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Abstract 

This research is an attempt at understanding the value of higher education with respect to 

police officer performance.  This study used a sample of 331 Canadian Forces Military Police 

(CFMP) recruits who attended the Canadian Forces Military Police Academy (CFMPA) from 

January 2012 to April 2013 for the six month Military Police Qualification Level 3 (MP QL3) 

course.  It examines between group differences in performance, among MP recruits with higher 

education – a college diploma or higher – and those with previous work experience – five years 

experience in another branch of the Canadian Armed Forces (CAF) or another police agency. 

The study used demographic and performance data obtained from the recruits’ CFMPA 

files.  Descriptive statistics described central tendencies, standard deviation, kurtosis and 

skewness.  This was used to assist in the description of recruits between groups and in order to 

determine distribution characteristics.  Exploratory Factor Analysis (EFA) was conducted on 34 

tests – 14 percentage and 20 pass/fail – administered during the course to determine their factor 

structure.  Chi-squared was used to explore between group differences in course completion.  

Finally Analysis of Variance (ANOVA) analyses were used to explore between group 

differences in performance based on the factor structure determined during EFA and the recruits 

overall course average.   

No significant between group difference with respect to performance were discovered, 

however, it is hoped that the results of this study will be used to inform the debate of the 

requirement for higher education in the field of policing and what factors contribute to police 

professionalization. 
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Chapter 1 

Introduction 

The nation that will insist upon drawing a broad line of demarcation between the fighting man 

and the thinking man is liable to find its fighting done by fools and its thinking by cowards. 

(Thucydides) 

 

Sir Robert Peel first identified the requirement for a credible and professional police 

force in the United Kingdom in 1829 (Seagrave, 1997).  He identified that police officers needed 

to be adequately equipped, organized, educated and trained to perform the functions that were 

required of them.   In addition, it was necessary to ensure that the police remained accountable to 

the public that they were charged with protecting.  While the nature of policing and crime has 

changed since the late 19th Century, the requirement for professional policing organizations has 

not.  Carter and Wilson (2006) provide an overview of those aspects that comprise a profession, 

professionalism and a professional: 

A profession is an occupation that requires extensive training and the study and mastery 

of specialized knowledge.  It usually requires accreditation, certification, or licensing.  It 

has a specific code of ethics, and it holds members accountable.  Professionalism also 

means having an internal set of standards of performance and behavior.  Professionals 

aspire to high ideals: altruism; honor and integrity; respect; excellence and scholarship; 

caring, compassion, and communication; leadership; and responsibility and 

accountability. (p.  42) 

Police professionalization has undergone many changes over the course of the last half-century.  
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Many attempts at police professionalization during this time have focused on the mechanisms of 

policing, policing accountability and policing oversight.  These attempts have all considered the 

concept of policing as an institution but many have failed to acknowledge the human 

dimensions, the police officers themselves.  It has been argued that the lack of focus on the 

people that comprise the police in police professionalization initiatives has had the effect of 

isolating the police from the communities they serve (Glenn, Raymond, Barnes-Proby et al, 

2003). 

There is debate surrounding the need for a higher education requirement for policing 

internationally.  Countries such as the United Kingdom, Australia and Brazil have instituted 

higher education requirements.  In Canada, most aspects that would make policing a profession 

are present.  Notably the presence of standardized scholarship, which is an educational 

requirement beyond high school, is absent.  The generally accepted standard of education 

required to apply for a police force in Canada is the completion of high school (Human 

Resources and Skills Development Canada, 2012).  It is important to understand what effect 

prior education may have on police performance in order to understand the merits of higher 

education to police professionalization (Paoline & Terrill, 2007; Vollmer, 1933).  Efforts to 

understand the educational requirement of policing have generally focused on field performance 

and have compared such statistics as arrest rates, citizen complaints, case load, promotion and 

attitudes (Krimmel, 1996).  Krimmel (1996) noted that officers with higher education generally 

had advantages over those without, particularly in their ability to communicate and articulate 

themselves orally and in written form.  However, these studies have focused on field 

performance where it is difficult to define positive and negative performance and control 

variables.   
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A possible solution to this dilemma is to conduct such studies in a more controlled 

setting, the police academy.  White’s (2008) study on the identification of good police officers 

early in their career suggests that there is a correlation between performance at the police 

academy and the field.  Unfortunately, there are few studies that examine higher education as it 

relates to police academy performance.  Given this lack of research, and the growing need to 

understand the differential impacts of previous experience and higher education on police 

professionalization, my work explores the between group differences in police recruits with 

higher education and those with previous work experience in their police academy performance.  

This research uses the Canadian Forces Military Police Academy (CFMPA) to draw its sample.  

The CFMPA was chosen for three reasons.  First, the nature of the recruits at the CFMPA tends 

to allow good between group comparisons, as recruits have either higher education or previous 

work experience.  Second, the nature of the data collected on recruit performance at the CFMPA 

allows for meaningful comparison.  Finally, as a member of the Canadian Forces Military Police, 

I have a vested interest in producing empirical research that will add to the literature and inform 

the field about this professional body of the Canadian policing community. 

Research Objectives and Questions 

It is possible to identify a dual problem that serves as a starting point for this research.  

The first problem is the impact of variables, which are extremely difficult to control when 

examining police performance in the field.  It is difficult to understand in some instances what 

exactly constitutes positive performance.  As an example, previous studies have used arrest rates 

as a metric for performance; however, it may be contested that an arrest could either be a positive 

or negative performance outcome depending on the nature of the incident.  Therefore, the impact 

of higher education on police performance in the field remains unclear and challenging to 
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measure.  The second issue involves a better understanding of whether higher education is of 

greater, equal, or lesser value in comparison to previous work experience to police performance. 

The purpose of my research is to explore the relationships between higher education 

(completion of a college diploma or higher) and previous work experience (five years of 

employment in another branch of service other than the Military Police or another law 

enforcement agency) on performance.  The research will use a sample (N = 331) of Canadian 

Forces Military Police (CFMP) recruits at the CFMPA during the basic MP training called the 

Military Police Qualification Level 3 (MP QL3).  The focus of the research will be to determine 

which is of greater value with respect to course completion and performance.  In other words, are 

there systematic differences in police academy performance that can be linked to recruits’ 

background – level of education or previous work experience in the military or other law 

enforcement agencies? Specifically, the research will examine the following four research 

questions: 

1. What is the factor structure of the performance objectives on the MP QL3 course 

and how many factors do the 13 formally assessed performance objectives (POs) 

actually measure? 

2. What are the differences in performance between recruits with higher education 

when compared to those with previous work experience on course completion of 

the MP QL3 course? 

3. What are the differences in performance between recruits with higher education 

when compared to those with previous work experience on practical achievement 

and written achievement? 

4. What are the differences in performance between recruits with higher education 
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when compared to those with previous work experience on course average of the 

MP QL 3 course? 

Rationale 

If higher education ought to become a necessity for police officers as a path to 

professionalization (Bruns, 2010; Carter & Sapp, 1990; Heath, 2011; Heslop, 2011; Paterson, 

2011; Vollmer, 1933), it is critical to determine if educated police officers are in fact performing 

better in comparison to their less formally educated counterparts.  Unfortunately, the efforts to 

evaluate field performance of police officers is extremely complicated due to varying 

interpretations of positive and negative performance (White, 2008).  Some studies have used 

arrest rates as an indicator of performance.  Others have used incidents of public interaction that 

have resulted in the use of force; however, it is impossible to determine whether higher arrest 

rates or lower incidence of use of force constitute positive performance due to the contextual 

nature of each incident (Rydberg & Terill, 2010).  Hence it is very difficult to predict and 

ascertain the impact of higher education – when compared to previous work experience – on 

police officer field performance.  The police academy provides an alternative mechanism to 

explore the impact of the background on professional practice.  There is evidence that such 

research would be valuable (White, 2008).  White (2008) found that superior performance in the 

field was related to police academy performance where performance is well defined and 

measurable.  The MP QL3 provides a unique opportunity to study a question that has often been 

posed by police scholars: whether education is of more value than previous work experience to 

the field of policing (Carter et al., 1988). 

As a current serving member of the CFMP, I have participated in numerous discussions 

questioning the relevance of higher education or previous work experience to the field of 
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policing.  There appears to be a great deal of opinion to suggest the merits of either one.  Yet I 

have been unable to obtain any empirical evidence to support either claim.  I have noted a 

number of anecdotes throughout my career generalizing the nature of the two groups of Military 

Police recruits that comprise this study.  I have often been privy to heated debates and coffee-

room chatter indicating each type of recruit brings unique skills and experiences that can be both 

positive and negative.  Those who advocate for higher education tend to generalize that these 

recruits have superior analytical, written language, and report writing skills.  While those who 

disagree state that they also tend to be younger, and this youth is associated with a lack of 

understanding of the military culture and a tendency to question authority and to make rash 

decisions.  Those who advocate for recruits with previous work experience argue that they have a 

better understanding of military culture and the chain of command.  However, these recruits are 

generally older.  Those who do not favour these recruits state that this additional age and 

experience is associated with bias and a certain amount of inflexibility of thought and action.  

During my time in the field and while collecting data at the CFMPA the widely held belief 

amongst the staff with whom I interacted was that those recruits with previous work experience 

were superior performers on the MP QL3 course. 

The CFMPA is a unique setting to examine the performance of these two types of 

military police recruits.  It provides a more controlled environment to determine the impact of 

higher education when compared to previous work experience on police academy performance.  

Further, the continuous and ongoing nature of evaluation of recruits enables me to determine if 

there are differences associated with specific aspects of performance or practice.  As an example, 

the MP QL3 course, the Basic Military Police course, offers 68 test opportunities – 41 of which 

are formally scored – throughout a six month period that can be used to examine the between 
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group differences associated with higher education or previous work experience.  If a 

determination can be made as to which factor, higher education or previous work experience, has 

the greatest positive impact with respect to police academy performance, then it may be possible 

to carry this strategy forward and link the results to the examination of subsequent police 

performance in the field. 

Recruit Profile 

It is important to acknowledge and understand the nature of the recruits who attend the 

CFMPA MP QL3 course.  These recruits have been selected into the Canadian Armed Forces 

(CAF) at some point through a recruiting center.  This process normally involves the submission 

of a CV, high school and any other educational transcripts as well as a completion of a basic 

physical fitness test and the Canadian Forces Aptitude Test (CFAT).  In addition, all MP recruits 

must complete the Basic Military Qualification Course, a six-week course that provides a basic 

indoctrination into the CAF culture and basic soldiering skills.  Finally, all MP recruits must also 

successfully pass the Military Police Assessment Center (MPAC).  The MPAC is conducted over 

a three-day period and comprises an assessment of 6 competencies; (1) Integrity, (2) Problem 

Solving, (3) Decision Making, (4) Personal Impact, (5) Conscientiousness, (6) Professional 

Demeanor. 

MP QL3 Course Profile 

In its broadest application, this research hopes to inform the profession of policing in 

Canada.  However, the diversity of this population due to the nature of policing in Canada has 

made it necessary to demarcate the setting from which a sample for this study has been drawn.  

The setting for the study was the Canadian Forces Military Police Academy (CFMPA), located 

in CFB Borden, ON.  The CFMPA instructs Military Police (MP) members on a myriad of topics 
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from the basic Military Police member course right through to courses on surveillance, interview 

and interrogation and advanced investigative techniques.  For the purposes of this study, the 

sample will be drawn from the members of the basic Military Police (MP QL3) courses held 

between January 2010 and April 2013 (N=331). 

The MP QL3 course is a six-month basic Military Police qualification course that 

provides military police recruits with the basic knowledge and skills required to perform military 

policing duties in Canada and deployed operations abroad.  The CFMPA and its courses are 

regulated by the Canadian Forces Provost Marshal (CFPM), as the designated training authority 

for the CFMP, and delivered – where required – in accordance with the standards set out by the 

Canadian Association of Chiefs of Police (CACP).  Recruits come to the CFMPA for the MP 

QL3 course generally with either a higher education background of a college diploma or more or 

with previous work experience in the military or another law enforcement agency of five years or 

more; rarely do recruits have both previous higher education and work experience. 

This research is an attempt at establishing some empirical evidence that will add to the 

body of knowledge on a subject filled with speculation and opinion rather than sound theoretical 

and empirical frameworks (Ratchford, 2001). 
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Chapter 2 

Literature Review 

Research on the effect of education level on police performance and professionalization 

is characterized as a re-emerging field (Carter & Sapp, 1990).  Over the last two decades 

research studies have emerged with various findings on the impact of higher education as it 

relates to police performance.  This review focuses on three primary areas of police research.  It 

begins with an overview of the history of policing, how subsequent training and education 

programs led to modern policing concepts and how these have been a means to increase police 

professionalization.  Second, the review explores the increasing importance of education in 

policing as a global phenomenon.  Finally, recent studies are reviewed as they pertain to 

education and police performance, addressing the challenges and feasibility of measuring and 

quantifying police performance.  The available empirical research provides a framework for 

continued efforts to increase the education levels of those working in the field of law 

enforcement, in addition to providing a rationale for the current study. 

Education in Policing – Historical perspective 

Until the late 19th century policing did not exist in the same organized and accountable 

structure as we have come to know it today.  Prior to the development of dedicated police forces, 

either local militiamen or private mercenaries whom were hired by town magistrates or private 

business owners usually performed policing.  Often these early ‘police forces’ were inept, 

corrupt and ill equipped to do little other than intimidate law abiding citizens rather than 

preventing crime and tracking and apprehending criminals (Seagrave, 1997). 

Policing changed significantly in the late nineteenth and early twentieth centuries.  The 
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ideals of Sir Robert Peel (Seagrave, 1997) and August Vollmer (Palumbo 1995) suggested that 

an adequately educated, trained, led, equipped and accountable police force was essential to the 

maintenance of societal discipline and the rule of law in a democratic state.  These concepts were 

widely regarded as revolutionary and were the basis for the beginnings of modern policing in 

both Britain and North America.  Vollmer (1926) was quick to highlight that the main problem 

facing police was that officers did not have the necessary intellectual training to deal with sly and 

clever criminals.  In addition, Vollmer argued that higher education was necessary to stop the 

constant temptations presented to police officers to break their ethical beliefs, such as accepting 

bribes.  As a professor at the University of California in Berkeley, he instituted a police 

curriculum that included revolutionary topics such as police ethics, evidence collection, methods 

of identification and organizational structures for police departments (Gault, 1918).  The 

momentum from these innovations resulted in dramatic changes in police training, structure and 

procedures.  Unfortunately, they did not culminate in higher education becoming a bona fide 

occupational requirement in the field of policing (Carter & Sapp, 1990). 

The late nineteen sixties and seventies was another period of great interest in the 

importance of higher education to the field of policing (Carter and Sapp, 1990).  This interest 

resulted in numerous commissions tabling reports on the very subject of police officer 

educational requirements: (a) The President’s Commission on Law Enforcement and the 

Administration of Justice (1967); (b) American Bar Association Project on Standards for 

Criminal Justice (1973); and (c) the National Advisory Commission on Criminal Justice 

Standards and Goals (1973) all recommended that law enforcement agencies in the United States 

implement a requirement for all new recruits to possess a four-year degree.  Yet to this day, less 

than one percent of police forces – 37 police forces – in the United States of America, require a 
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four-year degree for all new recruits (Bruns, 2010).  The fact that three notable and powerful 

panels, commissioned and funded on behalf of federal authorities, all came to the same 

conclusions but were unable to change policy is indicative of the difficulty and resource 

requirements to implement policy recommendations into established fields of practice.  Once 

again, the momentum from these commissions did not result in a long-term requirement that 

higher education become a bona fide occupational requirement in the field of policing.  As Carter 

and Sapp (1990) noted: 

Despite the recommendations of the national commissions, the growth of criminal justice 

programs, and aggressive research in the 1970s, higher education as a focal area of 

inquiry seemed to diminish in the 1980s.  This is not to suggest that no research was 

conducted during this time, but the amount of research was significantly less.  (p. 63) 

 More recently and once again, there is interest in the potential of higher education to 

improve the profession of policing.  This current interest and the research pertaining to higher 

education and policing can be characterized as a re-emerging field that largely lay dormant 

during the last two decades of the twentieth century (Carter & Sapp, 1990).  As a result, there is 

still not a complete and well-rounded body of empirical evidence necessary to make informed 

policy decisions regarding the value of higher education as a requirement for policing.  As Bruns 

(2010) illustrated, only 37 of the 12,766 police agencies in 2009 – less than one percent – in the 

United States had a four-year degree as a requirement for new hires.  Bruns (2010) used a mixed-

method questionnaire (N = 37) in an attempt to determine why so few departments across 

America actually require a four-year degree.  The questionnaires targeted the Police Chiefs of 

those agencies that required a four year degree in an attempt to explore two questions: (a) Why 

do their departments actually have a mandatory degree requirement and (b) why they believe so 
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few departments actually require the degree.  Bruns’ (2010) research yielded six themes 

consistent across all 36 of the 37 police agencies that responded: 

1. It is our tradition and part of our institutional, organizational and community culture 

and we are valued. 

2. The degree carries with it a level of expertise, knowledge and perseverance that 

represents us in our communities well. 

3. Education levels of the police force should mirror the education level of the 

communities they serve. 

4. A belief in excellence and quality—the degree makes a difference in performance. 

5. A belief that the mandatory degree promotes professionalism both in their 

communities and for the entire police field. 

6. Officers with a college degree are more mature and have stronger goal- reaching 

abilities.  (Bruns, 2010, pp. 98-99) 

Bruns’ (2010) findings demonstrate the powerful influence that higher education can have on the 

perception of performance, cohesion and professionalism.  It may also indicate that there is a 

perception that a well-educated police force is a police force that is internally valued as well as 

externally validated by the public (Shernock, 1992). 

The President’s Commission on Law Enforcement (1967) made the long-range goal that 

police departments should strive for all personnel with general enforcement powers to have 

baccalaureate degrees.  Saunders (1970) dissected this recommendation into two questions: (a) Is 

it realistic, and (b) Is it necessary?  Similar recommendations had been made previously, and this 

was the first time such a recommendation had been made by a major federal commission.  

Saunders (1970) shared the experiences of the two main federal investigative bodies in the 



  

 

 

 

13 

United States: the Federal Bureau of Investigation (FBI) and the Secret Service.  Both these 

agencies have insisted for over half a century that their officers and agents have at a minimum a 

baccalaureate degree, with further education a requirement for advancement.  The result has been 

a highly professional, dedicated and diverse force for both.  Saunders (1970) examined this 

phenomenon and argued that, in fact, state and municipal enforcement were “far more 

complicated, technical and of far greater importance to the American way of life than is the 

federal service” (p. 81).  While the final statement with respect to its importance could be the 

subject of considerable debate, the daily dealings of state and municipal law enforcement agents, 

is indeed complex, requiring officers to comprehend federal statutes, state law as well as 

municipal by-law and enforcement issues.  In addition, there is a requirement for these agencies 

to understand how to navigate cases through the court system, which can be extremely complex.  

Unlike the federal service, state/provincial and municipal officers deal more frequently with 

public citizens daily and ought to be properly equipped and intellectually prepared to do so. 

Policing in Canada – A brief history 

The Canadian policing landscape has changed dramatically in the last century.  The 

Canadian model of policing was born, as was many of our institutional structures, from the 

British model.  Canada adopted a watch system of day and night watch constabularies and 

volunteers to police early settlements and small towns (Seagrave, 1997).  As the Northwest 

frontier began to yield more and more resources and thus more people began to settle further 

away from main seaways and ports, it became necessary to establish permanent, non-volunteer 
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policing services.  The North West Mounted Police was formed in 1873.1 Such events as the 

Gold Rush, the search for a western mountain pass, and the exploration of the Arctic region led 

to an expanded jurisdiction and mandate far wider than their English counterparts from which 

they were modeled (Seagrave, 1997). 

As Canada continued to grow and develop so too did the profession of policing.  As more 

and more metropolitan centers began to spring up across the nation, the need for local police 

forces to maintain order became increasingly apparent.  By 1944, Canadian policing was similar 

to the way we recognize it today, with police forces at the federal, provincial and municipal 

levels.  From the post-WWII era to the 1990s, police forces in Canada largely concentrated on 

training and recruiting those who were thought to meet the physical abilities required by the 

profession of policing.  Little emphasis was placed on education and the formal entry 

requirement for most police agencies remained – as it still does today – the completion of Grade 

12 (Seagrave, 1997).  The 1990s, however, saw a great deal of change in North America and 

particularly in Canada with respect to the nature and concept of policing.  Recruiting practices 

were changed to ensure that police agencies were more reflective of the demographic they were 

responsible for policing, more women– who often had a higher level of education than their 

white male counterparts – and visible minorities were hired (Seagrave, 1997).  A return to 

                                                

1 The North West Mounted Police (NWMP) was a paramilitary organization, modeled on the Royal Irish 

Constabulary and comprised on establishment of 150 soldiers.  They were charged with, “maintaining law and 

order” in the austere northern regions of the Dominion of Canada by Sir John A. Macdonald.  The NWMP were 

renamed to the Royal Canadian Mounted Police in 1920 and re-tasked as Canada’s first federal police force. 
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Peelian principles marked a surge of pro-active concepts, and services such as community 

policing, victim’s crisis assistance and referral services (VCARS) and formal links to educational 

institutions; all required academic and cerebral skills.  An increased pool of eligible applicants 

meant stiffer competition for entry; colleges therefore developed such programs as the Law and 

Security Administration and Police Foundations diplomas (Ratchford, 2001).  While many forces 

did not formally change their minimum education requirement from Grade 12, they could now 

be more demanding with respect to the level of education of prospective recruits.  As the 

education level of prospective recruits increased, police leaders and administrators felt increasing 

pressure to upgrade their own education to increase the social view of policing and to gain 

traction for a case for professional standing (Ratchford). 

A Global Phenomenon 

The concept of police professionalization through higher education is not restricted to 

North America.  Paterson (2011) completed a document analysis (N = 56) of reports, academic 

papers and other publicly available literature from the USA, the European Union, Australia and 

India.  His study provided a synopsis of the key themes developing internationally in the field of 

police education.  He concluded that institutions of higher education seem to be united globally 

in a call for a shift from a focus on police technical training to education in order to “create 

formal links between initial training, career progression and academic qualifications to further 

the police professionalization agenda” (Paterson, 2011, p.  286).  Paterson’s study is particularly 

significant to the field of police professionalization through higher education as it demonstrates 

that regardless of the geopolitical global diaspora, the understanding of the value of higher 

education and its effect on the field of policing is an issue of international focus that is worthy of 

further inquiry. 
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Internationally, one of the largest challenges that the global movement of police 

professionalization is confronted with is the development of a concerted definition and 

distinction between training and education.  Training in a policing context refers to those 

technical skills that can be developed through observation, repetition and coaching (Ontario 

Police College, 2013).  Such police skills as driving, firearms and use-of-force are developed this 

way.  In general these skills do not require a deep intellectual background.  Education differs 

from training as it refers to more cerebral undertakings such as problem solving, communication 

and relationship building.  The Ontario Police College (2013) in their report on Enhanced 

Education for Police Recruits encapsulates education as, “Above all it includes acquiring the 

diverse range of knowledge and information that helps the individual officer understand the 

legal, social, emotional, and physical contexts in which they have to operate…” (p. 54).  

Kratcoski (2007) explored the two distinct camps that appeared to be developing within the 

International Association of Chiefs of Police (IACP): those who believe training and education 

should be integrated, and those who believe that they are separate and distinct components which 

must be addressed separately and at varying times in a police officer’s career.  While there is 

debate amongst members of the IACP as to if training and education should be delivered and 

considered together, there is consensus that more must be done in both these realms in order to 

ensure the police are adequately prepared to execute their duties. 

In 2002, the UK Government reported that police academy training was not 

commensurate with requirements of the job (Her Majestey’s Inspectorate of Constabulary, 

2002).  Based on these findings, several UK police forces embarked on a program in 2006 to 

move officer recruit training out of traditional police academies and into local universities to 

provide recruit officers with a degree and police technical training.  Heath (2011) provided a case 
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study of one police force (Sussex police) and one university (University of Brighton) to: (a) distil 

what lessons had been gleaned by this experience; and (b) determine the impact on the nature 

and ethos of policing.  Heath’s qualitative study involved conducting interviews with a sample 

group (N = 25) of stakeholders, university administrators, professors, police leaders/trainers, and 

recruit officers.  All personnel interviewed were involved with the inception class of the program 

in 2006 and saw it through its completion in 2009.  Interviews were conducted throughout.  

Heath concluded that all participants in the venture felt it had a positive impact; most notably, all 

parties remarked that it brought the police and community closer together; the net result was an 

increase in citizen reporting of criminal behavior and citizen assistance in police matters.  The 

study does acknowledge that recruit officers often had difficulty juggling their dual roles as 

junior practicing professionals and students, as well as the substantial cost and time fee that are 

incurred with such a venture. Unfortunately, Heath did not have any measures of police 

performance to judge the merits of higher education, a recurring problem in the previous 

research. 

The calls for Higher education as a mechanism to increase police professionalization 

have surfaced and resurfaced over the past 120 years (Bruns, 2010; Carter & Sapp, 1990; Heath, 

2011; Kratocski (2007), Ratchford, 2001; Saunders, 1970; Vollmer 1926).  Given this body of 

evidence, it may seem only natural that higher education should become an occupational 

requirement.  However, there may also be negative second-order effects that result from 

requiring police officers to have higher education (Normandeau & Leighton, 1990; Roberg and 

Kuykendall, 1993).  Seagrave (1997) provided a synopsis of the most commonly identified 

negative second-order effects with the recruitment of police officers with higher education.  

Educated police officers: 
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1. are more likely to leave policing due to disillusionment.   

2. are more likely to request reassignments.   

3. tend to question orders and organizational policies more.   

4. have less job satisfaction because they are not challenged enough and have a 

harder time fitting in with the para-military structure of the organization.  (p.  91) 

While there may be problems associated with higher-educated police officers, Carter, Sapp and 

Stephens (1988) suggest that they are temporal and would dissipate as more educated police 

officers enter the field and rise to leadership positions and ranks.  As police forces recruit more 

educated personnel, they will also gain the expertise and experience at managing and leading 

educated police officers. 

The Effect of Education on Police Performance 

An important component of police professionalization is to understand the effects 

education level may have on the performance of police officers (Paoline & Terrill, 2007; Polk & 

Saunders, 1971; Saunders, 1970; Vollmer, 1933).  Questions about arrest rates, citizen 

complaints, case load, time to promotion and attitudes have been the focus of previous police 

professionalization research (Krimmel, 1996).  The results of investigations into these types of 

questions have allowed for a better understanding of how higher education is linked to the 

professionalization of policing, and has opened the field for further debate and inquiry (Carter & 

Wilson, 2006; Eterno, 2008). 

At the same time, much of the research into the effects of higher education on police 

performance has, “suffered from poor methodologies, such as inadequate samples and the 

inability to control for theoretically relevant variables.  In addition, previous inquiries have 

focused on but one single behavior per study” (Rydberg & Terrill, 2010, p.  92).  This is due to 
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the many confounding variables that occur when examining police performance in the field 

(Krimmel, 1996).  One solution to this challenge is to conduct such studies in more controlled 

environments.  As an example, the police academy provides an ideal context to explore 

professional practice across similar conditions.  Unfortunately, very few studies have looked at 

higher education and its effect on police performance in such a controlled environment (Aamodt 

& Flink, 2001; Scarfo, 2002).  The need for such research is supported by White’s (2008) study 

on identifying good police officers early  – during their police academy training – which 

suggests that police officers that perform well at the academy also perform well in the field. 

There are very few – if any in the Canadian context – published comparisons between 

previous work experience and higher education as it relates to police academy performance.  If 

higher education is important to police professionalization as argued by Carter, Sapp and 

Stephens (1988) it is important to determine if a relationship between higher education and 

police academy performance exists.  In addition, determining if that relationship is stronger than 

a relationship between previous work experience and academy performance ought to also be 

explored. 

Barriers to Higher Education as a Bona Fide Occupational Requirement 

Throughout the larger police community in Canada the debate with regard to higher 

education and its relevance to the field of policing has not been settled (Ratchford, 2001).  

Carter, Sapp and Stephens (1991) note that there are typically three main arguments that are put 

forth as barriers to instituting higher education as a bona fide occupational requirement: (1) law 

enforcement salaries are not competitive enough; (2) there are few university students who want 

to enter policing upon graduation; and (3) there are few minority group members who embark on 

a university education and who want to pursue a career in policing.  While these barriers are 
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from an American study, they are similar to those perceived to be the issues by police leaders 

and administrators in Canada (Ratchford, 2001). 

A Canadian Perspective  

In Canada, very little has been done with respect to reviewing the educational 

requirements of entry-level police officers: 

With the exception of forces in Quebec, where graduation from a community college is 

becoming a minimum entry standard, most forces require a grade 12 education or its 

equivalent.  As the pool of applicants increases, the recruitment of a probationer 

constable with this level of education is now becoming increasingly rare.  Although not 

formally stated, most new recruits have some university or college education.  (Seagrave, 

1997, p. 75) 

While the province of Quebec has made steps to formalize higher education as an occupational 

requirement, in the wider Canadian context, there is still a divide as to the relevance of higher 

education in policing.  Buckley’s (1991) survey of Canadian municipal police officers (N = 156) 

attitudes towards higher education indicated that those who do not have a university education 

perceived it as having little value.  Additionally, it was gleaned that older officers – and often 

those in positions of greater authority and leadership – perceived university education as a threat 

to their careers.  These types of attitudes amongst police officers, particularly in leadership 

positions provide a significant challenge to police professionalization trough education in 

Canada. 

In contrast to Buckley’s (1991) survey, Seagrave (1994) found that at the federal level of 

policing,  

A university degree is now considered vital for those who have aspirations of achieving 
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senior management ranks.  The RCMP encourages and supports members who want to 

undertake a degree by providing periods of absence for officers to attend university.  In 

the past, it has sponsored members to complete degrees.  (p. 91) 

The contrasting opinions amongst different jurisdictions of policing are similar to the issues 

identified by Saunders (1970) in relation to the degree requirements of the FBI and Secret 

Service in contrast to municipal policing.  This same comparison can be applied to the Canadian 

context of federal and provincial or municipal policing.  Additionally, while the RCMP has the 

ability to provide its members with sponsored education programs, this comes at both an 

organizational and fiduciary cost; a cost that perhaps not all municipal police forces can afford.  

Hussein (2008) conducted a survey (N = 82) of Canadian senior police officers and found that all 

senior officers agreed “it is too costly to fully subsidize higher education, and that other 

expenditures take priority over funding higher education” (p. iii).  This is consistent with the 

findings presented in other literature.  As an example, Heath (2011) noted, in her study of the UK 

police university program that sponsored education of police officers is a costly business. 

The Canadian Police Research Landscape 

Prior to the 21st Century, police research in Canada is scant and is predominantly 

American based (Hussein, 2008).  While the reasons for such an absence of research is unknown, 

it may be hypothesized that there has been a lack of Federal support through legislation for 

meaningful inquiry, innovation and change.  Seagrave (1997) summarizes the Canadian Police 

research landscape as follows: 

The police occupy a fundamental position in Canadian society and yet the perceptions 

that many Canadians have of their police are frequently based on unrealistic and 

sensational media accounts.  Even in the academic community, the knowledge and 
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comprehension of Canadian policing is limited as sociological, criminological and 

organizational studies of police agencies are rare.  Consequently, in understanding the 

concept of policing in Canadian society, much of our insight is gleaned from studies 

undertaken in other countries, most notably the United States, and to a lesser extent 

Britain…(p.  8) 

Since the beginning of the 21st Century there has been a small but developing interest in Canada 

on police research and most notably on the topic of higher education and its importance to 

professional policing.  A small group of researchers such as Ratchford (2001), Ellis (2005), 

Trovato (2008, 2010), Stansfield (2010) and Hussein (2008) are beginning to pioneer works to 

fill the void in the literature and knowledge on the impact of higher education in the Canadian 

policing context. 

The Canadian Forces Military Police Context 

The Canadian Force Military Police (CFMP) is a federal policing organization, whose 

members are specially appointed under section 156 of the National Defence Act and credentialed 

peace officers under section 2(g)(i) of the Criminal Code of Canada (Criminal Code, 1985) as 

well as members of the Canadian Armed Forces (CAF).  CFMP are not police officers in the 

traditional sense of being sworn under a police act, largely because Canada does not have a 

federal police act; similarly, the RCMP act allows for its members to conduct federal policing 

(Royal Canadian Mounted Police Act, 1985).  Nevertheless, the Canadian Association of Chiefs 

of Police (CACP) recognizes the CFMP as part of the Canadian Policing family (Canadian 

Association of Chiefs of Police, 2011).  Additionally, CFMP enforce federal and provincial 

legislation similar to any police officer in Canada as well as rules, regulations and legislation 

particular to the CAF.  Members of the CFMP are responsible for policing matters with respect 
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to the members and families of the CAF and the Department of National Defence (DND) 

wherever they may be around the world.  CFMP routinely exercise jurisdiction wherever military 

personnel are employed, whether on combat operations overseas, on CAF Bases across Canada 

or on training in Canada’s arctic region. 

A college diploma – preferably a Police Foundations or similar diploma – is the desired 

level of education for non-commissioned MP members; however, it is not a requirement and not 

the only way to become a CFMP non-commissioned member.  Non-commissioned members 

(NCMs) of the CAF can request an occupational transfer to the CFMP if they have served five 

years in another trade of the CAF, regardless of whether they have achieved a college diploma or 

not.  In addition, personnel with 5 or more years of service in a civilian law enforcement agency 

may also apply without meeting the educational requirement.  Although the CFMP have placed 

an emphasis on education for new recruits joining the organization without prior military 

experience, there is no consensus amongst academics, educators, police trainers and police 

leaders about what the appropriate level of education ought to be, or if an education level should 

be established as an occupational qualification requirement (Carter et al., 1988; Hussein, 2008; 

Ratchford, 2001). 

There have been very few studies that have been conducted using Canadian Police as a 

sample since 2000.  With respect to the CFMP, I have only been able to identify one empirical 

study that has used the CFMP as a sample.  Hodgson (2006) conducted a psychometric 

properties study with respect to the Military Police Assessment Center (MPAC) by using data 

from a sample (N = 323) candidates, in order to assess the reliability and construct validity of the 

MPAC.  Her findings indicated that there are both reliability and construct validity issues with 

the MPAC process.  This study, while enlightening, does not provide any insight to the question 
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central to this inquiry. 

Summary 

The concept of a highly educated police force is not new; in fact this issue has been a 

pivotal discussion in police professionalization since Sir Robert Peel, the architect of modern 

policing, gave rise to an organized and professional police force during the late 19th Century in 

the United Kingdom.  In North America, August Vollmer fought for police professionalization 

during the early twentieth Century, as the Chief of Police of the Berkeley, California police force 

and as a pivotal member of the International Association of Chiefs of Police (IACP).  Due in 

large part to August Vollmer’s insistence, the IACP decreed that vocational classroom 

instruction was a necessity for new police recruits (McDonnell, 2008).  This initial effort by the 

IACP demonstrated that proper training and education for citizens wishing to become police 

officers could no longer be solely received ‘on the beat’ but rather required formal education and 

vocational training (Bonzelet, 1983).  Despite these initial early efforts to professionalize 

policing through education, over a century later only one percent of all American police forces 

require a Baccalaureate degree as a minimum educational requirement for consideration for 

employment (Bruns, 2010).  In Canada, while many police forces prefer recruits with higher 

education, for most police forces the minimum educational requirement is a Grade 12 education 

(Seagrave, 1994, Human Resources and Skills Development Canada, 2012).  In fact, the only 

police force in Canada that imposes a requirement of education beyond high school – in the 

absence of at least 5 years experience in a related field – is the Canadian Forces Military Police. 

My research expands on the previous police research conducted in the civilian policing 

context by including the Canadian Forces Military Police into this line of inquiry.  Specifically, 

my work compared performance of recruits whose backgrounds vary with respect to their 
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education and previous work experience.  The recruiting nature of the Canadian Forces Military 

Police allow for a candidate pool that either brings previous work experience or higher 

education, rarely do military police recruits have both.  By using this professional police force as 

a model for comparing the performance of recruits with previous work experience against those 

with higher education, it is hoped that it will increase transparency and awareness of the 

Canadian Forces Military Police as well as provide further empirical evidence to inform the 

debate on police professionalization through higher education.
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Chapter 3 

Method 

My research focused on the factors that may lead to increased police professionalism.  In 

particular, I am interested in the impact of higher education on policing knowledge, practice and 

performance, in comparison to previous work experience.  The research literature in the 

Canadian context is small but highlights an ongoing desire to increase the educational 

requirements for those wishing to become police officers and the potential positive effect this 

may have on the profession (Ellis, 2005; Husein, 2008; Ratchford 2001; Stansfield, 2010, 

Travato 2008).  The literature has also shown it is easiest to measure police performance in the 

controlled environment of the police academy and; that academy and field performance may in 

fact be linked (White, 2008).  This research used the framework provided by previous research in 

a civilian-policing context to examine the differences in academy performance for Canadian 

Forces Military Police (CFMP) recruits based on their education level or previous work 

experience.  The research methods were used to answer the following questions: 

1. What is the factor structure of the performance objectives on the Military Police 

Qualification Level 3 (MP QL3) course and how many factors do the 13 formally 

assessed performance objectives (POs) actually measure? 

2. What are the differences in performance between recruits with higher education 

when compared to those with previous work experience on course completion of 

the MP QL3 course? 

3. What are the differences in performance between recruits with higher education 
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when compared to those with previous work experience on practical achievement 

and written achievement? 

4. What are the differences in performance between recruits with higher education 

when compared to those with previous work experience on course average of the 

MP QL 3 course? 

This chapter describes the method used to address the research questions posed.  It includes a 

description of the data collection and analytic procedures. 

This study followed a non-experimental, comparative study design.  A comparative study 

design allows the researcher to examine the between group differences based on the dependent 

variable (McMillan & Schumacher, 2010).  My research examined the between group 

differences of recruits with higher education and those with previous work experience in order to 

determine which group performed better on the MP QL3 course. 

Data Collection Authorization 

As a current serving CFMP Officer, the Canadian Forces Provost Marshal (CFPM) and 

his staff knew the intent of my study when I began my Master of Education in September 2012.  

Notwithstanding, in order to undertake the study, the proper procedures for obtaining permission 

from the CFPM, as the training authority for the CFMP were required.  The process to secure 

permission was similar to that of the university colloquium and ethics requirements.  A proposal 

of study was submitted in April 2013 then subsequently verbally presented in May 2013 to the 

CFPM.  During the verbal presentation, the CFPM and his staff had the opportunity to provide 

comment and suggestions, which proved helpful in focusing the study.  Ultimately, at the 

conclusion of the presentation the CFPM provided his verbal approval of the research project and 

gave written consent for the data collection to begin.  Data collection began in June 2013 at the 
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Canadian Forces Military Police Academy (CFMPA) located at Canadian Forces Base (CFB) 

Borden.  The CFMPA provided full access to all recruit files and information as well as access to 

instructors and course administrators as required. 

Data Collection 

This research used historical data containing demographic information (age, gender, 

education level and previous work experience), grades (percentage scores) and results (pass/fail) 

obtained by Military Police recruits on the MP QL3 courses from 2010 – 2013 (N = 331).  Of 

this sample, 230 of the recruits had completed higher education and 101 recruits had previous 

work experience.  The entire sample of recruits was included in the analyses, including those 

who did not graduate (n = 32) when required. 

The CFMPA recruit files and the electronic test score database were used to collect 

historical data of previous MP QL3 recruits spanning the time frame between January 2010 and 

April 2013 with respect to the pertinent demographic data (age and gender), the independent 

variable of recruit background (education level and previous work experience) and the dependent 

variables related to course performance.  All recruit demographic information was held in hard 

copy while test scores were held electronically in the CFMPA electronic database as well as in 

hardcopy in their recruit files.  The CFMPA recruit files were used to collect the recruit 

demographic data as well as verify the accuracy of the information recorded in the electronic test 

score database.  The demographic data and the test score data were then combined into one 

database to be used for analysis in this study. 

The independent factor of recruit background was used to separate the recruits into two 

groups; those with higher education and those with previous work experience.  For the purposes 

of this study, higher education was defined as the completion of a college diploma or higher.  
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Previous work experience was defined as five years of employment in either the Military – in 

another branch of service other than the Military Police – or another law enforcement agency.  

These represent the current criteria for selection to the CFMP. 

The MP QL3 course comprises of 15 Performance Objectives (POs) of which 13 are 

formally assessed.  Appendix A provides a brief description of these performance objectives.  

The performance objectives are labeled PO1 – PO13, PO15 and PO16.  The objective, PO14 was 

omitted from the MP QL3 course prior to 2010.  Each of these performance objectives must be 

passed in order to successfully complete the MP QL3 course.  Each of these 13 formally assessed 

POs (POs 10 and 12 are not formally tested) is comprised of enabling checks (ECs) and 

culminates in performance checks (PCs).  These ECs and PCs, consist of 68 separate assessments 

administered during each six-month course, and represent the method of measuring course 

performance.  Of these 68 tests, 19 are assessed using a percentage score, 26 are assessed as a 

pass or fail and the remaining 23 are opportunities for the instructors to provide written or verbal 

feedback to the students.  Appendix B provides a detailed breakdown of the MP QL3 assessment 

plan with respect to the 68 assessed tests.   

Upon examination of descriptive analysis of the data, it was determined that five 

percentage scored tests and six pass/fail scored tests were not useable for analysis.  These 

percentage-graded tests were removed from analyses due to missing data.  Not all courses had 

administered these tests during the timeframe examined due to a re-writing of the course content.  

Of the 26-pass/fail tests, six tests had pass rates of 100% and as they did not contribute any 

between group variance they were also omitted from analyses.  This left 14 percentage-scored 

tests and 20 pass/fail tests for analysis.  The dependent performance variables comprised of the 

14 tests assessed using a percentage score and the 20 tests assessed using pass/fail that were 
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useable for further analysis.  Recruits have one re-test opportunity if they fail a test – up to three 

total re-tests for the course.  In order to provide variance in the scores and to measure recruits 

first measure of assessed performance, the test scores that were used for analysis in this study 

were the first test score awarded – the re-test scores were not used (White, 2008; Wright, Dai & 

Greenbeck, 2011). 

The dependent variables were characterized differently depending on the research 

question being asked.  For research Question 1, the tests were subjected to exploratory factor 

analysis (EFA) in order to determine the underlying factor structure of the 14 percentage scored 

tests and the 20-pass/fail tests.  For Question 2, the dependent variable was dichotomous and 

measured as; did not complete the course (coded as 0) or completed the course (coded as 1).  For 

Question 3, all percentage-scored and pass/fail tests were analyzed separately for between group 

differences.  Between group differences were then subsequently examined using the factors and 

their factor scores resulting from the EFA from Question 1.  These factor scores were used to 

examine between group differences with respect to performance.  In Question 4, the dependent 

variable was continuous and represented each recruit’s overall course average.  For all instances 

where pass/fail was used, fail was coded as 0 and pass was coded as 1. 

Data Analyses 

In order to compare higher education and previous work experience and the impact they 

may have on performance during the MP QL3 course this research employed descriptive and 

inferential statistics as well as EFA using the Statistical Program for the Social Studies Version 

20 (SPSS v. 20).  Descriptive statistics described central tendencies, standard deviation, kurtosis 

and skewness.  This was used to assist in the description of recruits between groups and in order 

to determine distribution characteristics. 
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A factor analysis of the written course performance objectives was conducted in order to 

determine if the factor structure of the outcome measures differed from the 13 formally assessed 

POs.  Chi-squared and ANOVA analyses were performed in order to determine to what extent 

there were between group differences based on the dependent variable of performance and the 

independent variable of recruit background (higher education or previous work experience).  

These analyses were conducted in order to determine between group differences with respect to 

overall course completion, overall course average as well as written and practical performance. 

Exploratory Factor Analysis was used in order to propose an overall factor structure for 

the assessments in the course.  The resulting factors were examined against the performance 

objectives in order to provide an overview of what is actually being assessed on the MP QL3 

course.  Principal Axis Factoring was used with both Varimax and Oblimin rotations and the 

simplest factor structure possible was extracted.  Scree plots were used in order to assist in 

determining the simplest factor structure. 

A chi-square test was used in order to examine the impact of higher education when 

compared to previous work experience on course completion of the MP QL3 course.  Recruits 

were grouped based on the dichotomous independent variable of background (previous work 

experience or higher education).  The dependent variable of performance was classified as a 

dichotomous variable and presented as a function of course completion (did not complete or 

complete). 

ANOVA was used to explore the between group differences based on the independent 

factor of recruit background and the dependent variables related to performance on the individual 

assessments, factors and the overall scores.  The between group differences were explored using 

percentage scored tests.  Written performance was further analyzed using the factor structure 
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determined in Question 1.  Factor scores were used during the ANOVA analyses of the factors 

determined in Question 1 in order to determine the between group differences.  Specific 

hypotheses for each question of this research are shown below in null form: 

1. The factor structure will not differ from the 13 formally assessed performance 

objectives of the MP QL3 course.  This will be tested through an exploratory factor 

analysis. 

2. There are no significant between group differences in performance based on recruit 

background and the performance measure of course completion of the MP QL3 

course.  This will be tested with chi-square to determine a χ2 value.  This hypothesis 

was tested at α = 0.05. 

3. There are no significant between group differences based on recruit background with 

respect to the 14 percentage-scored and 20 pass/fail tests or with on the MP QL3 

course.  This will be tested using ANOVA in order to determine an F value. 

4. There are no significant between group differences based on recruit background 

based on the overall score achieved on the MP QL3 course.  This will be tested using 

ANOVA in order to determine an F value. 

In Questions 3 and 4 where multiple analyses were conducted to examine the between 

group differences, a conservative approach was used to determine α; it was calculated using a 

Bonferroni correction technique (0.05/number of tests).
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Chapter 4 

Results 

Data analyses were conducted in three phases; the first phase used descriptive and 

inferential statistics to provide an overall picture of the sample and the course demographics 

within the Canadian Forces Military Police (CFMP), and to compare this sample to the rest of 

the Canadian police population in terms of age and gender.  The second phase used exploratory 

factor analysis (EFA) in order to determine the factor structure of the tests on the Military Police 

Qualification Level 3 (MP QL3) course.  The third phase used inferential statistics to explore 

group differences in academy performance, using the factors created in Phase 2 as well as other 

measures of performance.  The second and third phases were used to answer the four proposed 

research questions. 

Phase 1 – Descriptive Analysis 

Prior to conducting analyses, descriptive statistics were calculated for the entire sample 

of recruits included in the study.  A total of 299 of the 331 of the sample recruits completed the 

course for an overall course completion rate of 90%.  The overall course average of 88% was 

quite high, but not all that surprising given that the minimum passing score for the course is an 

overall average of 75% (see Table 1). 
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Table 1 

MP QL3 Course descriptive statistics 

 N Mean 
(SE) 

SD Skewness 
(SE) 

Kurtosis 
(SE) 

Course Completion 331 0.90 
(0.02) 

.30 -2.74 
(0.13) 

5.55 
(0.27) 

Course Average 299 88.39 
(0.23) 

4.03 -8.30 
(0.14) 

3.10 
(0.28) 

 

The sample of 331 Military Police recruits was broken down into two groups – those with 

higher education (n = 230) and those with previous work experience (n = 101).  The first sets of 

analyses were used to describe the demographics of these two groups of Military Police recruits.  

The recruits with higher education were comprised of more females (16.52%) and were on 

average younger (Mage = 26.73) when compared to those recruits with previous work experience 

(0.03% females, Mage = 30.33).  These differences were statistically significant in terms of 

gender, (χ2 (1, 331) = 11.88, p < .05 and age, F (1, 329) = 38.19 p < .05). 

In order to provide some evidence regarding the ability for these results to be generalized 

across populations, the demographics of gender and age within the CFMP MP QL3 recruits were 

compared to the wider population of Canadian police recruits.  The average percentage of 

females in policing in Canada is 20%.2  Females made up 12.4% of the sample of the recruits of 

MP QL3 course; almost 8% less than the national average.  In light of this difference, a chi 

square goodness of fit test was performed, χ2 (1, 331) = 11.99, p < .05.  The chi square test 

indicated that there was a statistically significant difference between the proportion of females in 

the MP QL3 course compared to the national average of women in policing, however, this 

                                                
2 The average age of police recruits and gender breakdown of police in Canada as found on the RCMP website, 
http://www.rcmp-grc.gc.ca/fs-fd/cadet-eng.htm 
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percentage is consistent with the percentage of women in the CFMP and the Canadian Armed 

Forces (Government of Canada, 2013).  This difference between the number of female recruits 

on the MP QL3 and the national average of women in policing may impact the generalizability 

of the findings beyond the MP QL3.  Police research indicates that women tend to have a higher 

level of education when compared to their male counterparts (Ratchford, 2001).  A one-sample t-

test failed to reveal a statistically significant difference between the mean age of Military Police 

recruits (Mage = 27.83, SD = 5.14) and the national average (27) age of police recruits, 

t(330) = 2.93, p > .05. 

Phase 2 – Exploratory Factor Analysis 

Exploratory factor analysis is used to find patterns within a data set, and this allows for 

variables to be clustered into groups, or factors (Vogt, 2007).  An exploratory factor analysis was 

conducted to determine the factor structure of the 34 formally assessed tests.  In order to conduct 

a factor analysis, the dependent variables should be similar in structure, continuous or 

dichotomous (Vogt); therefore, the 14 percentage scored tests were first subjected to an EFA to 

determine their factor structure.  Next, the 20 dichotomous (pass/fail) tests were subjected to a 

separate EFA in order to determine their factor structure.  These results were then used to 

identify underlying factors within the MP QL3 course tests. 

Question 1 – The Factor Structure of the MP QL3 Course Tests 

Initially, the suitability of the 14 written tests of the MP QL3 course assigned a 

percentage score were examined for EFA suitability.  The Kaiser-Meyer-Olkin measure of 

sampling adequacy was 0.70, above the recommended value of 0.60, and Bartlett’s test of 

sphericity was significant, χ2 (91) = 840.57, p < .05.  Given these indicators, all 14 tests were 

included in the factor analysis (see Table 2).  Principal-axis factoring was used to conduct the 
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analysis because the primary purpose was to explore the possible factor structure of the written 

tests of the MP QL3 course.  Priority was given to determining a simple factor structure while 

acknowledging that there would likely be latent factors that would be difficult to ascertain with 

this sample size.  The initial eigenvalues showed that the first factor explained 24.21% of the 

variance, the second factor 12.20% of the variance, and a third factor 9.64 % of the variance.  

The fourth and fifth factors had eigenvalues of just over one, each factor explaining between 7% 

and 8% of the variance. Two and three factor solutions were examined, using oblimin and 

varimax rotations.  The two-factor varimax solution, which explained 36% of the variance, was 

preferred due to the difficulty of interpretation and insufficient number of primary loadings 

associated with the oblimin solution. 

The two-factor solution resulted in two tests, “Process Evidence” and “Operate Police 

Emergency Vehicle”, being removed from analyses because they did not contribute to a simple 

factor structure and failed to meet a minimum criterion of having a primary factor loading of 0.3 

or above; hence, were not used in the final factor analysis.  The principal-axis factor analysis was 

repeated with the remaining 12 items, using a varimax rotation.  The two factors explained 42% 

of the variance and all items had primary loadings over 0.3.  The factor structure suggests that 

along with the unique attributes being measured by each test, the set of tests also appear to 

measure two underlying factors (1) Procedural Knowledge and (2) Regulatory Knowledge.  The 

tests within the Procedural Knowledge appear to have assessed the recruits’ abilities to 

understand what must be performed in a logical sequence (i.e.: Arrest procedure theory, Use of 

Force Continuum theory), or those tasks that are performed by Military Police, which are 

procedural in nature.  The tests within the Regulatory Knowledge factor appear to have assessed 

the recruits’ abilities to articulate what must be done, why something was done, or provide a 
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deeper understanding or interpretation of the law.  Such tests as Understand DND Laws and 

Regulations, Understand the Criminal Code, and articulate reasons for affecting an arrest fell 

within this factor (see Table 2).  Conceptually, the two excluded tests appeared to be testing 

elements of both factors.  While the factor analysis attempted to classify these percentage scored 

tests into two factors, the low communalities and the variance accounted for by the two factors 

suggest that the individual tests themselves may have also been measuring unique attributes. 

Internal consistency for each of the two factors was calculated using Cronbach’s alpha.  The 

alphas were moderate for Procedural Knowledge (7 items) and for Regulatory Knowledge (5 

items) with both having α = .70.  No substantial increases in internal consistency could be 

achieved by eliminating more items. 

Table 2 

Factor loadings and communalities for 12 percentage scored tests (N = 299) 
 Procedural  

Knowledge 

Regulatory 

Knowledge 

Communality 

Enforce Regulations .66  .44 

Effect an Arrest .51  .30 

Use of Force  .46 .22 

Search Procedures  .34 .24 

Processing Detained Persons .35  .25 

LOAC .49  .33 

DND Laws and Regulations  .44 .24 

Effect and Arrest test #2  .60 .49 

Use of Force #2 .75  .57 

NDA and CC Search Warrants .37  .25 

Process Detained Persons #2 .39  .21 

LOAC and Geneva Conventions  .78 .61 

 

Factor scores were created using the mean of the scores of the items in each factor for the two 
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identified factors. Descriptive statistics are presented in Table 3.  The skewness and kurtosis 

values were within a tolerable range for assuming a normal distribution for both Procedural and 

Regulatory Knowledge factors. 

Table 3 

Descriptive statistics for the three MP QL3 Course factors (N = 299) 

 
No. of 

items 

M 

(SD) 

Skewness 

(SE) 

Kurtosis 

(SE) 

Cronbach’s 

Alpha 

Procedural Knowledge 7 
87.01 

(5.91) 

-2.11 

(0.13) 

10.13 

(0.27) 
.70 

Regulatory Knowledge 5 
87.80 

(6.46) 

6.46 

(-1.88) 

6.88 

(0.27) 
.70 

 

In addition to the two factors gleaned from a principal-axis factoring of the written 

percentage scored tests on the MP QL3 course, an EFA of the practical tests assigned a pass/fail 

grade was attempted.  Initial attempts revealed very little variability in the scores as the vast 

majority of recruits passed each test.  Hence the decision was made that these 20 pass/fail tests 

would be categorized as one factor.  Additionally, each test was analyzed separately in Question 

3 for between group differences using a chi-square test. 

Phase 3 – Inferential Analysis 

Inferential statistics were used to explore the between group differences and to determine 

the answers to the three remaining research questions.  ANOVA and chi-square statistical tests 

were used to determine between group differences based on course completion, written and 

practical performance as well as factor scores based on the factor structure determined in 

Question 1.  Finally, an ANOVA was conducted based on the course average of recruits with 

higher education and those with previous work experience on the MP QL3 course. 
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Question 2 – between group differences based on course completion 

A chi-square statistical test was conducted to compare course completion rates for 

recruits with higher education (n = 230) and recruits with previous work experience (n = 101) on 

the MP QL3 course.  The results of the chi-square were not statistically significant  

(χ2 (1, n = 331) = .01, p > .05), with virtually no difference in course completion rates between 

groups with the failure rates being, 9.5 % for recruits with higher education and 9.9% for those 

with previous experience.  Due to this result it was not possible to reject the null-hypothesis and 

it appears that the course completion rates did not differ for recruits based on education or 

previous work experience. 

Question 3 – written and practical test between group differences 

In order to examine the between group differences with respect to written and practical 

test performance between MP recruits with higher education and those with previous work 

experience, a series of one-way ANOVA tests were first conducted for all 14 percentage scored 

tests and Chi-Square tests were conducted on the 20 pass/fail scored tests.  A Bonferroni 

correction technique was used to determine the appropriate level of significance for both the 

written and practical tests.  For the written tests α = 0.004 and for the practical tests α = 0.003.  

All ANOVA and Chi-Square test results can be found in Appendix C.  The analyses revealed 

that recruits with previous experience had higher observed scores on 8 of the 14 percentage-

scored tests, while recruits with higher education had higher observed scores on the remaining 6 

tests.  Only two of the observed score differences were significant.  Recruits with higher 

education (M = 88.76, SD = 10.59) performed significantly better than those with previous work 

experience (M = 85.41, SD = 8.54) on the Enforce Regulations test (F (1, 328) = 7.81, p < .004), 

while recruits with previous experience (M = 91.76, SD = 5.58) performed better than those with 
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higher education (M = 89, SD = 7.72) on the test Use of Force #1 (F (1, 306) = 12.55, p < .004). 

With respect to the 20-pass/fail tests, recruits with higher education had lower observed 

failure rates on 7 tests, while those with previous work experience had lower observed failure 

rates on the remaining 13 tests.  Chi-Square analysis of all 20 practical tests revealed no 

statistically significant between group differences on any test.  Failure rates of each test were 

calculated and can be found in Appendix C. 

Between group differences were further examined using the Procedural, Regulatory and 

Practical Knowledge factors using the calculated factor scores. 

 Table 4 provides the ANOVA results.  A Bonferroni correction technique was again 

used for to determine the appropriate significance level.  As factor analysis of the percentage 

scored tests revealed a two factor structure – Procedural Knowledge and Regulatory Knowledge 

– the Bonferroni correction resulted in α = 0.025.  The null hypothesis was that there was no 

statistically significant difference between these groups. 

The recruits with previous work experience had slightly higher observed Procedural 

Knowledge scores (M = 87.75, SD = 4.47) when compared to those recruits with higher 

education (M  = 87.67, SD = 4.82).  These observed between group differences were not 

statistically significant (F (1, 297) = 0.20, p > 0.025).  Recruits with higher education had higher 

observed scores for Regulatory Knowledge (M = 88.19, SD = 5.56) when compared to those 

recruits with previous work experience (M = 87.76, SD = 4.03).  Once again, these observed 

between group differences were not statistically significant (F (1, 297) = 3.77, p > 0.025). 

The Practical Knowledge factor score was calculated as overall pass rates for the 

practical tests.  Recruits with higher education had a slightly higher pass rate (M = 99.95, SD = 

5.96) than those recruits with previous work experience (M = 99.94, SD = 5.99).  These scores 
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resulted in no between group differences (F (1, 297) = 0.00, p > 0.05.  Based on these results it 

was not possible to reject the null-hypothesis, and it was determined that recruits with higher 

education or previous work experience receive similar scores across the training factors, 

Procedural, Regulatory and Practical Knowledge. 

Question 4 – overall course average between group differences 

A one-way ANOVA of the MP QL3 recruits who completed the course (N = 299) was 

conducted to compare means of the overall course average for those recruits with higher 

education (n = 208) and those with previous work experience (n = 91).  The null hypothesis was 

that there would be no statistically significant difference between these groups.  The recruits with 

higher education obtained a higher observed course average and a lower degree of variance 

between scores (M = 88.62, SD = 3.68) when compared to those recruits with previous work 

experience (M  = 87.87, SD = 4.71).  A Levene’s test demonstrated that the assumption of 

homogeneity of variance was violated, indicating that the variance in scores differed across the 

two groups.  A Browns-Forsythe procedure was conducted to complete the ANOVA, as equal 

variance could not be assumed.  The ANOVA results demonstrated that these between group 

score differences were not statistically significant, (F (1, 297) = 1.82, p >  .05).  Based on these 

results it was not possible to reject the null hypothesis, as there was not a statistically significant 

difference between recruits with higher education and those with previous work experience 

based on overall course average. 
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Table 4 

One-way ANOVA results 

 
Higher Education Previous Work Exp ANOVA 

n M SD n M SD F p 

Procedural Knowledge 208 87.75 4.47 91 87.67 4.82 0.20 0.89 

Regulatory Knowledge 208 88.19 5.56 91 87.76 4.03 0.44 0.51 

Practical Knowledge* 208 99.95 5.96 91 99.94 5.99 0.00 0.99 

Course Average 208 88.62 3.68 91 87.87 4.73 1.96** 0.16** 
*Practical Knowledge mean is the average pass rate over the 20 pass/fail tests. 
**Assumption of homogeneity of variance was violated, therefore Brown-Forsythe F-ratio is reported. 
 
 No statistically significant performance differences were discovered between recruits 

with higher education and those with previous work experience on the MP QL3 course, 

regardless of how performance was measured.  As a result, it was not possible to reject any of the 

null hypotheses proposed.  However, the factor structure of the MP QL3 course does not appear 

to align with the 13 PO structure that is currently used as the assessment methodology for the 

course.  EFA suggests that the tests of the MP QL3 are best grouped into three factors, which 

have been termed, Procedural, Regulatory and Practical knowledge.
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Chapter 5  

Discussion 

The purpose of this study was to compare the academy performance of Military Police 

recruits with higher education against those with previous work experience on the Military 

Police Qualification Level 3 course (MP QL3).  This study posed the following research 

questions: 

1. What is the factor structure of the performance objectives on the Military Police 

Qualification Level 3 (MP QL3) course and how many factors do the 13 formally 

assessed performance objectives (POs) actually measure? 

2. What are the differences in performance between recruits with higher education 

when compared to those with previous work experience on course completion of 

the MP QL3 course? 

3. What are the differences in performance between recruits with higher education 

when compared to those with previous work experience on practical achievement 

and written achievement? 

4. What are the differences in performance between recruits with higher education 

when compared to those with previous work experience on course average of the 

MP QL 3 course? 

The research questions focused on various ways of measuring course performance, including 

course completion, practical performance, written performance and overall course average.  Due 

to the nature of the assessment structure of the MP QL3 course, this study also included an 
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exploratory factor analysis of the written tests in order to identify an underlying factor structure 

for these tests.  In order to address these research questions, the study used demographic and 

course related data from recruits of the Canadian Forces Military Police Academy (CFMPA) 

who attended the MP QL3 course between January 2010 and May 2013.  Analyses of these data 

included, descriptive statistics, exploratory factor analysis, chi-square tests and ANOVA. 

The study comprised of two distinct groups within the sample of 331 MP QL3 

candidates; 230 recruits had higher education and 101 had previous work experience.  Recruits 

with higher education must have had a college diploma or higher, whereas recruits with previous 

work experience had five years in another branch of the Canadian Armed Forces (CAF) or 

another law enforcement agency. 

This chapter is arranged into three sections.  The first reviews the results of the analyses 

in reference to the research questions posed.  The second denotes those aspects of the study that 

hinder the ability of the findings to be generalized or may impact the soundness of the findings.  

Finally, the chapter concludes with recommendations outlining both possible future research and 

policy implications for the Canadian Forces Military Police (CFMP) and the Canadian policing 

community at large. 

Findings 

The first research question examined the overall factor structure of the MP QL3 

assessment structure.  The MP QL3 uses two different forms of assessment.  The first form of 

assessment uses a dichotomous scoring scale (pass/fail) to assess performance on practical tests.  

The second form uses a continuous scoring scale (percentage) to assess written performance.  In 

all there are normally 68 tests on the MP QL3 course, 19 are graded using a percentage scale, 26 

are graded pass/fail scale and 23 are opportunities for the instructors to provided written or 
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verbal feedback.  Hence my research used 14 percentage scored tests and 20 pass/fail scored tests 

as the foundation for my analyses. Exploratory factor analysis of the 14 percentage scored tests 

revealed a two-factor structure for the percentage scored tests; these structures were termed, 

Procedural Knowledge and Regulatory Knowledge.  Exploratory factor analysis was also 

attempted on the 20-pass/fail tests; however, the low variability in the scores made it impossible 

to find simple structure.  A decision was made to classify all 20 pass/fail tests into a factor 

termed Practical Knowledge.  This factor structure of the MP QL3 course tests provides a new 

way to describe the underlying constructs being taught, learned and ultimately assessed during 

the course.  It may also allow for future changes to the course assessment structure, which will 

be discussed further in the recommendations section. 

The next three research questions evaluated the between group (Higher Education and 

Previous Work Experience) differences on course performance.  Each question characterized 

performance differently, and analytic methods were selected based on the outcome measure to be 

compared.  Question 2 defined performance as course completion.  Completion rates of the two 

groups were analyzed.  A chi-square test was used to determine the between group differences.  

There was an overall course attrition rate of approximately 10 percent for all candidates and this 

attrition and program failure rate was almost exactly the same for both groups.  These results 

suggest that the attrition rate in the MP QL3 is similar regardless of recruits’ background 

experiences obtained through higher education or work experience. 

Question 3 analyzed the between group differences based on written and practical 

performances on the MP QL3 course.  A series of ANOVAs was used with a Bonferroni 

correction (α = 0.004) to reduce Type 1 error to analyze between group differences on all 14-

percentage scored tests and the factor scores determined in Question 1.  Two significant between 
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group differences were found.  Recruits with higher education performed significantly better on 

the “Enforce Regulations” test, and recruits with previous work experience performed 

significantly better on the “Use of Force Test #1.”  No significant differences were found across 

the 12 remaining percentage scored tests.  Similarly, there were no significant group differences 

across the two factors, Procedural and Regulatory Knowledge.  Chi-square tests were used to 

analyze between group differences on the pass/fail tests based on pass rates of these tests, again a 

Bonferroni correction technique was used which set α = 0.003.  There were no statistically 

significant between group differences between the two groups on any of these tests.  The  

20-pass/fail tests were grouped together as one factor, Practical Knowledge, and overall pass rate 

for both recruits with higher education and previous work experience were calculated.  No 

between group difference was found. 

The fourth and final question of this study addressed between group differences based on 

overall course average.  ANOVA was again used to analyze the results, and no statistically 

significant difference was found.  Combined, the findings from the 331 recruits included in this 

study indicate that recruits with higher education and those with previous experience perform 

similarly across the formally assessed outcomes for the MP QL3 course.  This is noteworthy as 

these findings suggest that MP QL3 course recruits’ educational or professional backgrounds do 

not impact their likelihood of success in the course. 

These findings contradict the anecdotal thoughts voiced by academy staff and other 

Military Police members who claim that recruits with previous work experience perform better at 

the CFMPA on the MP QL3 course.  The claims of these Military Police members indicate there 

may be certain shared assumptions that have been adopted as part of the organizational culture 

(Bolman & Deal, 2008).  The evidence displayed in this study is contrary to these cultural beliefs 
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and as such it may be difficult to change the organizational culture and beliefs to be reflective of 

the empirical evidence produced in this study. 

Limitations 

This study examined the between group differences of recruits with higher education to 

those with previous work experience during the 6-month MP QL3 course for all serials held 

between January 2012 and May 2013.  This was done to facilitate a standard comparison 

between recruits with differing experiential backgrounds.  This study did not address 

performance beyond the more “controlled” environment of the Military Police Academy.  It is 

possible that the effects of recruits’ background (higher education or previous work experience) 

on Military Police performance are not readily identifiable until later in a recruit’s career.  

Further, one potential group that was not included was those recruits with both higher education 

and previous work experience.  Nevertheless, this may actually be rare as none of the 331 

recruits across the three and a half included in this study had both prior to beginning the course. 

The MP QL3 course is both an academic and practical course given that the course 

teaches both theoretical concepts with respect to policing along with the practical application of 

the skills required in policing.  In Canada, the Canadian Association of Chiefs of Police (CACP) 

loosely regulates police training institutions but policing in Canada is under provincial 

jurisdiction.  Training institutions are primarily the responsibility of the province in which they 

reside and for which they train police officers.  There is some evidence to suggest that the 

CFMPA model is similar to the Ontario Police College (Ontario Police College, 2013); however, 

to the extent that training institutions vary across the country, it may not be possible to generalize 

this study across all police training institutions in Canada. 

This study treated the two groups of recruits as homogenous and did not further 



  

 

 

 

48 

disaggregate them into type of higher education (university or college), nor did the study 

breakdown education by other categories such as institution, province or program of study.  

Additionally, previous work experience was not further disaggregated into the nature of previous 

employment; however, all recruits in this category were consistent with the recruiting practices 

of the CFMP – 5 years previous work experience in the military or another law enforcement 

agency.  This was a conscious decision, as disaggregation would have resulted in insufficient 

sample sizes to allow for meaningful analysis of between group differences.  It is conceivable 

that had this type of disaggregation been possible evidence of more significant between group 

differences may have occurred.  Finally, there appears to be a desire on the MP QL3, to not fail 

recruits.  This is evidenced by the lack of variability found in the pass/fail scores.  This lack of 

variability makes it extremely difficult to determine if and what true performance differences 

exist. 

Recommendations 

In spite of the long-standing desire to promote post-secondary education in policing, 

there are very few empirical studies that deal with police professionalization and the role higher 

education may have as a means to achieve this in the Canadian context.  This study adds to this 

still fledgling body of literature and research knowledge, comparing recruits’ performances 

based on their education or previous work experience.  The findings have also identified other 

avenues for research needed to better understand those factors that support the success of police 

recruits during and after training.  Further funding and research is required at both the federal 

and provincial levels to allow police researchers to ask these very vital questions in order to 

provide evidence based policy decisions.  Overall the results of this lead to six specific 

recommendations. 
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1. Further joint and multi-jurisdiction research is required in order to determine 

trends between police recruits’ background and academy and field performances 

within the wider body of policing in Canada. 

2. More analytic work is required to understand the structure and quality of the 

assessment methods used in the MP QL3 course.  These methods may include 

psychometric analyses (reliability and validity studies), exploration of the 

intended outcomes to be measured, and examination of the skills actually being 

measured (e.g., factor analysis). 

3. Recruits with higher education are significantly younger than those with previous 

work experience. A clear understanding of how this may impact recruiting 

policies and subsequent performance must be gleaned. 

4. There is a need to continue to explore the factors that may affect recruit success 

within the MP QL3 and professional practice.  Detailed recruit electronic records 

need to be collected and maintained to support such analyses.  Demographic, 

academy performance and field performance records collected in a consistent and 

standardize manner would be useful in assisting further research. 

5. There seems to be a lack of variability among MP QL3 students regardless of 

background and as such it is difficult to determine performance differences.  An 

understanding of why this is occurring may be of value in future revisions of 

performance standards. 

6. The strategy of this study ought to be carried forward to understand the 

differences between recruits of higher education and previous work experience on 

Military Police field performance. 
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Research Implications 

This study highlights two significant avenues for further research.  Police 

professionalization is a broad topic that encompasses many aspects of policing; however, there 

appears to be a gap in Canada with respect to the importance that higher education and other 

previous experiences may have in this process.  Firstly, there is a need to build on this initial 

research across multiple police academies in multiple police jurisdictions to determine if the 

results of this study are consistent across the broad spectrum of policing in Canada.  In doing so, 

a better sense of the nature of police recruits will be obtained and it would then be possible to 

inform police policy makers in tailoring their recruiting and training models. 

A second research implication is to carry forward the strategy of examining between 

group performance differences beyond the academy and into the realm of police field 

performance.  This study serves as a baseline from which to start such research in the Canadian 

Forces Military Police context.  Subsequent research could continue to follow the 299 recruits 

that successfully completed the MP QL3 and were part of this initial research.  It may now be 

possible to track their progress in order to produce a longitudinal study that will ultimately 

inform on whether education or previous work experience has a differential impact on military 

police field performance.  Police research literature from other countries such as the United 

States, Australia and the United Kingdom use performance metrics such as; retention, promotion, 

evaluation reports, founded public complaints, instances of use of force, and honors and awards 

(Paterson, 2011; Rydberg & Terill, 2010).  These performance metrics could serve as a possible 

approach to a longitudinal study in the CFMP context. 

Policy Implications 

Due to the varying nature of police policies across Canadian jurisdictions, this section 
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only addresses the implications that this study may have within the CFMP context.  Hodgson’s 

(2006) psychometric analysis of the Military Police Assessment Center (MPAC) noted that there 

might be some construct and predictive validity issues with the MPAC.  The findings of this 

study suggest that regardless of these potential issues, recruits from either group in this study 

were not differentially favored or disadvantaged with respect to performance in the MP QL3 

course.  From a policy perspective this may be interpreted in two ways.  Firstly, it may call into 

question the need for the MPAC in the first place as a selection tool.  Nevertheless, the MPAC 

does assess other domains that are not necessarily assessed on the MP QL3 course and may 

eliminate those potential candidates who would not be suitable based on those domains.  The 

second interpretation is that the MPAC process, despite its potential construct and predictive 

validity issues, may be useful in ensuring that recruits selected for the course, regardless of 

background, have an equal likelihood of passing the MP QL3 course. 

The demographic information indicates a low intake of female recruits having previous 

work experience in the MP QL3 course.  An examination of recruiting policies may be necessary 

in order to review why this phenomenon is occurring and how recruiting policies can be changed 

in order to rectify this under-represented part of the population. 

The factor analysis portion of this study lends itself both to further research implications 

as well as potential policy implications.  These factors may be useful in describing the nature of 

military police training and assessment, and further research into this factor structure is of benefit 

in determining its accuracy and usefulness.  Overall the factor analysis conducted in this study 

speaks to three potential policy issues: 

1. Are the factors accurate or are there other factors, which ought to be tested? 

2. Are the levels of recruit success accurate? 
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3. Do performance expectation on the course need to be increased (increasing 

candidate variability)?  If so, it may be a call for a more demanding training program 

that is supplemented by further formative assessment.  

Conclusion 

My research compared Military Police academy performance between recruits with a 

background of either higher education or previous work experience.  The results of this work 

indicate that: 

1. Recruits with higher education are significantly younger and comprise of 

proportionately more females than those recruits with previous work experience. 

2. The 13 assessed Performance Objectives used as the assessment methodology for 

the MP QL3 represent three underlying factors, Procedural, Regulatory 

Knowledge and Practical Knowledge. 

3. There appear to be no statistically significant differences between recruits with 

higher education and previous work experience across the formally assessed 

measures of performance on the MP QL3 course. 

This research has served as an important first step towards understanding the nature of 

the Military Police recruits in the MP QL3 course and the impact of their background on their 

success in their training.  The empirical evidence from this research is enlightening, especially 

given the existing anecdotal beliefs that exist regarding the impact of recruits’ background and 

their academy performance.  This empirical evidence demonstrates there are no appreciable 

differences between these two groups of recruits in terms of their MP QL3 course performance.  

This significant difference in age of the two groups is important because it may allow 

opportunities for recruits with higher education to have greater career longevity within the 
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organization.  This may be a major consideration when developing recruiting and retention 

policies for the CFMP. 

I was unable to ascertain the impact of both higher education and previous work 

experience, as there were no recruits within the sample that possessed both of these 

characteristics.  Additionally, I did not focus on between group differences based on Military 

Police field performance.  In order to achieve this level of understanding of the impact of higher 

education on Military Police performance, an organizational commitment to long-term empirical 

research and data collection is both required and essential. 

The overall goal of this research was to initiate an empirical method to examine 

performance across distinct groups of recruits, and to begin to develop the fledgling field of 

police research in Canada.  Specifically, it was my intention to contribute to the debate about the 

role higher education has in police professionalization.  It is hoped that the literature, 

methodologies, results and recommendations compiled in this study will be used as a benchmark 

to push this type of research into all jurisdictions of the Canadian professional policing 

community. 
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Appendix A 

MP QL3 Performance Objectives 

MP QL3 Performance Objectives (PO) and Test Descriptions 

Performance Objectives Description of Test used to Assess Performance 
1. Enforce Regulations An open book examination, in which the trainee is 

required to research and interpret the references provided. 
Trainees must attain a minimum of 75% to pass. 
 

2. Conduct Law Enforcement Duties A written test administered to ensure understanding of 
theory; a minimum of 75% is required to pass. 
 

3. Respond to Emergencies A five-component test which are all graded pass/fail. All 
five components must be passed in order to successfully 
pass the PO. 
 

4. Effect an Arrest Part one – A closed book written exam in which the 
trainee must attain 75% to pass. 
Part two - A practical test, which is, graded pass/fail. 
 

5. Apply Defensive Tactics 
Techniques 

Part 1 – Consists of the trainee performing weapons 
safety precautions. The trainee will be awarded a pass/fail 
IAW a checklist outlining the critical factors to be met.  
Part 2 – Consists of a practical range qualification on the 
MP service sidearm. Trainees will be awarded a pass/fail 
based on the Military Police qualification standard 
(minimum score 77 maximum score 97). 
Part 3 – A closed book written examination, where the 
trainee must obtain a mark of 75% in order to pass. 
Part 4 –The trainee will be graded pass/fail. 
Part 5 – A practical examination. The trainee will be 
awarded a pass/fail IAW a checklist outlining the critical 
factors to be met. 
 

6. Conduct Searches A closed book written examination, where the trainee 
must achieve a mark of 75% to pass. 
 

7. Conduct General Service/Criminal 
Offence Investigations 

The trainee will be assessed on a pass/fail basis IAW a 
checklist detailing the critical factors to be met. 
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8. Conduct Interviews and 
Interrogations 

Will be tested through a practical exercise in which the 
student will be required to conduct an interview. The 
trainee will be assessed on a pass/fail basis. 
 

9. Perform Duties in Relation to 
Evidence 

A prepared closed book written examination, where the 
trainee must achieve a mark of 75% to pass. 
 

10. Conduct Court Administration Not formally tested. 
 

11. Conduct Unit Detention Room 
Activities 

A prepared closed book written examination, where the 
trainee must achieve a mark of 75% to pass. 
 

12. Conduct Community Policing Not formally tested. 
 

13. Conduct Physical Security 
Surveys 

The trainee will be assessed on a pass/fail basis IAW a 
checklist detailing the critical factors to be met. 
 

14. Execute Movement Plan and 
Orders 
 
15. Conduct Traffic Control Duties 

Removed from course 
 
 
The trainee will be required to control vehicle and 
pedestrian traffic at a designated intersection. The trainee 
will be assessed on a pass/fail basis IAW a checklist 
detailing the critical factors to be met. 
 

16. Process Refugees, Stragglers, 
PWs and Detainees 

Tested by a closed book written examination, where the 
trainee must achieve a mark of 75% to pass. 
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Appendix B 

MP QL3 Assessment Plan 

LEGEND 

EC/PC – Enabling Check or Performance Check to be assessed. 
Scope Covered – The course material to be tested. 
Purpose – What the assessment is designed to assess. 
How – Method of assessment (e.g.: written or practical test) 
When – At when time during the course it is to be assessed. 
Resource – Resource requirement to administer assessment. 
Limitation – Time constraint for assessment and score required to achieve a passing mark. 
Impact – Is the assessment (or parts of the assessment) critical to passing the course. 

PO 001 

EC/PC SCOPE 
COVERED PURPOSE HOW WHEN RESOURCE LIMITATION IMPACT 

EC 001.01 
 
 

EO 001.01 Demonstrate 
knowledge of 
Laws and 
Regulations 
pertaining to DND 

Open book 
written 
exam 

Following 
instruction 

Standard 
classroom 

2 x 50 min 
Pass = 75% 

No retest required. 
Questions 
pertaining to NDA 
156, will be a 
critical factor 

EC 001.02 EO 001.02 Demonstrate 
knowledge of 
Federal Statutes 
and Regulations 

Open book 
written 
exam 

Following 
instruction  

Standard 
classroom 

3 x 50 min 
Pass = 75% 

No retest required. 
Questions 
pertaining to MP 
Powers and 
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Charter of Rights 
will be critical 
factors 

EO 001.03 Not Tested N/A N/A N/A N/A N/A N/A 
PC 001 
 
 
 
 
 
 

EO 001.01/02 Demonstrate 
knowledge of 
enforcing 
Regulations 

Open book 
written 
exam 

Following 
instruction 

Standard 
classroom 

3 x 50 min 
PASS = 75% 

Retest Required 
Questions 
pertaining to MP 
powers and 
Charter of Rights 
will be critical 
factors. Must 
successfully 
complete this PC 
in order to pass  
PO 001. 

 
PO 002 
EC 002.01 EO 002.01 TP C Maintain MP 

Notebooks 
EC HWA 
MP 
notebook 
entries. 

Following 
instruction  

Classroom/ 
Computer Lab 

Written 
feedback 
provided 

EO will be assessed 
throughout the 
course. 

EC 002.02 EO 002.02 TP C Traffic accident 
Investigation 

Practical Following 
instruction 

Vehicles, 
accident 
investigation 
kit 

Resources, time No retest required 

EC 002.02 
(RADAR) 

RADAR 
instruction 

Confirm ability 
to estimate 
speeds 

Practical After 
instruction 

Stationary 
RADAR 

Feedback 
Provided 

No retest required 

EC 002.02 Impaired Confirm ability 
to properly 

Practical After 
instruction 

Scenarios Written 
Feedback Based 

No retest required 
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process on EC Checklist 
EC 002.04 EO 002.04 SAMPIS Work 

assignment 
Following 
instruction  

DS generated 
scenarios, 
SAPMPIS 

Written 
Feedback Based 
on EC Checklist 

No retest required 

EC 002.05 EO 002.05 
(Week 1) 

To ensure 
students 
understand MP 
Code of 
Conduct 

Home 
assignment 

After 
instruction 

Work 
assignment 

Feedback 
Provided 

No retest required 

EC 002.06 EO 002.06 Confirm ability 
to Conduct 
CPIC queries 

During class 
exercises 

During 
instruction 

RCMP 
Program 

Time No retest required 

EC 002.07 
 

EO 002.07 
 

To determine if 
students can 
make ethical 
decisions 

During class 
exercises 

During 
instruction 

Scenarios with 
DS solutions 

8 x 50 mins No retest required 

PC 002 Part 1 EO 002.02 (e) RADAR 
(Required for 
Static RADAR 
qualification) 

Written test 
(closed 
book) 

After 
instruction 

Test w/DS 
solution 

PASS/FAIL 
IAW Program 
Guidelines 

Retest required. 
Must successfully 
complete this Part to 
Pass PO 002 

PC 002 Part 2 EO 002.02 RADAR 
(Required for 
Static RADAR 
qualification) 

Practical 
Exam 

Following 
Instruction 

Must estimate 
speeds using 
Static 
RADAR 

PASS/FAIL 
IAW Program 
Guidelines 

Retest  
Must successfully 
complete this Part to 
Pass PO 002 

PC 002 Part 3 EO 002.04  SAMPIS Submit GO 
Report 

After 
Impaired 
Practical 
EX. 

Impaired 
Scenarios 

PASS/FAIL 
IAW PC 
Checklist 

Retest  
Must successfully 
complete this Part to 
Pass PO 002 

PC 002 Part 4 EO 002.06 CPIC 
(Required for 

CPKN During 
CPIC 

GP Net PASS/FAIL 
IAW Program 

Must successfully 
complete to Pass PO 
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qualification) training Guidelines 002 
PC 002 
Part 5 
(Impaired-
Practical) 

EO 002.02 
TP - D 

Perform Patrol 
duties (Impaired 
Driving) 

Practical 
Exam 

EX MP 
Detachment 

Base Borden PASS/FAIL 
IAW PC 
Checklist 

Must successfully 
complete this Part to 
Pass PO 002 

PC 002 
Part 6 
 

NOTEBOOKS Assess 
candidates 
ability to 
accurately take 
notes 

Practical As part of 
scenarios 

As per 
scenario based 
training 

Trainees will 
have one-hour 
to hand in 
completed notes 
after scenario. 

Must successfully 
complete this Part to 
Pass PO 002 

PO 003 
EC 003.01 Respond to 911 Confirm 

candidates can 
respond to a 911 
call 

Practical After 
instruction 

Classroom 
and scenarios 

Feedback 
Provided based 
on EC Checklist 

No retest required 

EC 003.02 
 

EO 003.02 Operate Police 
Emergency 
Vehicle 
Confirm 
understanding 
of Driving 
policy 

Closed book 
exam 

Following 
instruction  

Classroom As per rrogram 
guidelines  
1 x 50 min 
Pass = 75 % 

No retest required 

EC 003.02 EO 003.02 Operate Police 
Emergency 
Vehicle 

Driver 
Simulator 
Practical 

After 
instruction 

Driver 
Simulator 

Pass/Fail based 
on EC checklist 
and software 
response to 
student actions 

No retest required 

EC 003.03 (a) EO 003.03 TP A 
EMRT Practical 
exercise and pre-

To confirm 
candidate can 
effectively 

Scenario 
based 
exercise and 

Following 
instruction 

As per CF MP 
EMRT trg 
book 

Feedback 
provided based 
on EC checklist 

No retest required 
remedial training 
required 
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course package  apply EMRT 13 quizzes 
in pre-
course 
package 

and review of 
completed 
quizzes 

EC 003.03 (b) EO 003.03 TPs  
b (1) (b)(d)(e) 

Confirm 
candidates 
understand how 
to deal with 
hostages 

HWA After 
instruction 

HWA Written 
Feedback 
Provided based 
on EC Check 
Sheet 

No retest required 

EC 003.04 
 

EO 003.04 
 
TP a (3) 

Negotiate 
confrontational 
situation 
 

Practical 
exercise 

Following 
instruction 

DS scenarios 
PMQ Mock -
up 

Written 
Feedback 
Provided based 
on EC Check 
Sheet 

No retest required 

EC 003.04 
 

EO 003.04 
 
TP a (1) (a)(iv) 

Apply Suicide 
Intervention 
Techniques 
 

Practical 
exercise 

Following 
instruction 

DS scenarios 
PMQ Mock -
up 

Written 
Feedback 
Provided based 
on EC Check 
Sheet 

No retest required 

PC 003  
Part 1 (a) 
(EMRT) 
Practical 

EO 003.03 (a)  
EMRT Practical 
exercise 

To confirm 
candidate can 
effectively 
apply EMRT 

Scenario 
based 
exercise 

Following 
instruction 

As per ex 
instructions 

Pass/Fail based 
on PC checklist 

Must successfully 
complete this Part to 
Pass PO 003 

PC 003  
Part 2 (b) 
 

EO 003.03 (a) 
St-John 
Ambulance 
written exam 

To confirm 
candidate can 
effectively 
apply EMRT 

Closed book 
exam 

Following 
instruction 

Classroom 1 x 50 min 
Pass = 75% 

Must successfully 
complete this Part to 
Pass PO 003 

PC 003 
Part 3 
(Negotiate-

EO 003.04 Negotiate 
confrontational 
situation 

Practical 
Exam 

Tested in 
conjunction 
with Ex MP 

PMQ Mock -
up 

Pass/Fail IAW 
PC Checklist 

Must successfully 
complete this Part to 
Pass PO 003  



  

 

 

 

67
 

Practical) Detachment 
PC 003 
Part 4 
(Suicide-
Practical) 

EO 003.04  Suicide 
Intervention 

Practical 
Exam 

Tested in 
conjunction 
with Ex MP 
Detachment 

PMQ Mock -
up 

Pass/Fail IAW 
PC checklist 

Must successfully 
complete to pass PO 
003 

PO 004 
EC 004.01 
Part 1 
Combined with 
EC 004.02 

EO 004.01 Effect an arrest 
for Service 
Offence 

Closed book 
exam 

Following 
instruction  

Classroom 1 x 50 min 
Pass = 75% 

No retest required 
 

EC 004.01 
Part 2 

EO 004.01 Effect an arrest 
for Service 
Offence and 
articulate MP 
Powers of 
Arrest 

Practical 
exercise 

Following 
instruction 

DS scenarios 
 

8 x 50 min 
Pass/Fail IAW 
EC checklist 

No retest required 

EC 004.02 
Part 1 
Combined with 
EC 004.01 

EO 004.02 Effect an arrest 
for Criminal 
offence 

Closed book 
exam 

Following 
instruction  

Classroom 1 x 50 min 
PASS = 75% 

No retest required 
 
 

EC 004.02 
Part 2 

EO 004.02 Effect an arrest 
for Criminal 
Offence and 
articulate MP 
Powers of 
Arrest 

Practical 
exam 

Following 
instruction  

DS Scenarios 8 x 50 min 
Pass/Fail IAW 
EC checklist 

No retest required 

PC 004 
Part 1 

EO 004.01 
EO 004.02 

Effect an arrest 
for Service/ 
Criminal 
Offences 

Closed book 
exam 

Following 
instruction 
on EOs 
004.01/02 

Classroom 1 x 50 min 
Pass = 75% 

Must successfully 
complete this PC to 
proceed to Part 2. 
This Part will also 
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be tested throughout 
the course as a 
critical factor 

PC 004 
Part 2 

EOs 004.01/02 Effect an arrest 
for Service/ 
Criminal 
Offences and 
articulate MP 
Powers of 
Arrest 

Practical 
exam 

Following 
instruction 
on EOs 
004.01/02 
and PC 
004 Part 1 

EX Junior 
Ranks 

8 x 50 min 
PASS/FAIL 
IAW Standard 
PC Checklist 

Must successfully 
complete this PC to 
pass PO 004.  
PO 004 will also be 
tested throughout 
the course as a 
critical factor. 

PO 005 
EC 005.03 TOETs Confirm 

candidate can 
safely use Sig 
Sauer 

Practical After 
instruction  

Weapons Remedial 
training if 
student 
experiences 
difficulty 

No retest required 
Remedial training if 
required. 

EC 005.03 MP Shoot Confirm 
candidate can 
pass MP 
qualification 
shoot 

Practical After 
successful 
completion 
of TOETs 

As per range 
instruction 

Remedial trainig 
if student 
experiences 
difficulty 

No retest required 
Remedial training if 
required. 

EC 005.01/02 UoF Confirm 
candidate can 
safety apply 
UoF programme 

Practical After 
instruction 

As per MLP Feedback 
provided based 
on EC checklist 

No retest required 
Remedial training if 
required. 

EC 005.01/02 UoF Confirm 
candidate can 
safety apply 
UoF programme 

Written After 
instruction 

Classroom 75% to pass No retest required  
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EC 005 (IARD) IARD Confirm 
candidate can 
safely carry out 
IARD drills 

Practical After 
instruction 

As per MLP Feedback 
provided based 
on EC Checklist 

No retest required 

PC 005 
Part 1 
(TOETs-
Practical) 

EO 005.03 MP sidearm 
perform and 
articulate safety 
precautions and 
IAs & 
Stoppages  

Practical 
exam 

Following 
instruction 

TOETs 7 x 50 min 
PASS/FAIL 
IAW PC 
Checklist 

Retest 
Must successfully 
complete this Part to 
proceed to Part 4 

PC 005 
Part 2 
(Ranges-
Practical) 

EO 005.03 MP sidearm 
Qualification 

Practical 
exam 

Following 
successful 
completion 
of Part 3 

Ranges 15 x 50 min 
Pass/Fail IAW 
PC Checklist 

Must successfully 
complete this PC to 
pass PO 005. 

PC 005 
Part 3 
(UOF-Closed 
Book) 

EO 005.01 
EO 005.02 

MP Use of 
Force program 
including 
Defensive 
tactics and self- 
defense  

Closed book 
exam 

Following 
instruction 

Classroom 1 x 50 min 
Pass = 75 % 

Must successfully 
complete this part to 
proceed to part 2 
This part will also 
be tested throughout 
the course as a 
critical factor 

PC 005 
Part 4 
(UOF-Practical) 

EO 005.01 
EO 005.02 

MP Use of 
Force program 
including 
defensive tactics 
and self- 
defense 

Practical 
exam 

Following 
successful 
completion 
of part 1 
combined 
with arrest 
scenarios 

DS Scenarios 
“EX Jr Ranks” 

Included in 
 PC 004 
PASS/FAIL 
IAW PC 
checklist 

Must successfully 
complete this PC to 
Pass PO 005 

PC 005 
Part 5 

IARD Drills To confirm 
trainee can 

Judgement 
ex where 

After 
instruction 

As per Ex 
instruction 

Pass/Fail based 
on PC checklist, 

Must successfully 
complete this PC to 
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IARD Operator effectively carry 
out IARD as 
member of the 
team 

members 
will be 
assessed as 
a team 
member 

assessed as an 
individual in a 
team 
environment 

pass PO 005 

 
 
PO 006 
EC 006.01 EO 006.01 

EO 006.02 
Confirm MP 
understands 
NDA and CC 
provisions and 
procedures 

Written 
Closed 
Book 

Following 
instruction 

Classroom/ 
Computer Lab 

75% to pass No retest required  

PC 006 
 
 

EO 006.01 Confirm 
understanding 
of searches and 
procedures 

Written After 
Instruction 

Classroom 75% to pass Must successfully 
complete this PC 

PO 007 
EC 007.01 
 

EO 007.01 
EO 007.02 

Protect a crime 
scene and 
prepare an 
invest plan 

Practical Following 
instruction 

Building 0-4/ 
 0-160 

11 x 50 min 
Feedback 
Provided IAW 
EC Checklist 

No retest required 

EC 007.02 EO 007.02 To confirm 
candidate can 
compile an 
invest plan 

Home 
assignment 

After 
instruction 

Scenario Feedback 
Provided based 
on EC Checklist 

No retest required 

PC 007 Crime scene 
protection 

Confirm 
candidates 
ability to protect 
a crime scene 

Practical During EX 
MP Det 

As per Ex 
instruction 

Pass/Fail IAW 
PC Checklist 

Must successfully 
complete this PC. 
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PO 008 
EC 008.01 EO 008.01 Conduct 

complainant/ 
victim/witness 
interview 

Practical 
exam 

Following 
instruction 

Interview 
rooms 

15 x 50 min 
Pass/Fail IAW 
EC checklist 

No retest required 

EC 008.01 Interview Plan Confirm 
candidate can 
prepare in 
interview plan 

Practical After 
instruction 

Scenario Feedback 
provided during 
practical debrief 

No retest required 

 
PC 008 
 

PO 008 Conduct 
Complainant/ 
Victim/Witness 
Interview 

Practical 
exam 

Following 
instruction 

Interview 
rooms 

13 x 50 min 
PASS/FAIL 
IAW EC 
Checklist 

Must successfully 
complete this PC to 
Pass PO 008 

PO 009 
EC 009.01 EO 009.01 Confirm 

candidates 
ability to 
process 
evidence 

Practical After 
instruction 

Students 
participate in 2 
x DS Scenarios 

Feedback 
provided based 
on EC checklist 

No retest required 

EC 009.02 
Part 1 
 

EO 009.01  
EO 009.02 

Evaluate student 
knowledge on 
processing and 
presenting 
evidence 

Closed book 
written 
exam 

Following 
instruction 
on EO 

Classroom 1 x 50 min 
PASS = 75% 

No retest required 

EC 009.02 
Part 2 

EO 009.02 Evaluate student 
ability to 
provide oral 
testimony at a 
military and 
civilian tribunal 

Practical 
Exercise 
“Judge 
Bean”  

Following 
instruction 
on EO 

CFMPA 
Theatre 
Bldg 0-160 

16 x 50 min 
Pass/Fail IAW 
EC checklist. 

No retest required 
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PC 009  
 

EO 009.01 
EO 009.02 

Evaluate student 
knowledge on 
processing and 
presenting 
evidence 

Closed book 
written 
exam 

Following 
instruction 
on PO 009 

Classroom 1 x 50 min 
Pass = 75% 

Must successfully 
complete this PC to 
Pass PO 009  

PO 010 
EC 010.01 EO 010.01 Assess 

candidates 
ability to 
complete court 
related 
documents 

EC practical 
HWA  

Following 
instruction 
on EO 

Classroom 
 

Written 
feedback 
provided IAW 
check sheet 

No retest required 

PO 011 
EC 011.01/03 EO 

011.01/02/03 
Evaluate trainee 
pertaining on 
regulations and 
processing a 
person in 
detention 

Closed book 
written 
exam 

Following 
instruction 
on EO 

Classroom 
 

1 x 50 min 
Pass = 75% 

No retest required 

EC 011.02 
 
 

EO 011.02 Evaluate trainee 
on processing a 
person 
sentenced to 
detention 

Practical 
Exercise  

Following 
instruction 
on PO 

 Feedback 
provided IAW 
EC checklist 

No retest required 

PC 011 EO 011.01/03 Evaluate trainee 
on regulations 
and processing 
of a person in 
detention 

Closed book 
written 
exam 

Following 
instruction 
on PO 

Classroom 1 x 50 min 
PASS = 75% 

Must successfully 
complete this PC to 
pass PO 011 

PO 012 
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EC 012.01 EO 012.01 To evaluate 
MPs ability to 
perform 
community 
policing 

HWA After 
instruction 

HWA based on 
one of two DS 
Scenarios 

Feedback 
Provided IAW 
EC checklist 

No retest required 

PO 013 
EC 013.02 EO 013.02 Confirm 

candidates can 
properly 
conduct a PSS 

Practical 
and HWA 

After 
Instruction 

Site to survey Feedback 
Provided based 
on EC Checklist 

No retest required 

PC 013 
(EX Airtight-
Practical) 

EO  013.01 
EO 013.02 

Evaluate trainee 
in syndicate on 
their ability to 
conduct a PSS 

Practical 
Exercise 

Following 
instruction 

DS scenarios 
and Building 0-
160, 0-124 or 
0-4 

7 x 50 min 
Pass/Fail based 
on PC check 
sheet 

RMust successfully 
complete this PC to 
pass PO 013 

PO 015 
EC 015 EO 015.01 Evaluate trainee 

ability to 
conduct traffic 
control 

Practical 
Exercise 

Following 
instruction 

Traffic lights 3 x 50 min  
Feedback 
provided 

No retest required 
 

PC 015 EO 015.01 Evaluate trainee 
ability to 
conduct traffic 
control 

Practical 
Exercise 

Following 
instruction 

Traffic lights 4 x 50 min  
Pass/Fail 

Must successfully 
complete this PC to 
pass PO 015 

PO 016 
EC 016.01/02 
 
 

EO 016.01 
EO 016.02 
 

Evaluate trainee 
ability and 
knowledge of 
LOAC and 
Geneva 
Conventions 

Closed book 
written 
exam  

Following 
instruction  

Classroom 1 x 50 min 
Pass = 75% 

No retest required 
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EC 016.03/04 
 
 

EO 016.03 
EO 016.04 

Evaluate trainee 
Process PWs, 
Refugees, 
Stragglers and 
Detainees 

Home 
Assignment 

After 
Instruction 

Work 
Assignment 

Feedback 
Provided 
Pass = 75% 

No retest required 

PC 016 EO 016.01 
EO 016.02 
EO 016.03 
EO 016.04 

Evaluate trainee 
ability and 
knowledge of 
LOAC and 
process PWs 

Closed book 
written 
exam  

Following 
instruction  

Classroom 1 x 50 min 
Pass = 75% 

Must successfully 
complete this PC to 
pass PO 015 
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Appendix C 

All One-way ANOVA and Chi-Square Analyses Results 

One-way ANOVA results for the 14-percentage scored tests of the MP QL3 

 
Higher Education  

Previous 

Experience 
ANOVA 

n M SD n M SD F p 

Enforce Regulations 230 88.76 10.59 100 85.41 8.54 7.81* 0.00* 

Effect an Arrest #1 229 85.71 7.59 98 85.12 7.30 0.42 0.52 

Use of Force #1 219 89 7.72 93 91.76 5.58 12.55* 0.00* 

Search Procedures 216 86.38 7.63 92 86.36 8.06 0.00 0.98 

Processing Evidence 214 89.98 5.77 92 89.80 5.53 0.06 0.80 

Process Detained Persons #1 212 88.25 7.67 92 87.70 6.87 0.35 0.56 

Laws or Armed Conflict 213 85.15 7.14 92 87.04 7.34 4.45 0.04 

DND Laws & Regulations 230 88.30 9.93 100 88.95 11.36 0.28 0.60 

Operate Police vehicle 227 93.29 7.34 98 92.94 5.55 0.14 0.71 

Effect an Arrest #2 229 87.87 7.57 100 88.99 6.40 1.89* 0.17* 

Use of Force #2 219 91.51 8.46 94 92.53 5.55 1.60* 0.21* 

NDA & CC Search Warrants 214 86.33 8.29 92 86.50 12.73 0.01* 0.91* 

Process Detained Persons #2 212 86.35 9.77 92 88.62 8.28 3.77 0.05 

Geneva Conventions 195 85.11 14.15 283 91.88 9.79 16.51* 0.00* 

*Assumption of homogeneity of variance was violated, therefore Brown-Forsythe F-ratio is 
reported. 
Significance calculated as 0.004 using a Bonferroni correction. 
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Chi-Square results for the 20-pass/fail tests of the MP QL3 course 

 

Higher 

Education 
 Previous Work Exp  Chi-Square 

Fail Pass 
Failure 

rate 
Fail Pass 

Failure 

rate 
χ2 p 

Radar #1 2 227 0.88% 2 95 2.11% 0.79 0.37 

Radar #2 2 225 0.89% 1 96 1.04% 0.02 0.90 

Range Shoot #1 6 218 2.75% 1 94 1.06% 0.82 0.37 

Jr Ranks 6 214 2.80% 1 92 1.09% 0.81 0.37 

Use of Force 7 212 3.30% 5 88 5.68% 0.84 0.36 

Crime Scene Protection 21 189 11.11% 0 91 0% 9.78 0.02 

Conduct Traffic Control 2 210 0.95% 0 92 0% 0.87 0.35 

EMRT Practical 2 213 0.94% 0 92 0% 0.86 0.35 

Notebook 13 198 6.57% 2 89 2.25% 2.12 0.15 

SAMPIS 3 208 1.44% 0 92 0% 1.32 0.25 

Impaired 11 198 5.56% 3 88 3.41% 0.55 0.46 

Negotiate 6 201 2.99% 3 87 3.45% 0.04 0.84 

Suicide 5 203 2.46% 2 89 2.25% 0.01 0.91 

Operate Police Vehicle 2 225 0.89% 0 97 0% 0.86 0.35 

Conduct interviews 33 182 18.13% 16 75 21.33% 0.24 0.63 

Provide Oral Testimony 64 150 42.67% 15 77 19.48% 6.22 0.01 

TOETs 2 225 0.89% 1 96 1.04% 0.02 0.90 

Range Shoot #2 4 223 1.79% 6 91 6.59% 4.45 0.04 

EMRT 20 194 10.31% 4 88 4.55% 2.22 0.14 

MP Code of Conduct 4 211 1.90% 1 85 1.18% 0.18 0.67 

Significance calculated as 0.003 using a Bonferroni correction. 
 


