own names yet unable to recall the new
name given to them so short a while ago, and those who, having spoken
their true names, suddenly realized what they had done, and, much embar-
rassed, tried to correct their mistakes. Each man shook hands in his own
way, and each, in so doing, told us something about himself.

As they sat in the classroom listening to the director explain the rules by
which they would live for the next few days they could not help revealing
more of themselves. There was Karl, middle-aged, obviously a foreigner
from his manner, possibly a German refugee—one would have to check on
that later—who leaned forward on the edge of his chair eagerly trying to
follow everything and who, in the tenseness of his manner, revealed the
intensity of both his mood and his motivation. There was Bob, alert in
mind and body, delighted by the instructions about the cover story, clearly
impatient to match his wits with us on that score. There to the left was
Andy, sprawling in his chair and slouched against the wall, evidently taking
delight in acting hard-boiled and doing his best to show us we could not
intimidate him. There was Matthew, probably a keen fellow in his day,
but now certainly tired and confused, and we wondered for what possible
job in OSS he could have been recruited. Then there was the young fellow
who looked hardly seventeen who had chosen a seat in the front row and
who, when the group was asked if there were any questions, raised his
hand and stood up to ask his, like a little boy in school. And on the back
row was the fellow who insisted that he could not make up a cover story
because he had known a member of the class at a previous station. Of course,
we did not know any of their student names at this time, but we would
learn them later and remember how they had behaved during the welcom-
ing talk.

Even the way in which they behaved when shown their sleeping quarters
was often significant. Most of them took their assignments without question,
but there were those who asked for special consideration, to move to a larger
bedroom, because it was more airy or because there they could sleep in a
lower rather than an upper bunk. A sense of humor or a dead seriousness
about the situation was sometimes revealed by a lack of concern or fussy
meticulousness.

The first meal was extremely important in the program of assessment,
for here most members of the staff got their initial impressions of the candi-
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dates. For the most part, conversation tended to be reserved if not inhibited.
After all, most of the things which would have been the natural topics for
conversation—the places from which the candidates had come, the things
they had done, what they hoped to do in the immediate future, the places
and persons they might have known in common—all these were excluded
from conversation, and rarely did a candidate so early in the program feel
safe enough in his cover story to talk about his fictitious self or risk being
asked questions by others.

Usually what conversation there was focused upon such innocuous topics
as the weather, the trip to S, the food, and the like. We sometimes found
it interesting to ask the candidates what sort of place they imagined they
were being taken to when put into the truck, and thought at times that we
noted a congruence of their answers—Army tents, an Army camp, a country
estate, a country club—with other characteristic attitudes and expectations
which they later revealed. Of course, there was the latest news to discuss,
had anyone known it, but the students had usually been so busy all day
being briefed and made ready for their trip to S that they had had no time
to read a paper or listen to the radio. For this reason, those who were able
to speak of the latest developments of the war, especially if they could also
discuss the background of the more recent events, revealed themselves as
the more highly motivated of the group. Something of the social and
political sentiments, the racial and sectional prejudices of the students could
be sensed not only at meals but also at other moments of informal gathering
and conversation.

If the first meal had done nothing more than to reveal clearly those
students with sufficient self-assurance to be immediately at ease in a novel
and uncertain situation and those who, unlike them, were full of uneasiness
and apprehension, it would have been a valuable part of the program.
Actually it revealed much more. Every conversation in which a student took
part, especially those which he initiated, revealed attitudes and sentiments,
biases and prejudices, ideologies and faiths, purposes and hopes, more richly
and with more subtle nuances than any standardized paper-and-pencil tests
which we might have employed for the purpose.

Even the half hour after dinner yielded data for our assessments. Whether
the students adjourned to the living room to read, to listen to the radio, to
play darts, to engage in conversation among themselves or with staff mem-
bers, or to withdraw by themselves—all this was grist for the assessment mill.

The work of the first evening began at seven o’clock when students were
called into the classroom. There they were given a number of paper-and-
pencil tests of intelligence and of personality and were asked to fill out a
rather detailed personal history questionnaire. The schedule of procedures
chosen for this first evening had one central purpose—gathering material
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which would prepare the staff members for their interviews with the candi-
dates. From first to last the clinical interview with the student was the
nucleus of the assessment program, but our experience soon taught us that
the amount of profit derived from an interview was greatly increased if the
interviewer was well prepared before meeting the subject.

There are many historical facts which the average person does not hesitate
to reveal, and these it'seemed might as well be written down by the subject
in advance; especially so since the limited time of the Interview would
probably be taken up with matters which were not easily set down in black
and white. Moreover, if the interviewer could be oriented with respect to
the manner of man he was to deal with and have at hand a broad outline
of the life history he was to explore, he started with a definite advantage.
Accordingly, on the first evening of his stay at S the student was asked to
fill out a Personal History Form, and the interviewer made it his business
to study this product before seeing his subject the following day, or on the
day after that.

More important, it seemed that the interviewer would make the best use
of his time if he knew in advance what were the “problem areas” in the
subject’s personality. If the interviewer could know in a general way what
were the subject’s major preoccupations, sentiments, and attitudes, he could
decide what things ought to be explored in more detail; and if he knew
what general type of personality he was to face and had some idea as to
the unconscious trends that were at work, so much the better. Accordingly,
the students were given certain projective procedures early enough in the
program so that the interviewer could make use of the results.

It scemed important also for the interviewer to have an approximate idea
of the general intellectual ability of the candidate before interviewing him,
and for this reason two tests of intelligence were included in the battery of
group procedures administered on the first evening.

And then, to aid the interviewer in questioning his subjects, especially in
attempting to determine the degree of their emotional stability and the
extent to which they suffered from nervous tension and anxiety or tended to
convert such tensions into physical symptoms, each candidate was asked to
fill out a psychosomatic inventory and a health questionnaire.

To get some indication of their attitudes toward widely different condi-
tions of work and their willingness and ability to adjust to them, the candi-
dates were also given a work conditions questionnaire.

Those group procedures which involved the more conscious, overt, and
public layers of the personality were given first, while those which were
designed to tap the deeper dispositions of the person were not offered until
the novelty of the situation had disappeared and with it some of the can-
didate’s self-esteem defenses.

It seemed wise to begin the evening program with a type of procedure
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which would be well known to the majority of candidates. For this reason a
standard intelligence test such as most of them had taken in the past was the
first given. During the last months at S, this was the Otis Self-Administering
Test of Mental Ability (Higher Examination) with a twenty-minute time
limit. The instructions were easy to give and the scoring was rapid. It
was adopted near the end of the program because the change in the as-
sessment population had removed the reasons for using the nonverbal tests
previously employed. Earlier there had been many Europeans recently
arrived in the United States who were characterized by varying degrees of
language handicap. Also the use of a standardized, well-known test per-
mitted a direct comparison between the assessed population and other
populations.

Sentence Completion Test.—The second test of the evening was Sentence
Completion which, though not included in the original program at S,
was increasingly valued by the staff. One of a number of projective tech-
niques tried out in the program, it was the only one in use at the end.

The purpose of this test, like that of all projective procedures, is to entice
the subject into revealing himself without his becoming aware of the fact
that he is doing so.

In all projective procedures the object is to stimulate imaginative processes
and to facilitate their expression in word or in action. This is accomplished
by asking the subject to respond—to complete, or explain, or interpret, or
give associations—to more or less ambiguous stimulus material. The subject
attempts to give responses which are reasonable or logically related to the
stimuli, but a personal factor usually introduces itself into his constructions,
and it is possible to derive from them knowledge of his wishes, fears, senti-
ments, and attitudes.

In the sentence completion procedure employed at S, the ambiguous ma-
terial consisted of the beginnings of a hundred sentences, and the subjects
were given the task of completing the sentences as rapidly as possible.

This was essentially an association test. Since the instructions emphasized
speed of response, students tended to finish the sentences with the first
thoughts which came to mind. Responding under the pressure of time,
they expressed much which they would ordinarily have inhibited. The
peculiar advantage of the Sentence Completion Test over a simple word-
association test lay in the fact that the dynamic relationship between the
structured stimulus and the response was more easily discerned in a com-
pleted sentence than in a pair of words. Thus instead of “driving force—
failure,” the stimulus and response might be, indeed in one case was, “The
main driving force in my life is—my fear of failure.”

In developing the test an attempt was made to include phrases whose
completions would shed light on at least twelve areas of personality. These
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were the areas of (1) Family: attitudes toward parents, siblings, and the
family as a unit; (2) The Past: childhood and early events that may have
resulted in lasting impressions; (3) Drives: the major motivating forces
that spur the subject on to action; (4) Inner States: the subject’s feelings and
attitudes toward himself; (5) Goals: the ends toward which the subject
strives; (6) Cathexes: the objects which the subject likes, the activities in
which he participates, and the ideas which interest him; (7) Energy: the
productivity of the subject; (8) Reaction to Frustration and Failure;
(9) Time-perspective: orientation to the past or to the future; (10) Op-
timism-Pessimism: expectations of success and failure; (11) Reaction to
Others: inferiors, equals, and superiors; (12) Reactions of Others: what,
according to the subject, his friends think of him.

The items in the test underwent many revisions. Those retained at the
end were the ones which were discovered to have low indices of stereotypy
or, conversely, high indices of uniqueness. This index depends, in part,
upon the item itself. Those words or phrases which, in the Gestaltists’
terminology, “demand” a single word or phrase for satisfactory closure are
bad items for a sentence completion test. For example, “At the end of a
long job, Joe usually . . .” invariably had a high index of stereotypy since
it demanded “was tired” for its completion. Widespread social and cultural
factors also produce high indices of stereotypy. “When he heard the news
of Pearl Harbor, Paul . . .” required the completion “enlisted” as often from
civilians and draftees as from volunteers. Stereotyped completions are dead
wood; they add nothing to the understanding of the single case, and it was
the individual case with which we were constantly concerned in assessment.

All of the items in the test were relatively unstructured. Obviously there
was no right or wrong response, and no single word or group of words was
better than any other except in so far as it might reveal more of the person
who had written it.

All sentence beginnings referred either to the subject (e.g., “I admire . . .")
or to another person (e.g., “Charlie was happiest when . ..”). This made for
variety in construction of items and helped to disguise the true purpose of
the test. The chief reason, however, for using sentences which referred to
another person was the assumption which underlies all projective pro-
cedures: that in his interpretations of the behavior of others, a man is very
likely to reveal some of his own motivations.

The test was divided into two parts, each consisting of fifty incomplete
sentences, with approximately half an hour of other activity interposed
between the giving of the two sections. Early experience with the test given
as a unit had shown that it was too long. Such factors as fatigue and bore-
dom tended to reduce the amount of material that could be obtained when
students were asked to complete one hundred sentences without any inter-
ruption; many sentences were left blank, or single words rather than phrases
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were used for completions. The splitting of the test into two halves with a
break between them obviated these difficulties and, in addition, provided an
opportunity for the subject to change his mental set toward the task. This
was not often necessary, but there were instances in which a student who
had adopted a flippant attitude toward the first half of the test became
serious when the second half was presented and completed the sentences
in a straightforward manner in accordance with the directions.

In splitting the test, care was taken to make the two halves as nearly com-
parable as possible, distributing between them items which were de-
signed to elicit the same or similar attitudes and sentiments or which de-
scribed the same or similar situations. Several items were introduced into
both halves in exactly the same form; others were presented in the first
person in one half and with reference to another person in the other half,
thus providing internal checks on the reliability of the test as a whole.

The oral instructions for the Sentence Completion Test were as follows:

Please do not turn these papers over until I tell you to do so.

The first thing you are to do when you turn your paper over is to write your
name and class in the spaces provided at the top of the page.

Beneath that you will find some words which are the beginnings of sentences.
Your task is to complete these sentences as quickly as possible, bearing two things
in mind: first, when you are through with the sentence it must be a complete
sentence; and second, it must make sense.

For example, suppose you should see on the page, “Today is . . .” You might
add, “a sunny day,” or “Friday,” or “the day after yesterday.” It does not matter
whether you use two dozen words or just one word, so long as it is a complete
sentence and makes sense.

You are to do this task as quickly as possible. Therefore, when you are finished,
raise your hand and I shall collect your paper and mark the time on it.

There are three sheets containing fifty sentences, so be sure you have not
skipped any pages before you hand in your paper.

Are there any questions?

Remember, first write your name and class at the top of the page and then
proceed immediately to completing the sentences.

Ready? Begin!

Approximately half an hour later the second half of the Sentence Com-
pletion Test was presented with the following instructions.

Did any of you notice that it said “Part I” at the top of the Sentence Com-
pletion Test you took earlier this evening? Well, it did.

Here is Part II.

The instructions are exactly the same as they were for Part I. Please do not
begin until I give the signal.

Remember, first you write your name at the top of the page and then proceed
immediately to completing the sentences. When you finish, raise your hand and
I shall mark the time on your paper.

Ready? Begin!
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The Sentence Completion Test was not scored; it was interpreted. There
was little standardization of the interpretations; they were largely individual
affairs and staff members learned how to interpret by interpreting, although
it was clear that the goodness of their interpretations depended upon the
degree of their psychological insight and the amount of experience which
they had had with this test or with other projective procedures. Certainly skill
was acquired by experience in examining many papers, but each member
of the junior staff, whose responsibility it was to score the Sentence Com-
pletion Test, had his own approach to its content and his own method of
interpreting it. Although no general principles were ever formally estab-
lished, informal discussions of the problems of interpretation led to a cer-
tain uniformity of technique.

The task which confronted the interpreter was that of constructing a pic-
ture of a student solely on the basis of his sentence completions. He may
have seen the candidate for a few minutes at dinner that evening and with-
out doubt he had read the meager facts about him as given on his Student
Information Sheet, but with the exception of this, which was not much, the
candidate whose sentence completions he interpreted was a stranger to him.
At least this was the case for the majority of candidates whose sentence
completions were interpreted the first evening while they were still in the
classroom and before they were observed in any of the group situations.

The usual procedure was for the staff member to read through both parts
of the test, underlining all responses that were unusual or which seemed
likely to be significant. A number of criteria of significance were held
tentatively in mind during the reading: the uniqueness of the response, the
amount of material included in the completion, the repetition of any one
response, and the psychological relatedness of different responses. Here, as in
all such material, we looked for the novel and for the repetitious. Two funda-
mental assumptions were constantly borne in mind even though they were
held only as tentative hypotheses: (1) the rarer the response of a subject, in
comparison with the responses given by other subjects to the same item,
the more significant it is; and (2) the more frequently a response is given
by any one subject to different items, the more significant it is, presuming
that the repetition is not the result of perseveration. During the first read-
ing the aim was to note the significant completions and to detect consistent
patterns among them, the interpreter thereby gaining a general impression of
the major trends in the subject’s personality.

When the underlinings were completed it was a common practice to
reread the responses and to record them in their appropriate categories on a
score sheet prepared for this purpose. The score sheet was, in practice, an
organized note sheet on which the interpreter could record his impressions.
Tt was divided into sections, in the left-hand margins of which were printed
the numbers of the sentences whose completions were expected to shed light
on a single aspect of personality. In any actual case, of course, the meaning
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of a completion might make it fall into some category other than the
expected one, and if so it would be recorded there. Some completions did not
yield material for any of the designated areas of personality indicated on the
recording sheet, but that did not necessarily prevent them from contribut-
ing significantly to the picture of the candidate. Often a single response
had meaning for more than one of the rather arbitrary categories. Wherever
they fitted, the completions were recorded on the score sheet and then the
data for each category were considered separately, e.g., one might seek to
guess, on the basis of sentence completions alone, what the goals of the
student were, quite apart from any consideration of his family or past
history. When these brief summaries had been written it was the task of the
interpreter to organize them into a fuller picture in the form of a tentative
personality sketch of the candidate.

For most members of the staff the task of interpreting a sentence com-
pletion test and writing the personality sketch took no more than half an
hour, a remarkably short time compared to that required for scoring the
Rorschach or the Thematic Apperception Test.

The personality sketch of the candidate drawn on the basis of his sentence
completions was never treated as anything more than a very tentative con-
ception which the interviewer might seek to check in his clinical interview
with the candidate. The test was used solely as an aid to the Interview, and
no attempt was made to obtain scores on the variables upon which it was
designed to shed light.

The prestige of the instrument grew steadily as the interpreters and inter-
viewers gained experience and skill in its use. The interviewer read the
interpretations carefully and noted the suggested significant traits or prob-
lems to be checked in the Interview. He also examined the individual
responses to make his own interpretations of the case and to sense for him-
self the unique flavor of the personality. Fortified with a preview of the
student gained through a study of his responses, the interviewer was able
to make more efficient use of the limited time at his disposal and not in-
frequently to confirm significant aspects of a candidate’s personality which
well might never have been uncovered without a prior study of his sentence
completions.

Health Questionnaire.—Although all students were examined medically
before coming to S it seemed wise to investigate the state of health, physical
as well as mental, of each candidate as a part of the assessment program.
The reasons for this decision were many. The physical examination of
students in Washington tended to be routine and rather superficial, and
subsequent questioning of candidates at S not infrequently suggested the
presence of a physical or health problem which was later confirmed by a
second medical examination. To many candidates the physical checkup in
town appeared as just another Army examination. Since it had to be made



Student Name

Class S~

Please read the following list and mark with an X the answer that, in your judgment, is
GENERALLY TRUE ABOUT YOU. DO NOT SKIP. Do not fuss too much about the exact
reply. They are only approximations.
Do you have any particular physical or health problem?

Yes Un

decided No

What is your problem?

Have you any physical disabilities that prevent or limit your participation in any type of physical

activity? Yes

If your answer is “‘yes,” what are these disabilities?

No

Have you ever had

Asthma or hay fever? Yes No Stomach ulcers? Yes No
Persistent tiredness? Yes No Hemorrhoids? Yes No
Allergies? Yes No Marked weight fluctuations? Yes No
Fits or convulsions? Yes No Nervous breakdown? Yes No
You have plain headaches. .... Never Once in several | 2 or 3 times a | 4 or more times
months month a month
You have headaches with | Never Once in several | 2 or 3 times a | 4 or more times
nausea or vomiting......... months month a month
Fainting  spells—(spells in | Never Once in your |2 or 3 times 4 or more times
which you have passed out). life
Almost fainted—(you did not Once in your |2 or 3 times 4 or more times
pass out, but felt near it), .. .| Never life
Unconscious but not a faint, | Never Once in your | 2 or 3 times 4 or more times
through a blow to the head, life

or for any other reason

Before you fall asleep, it |Lessthan 14 14 hour to 1| 1 to 2 hours 2 or more hours
usually takes.............. hour hour

After falling asleep, and before | Not once Once Twice Three times
you are ready to get up and
dress, you awake..........

You take sleeping medicine or | Never Once a month | Once a week 2 or 3 times a
any kind of sedative. ....... or less week or

oftener

Your sleep may be described | Very deep | Deep Light Very light
BS. e

You have scary or frightening | Never 1 or 2 times a |Once in 1 or |[Once in 1 or
dreams.................... year several months| several weeks

Your eating habits may be | Youcaneat |1 or 2 things | You have to be | There are many
described as................ almost| donot agree careful things you

anything cannot eat

You take bicarbonate of soda | Never Once in 1 or|Once in 1 or |Every day or
or an alkali or any other several| several| two
medicine for a stomach ail- months weeks
ment......ooovuvvnnnn....

You have had attacks of diar- | Never Once or several | Once in 1 or |Onee in 1 or
rhea — (running of the times a year several months| several weeks
bowels) ..................

You take medicine for consti- | Never Once in 1 or |Once in 1 or |Every day or

pation

several months

several weeks

two
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You have been drunk........ Never Once or several | Once or twice | Once in 1 or
times in your | a year several
life months

You have dizzy spells in which | Never Several times | Onceor twicea | Once in 1 or

objects in the room seem to in your life year several
be moving................ months
You have trouble speaking, so | Never On rare occa- | Occasionally Often
that you stutter or stammer . sions

You have attacks in which you | Never Onceor twicea |Once in 1 or |Once in 1 or
get cold sweats, your heart year several| several
beats so hard you can hear it months weeks

You have attacks in which you | Never Once or twice |Once in 1 or |Once in 1 or

suddenly get anxious or a year several| several
frightened. . ............... months weeks

You have had smothering | Never Once or twice | Once or twice | More than

sensations, or shortness of
breath not immediately fol-
lowing physical exercise. . ..

a year

twice a year

Your friends think of you as. .| Alwayscool | Calm most of | Nervous tem- | Very tense and
and col-| thetime perament high strung
lected

Your emotional state may be | Steady Somewhat|Upsand downs | Either  very

described as............... moody high or low

You get so discouraged that it | Never Once or twicea | Once in 1 or |Once in 1 or

interferes with your work. .. year several| several
months weeks

In relation to people you meet | Friendly Shy until you | Rather with- | On guard

for the first time, you are. .. get to know | drawn
them

Of the people you do know, |M a n y|Many friends— | Some or many | One or two

you have.................. friends in- | few intimates | friends, few | intimates, no
timate intimates others
a n d
otherwise
You have gone to a doctor. . . .| Never Only when very | Once or twice | 3 or more times
ill a year a year
You have gone to a doctor | Never Once or twice | Three times More than 3
for ‘‘mervousness,’”’ nervous times
symptom, personality diffi-
culty, or personal problem..

Your associates consider you..| Unduly at-| Very  careful | A little careless | Very careless
tentive to | about details | about details | about details
details

In the face of sudden physical | Generally | Anxious  but } Frightened and | Panicky

danger youare............. calm and| well con- poorly  con-
w e 1 1| trolled trolled
controlled

In regard to social activity and | You can’t|You prefer |It’s about fifty- | You much pre-

solitude ................... stand be-| social activity | fifty fer to be
ing alone but like to be alone

alone
times

some-
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rather hurriedly, there was little opportunity for a relationship of real rap-
port to develop between the examining physician and the candidates. This,
combined with the fact that the vast majority of candidates had volunteered
for the OSS and most of them were eager for an overseas assignment with
the organization, made them sometimes less than completely frank in an-
swering questions about their medical history and present physical condition.
In the more intimate atmosphere at S and in the privacy of an hour-and-a
half interview with a member of the staff, many medical problems hidden,
or at least not mentioned, at the time of the medical examination were
frankly and fully discussed.

Another reason for considering questions of health was that many condi-
tions which disqualify men for duty overseas may not be recognized by them
as physical symptoms and are consequently more often and more easily dis-
cussed with a psychologist or a psychiatrist than with an internist. Perhaps
the most important reason was that candidates seemed willing to reveal
themselves fully only when they felt that all aspects of their personalities
were being considered, and they recognized that health and disease were
among the most important of these aspects.

It was only in the intimacy of the Interview that anything like an adequate
picture of the candidate’s health could be expected, but just as it was possible
to obtain a preliminary sketch of his personality through paper-and-pencil
tests, projective techniques, and personal history questionnaires, so also was
it possible to get some idea of his physical and mental health by asking him
to answer two health questionnaires.

From the very beginning of S, health questionnaires were given to the
candidates early in the program as an aid to the subsequent interview. We
tried many forms of inventory; some were of our own making, others were
standardized questionnaires. In the last months of S two forms were used.

The first of these sought primarily to uncover the more frank physical or
somatic symptoms, though some questions touching upon the more psycho-
logical and behavioral manifestations of tension and anxiety were also in-
cluded. This was not greatly different from many other health question-
naires, but it seemed to us to have two advantages. Its range of questions
was more adequate than most for the topics which, we believed, needed to
be surveyed in considering the fitness of a candidate for an overseas appoint-
ment. Its second advantage was the greater specificity in the alternative
frequencies of symptoms and experiences which subjects were asked to
check. Instead of presenting a candidate with such alternatives as

“Never” “Seldom” “At times” “Often”
it offered him, for example,

“Never” “Once in several “2 or 3 times “4 or more times
months” a month” a month”
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This questionnaire was not scored. Standardized norms were never
worked out; the assessment school came to an end before there had been a
sufficiently large number of cases or time in which to do so. It is doubtful
whether, even with these conditions fulfilled, we would have worked out
scoring norms, for the main purpose in giving the questionnaire was to

rovide the interviewer with suggestive hints and leads for his meeting
with the candidate. It was our strong conviction that indices of health based
upon such questionnaires would have told us little, and more often than
not would have been misleading. It was our common experience that a
discussion of a candidate’s check marks with him frequently changed their
meanings, and it was the meanings of the checks (answers) that were espe-
cially important for assessment.

In the last months of our program, the second health questionnaire
given to candidates was Part II of the McFarland-Seitz P-S Inventory.<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>