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CONSIDERATIONS IN THE EVALUATION OF THE HUMAN 
ELEMENT OF A SAFEGUARDS SYSTEM 

It is generally recognized that the evaluation of the human 
component of the safeguards system, and in particular the security 
officer, is vital in ascertaining system effectiveness . The 
determination of how to accomplish this in a manner consistent with 
human dignity and rights is an important aspect of safeguards evalu
ation methodology development. It is also important to realize in 
human evaluation that temporary general or specific characteristics 
of individuals may systematically affect performance evaluation; 
therefore, in the case of the human element of the system, a snap
shot evaluation may not be adequate. 

Each aspect of the security officers total career is impor
tant in assuring the integrity of the system. These aspects 
cannot be considered in isolation but must be considered in light 
of their interrelationships with the total safeguards system. The 
ultimate safeguards system must always be kept in mind. It cannot 
be instituted overnight or indeed ever attained. Furthermore, a 
working system has to be available in today's environment and this 
system will undergo continuing modification as circumstan-es warrant. 
All such changes, however, should move the system toward an ulcimate 
state or objective which also will change with time. It is clear 
that the more embryonic the system, the more readily changes can 
be implemented. The older the system the more inertia it contains 
and the more difficult it is to implement changes. This is parti
cularly true of human systems. It is therefore extremely important 
that the system be properly structured as early as possible before 
arbitrary and inappropriate constraints are imposed. 
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The following steps are suggested as requirements for the 
development of a system structure within which security officer 
evaluation could be effectively conducted. 

Job Analysis 
The multitude of tasks that a security officer might encounter 

during a career must be considered. In order to define these tasks, 
a reasonable job analysis must be formulated. It is on the basis 
of this job analysis that all other considerations concerning the 
security officer's career must be based. 

Qualifications 
The job analysis will provide the basis for es ablishing quali

fications that will be used in the selection of individuals for 
such a career. Whatever qualifications are established, they must 
be demonstrably applicable to the job and not based ioon whim or 
caprice. 

Once the qualifications of the job are determinec and their 
necessity established, methods must be found to insure that indivi
duals wishing to become security officers are properly evaluated 
in terms of these qualifications. In the selection as in the 
qualification stage any instruments used must be shown to reliably 
measure/evaluate the applicable criteria. 

Training/Retraining 
Again using the job analysis as a basis, training programs 

must be devised that assure that on completion of the training, 
individuals are capable of performing the tasks required of a 

—security officer. In order to gain this assurance it may be 
necessary to stress performance type measurements and simulations 
in addition to, and maybe in replacement of, more conventional 
testing procedures. Specifying certain lengths of training with
out assuring that the student masters the material does nothing 
to assure that the individual will perform as desired. 
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A security officer's job may require tasks to be performed 
that are abnormal to daily requirements; therefore, he should be 
periodically retrained in many of the seldom used skill areas. 
The nature and frequency of this retraining must be specified. 
This retraining period could and probably should be used as an 
evaluation technique. The designing of appropriate simulation 
and performance measures would allow an evaluation to be made. 

Career Considerations 
In the private security field private guards have historically 

possessed an unattractive image. It is extremely important that 
security officers in safeguards systems are perceived and treated 
as being engaged in a quite different occupation than the ordinary 
private guard. This distinction is not just a matter of semantics. 
The demands on safeguards security officers, including such activities 
as interaction with sophisticated hardware and possible engagements 
in firefights with well-armed adversaries, do provide distinction 
to that of the ordinary private guard. Thus pay levels, benefit 
packages, and career ladder potential must be appropriate to these 
job requirements and risks. These considerations not only affect 
the quality of individuals from which selection can be made, but 
also the rate of turnover of security officers once hired. 

Conclusions 
By understanding the human system' and its function, then a 

structure for evaluating the human system can be developed. This 
understanding must be available at the research and development 
levels, and must occur at the working level so that individuals who 
impact the system will have a common goal in mind. Then by appro
priate coordination and review, a system can be developed which will 
function as designed with a high degree of assurance. 
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