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Introduction

Leading Edge Consultants, Inc. (LEC) has provided psychological services to the FBI Hostage Rescue Team (HRT) for six years. This document represents our response to the Government’s request for an overview of the psychological services component of the candidate assessment and selection process typically utilized in the HRT and similar special mission units. 
Background 

Our assumption is that candidate selection criteria will include current or past employment within the FBI SWAT and experience within that agency. That would preclude the use of standard pre-employment screening instruments. This personnel assessment and selection process is designed to “select in” personnel who best match the behavioral, cognitive, and psychological skills, knowledge, and attributes necessary for successful functioning within the FBI SWAT. This personnel assessment and selection system is also designed to “select out” personnel whose behavioral, cognitive, and psychological skills, knowledge, and attributes are incompatible with the requirements for successful performance in those teams. 

This overview is based on the FBI HRT psychological services model which has been validated as a viable personnel assessment and selection program. Using the FBI HRT personnel assessment and selection program as a model, the FBI SWAT is insured that all Federal and State law enforcement personnel employment and specific job performance assessment and selection requirements have been met and agency validated. 

Psychological Services Process Overview
Purpose: The purpose of psychological assessment and selection within special mission units such as the FBI HRT is to evaluate the suitability of candidates for trainability, team cohesion, and productive service. 

In addition, a psychological services goal is to provide professional and personal developmental feedback to all personnel based on their testing results, field observations, and interview findings. Typically, a summary of testing, field observation, and interview findings including strengths and vulnerabilities is provided to the unit commander or other appointed staff leadership to assist them in making the selection decision.  

The psychological services process utilized with the FBI HRT assessment and selection process uses the following format: Formal psychological testing of candidates is conducted in accordance with both governmental and professional guidelines. Upon completion and scoring of these test protocols, a review of findings is conducted. The purpose of the review is to identify psychological strengths, vulnerabilities, and areas for personal and professional development. 

Following this testing process, all candidates are observed during the field performance component of the organizational assessment process. In this HRT screening process these field observations include PQC weapons qualification, the standard Bureau physical fitness test, a swim test and water phobia assessment, numerous individual combat marksmanship exercises, team CQB exercises, a series of task oriented components in tactical gear and helmet, arrest scenarios, numerous physical fitness based endurance events, personal projects, and personal presentations. At the conclusion of the evaluative process all remaining candidates are individually interviewed. In the FBI HRT model, these interviews generally include a member of the law enforcement unit’s selection committee and the psychologist. Typically, unit-specific structured interview forms and/or psychologist developed interview forms are utilized in this process. Upon completion of the interviews, both the unit’s selection committee representative and the psychologist provide feedback to the unit chief or a designated selection representative relative to their observations and findings.

Psychological Testing Component: The psychological assessment battery, used with the FBI HRT consists of the following: The Shipley Brief Intelligence Test, the Minnesota Multiphasic Personality Inventory-II (MMPI-2), the Hogan Developmental Survey (HDS), and the NEO-PI-R. An additional testing instrument, The Jackson Personality Inventory-Revised, has shown excellent results within selection programs in the U.S. Army Special Operations community. 

This individual testing can be conducted in a group format to optimize time. It is a good idea to schedule a four to five (4-5) hour block of time to insure that all candidates have ample time to complete testing. Ideally, this testing is best broken up over a two (2) day period with three (3) hours typically set aside on day one and two (1-2) hours on day two . This testing process is best conducted on the first day of the assessment and selection process in order to allow adequate time for scoring of all test instruments in preparation for the review of test reports and the interview process.

Once testing is completed, all candidate test materials are scored and reports for each candidate are prepared. For example, the process of testing, scoring, and preparation of results will take two workdays for a group of twenty personnel.
Field Observations of Candidates: Most special mission’s units (SMU) assessment and selection programs are designed to replicate conditions similar to those experienced during unit training and actual operational deployments. The concept of “selecting and training as you fight” is a critically important part of any SMU’s future success. Therefore, most selection programs’ are rigorous and demanding with personnel being placed in unexpected and stressful situations. 

Most selection programs are designed to focus on key traits identified as critical to the unit’s training and work environment. Such “Traits” might include such things as initiative, perseverance, compatibility, discipline, trainability, judgment, loyalty, leadership, and maturity. A number of events are typically designed into the field component of an assessment and selection program. These events vary based on the unit’s identified mission. For the purpose of this FBI SWAT selection, the events should be specially geared towards events that can measure the characteristics necessary to conduct the unit’s specific mission.   
During each phase of these field events, candidates are observed and assessed by cadre and the psychologist. The field observation component provides the psychologist with the functional knowledge of each candidate’s actual behavior so as to assist in better applying the formal psychological test findings of each candidate in the assessment process. In some cases where critically important aspects of functionality are not readily seen in a candidate, the psychologist may have the latitude to pull a candidate “out of role” to inquire about a particular functional issue.

Candidate Interviews: At the conclusion of most assessment and selection programs, a standardized interview of each candidate is conducted. Typically, an experienced special mission unit operator along with the psychologist conducts this interview. This interview affords the cadre and the psychologist an opportunity to look at a broad picture of each candidate’s personal, familial, social, academic, and vocational history. It also affords the psychologist an opportunity to clarify any questions relative to a candidate’s psychological make-up so as to look at the “goodness of fit” of that candidate within the organization. Developmental feedback is provided to each candidate as a part of this interview process. 
Hiring Supervisor Feedback: The psychologist completes the process by providing a one on one verbal brief to the senior administrator of the unit. This brief is utilized to discuss those candidates who are considered substantially deficient, especially related to safety, behavioral suitability, and trainability characteristics. A brief, written summary of findings can be provided to unit command if requested.

HRT Psychological Screening Instruments and Processes:

· Review of testing data from initial employment screen (If available)

· NEO-PI-R – Identify tolerance for different attitudes and perceptions, the mental flexibility to help individuals adapt their methods to a wide variety of field environments, and evaluate some of the people skills needed to be an effective MRT operator serving in a team setting. 

· Hogan Developmental Survey – Assesses eleven behavioral tendencies that impede work relationships, hinder productivity, or limit overall career potential. These personality traits affect an individual's leadership style and actions. When under pressure, most people will display certain counterproductive tendencies or risk factors measured by this instrument.  

· Shipley – Quick screen for intelligence. The purpose is to assess the basic cognitive skills required of each MRT candidate.

· MMPI – 2: Screen out individuals with existing psychological risk factors, inappropriate behavior, and non-adaptive acute stress response.

· Structured History (Based on the HRT history form)

· Face to face interview

A comprehensive overview of these psychological instruments is included in addendum one.

A psychological services assessment and selection program typically evaluates each candidate’s propensity for violence, safety awareness, integrity, substance abuse, attitude toward supervision, cultural sensitivity, judgment, problem solving ability, adaptability, personality, stress management, and risk avoidance.
Figure 1. Lists each assessment area, and the corresponding assessment instruments/processes that assess these traits.

	Assessment Area
	Assessment Instrument(s)

	Propensity For Violence
	MMPI, NEO, Hogan,  and Interview

	Safety Awareness
	Wpns Qual, Obstacle Course, and Interview

	Integrity
	MMPI, Structured History, and Interview

	Substance Abuse
	MMPI, Structured History, and Interview

	Attitude Toward Supervision
	NEO, Hogan, MMPI, and Interview

	Cultural Sensitivity
	NEO, Hogan, and Interview

	Judgment
	MMPI, Structured History, and Scenario

	Problem Solving Ability
	Shipley and Scenario

	Adaptability/Personality
	MMPI, NEO, and Hogan

	Stress Management
	NEO, Hogan, Structured History, and Interview

	Risk Avoidance
	NEO, Hogan, and Interview


Figure 1, Basic Psychological Assessment Areas, and Corresponding Assessment Instrument(s)/Processes

LEC presently supports seven governmental/national security selection and assessment programs including the FBI HRT. We have the capacity to conduct all psychological testing, scoring, report preparation, field observations, consultations, interviews, and feedback to FBI SWAT administrative and hiring officials.

BASIC LAYOUT OF HRT SELECTION

It is recommended that the psychological testing portion of the psychological screening process occur on the first day of the selection process. This will allow adequate time to score all test s, prepare test results, and review test findings for each operator. By knowing the results of this psychological testing, the psychologist will be better prepared to objectively observe each candidate in light of their measured psychological traits.

Our past experience in major specialty and compartmentalized unit selection programs, suggests that review of psychological test results paired with field observations of each candidate’s functional performance is the best strategy in “selecting in” personnel who will perform optimally within the unit.

The psychological services support work will be designed to look at each candidate’s capabilities to perform key FBI SWAT METL tasks. For example these skills might include: Firearms, Rappelling, Sniper/Observer, S.I.M.’S, Aviation, Equipment/Technology, and Medical skills. 
In addition, the psychological services support work needs to look at each candidate’s capabilities to effectively perform in key competency areas. Examples of these might include: Special Weapons; Extreme Cold Weather Survival; Hostage Rescue/Raid Tactics; Tactical Rappelling; Basic Land Navigation (orienteering); Night Land Navigation; Wood Searches; Counter Terrorism; VIP Protection and Leadership School; Familiarization and Application of Chemical Agents; Weapons of Mass Destruction and EMT training.
The psychologist can assist the FBI SWAT staff by 1) Providing psychological input relative to candidates reaction to a particular selection event (i.e. firearms safety, water phobia), 2) Provide psychological input relative to major personality issues that impede personal performance on events, and 3) Direct input to the special unit command in reference to final candidate suitability for unit assignment.

LEC has decades of experience with selection and assessment. It is a rare event for the organizations we support to have operational incidents. We identify individuals who are not acceptable, those with minor risk factors, those with moderate risk factors, and those with significant risk factors. Individuals who are accepted for FBI SWAT employment with risk factors will be made aware of their vulnerabilities. 

Additionally, administrative supervision and hiring professionals will also be made aware of each candidate’s psychological risk factors. 

Typical Cost Factors for Proposed Psychological Services Work

Psychological test instrument costs; Administration of psychological tests; Scoring of tests, Preparing test reports; and Interpretation of test results can be cost factored at $225.00/Candidate.

Psychological Services Support to Candidate Assessment and Selection: This includes assisting the FBI SWAT Assessment and Selection staff in: 1) Conduct observations of all assessment and selection field events to provide functional data points for better understanding psychological testing results, 2) Provide psychological input relative to candidates reaction to a particular selection event, 3) Provide psychological input relative to major personality issues that impede personal performance on events, and 4) Direct input to the command in reference to final candidate suitability to unit assignment. 

Cost factor for this service is typically $1500.00-$2000.00/Each Day of the Candidate Assessment and Selection process. Contractor travel expenses are typically reimbursed based upon GSA per Diem rates.

Relevant LEC Psychological Services Experience 

LEC serves independently and as a sub-contractor to other psychological service providers. A list of current and former LEC clients includes the following:

· FBI-HRT

· U.S. Army Special Operations Command

· 75th Ranger Regiment

· 160th Special Operations Aviation Regiment 

· U.S. Army JFK Special Warfare Center

· Special Forces Assessment and Selection Program

· Marine Special Operations Command

· New York Sate Police MRT

· Department of State DDM Program

· Asymmetric Warfare Group

Potential Contract Type (If an outside contractor is utilized)
In the event that the FBI SWAT wishes to utilize an outside contractor, it is recommended that the contract for psychological services be structured as a time and materials contract. This will enable the Government to increase or decrease the volume as required to support changing FBI SWAT staffing and program requirements.

Summary

LEC, Inc. will offer the most effective and lowest risk solution. LEC’s psychological screening capability allows us to provide seamless service to the FBI SWAT.
Addendum A

Overview of proposed Psychological Test Instruments and Processes

The Shipley Institute of Living Scale was developed in 1940 by Walter Shipley and is designed to assess general intellectual functioning in adults and adolescents. It is one of the oldest tests to still be administered in its original form. This popular measure of intellectual ability and impairment has been used with millions of individuals 14 years of age and older. The Scale is composed of two brief subtests: (1) a 40-item Vocabulary Test and (2) a 20-item Abstract Thinking Test. The Shipley produces four summary scores: Vocabulary score, Abstraction score, Total score, and an estimated Full Scale WAIS-R IQ score.

The NEO-PI-R is an instrument that looks at the components of the Five Factor model of personality. These components include: 

Neuroticism: This factor looks at a candidate’s self reported levels of anxiety, hostility, depression, self-consciousness, impulsiveness, and vulnerability to stress.

Extroversion:  This factor looks at a candidate’s self reported levels of warmth, gregariousness, assertiveness, activity, excitement seeking, and positive emotions. 

Openness: This factor looks at a candidate’s self reported levels of fantasy, aesthetics, feelings, actions, ideas, and values.

Agreeableness: Trust, straightforwardness, altruism, compliance, modesty, and tender mindedness 
Conscientiousness: Competence, order, dutifulness, achievement striving, self discipline, and deliberation 

The Minnesota Multiphasic Inventory-2 is one of the most frequently used personality tests in the mental health fields. This test was designed to help identify personal, social, and behavioral problems in individuals who may manifest psychological disorders. The test looks at personal adjustment, profile frequency, interpersonal relations, profile stability, possible employment problems, contemporary personnel base rate information, openness to evaluation, social facility, addiction potential, stress tolerance, and overall adjustment. This test is used to “screen out” candidates who significant psychopathology or personality characteristics, which are inconsistent with successful performance in a specialized law enforcement setting. 

The Hogan Developmental Survey assesses eleven patterns of interpersonal behavior which are most often seen during times of stress and heavy workloads. These behaviors may impede the development of strong working relationships with others, hinder productivity, or limit overall career potential. However, if they are recognized, a person can be coached to compensate for them. These patterns are:
Excitable: Moody, hard to please, and a tendency to have unstable interpersonal relations.

Skeptical: Cynical, mistrustful, and a tendency to be pugnacious.

Cautious: Unassertive, sensitive, and fearful of making mistakes.

Reserved: Introverted and tending to lack awareness of, or interest in, the

feelings of others.

Leisurely: Overtly calm and cooperative, but with a tendency to be privately

irritable, resentful, stubborn, and uncooperative.

Bold: Unusually self-confident and tending to have feelings of entitlement

and inflated views of competency and worth.

Mischievous: Socially skilled, carefree, enjoy taking risks, testing the limits, and

needing excitement.

Colorful: Socially self-confident, expect to be liked, with a tendency to be

talkative, impulsive and sensation seeking.

Imaginative: Acting and thinking in creative and sometimes odd or eccentric ways.

Diligent: Meticulous, precise, perfectionistic, compulsive, and conscientious.

Dutiful: Eager to please, ingratiating, and reluctant to take independent action

or go against popular opinion.
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	Education / Credentials


Post Graduate Training: Clinical Psychology, Baylor University, 1976

APA-approved Internships in Clinical Psychology, 1979-1982

Ph.D. in Education Special Services (Substantial Equivalent to a Ph.D. in Clinical Psychology), The Ohio State University, 1975-1979

Licensed Psychologist, in Ohio since 1984 

APA College of Professional Psychology Certificate of Proficiency in the Treatment of Alcohol and other Psychoactive Substance Use Disorders awarded in 2001

Certified Aero-medical Psychologist; U.S. Army Awarded Certification; 2007

Substantial civilian equivalent to Survival, Evasion, Resistance, and Escape (SERE) training to include being a hostage in a real world law enforcement tactical situation.

Military Education: Aero-medical Psychology Certification Program; Civil Affairs Advanced Officer Course; CGSC-Phase I and II; MSCAC; MSCBC; and Army Enlisted Basic Training

	Expertise


Dr. Middleton has over 34 years of experience as a psychologist working with the U.S. Army and twelve (12) years exclusively with Special Operations Forces. Dr. Middleton also has thirty-one years of experience as a law enforcement psychologist. He has provided personnel assessment and selection, training, and 360 leader development services to executive and key leaders in the following organizations: Rangers, Special Forces, Special Operations Aviators, Marine Special Operations, SERE instructors, FBI, State, urban and suburban law enforcement departments, sheriff’s department officers, military and public safety support personnel. In addition, he provided profiling, interrogation, operational planning and analysis support; conducted repatriation services and critical incidents debriefs of soldiers, public safety officers, and U.S. citizens in harms way; trained military and law enforcement operators in performance enhancement, leadership development and stress inoculation. 
As the Command Psychologist of USACAPOC, and Deputy Command Psychologist USASOC, Dr. Middleton developed personnel selection programs, 360 surveys and leader development programs, pre and post deployment stress assessment protocols, and provided training services to The John F. Kennedy Special Warfare Center and Schools. As President of Leading Edge Consultants, Inc. he provides leader development programs for SOF leaders, using techniques such as 360-degree surveys, feedback, and coaching. Additionally, he conducts SOF, FBI, and NY State Police personnel assessment and selection programs, pre and post deployment personnel screenings, consults with key leaders on organizational issues, and works the Special Forces, and Civil Affairs and Psychological Operations Adaptive Thinking and Leadership Development Programs.

	Relevant Experience


President:  Leading Edge Consultants, Inc.
                                              2006- Present


Directs a multi-service, entrepreneurial psychological services practice. LEC tailors psychological selection, assessment, developmental training services, profiling, individual and organizational interventions, research, and consultation to met specific needs of client organizations.  Clients include: USASOC, 75th Ranger Regiment, Special Forces, 160th SOAR, MARSOC, DOS DDM Program, FBI-HRT, and NYSP SORT.

USASOC Operational Psychologist; Director of Leader Development: 2003-2006


U.S. Army Special Operations Command

Conducted assessment and selection, leadership development, and training to all U.S. Army Special Operations personnel assigned to the United States Army Special Operations Command. These units included: The 75th Ranger Regiment, Ranger Recon Detachment (RECCEE), Special Forces Command, 160th Special Operation Aviation Regiment, and JSOC. Authored tailor made 360 leader development survey instruments for Special Forces Officers and NCOs, 160th Special Operations Aviation Regiment Officers, Warrant Officers, and NCOs. Developed and implemented the first 360-degree leader development program for National Guard Special Forces Groups. Provided psychological services to USASOC personnel and their families 

Clinical Director of the Ft. Bragg Army Substance Abuse Program (ASAP): 2000-2003 



Directed all alcohol and substance abuse treatment services for a military population of 48, 000 soldiers and their families living in the Ft. Bragg, NC community.  Managed three outlying clinics and in-patient treatment services at Womack Army Medical Center. Provided clinical supervision for a staff of thirteen Masters level counselors and social work professionals, and four support staff professionals. 

USACAPOC Command Psychologist:                                                               1998-2000

Served as the U.S. Army Civil Affairs and Psychological Operations Command’s first command psychologist. Researched the critical skills, knowledge, and attributes of CA Officers, NCOs, and Enlisted Personnel. Developed “CASA” an extensive personnel assessment and selection program for incoming Civil Affairs personnel. Developed and implemented a pre-deployment screening instrument package utilized by all CA personnel deploying to Bosnia from 1999-2000. Conducted follow-on research of the predictive effectiveness of the pre-deployment screening program through serving in four rotations to Bosnia with CA and Psychological Operations personnel. Developed and implemented professional training programs in cultural sensitivity cross cultural communications, and interpersonal communications for JFKSWCS.
President: Psychological Services, Inc.                                                          1987-1998

Private Practice Clinic, Worthington Hills, Ohio

Provided personnel assessment and selection, training, tactical support, EAP, and other clinical services to thirty-four (34) client law enforcement departments ranging from sheriff’s departments, urban and suburban police departments, and the State Attorney General’s Drug Task Force. Served as Amicus Curiae to numerous courts of domestic relations, and provided a broad range of clinical services to children, adolescents, and adults. Managed a staff of four Masters level professionals and one doctoral level professional, and two support personnel. Served as a professional staff member of Grady Memorial Hospital in Delaware, Ohio.

Mental Health Treatment Professional                                                           1982-1987

Professional Counseling Service; Killeen, Texas

Provided patient care, preventive and consultative services to the patients of the professional medical and dental staff of two outpatient clinics for Metroplex Hospital. Conducted clinical hypnodontics, biofeedback and pain management, in-patient and outpatient clinical assessments, and mental health treatment services for children, adolescents, and adults. Conducted assessment, selection, and training services to Killeen, Harker Heights, and Nolanville, TX police departments. Developed and implemented a peer-counseling program for the Killeen police department. 

Third Corps Command Psychologist                                                               1980-1982

Ft. Hood, Texas

Served as the post and senior command psychologist for all psychological services within a military population of 230,000 soldiers, dependents, and retirees in the Ft. Hood military community. Developed and implemented the first tri-service clinical training program in dental hypnodontics.  Developed, staffed, and managed the first Ft. Hood Behavioral Health Clinic as a part of Darnell Army Community Hospital. Conducted selection and assessment services for three local police departments.

	Samples of Publications / Presentations


The SOAR Senior Leader 360 Survey, The SOAR Jr. Leader 360-Survey, The SOAR WO 360 Survey, and the SOAR NCO 360 Survey plus all Program Support Publications; 160th Special Operations Aviation Regiment, December 2005.

The Special Forces Senior Leader 360 Survey and the SF Senior Leader 360 Development Program and all supportive program publications; U.S. Army Special Operations Command; June 2004

The Civil Affairs Skills Assessment Program (CASA) and The CA Pre-deployment Screening Program; for the CG, USACAPOC; Ft. Bragg, NC, 1999.

The U. S. Army “Fit to Win” Health Risk Assessment Survey; Co-Author; U.S. Army Medical Department Publication; 1988.

Middleton, S, and Rabb, J., “The Military Mental Status Exam”; 307th Medical Group, USAR; 1990.

Middleton, S, and Pope, H.; “The U.S. Army Reserve Wellness Program”; Presentation at the Institute of Behavior Health National Conference; Colorado Springs, Colo. August 1989
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