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Poor dec i s ions  i n  p i l o t  s e l e c t i o n  can be very  expensive and i n  today 's  
environment of soph i s t i ca t ed  equipment and increased  competi t ion,  dec i s ions  
do have a s i g n i f i c a n t  bear ing on an a i r l i n e ' s  success  o r  f a i l u r e .  

Looking only a t  t r a i n i n g  expense, w e  a t  United Airlines estimate a 
mistake i n  p i l o t  s e l e c t i o n  could c o s t  upwards of $250,000 over a 30-year 
p i l o t  career. 

On t h e  o the r  hand, good d e c i s i o n s  i n  p i l o t  s e l e c t i o n  pay o f f  
handsomely i n  t e r m s  of t r a i n i n g  requirements ,  whether w e  are  d i scuss ing  
resource  management s k i l l s ,  f l y i n g  s k i l l s ,  o r  a composite of a l l  of those  
t a l e n t s  t h a t  go i n t o  t h e  makeup of a n  outs tanding  employee and u l t i m a t e l y  i n  
an  outs tanding  cap ta in .  

In  t h e  p a s t  25 yea r s ,  United A i r l i n e s  has  h i r ed  more than  6,000 p i l o t s .  
To do t h i s  i t  has been necessary t o  process  over 90,000 app l i can t s .  A s  a 
r e s u l t ,  i n  those  25 yea r s  w e  b e l i e v e  w e  have developed some s k i l l s  i n  p i l o t  
s e l e c t  ion.  

A s  shown i n  f i g u r e  1, our q u a l i f i c a t i o n s  f o r  p i l o t  employment have 
va r i ed  over t h e  years  from 1954, when w e  requi red  a high school  diploma and 
165 hours of f l i gh t - t ime  experience,  t o  1970, when w e  requi red  a c o l l e g e  
degree and 500 hours of f l i g h t  t i m e .  

There w a s  a l s o  a per iod i n  t h e  l a te  1960's dur ing  which w e  processed 
a p p l i c a n t s  w i th  a p r i v a t e  p i l o t  l i c e n s e ;  i f  t h e  a p p l i c a n t  passed a l l  of our 
tests w e  guaranteed him a job  i f  he w a s  a b l e  t o  o b t a i n  a commercial license 
wi th in  1 y r .  

The c u r r e n t  q u a l i f i c a t i o n s  shown i n  f i g u r e  1 came about as a r e s u l t  of 
a cour t  decree .  
chal lenged by t h e  Equal Employment Opportunity Commission f o r  d i scr imina tory  
h i r i n g  p r a c t i c e s  i n  p i l o t  s e l e c t i o n .  

For those  of you who don ' t  know, United A i r l i n e s  w a s  

This  r e s u l t e d  i n  a cour t  case and t h e  s ign ing  of a cour t  decree.  
Included i n  that  dec ree  were these  minimum employment q u a l i f i c a t i o n s .  

With t h e  except ion of t h e  c u r r e n t  h i r i n g  program, t h e  changes w e  made 
i n  minimum employment q u a l i f i c a t i o n s  were motivated p r imar i ly  by a p p l i c a n t  
supply r a t h e r  than  any d i s s a t i s f a c t i o n  wi th  t h e  q u a l i t y  of t h e  p i l o t s  
prev ious ly  h i r ed .  

This  i s  not  t o  say  w e  d i d n ' t  make some mistakes.  However, t h e  e f f e c t s  
of t h e  mistakes were minimized l a r g e l y  due to  t h e  q u a l i t y  of a p p l i c a n t s  
r a t h e r  than  any r e a l l y  s c i e n t i f i c  s e l e c t i o n  procedure. 

"F l ight  Tra in ing  Manager , United A i r l i n e s .  
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I n  1975, United A i r l i n e s  d i d  something it  had n o t  attempted t o  do before ,  
Looking ahead t o  t h e  later 1970's and e a r l y  a t  least i n  any important d e t a i l .  

1980s, w e  could f o r e s e e  a per iod of s i g n i f i c a n t  h i r i n g .  W e  would recal l  
approximately 500 furloughed p i l o t s  and h i r e  more than  1,000 new p i l o t s .  

To be s u r e  w e  would pursue t h e  proper h i r i n g  philosophy, United 
The f i r s t  management formed w h a t  w e  c a l l  a p i l o t  new-hire committee. 

cha l lenge  of t h e  committee ( f i g .  2)  w a s  t o  eva lua te  p a s t  s e l e c t i o n  processes  
used a t  United A i r l i n e s .  Fur ther ,  w e  would expand our e x p e r t i s e  i n  t h e  
methods of p i l o t  s e l e c t i o n  by s tudying t h e  state of t h e  art  and t h e  h i r i n g  
processes  used by o t h e r  a i r l i n e s  throughout t h e  world. And f i n a l l y ,  w e  would 
develop recommendations f o r  f u t u r e  new-hire p i l o t  s e l e c t i o n ,  new-hire 
t r a i n i n g ,  and t h e  probat ionary  year  eva lua t ion .  

The committee pursued t h e s e  matters f o r  some 18 months and developed a 
philosophy of p i l o t  s e l e c t i o n .  This  philosophy forms t h e  b a s i s  of United 's  
p resent  h i r i n g  and t r a i n i n g  program which is  t o  d a t e  proving t o  be the  most 
success fu l  i n  our h i s to ry .  

Before reviewing our  c u r r e n t  philosophy, a l low m e  t o  sha re  wi th  you 
seve ra l  cons ide ra t ions  t h a t  shaped t h e  committee's development of philosophy 
and i t s  recommendations ( f i g .  3 ) .  

F i r s t  w a s  t h e  s ign ing  of t h e  Equal Employment Opportunity Commission 
versus  United A i r l i n e s  Consent Decree, which reduced some of our previous 
h i r i n g  s t anda rds  and set g o a l s  f o r  employment of m i n o r i t i e s  and females as 
a i r l i n e  p i l o t s .  

A s  a r e s u l t  of t h e  cour t  decree ,  formal educa t ion  and f l i g h t  time could 
no longer  be used as primary Se lec t ion  cri teria i n  our h i r i n g  program. 

Second, t h e  committee w a s  inf luenced by t h e  heavy a t t a c k  our previous 
s tandards  were subjec ted  t o  dur ing  t h e  Equal Employment Opportunity 
Commission-United A i r l i n e s  case, and our  l a c k  of proof t h a t  t h e s e  s tandards  
r e l a t e d  to  any c r i t e r i o n  of j ob  performance. 
requi red  t o  v a l i d a t e  each s t e p  of t h e  s e l e c t i o n  process  w e  intended t o  use.  

I n  t h e  f u t u r e  w e  would be 

Third,  and very  important ly ,  a thorough s tudy  w a s  undertaken of t h e  
psychological  c h a r a c t e r i s t i c s  of our  most success fu l  and least success fu l  
p i l o t s .  This  l e d  t o  t h e  development of what w e  cal l  a criteria p r o f i l e  
i d e n t i f y i n g  those  a t t i t u d e s  and p e r s o n a l i t y  t ra i ts  possessed by our  most 
success fu l  p i l o t s .  

This  p r o f i l e  w a s  compared w i t h  a h igh  degree  of c o r r e l a t i o n  t o  
pe r sona l i ty  i n v e n t o r i e s  developed by o t h e r  a i r l i n e s  throughout t h e  world. 

Our s tudy  showed t h a t  a l though,  a t  t h e  t i m e  of h i r e ,  t h e r e  were s ig -  
n i f i c a n t  d i f f e r e n c e s  i n  p e r s o n a l i t y  c h a r a c t e r i s t i c s  between our  most 
success fu l  and least success fu l  p i l o t s ,  t h e r e  were e s s e n t i a l l y  no d i f f e r e n c e s  
i n  educat ion o r  f l i g h t  t i m e .  
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A l a r g e  b a t t e r y  of psychological  tests w a s  adminis tered t o  a sample 
group of p i l o t s .  The r e s u l t  of t h e s e  tes ts  w a s  compared t o  f l i g h t  management 
r a t i n g s  of p i l o t ' s  performance and t h e  i n d i v i d u a l ' s  r e p o r t  of j ob  satis- 
f a c t i o n .  Again t h e r e  w a s  a h igh  c o r r e l a t i o n  between c e r t a i n  psychological  
t ra i t s  and job  performance of our most success fu l  employees. 

The committee a l s o  i d e n t i f i e d  p i l o t s  who without  s i g n i f i c a n t  a d d i t i o n a l  
per iods  of t r a i n i n g  apparent ly  d i d  no t  possess  t h e  necessary  psychomotor 
s k i l l s  t o  perform c o n s i s t e n t l y  a t  t h e  high s tandards  expected of a United 
A i r l i n e s  p i l o t .  I n  most cases they  w e r e  no t  requi red  t o  complete a 
thorough p i l o t  t r a i n i n g  and eva lua t ion  program as p a r t  of- new-hire t r a i n i n g .  

And f i n a l l y ,  t h e  committee i d e n t i f i e d  p i l o t s  who were h ighly  qua l i f i ed  
a t  t h e  t i m e  of h i r e ,  bu t  who appeared t o  be psychologica l ly  unsui ted  f o r  a 
ca ree r  as an a i r l i n e  p i l o t .  These men do n o t  n e c e s s a r i l y  have prof ic iency  
problems, but  do have pe r sona l i ty  and a t t i t u d i n a l  c h a r a c t e r i s t i c s  t h a t  are 
c o s t l y  i n  terms of superv isory  t i m e ,  employee morale, passenger r e l a t i o n s ,  
and cockpi t  harmony. 

A s  a r e s u l t  of t h i s  r e sea rch  and s tudy ,  t h e  new-hire committee developed 
t h i s  philosophy of p i l o t  s e l e c t i o n  ( f i g .  4 ) :  S e l e c t  p i l o t s  who have bas i c  
f l y i n g  s k i l l s  p lus  t h e  appropr i a t e  a t t i t u d e  and p e r s o n a l i t y  t ra i t s  t h a t  make 
an outs tanding  employee and u l t i m a t e l y  an  outs tanding  cap ta in .  

To implement and conform t o  t h i s  philosophy w e  developed t h e  fol lowing 
mul t i - s tep  s e l e c t i o n  and t r a i n i n g  process  ( f i g .  5 ) :  

F i r s t  we  developed a computerized p i l o t  app l i can t  t r ack ing  system t h a t  
permits  a completely c e n t r a l i z e d  s e l e c t i o n  procedure whereby w e  are a b l e  t o  
select f o r  processing t h e  b e s t  candida tes  r e g a r d l e s s  of where 
(geographical ly)  they  make a p p l i c a t i o n .  

Second, a series of psychological  tests w a s  s e l e c t e d  and va l ida t ed  by 
t e s t i n g  p a r t  of our  incumbent p i l o t  group. This  allowed us  t o  develop a 
p r o f i l e  t o  be s u r e  a p p l i c a n t s  possessed t h e  requi red  a t t i t u d e  and 
pe r sona l i ty  traits .  

The a t t i t u d e  and p e r s o n a l i t y  t raits  w e  a t  United consider  important are 
l i s t e d  i n  f i g u r e  6 .  I t h i n k  w e  gene ra l ly  ag ree  wi th  M r .  Webster, bu t  l e t  m e  
i n  any case t e l l  you what we  mean by each of t h e s e  t e r m s :  

The ind iv idua l  must be motivated by a career i n  a v i a t i o n  i t s e l f ,  n o t  by 
t h e  high pay o r  o t h e r  advantages.  

The p i l o t  must have a congruent in teres t  p a t t e r n .  Divergent i n t e r e s t s  
are a nega t ive  c h a r a c t e r i s t i c .  I n t e r e s t s  should be  predominantly i n  
t echn ica l  areas but  w i th  some i n t e r e s t s  i n  i n t e r a c t i n g  wi th  people.  

P i l o t s  should be confident of t h e i r  a b i l i t y  and c a p a b i l i t y  t o  c o n t r o l  
t h e i r  environment, bu t  no t  t o  t h e  po in t  of overconfidence.  
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A reaZistic out look  
important.  A p i l o t  must 
impat ient  . 

By conscientious w e  
behavior.  

on l i f e ,  f r e e  from abnormal anx ie ty  r e a c t i o n s ,  i s  
make d e c i s i o n s  based on f a c t s  and no t  be  ove r ly  

mean someone who e x h i b i t s  good goal-directed 

Cooperative - accep t s  a u t h o r i t y  and procedures , and ques t ions  when 
a p p r o p r i a t e  - not  a maverick. 

Consistency - not  always looking f o r  ways t o  do th ings  d i f f e r e n t l y ;  
w i l l i n g  t o  fo l low a c o n s i s t e n t  h a b i t  p a t t e r n .  

And f i n a l l y ,  startZe threshotd. An i n d i v i d u a l ' s  a b i l i t y  t o  t h i n k  
l o g i c a l l y  and quickly under stress. Ind iv idua l s  who f r e e z e  o r  respond t o  
inappropr i a t e  s t i m u l i  under stress have a low s tar t le  threshold .  

Third ( f i g .  5 ) ,  w e  designed a s imula tor  eva lua t ion  t o  appra i se  an  
app l i can t '  s p i l o t  s k i l l s  and provide  some a d d i t i o n a l  i n s i g h t  i n t o  s e v e r a l  
a t t i t u d e  and p e r s o n a l i t y  traits. S t a r t l e  th reshold  and self-confidence are  
assessed  i n  a d d i t i o n  t o  t h e  bas i c  psychomotor and information processing 
s k i l l s .  This  eva lua t ion  is  computer-administered and computer-graded under 
t h e  superv is ion  of a f l i g h t  t r a i n i n g  manager. The app l i can t  f l i e s  a DC-10 
s imula tor  approximately 1 hour, performing seven c a r e f u l l y  s e l e c t e d  and 
h ighly  s t r u c t u r e d  maneuvers. 

Fourth,  an  in-depth in te rv iew designed t o  assess t h e  a p p l i c a n t ' s  
t echn ica l  q u a l i f i c a t i o n s ,  and probe h i s  a t t i t u d e  toward f l y i n g  and h i s  
motivat ion f o r  applying f o r  t h e  p o s i t i o n  of a i r l i n e  p i l o t .  

We b e l i e v e  t h a t  i n t e r e s t  i n  f l y i n g  and a t t i t u d e  may be more important 
than  educat ion and f l y i n g  experience i f  they  are combined wi th  t h e  pre- 
r e q u i s i t e  i n t e l l i g e n c e ,  psychomotor s k i l l s  , and p e r s o n a l i t y  traits .  The 
in te rv iew is  s t ruc tu red  to  v e r b a l l y  explore  t h e  a t t i t u d e  and pe r sona l i ty  
t ra i ts  j u s t  mentioned. To conduct t h e  in te rv iews  w e  have c a r e f u l l y  
s e l e c t e d  and thoroughly t r a i n e d  a group of f l i g h t  managers from around our 
system. 

The a i r  crew s e l e c t i o n  test ,  o r  STANINE as it is more commonly known, i s  
adminis tered t o  o b t a i n  a n  i n d i c a t i o n  of p i l o t  a p t i t u d e  and is  a p red ic to r  of 
success  i n  t r a i n i n g .  Addi t iona l ly  w e  f e e l  t h i s  provides  a u s e f u l  measure of 
an  a p p l i c a n t ' s  c o g n i t i v e  s k i l l s ,  t hose  s k i l l s  w e  cons ider  s o  important i n  t h e  
t r a n s i t i o n  t o  a new a i r c r a f t .  

F i n a l l y ,  an ex tens ive  medical assessment is accomplished. This  s t e p  is 
designed t o  measure c u r r e n t  h e a l t h  and a l s o  t o  p r e d i c t  long-term phys ica l  
s u i t a b i l i t y  f o r  an a i r l i n e  career. 

This mul t i - s tep  s e l e c t i o n  process  a l lows u s  t o  create a p r o f i l e  on each 
app l i can t  ( f i g .  7 ) .  The p r o f i l e  is then  presented t o  a board of review 



composed of r e p r e s e n t a t i v e s  from F l i g h t  Operat ions,  Personnel ,  and Medical 
departments.  The board makes a f i n a l  d e c i s i o n  on p i l o t  s e l e c t i o n  based on 
a c a r e f u l  review of each p r o f i l e .  

Af te r  s e l e c t i o n  by t h e  board, t h e  p i l o t  e n t e r s  a 6-8 week new-hire 
t r a i n i n g  program followed by a 1-year l i n e  probat ionary  per iod .  
procedure i s  no t  f i n i s h e d  u n t i l  t h e  probat ionary year  i s  success fu l ly  
completed. 

The s e l e c t i o n  

New-hire t r a i n i n g  inc ludes  t h e  fol lowing t h r e e  p a r t s  ( f i g .  8 ) .  F i r s t ,  
t h e  use  of ind iv idua l ized  computer-managed and computer-assisted i n s t r u c t i o n .  
This  t r a i n i n g  is  cr i te r ion-based  and is  designed t o  ensure  adequate  
ae ronau t i ca l  knowledge and knowledge i n  o the r  areas appropr i a t e  t o  t h e  job  of 
being a f l i g h t  crewmember. 

Second, a p i l o t - s k i l l s  t r a i n i n g  and eva lua t ion  program i s  provided, 
based on t h e  p r e m i s e  t h a t  t h e  new-hire w i l l  n o t  func t ion  as a c a p t a i n  o r  
c o p i l o t  f o r  some time. It is t h e r e f o r e  imperat ive t h a t  an e a r l y  f l i g h t -  
s k i l l s  assessment be provided. 

Third,  a f l i g h t  engineer  t r a n s i t i o n  t r a i n i n g  program i s  included i n  
new-hire t r a i n i n g ,  s i n c e  i n i t i a l  l i n e  assignment w i l l  be  as second o f f i c e r .  

F i n a i l y ,  an  ex tens ive  probat ionary year l ine-eva lua t ion  program has been 
implemented t o  provide a cont inua t ion  of t h e  t o t a l  eva lua t ion  philosophy and 
t o  ensure t h e  new p i l o t  meets t h e  cr i ter ia  p r o f i l e  e s t ab l i shed  f o r  a United 
A i r l i n e s  p i l o t .  

This program ( f i g .  9) c o n s i s t s  of a l i n e  check each qua r t e r  of t h e  f i r s t  
year given by a f l i g h t  manager; a home s tudy  course  on four  f l i g h t -  
ope ra t ions  r e l a t e d  s u b j e c t s ;  and an  o r a l  examination on t h e  equipment t o  
which t h e  p i l o t  is  assigned.  

And f i n a l l y ,  t h e r e  is a n  a d d i t i o n a l  p i l o t  eva lua t ion  a t  t h e  t r a i n i n g  
c e n t e r ,  i f  p i l o t  s k i l l s  dur ing  new-hire t r a i n i n g  are i n  any way marginal.  

Although it  is  s t i l l  e a r l y  t o  reach  t o t a l l y  d e f i n i t i v e  conclus ions ,  a l l  
t h e  i n d i c a t i o n s  are t h a t  1978 w a s  one of our most success fu l  yea r s  of p i l o t  
employment. I n  t h a t  year  over  6,000 a p p l i c a n t s  progressed through some phase 
of t h e  s e l e c t i o n  process  descr ibed  earlier. 

From those  6,000 a p p l i c a n t s ,  494 p i l o t s  were h i r ed  i n  1978. They 
possess  a n  average of 16.2 yea r s  of educat ion,  3,300 hours of f l i g h t  t i m e  
experience,  and t h i s  i n  s p i t e  of t h e  f a c t  t h a t  educat ion and f l i g h t  t i m e  
w e r e  no t  primary cons ide ra t ions  i n  s e l e c t i o n .  The group inc ludes  21 women 
and 47 members of m i n o r i t i e s ,  some wi th  educat ion and f l i g h t  t i m e  w e l l  below 
t h e  average. 

The a t t r i t i o n  rate i n  new-hire t r a i n i n g  w a s  less than 2%, and r e p o r t s  
from l i n e  f l i g h t  ope ra t ions  management i n d i c a t e  t h a t  t h e s e  people are out-  
s tanding  i n  t e r m s  of j ob  performance, motivat ion,  and a t t i t u d e .  
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Our work of examining, v a l i d a t i n g ,  and r e f i n i n g  app l i can t  cri teria may 
never be  f i n i s h e d ,  bu t  o v e r a l l  w e  f e e l  o p t i m i s t i c  about  t h e  r e s u l t s  of our  
process  so f a r  and expect  t o  b e n e f i t  even more i n  t h e  f u t u r e .  

We a l s o  f e e l  i t  has  s i g n i f i c a n t  impl ica t ions  i n  t h e  contex t  of f l i g h t -  

But i t ' s  only 
deck r e source  management, s i n c e  t h i s  p r e c i s i o n  approach t o  p i l o t  s e l e c t i o n  
provides  u s  wi th  a well-defined, p r e d i c t a b l e  s t a r t i n g  po in t .  
a beginning. 

We may know through i n i t i a l  s e l e c t i o n  t h a t  w e  have a diamond i n  t h e  
rough. The shaping,  po l i sh ing ,  and s e t t i n g  of t h i s  gem t o  m e e t  our  needs 
comes next .  This  exp la ins  my i n t e r e s t  and t h e  i n t e r e s t  of United A i r l i n e s  
i n  t h i s  p a r t i c u l a r  conference.  

Thank you. Do you have any ques t ions  of comments? 

DISCUSSION 

CAPT. JOHANNESSEN, Scandinavian A i r l i n e s :  You mentioned you had a 
psychological  test of your most success fu l  and most unsuccessfu l  p i l o t s  i n  
your course.  Could I have t h e  cri teria f o r  how you deem a p i l o t  t o  be 
success fu l  and/or  unsuccessful ,  p l ease?  

CAPT. TRAUB: I can provide you wi th  t h e  names of t h e  tests t h a t  w e  
used. I ' m  no t  completely f a m i l i a r  w i th  how t h e  tests were scored.  I f  t h a t  
addresses  your ques t ion .  

CAPT. JOHANNESSEN: How do you say  t h a t  t h e  p i l o t  i s  successfu l?  

CAPT. TRAUB: It w a s  based on f l i g h t  management assessment of t h e  
p i l o t ' s  performance and a l s o  t h e  i n d i v i d u a l ' s  f e e l i n g  of j ob  s a t i s f a c t i o n .  

CAPT. JOHANNESSEN: Was t h a t  s u b j e c t i v e  eva lua t ion  of t h e  man by 
himself and by management? 

CAPT. TRAUB: Yes. 

UNIDENTIFIED: Did you h i r e  any of t h e  350-hour types? 

C U T .  TRAUB: Y e s ,  w e  d i d  h i r e  some wi th  very  low experience,  r i g h t  
about 350 hours.  

CAPT. SIMONS, Pan Am: How do you maintain t h e  f l i g h t  eng inee r ' s  
p i l o t i n g  s k i l l s  dur ing  h i s  t enure  as f l i g h t  engineer?  

CAPT. TRAUB: Over t h e  years, WE: have made s imula tor  t i m e  a v a i l a b l e  
t o  t h e s e  people t h a t  they  can  use  v o l u n t a r i l y  when they  go through a p i l o t  
o r  f l i g h t  engineer  t r a i n i n g  program. We a l s o  provide  some p i l o t  t r a i n i n g  

66 



dur ing  t h a t  per iod of t i m e .  
experience and u n t i l  r e c e n t l y  a i r p l a n e  experience as w e l l .  

It is  very  l imi t ed  but  w e  do provide s imula tor  

CAPT. SIMONS: This  vo lunteer  s imula tor ,  do you have a f l i g h t  
i n s t r u c t o r  w i th  them o r  j u s t  l e t  them f l y  t h e  s imula tor?  

CAPT. TRAUB: Most of t h e  t i m e  no t .  It is set up wi th  a t ape  
program and t h e y ' r e  f r e e  t o  use  t h e  t ape  i n  t h e  s imula tor  without  an  
i n s t r u c t o r .  

CAPT. SIMONS: What's your recovery rate on f l i g h t  engineers?  
We've got  f l i g h t  engineers  f l y i n g  f o r  8 o r  10  years  and they are now j u s t  
becoming f i r s t  o f f i c e r s  and w e ' r e  very  concerned about  t h e  success  of g e t t i n g  
t h e i r  p i l o t  s k i l l s  back a f t e r  being of f  t h a t  long a t i m e .  O f  a l l  your f l i g h t  
engineers  t h a t  have flown as f l i g h t  engineer  f o r  q u i t e  a while ,  were a l l  
success fu l  i n  coming back as a p i l o t ?  

CAPT. TRAUB: I can ' t  say t h a t  a l l  have been success fu l .  The v a s t  
major i ty  of them have been success fu l  wi th  varying degrees  of t r a i n i n g .  

CAPT. SIMONS: We've a l r eady  found t h a t  w e  have t o  g ive  them a l o t  
of excess  t r a i n i n g  when they  come back a f t e r  being f l i g h t  engineers  f o r  q u i t e  
a long t i m e ,  and I don ' t  know what kind of support  you g e t  from a p i l o t  
group. When you say vo lun tee r ,  i t ' s  l i k e  say ing ,  you know, come up on your 
b i r thday .  
system. 

P lus ,  you ' re  i n  Denver and you've got  your p i l o t s  a l l  over t h e  

CAPT. TRAUB: We have r e c e n t l y  introduced a new program. When a 
f l i g h t  engineer upgrades t o  f i r s t  o f f i c e r ,  he must come t o  Denver s e v e r a l  
weeks t o  a month before  t r a n s i t i o n  t r a i n i n g  t o  go through what w e  c a l l  
I n i t i a l  F i r s t  Of f i ce r  Tra in ing ,  which is r e a l l y  ground t r a i n i n g .  

But dur ing  t h a t  per iod w e  a l s o  o f f e r  them - w e l l ,  vo lun tee r ,  i f  you 
w i l l  - p i l o t  experience i n  t h e  s imula tor .  This  is wi th  an i n s t r u c t o r  and 
has been used by almost everyone r e c e n t l y .  

CAPT. SIMONS: One o the r  t h ing  t h a t  you could use  is  a b a s k e t b a l l  
cou r t .  
You g e t  r i d  of t he  dumb ones r i g h t  t h e r e .  

You can t e l l  a p i l o t  by h i s  phys i ca l  coord ina t ion  playing baske tba l l .  

CAPT. TRATJB: Maybe w e  should inco rpora t e  t h a t  i n t o  our  p i l o t  
s e l e c t i o n  procedure.  

UNIDENTIFIED: Do you do any e x p l i c i t  i n t e l l i g e n c e  t e s t i n g  o r  do 
you i n f e r  t h e  i n t e l l i g e n c e  level from how they behave on a l l  t hese  o the r  
tests? 

CAPT. TRAUB: Mostly t h e  la t ter .  The STANINE is, t o  some e x t e n t ,  
an  i n t e l l i g e n c e  tes t ,  o r  t h e  s tandard  i n t e l l i g e n c e  test  is  included i n  t h e  
STANINE. 
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MR. GERSZEUSKI, FAA: How do you d e f i n e  an  unsuccessful  p i l o t ?  

CAPT. TRAUB: W e  don ' t  say  unsuccessful ;  w e  s a y  not  as success fu l  
as o the r s .  Again, through f l i g h t  management eva lua t ion  of t h a t  p i l o t  and 
h i s  record i n  t r a i n i n g .  Some p i l o t s  t r a d i t i o n a l l y  t ake  more t i m e  i n  
t r a n s i t i o n i n g  t o  new a i r p l a n e s .  
members become known over  a per iod of t i m e .  

Cockpit harmony and r e l a t i o n s  wi th  crew 

CAPT. SIMONS: One o the r  i t e m .  Af te r  your year  of probat ion ,  i t ' s  
my understanding you have fa l l -back  p r i v i l e g e s  f o r  anybody t r y i n g  t o  upgrade 
i n  any manner. How do you l i k e  t h a t  system? 

CAPT. TRAUB: What do you mean by fa l l -back  p r i v i l e g e s ?  

CAPT. SIMONS: Say, a f l i g h t  engineer  i s  going up t o  f i r s t  o f f i c e r .  
If he doesn ' t  do it success fu l ly ,  h e ' s  allowed t o  go back and f l y  as f l i g h t  
engineer .  
he f a l l s  back t o  being a f i r s t  o f f i c e r .  
up-or-out, you have up-or-back. H a s  t h a t  been success fu l ?  A r e  you happy 
wi th  t h a t  kind of t r a i n i n g  requirement - t o  f a l l  back t o  a previous 
p o s i t  ion?  

O r  f i r s t  o f f i c e r  t r y i n g  t o  upgrade t o  c a p t a i n ,  h e ' s  unsuccessfu l ,  
I n  o the r  words, you d o n ' t  have 

CAPT. TRAUB: Y e s ,  I t h i n k  w e  are happy wi th  t h a t  procedure.  

CAPT. SIMONS: How do you g e t  r i d  of t h e  person you r e a l l y  want t o  
g e t  r i d  o f ?  

CAPT. TRAUB: I ' m  s u r e  t h e  same way you i n  Pan American do. I t 's  
a case  of dec i s ion ,  a co rpora t e  d e c i s i o n  by t h e  i n d i v i d u a l ' s  manager, and 
supported by h i s  d i r e c t o r .  

CAPT. SIMONS: I understand you haven ' t  f i r e d  a p i l o t  i n  many years .  

CAPT. TRAUB: Tha t ' s  n o t  c o r r e c t ;  w e  have. 

CAPT. SIMONS: The unsuccessful  p i l o t  you were t a l k i n g  about a 
whi le  ago w a s  t h e  one you'd l i k e  t o  g e t  r i d  o f ,  bu t  you c a n ' t ?  

CAPT. TRAUB: I th ink  w e  a l l  have t h a t  problem. 

CAPT. CRUMP, United A i r l i n e s :  I f  you e s t a b l i s h  any kind of a norm 
f o r  a p i l o t ,  obviously you ' re  going t o  have p i l o t s  t h a t  are supe r io r  t o  t h e  
norm and p i l o t s  t h a t  are i n f e r i o r  t o  t h a t  norm. I t h i n k  a very  c a r e f u l ,  
thorough s tudy  of t h e  background of a number of p i l o t s  c a r r i e d  out  by some 
of our personnel  i n  Denver has given u s  a real good idea  of a group of p i l o t s  
we  don ' t  want t o  g e t  r i d  of a t  a l l ,  bu t  who are no t  performing i n  t r a i n i n g  t o  
t h e  same level of p ro f i c i ency  t h a t  o t h e r  p i l o t s  do, and those  are t h e  p i l o t s  
we  u s e  as a measure of t h i s  $250,000 i n  a career. And i t ' s  not  n e c e s s a r i l y  
t h e  case of poor performance on t h e  l i n e .  I n  many cases it 's i n a b i l i t y  t o  
t ake  a i r l i n e - t y p e  t r a i n i n g  i n  t h e  same manner t h a t  o the r  p i l o t s  are a b l e  t o  
do. 
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CAPT. SIMONS: Well, you know t r a i n i n g  t h a t  poor performer can 
r e a l l y  g e t  expensive.  You w e l l  know t h a t ,  I ' m  su re .  

CAPT. TRAUB: Measured i n  about 1975 d o l l a r s  w e  i nd ica t ed  about 
$250,000 over a 30-year career. 
j u s t  i n  e x t r a  t r a i n i n g  a t t e n t i o n  dur ing  t h e  career. 

Like you s a i d ,  very  expensive,  and t h a t ' s  

CAPT. WASTMAN, Flying Tigers :  Have you had any d i f f i c u l t y  i n  
te rmina t ing  a p i l o t  dur ing  h i s  probat ionary per iod? 

CAPT. TRAUB: No. 

CAPT. BORN, North Cent ra l :  Did I understand you c o r r e c t l y  t o  say  
t h a t  those  new h i r e s  t h a t  might be  ques t ionable  a t  t h e  end of t h e  probat ionary 
year were re turned  t o  Denver f o r  f u r t h e r  eva lua t ion?  O r  a l l  second o f f i c e r s ?  

CAPT. TRAUB: Tha t ' s  p r i o r  t o  t h e  conclusion of t h e  probat ionary 
per iod.  W e  provide a p i l o t  s k i l l s  assessment dur ing  new-hire t r a i n i n g ,  and 
a l s o  t h e r e  is  a pre-simulator eva lua t ion  t h a t  t h e  app l i can t  goes through. 
I f  e i t h e r  one of those  i s  i n  any way marginal,  then  dur ing  t h e  probat ionary 
period w e  br ing  t h e  ind iv idua l  back and provide equiva len t  of f i r s t  o f f i c e r  
t r a i n i n g  o r  c o p i l o t  t r a i n i n g  i n  one of our s imula tors .  That inc ludes  a 
management check similar t o  what would have t o  be passed when t h e  ind iv idua l  
upgrades t o  f i r s t  o f f i c e r .  W e  are t r y i n g  t o  avoid t h e  problems t h a t  t h e  
gentleman from Pan American w a s  a l l u d i n g  t o  la ter  on i n  t h e  career, a f t e r  
5 or  10 yea r s  as  a f l i g h t  engineer  and now upgrading t o  c o p i l o t .  W e  are 
t r y i n g  t o  determine as b e s t  w e  can t h a t  they  do have t h e  s k i l l s  and 
c a p a b i l i t y  t o  make t h a t  t r a n s i t i o n .  

CAPT. TURLINGTON, Pan American: I haven ' t  been i n  t h i s  business  
as long as some, bu t  I ' m  cu r ious  - i n  your 25 yea r s  i t  seems l i k e  
motivat ion and d e s i r e  were something w e  presumed a long t i m e  ago. Do you 
see a real d i f f e r e n c e  now i n  how deeply you g e t  i n t o  those  a s p e c t s  i n  your 
s e l e c t i o n  process? 

CAPT. TRAUB: We're t r y i n g  t o  test t h a t  now. I th ink  you ' re  r i g h t ,  

We're not  
w e  presumed t h a t  before .  I f  somebody w a s  applying f o r  t h e  job ,  and they had 
a good background, w e  presumed they had t h e  motivat ion and d e s i r e .  
assuming t h a t  any more - w e ' r e  t r y i n g  t o  test  f o r  i t .  

CAPT. ESTRIDGE, American: Would you d e s c r i b e  t o  u s  the  startle- 
threshold  technique you u s e  i n  t h e  s imula tor?  Is i t  a d i s t r a c t a b i l i t y  element 
o r  a d i v i s i o n  of a t t e n t i o n ?  

CAPT. TRAUB: Both, I guess.  Without t e l l i n g  you too much about 
t h e  s imula tor  eva lua t ion  - befo re  t h e  las t  maneuver t h a t  they are requi red  
t o  perform i n  t h e  s imula tor ,  w e  t e l l  t h e  a p p l i c a n t  t h a t  t h i s  is t h e  most 
important p a r t  of t h e  eva lua t ion .  It r e a l l y  i s n ' t ,  bu t  we  t e l l  them t h a t .  
We t e l l  them t h a t  they  w i l l  experience a c r i t i ca l  emergency dur ing  t h i s  
maneuver, and then w e  in t roduce  t h a t  emergency a t  some per iod dur ing  t h e  
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maneuver. So w e  t r y  t o ,  I guess,  overload them t o  some ex ten t  by t e l l i n g  
them t h a t  it is a very  important eva lua t ion ,  and t h a t  i t ' s  a l s o  t h e  most 
d i f f i c u l t  maneuver t h a t  they  are requi red  t o  perform dur ing  t h e  s imula tor  
eva lua t ion .  

CAPT. SCLIFO, Texas I n t e r n a t i o n a l :  How do you g e t  a guy wi th  350 
hours and put  him i n  a DC-10 s imula tor?  It seems l i k e  t h a t  would be a l i t t l e  
u n f a i r .  

CAPT. TRAUB: W e  don ' t  f l y  i t  n e c e s s a r i l y  as a DC-10 s imula tor ;  w e  
f l y  i t  j u s t  as an instrument-based t r a i n e r .  And a l l  a p p l i c a n t s  are w e l l  
b r i e f ed  on what t h e y ' r e  requi red  t o  perform i n  t h a t  s imula tor .  W e  do t o  
some e x t e n t ,  expect a l i t t l e  b i t  less of t h e  350-hour ind iv idua l  as opposed 
t o  t h e  3,000-hour a p p l i c a n t .  Does t h a t  answer your ques t ion?  

CAPT. SCLIFO: I j u s t  c a n ' t  imagine how you g e t  a guy wi th  350 
hours and put  him i n  a DC-10 s imula tor  and, say ,  wi th  t h e  s ta r t le  threshold  - 
i t  seems l i k e  i t  would be almost impossible.  

CAPT. TRAUB: I th ink  w e  are amazed a t  how w e l l  some of t h e  low-time 
a p p l i c a n t s  do. I f  they have a b a s i c a l l y  good instrument  background and some 
information-processing s k i l l s ,  they handle i t  q u i t e  w e l l .  They are graded 
a g a i n s t  each o the r  so  w e  develop a p r e t t y  good d a t a  base t o  make a judgment 
on t h a t  i nd iv idua l .  

CAPT. SIMONS: One o the r  area, B i l l .  Log book e n t r i e s  are hard t o  
v e r i f y  and you know you're  g e t t i n g  people  t h a t  say  they have 350 hours and 
i t ' s  q u i t e  w e l l  known, you know, they don ' t .  Is t h e r e  any way you people 
v e r i f y  t h e i r  l o g  books? 

CAPT. TRAUB: I mentioned t h a t  we  provided a p r e t t y  thorough 
t r a i n i n g  program f o r  t h e  f l i g h t  managers t h a t  are p a r t i c i p a t i n g  i n  t h e  i n t e r -  
views, and w e  po in t  ou t  t o  t h e  managers t h a t  i t ' s  t h e i r  r e s p o n s i b i l i t y  t o  t h e  
b e s t  of t he i r  a b i l i t y  t o  make t h a t  v e r i f i c a t i o n .  Now, I ' m  s u r e  t h a t  some 
people do s l i p  by, bu t  I don ' t  t h i n k  t h a t  many do, i n  t h a t  they do have t o  
f l y  a DC-10 s imulator  and they answer some very t e c h n i c a l  ques t ions  based on 
t h e i r  level of experience i n  t h e  in te rv iew s i t u a t i o n .  

CAPT. SIMONS: The reason  I say t h a t  i s  t h a t  p i l o t s  who have been 
wi th  us  f o r  15  yea r s  w i l l  s ay  "Gee, I r e a l l y  only had 40 hours when I h i r ed  
on." I hear  t h a t  a l l  t h e  time. 

CAF'T. TRAUB: 
About a year  ago w e  found people who had made e r r o r s  i n  t h e i r  

W e  found t h a t  t o  be more t r u e  e a r l y  i n  t h e  h i r i n g  
program. 
logbooks. I t ' s  no t  t u rn ing  up n e a r l y  as f r equen t ly  now. 

CAPT. SIMONS: I b e t  they had more motivat ion though. 

CAPT. TRAUB: Right.  
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MR. SMITH, ALPA: To g e t  back t o  t h e  ques t ion  having t o  do wi th  
t h e  s u b j e c t i v e  assessment of t h e  f l i g h t  managers as t o  success fu l  o r  no t  s o  
success fu l  compared t o  t h e  norm. Was t h e  f l i g h t  manager requi red  t o  rate 
t h e  ind iv idua l  on a s i n g l e  s c a l e  o f ,  l e t ' s  say ,  1 t o  9,  which w a s  c o r r e l a t e d  
wi th  some psychological  t e s t ?  O r  w a s  i t  broken down i n t o  c e r t a i n  c a t e g o r i e s ,  
f o r  example, t r a i n a b i l i t y ,  1 t o  9;  i n t e rpe r sonne l  r e l a t i o n s h i p s ,  1 t o  9; and 
then cross -cor re la ted  w i t h  t h e s e  d i f f e r e n t  psychological  tests? And if i n  
fact  i t  w a s ,  do you have any idea  what some of t h e s e  c o r r e l a t i o n  va lues  i n  
f a c t  are o r  w e r e ?  

CAPT. TRAUB: Our group i n  Chicago t h a t  had t h a t  r e s p o n s i b i l i t y  
f e l t  very comfortable wi th  t h e  high degree of c o r r e l a t i o n ,  and they d id  use  
both t h e  1-9 eva lua t ion ,  numerical eva lua t ion ,  p l u s  t h e  w r i t t e n  eva lua t ions .  
And our  psychologis t s  on the  s t a f f  had t h a t  information a v a i l a b l e  t o  them. 

MR. SMITH: You mean t h e  psychologis t s  determined t h e  scale o r  t h e  
f l i g h t  manager determined t h e  sca l e?  

CAPT. TRAUB: No, t h e  psychologis t s  set up t h e  eva lua t ion  
ques t ionnai re .  So, i n  e f f e c t ,  they  determined t h e  scale, and then  it w a s  
adequately explained t o  t h e  f l i g h t  managers. Not so  s u b j e c t i v e  is  t h e  
t r a i n i n g  record of t h e  same people.  By t r a i n i n g ,  I don ' t  mean j u s t  i n  our  
t r a i n i n g  c e n t e r  i n  Denver, but  t h e i r  l i n e  checks and so f o r t h ,  which w e r e  
a l s o  included i n  t h e  eva lua t ion .  Hopefully,  w e  were a b l e  t o  minimize t h e  
e r r o r s  by t e s t i n g  a l a r g e  enough group of people.  

MR. SMITH: But t h e  d i r e c t i o n s  t o  t h e  management people who then  
evaluated the  ind iv idua l s  w e r e  f a i r l y  s p e c i f i c  as t o  t h e  n a t u r e  of t h e  th ings  
t h a t  they were a c t u a l l y  scor ing?  

CAPT. TRAUB: Tha t ' s  c o r r e c t .  

CAPT. JOHANNESSEN: How do you sco re  a man's motivat ion? What 
cr i ter ia  do you use?  I 

CAPT. TRAUB: Well, w e  provide a word d e s c r i p t i o n  of what a h ighly  
motivated p i l o t  is  ve r sus  a low motivat ion.  And I would suppose such th ings  
as abuse of s i c k  leave. 
and maybe has  problems wi th  p ro f i c i ency  checks,  might have low motivat ion.  

An ind iv idua l  who r e a l l y  p u t s  ou t  nothing e x t r a ,  

CAPT. JOHANNESSEN: But i n  t h e  a p p l i c a n t s ?  

CAPT. TRAUB: Oh, a p p l i c a n t s .  W e  t r y  t o  look a t  t h e i r  background 
t o  judge t h e  motivat ion,  t o  see how they  prepare  themselves f o r  t h i s  job  
t h a t  t h e y ' r e  t r y i n g  t o  ob ta in .  Some of t h e  same q u a l i t i e s  t h a t  we looked f o r  
i n  our own p i l o t s  we  t r y  t o  see i n  t h e  app l i can t s .  
themselves i n  t h e i r  academic t r a i n i n g  and t h e i r  a v i a t i o n  t r a i n i n g .  

How they have appl ied  

CAPT. JOHANNESSEN: Wouldn't i t  be  ve ry  easy t o  f ake  motivat ion? 
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CAPT. TRAUB: That ' s  c o r r e c t .  It is  easy t o  fake.  W e  j u s t  f e l t  
t h a t  wi th  a mult i -s tep process  l i k e  ou r s ,  no t  too many would s l i p  through. 

CAPT. JOHANNESSEN: More s p e c i f i c a l l y ,  f o r  i n s t ance  a man who has  
been, o r  a boy who has  been a model a i r c r a f t  p i l o t  i n  h i s  youth,  is  t h a t  a 
good motivat ion o r  ---. 

CAPT. TRAUB: I th ink  t h a t ,  coupled wi th  adequate  t r a i n i n g  and 
performance as he w a s  educated, would mean t h a t  he  w a s  h ighly  motivated.  

UNIDENTIFIED: To what e x t e n t ,  what va lue  does p r i o r  m i l i t a r y  
f l y i n g  experience c a r r y  i n  your t o t a l  s e l e c t i o n  c r i t e r i a ?  

CAPT. TRAUB: W e  don ' t  t h i n k  t h a t  i t ' s  p a r t i c u l a r l y  important.  The 
m i l i t a r y  does provide very  good t r a i n i n g  and w e  recognize t h a t ,  bu t  beyond 
t h a t  t r a i n i n g  and how they  perform i n  t h a t  t r a i n i n g  w e  g ive  no p a r t i c u l a r  
c r e d i t  f o r  m i l i t a r y  ve r sus  nonmi l i ta ry .  I n  f a c t ,  about 35 percent  of t h e  
p i l o t s  w e  h i r ed  t h e  f i r s t  year w e r e  nonmi l i ta ry .  

MR. McEMBER, Eastern:  A s  a p i l o t - s e l e c t e e  flows through t h i s  
program, does he g e t  some i n d i c a t i o n  a t  c e r t a i n  s t a g e s  t h a t  h e ' s  doing w e l l  
o r  doing poorly,  o r  does it a l l  w a i t  ' t i l  t h e  end? 

CAPT. TRAUB: Unfortunately,  it r e a l l y  goes t o  t h e  end. The 
app l i can t  knows t h a t  through being i n v i t e d  back t o  t h e  next  s t a g e ,  h e ' s  
s t i l l  i n  t h e  process .  Of course,  i f  he ' s  no t  success fu l  a t  any s t e p ,  w e  
don ' t  provide any feedback as t o  why, and w e  d o n ' t  g ive  any i n d i c a t i o n ,  as 
f a r  as I know, ever  i n  t h e i r  c a r e e r  as t o  how they d i d  during new-hire 
s e l e c t i o n .  

DR. LAUBER: Thank you, B i l l .  The t a s k  of s e l e c t i o n  i s  very  
i n t e r e s t i n g .  Given c u r r e n t  p a t t e r n s  of career progress ion ,  i t  poses an  
i n t e r e s t i n g  problem, because t h e  i d e a l  s e l e c t i o n  c h a r a c t e r i s t i c s  f o r  a 
subord ina te  crewmember may, i n  f a c t ,  be  d i f f e r e n t  from the  i d e a l  s e l e c t i o n  
c h a r a c t e r i s t i c s  f o r  t h e  ind iv idua l  who is i n  command, o r  who p lays  t h e  
primary management r o l e  i n  t h e  cockp i t .  

And y e t ,  because of t h e  way t h e  system ope ra t e s ,  you are, i n  t h e  s h o r t  
run ,  s e l e c t i n g  f o r  subord ina te  crewmembers who w i l l  n o t  upgrade t o  c a p t a i n  
f o r  many yea r s .  How do you select f o r  both r o l e s ?  
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1954 -HIGH SCHOOL GRADUATE 
COMMERCIAL PILOT LICENSE 
MINIMUM 165 FLIGHT HOURS 

1966 - 2 YEARS CCLLEGE 
PRIVATE PILOT LICENSE 

1970 - 4 YEAR COLLEGE DEGREE 
COMMERCIAL PILOT LICENSE 
MINIMUM 500 FLIGHT HOURS 

1978 - HIGH SCHOOL GRADUATE 
COMMERCIAL PILOT LICENSE 
MINIMUM 350 FLIGHT HOURS 

Figure  1.- P i l o t  app l i can t  q u a l i f i c a t i o n s .  

1. EVALUATE PAST UNITED AIRLINES SELECTION 
PROCESSES 

2. GAIN EXPERTISE IN PILOT SELECTION METHODS: 
0 STATE OF THE ART 
0 PROCESSES USED BY OTHER AiRLlNES 

3. DEVELOP RECOMMENDATIONS FOR: 
0 PILOT SELECTION 
0 NEW-HIRE TRAINING 
0 PROBATIONARY YEAR EVALUATION 

Figure 2.- P i l o t  new-hire committee. 

1. EQUAL EMPLOYMENT OPPORTUNITY COMMISSION (EEOC) 
vs UNITED AIRLINES -CONSENT DECREE 

2. VALIDATION OF SELECTION CRITERIA 

3. PSYCHOLOGICAL CHARACTERISTICS OF OUR MOST 
SUCCESSFUL PlLOTS 

4. LACK OF NECESSARY PSYCHOMOTOR SKILLS 

5. PSYCHOLOGICALLY NOT SUITED 

Figure  3 . -  New-hire committee cons idera t ions .  
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F i  

1. COMPUTERIZED PILOT APPLICANT TRACKING 
SYSTEM 

2. PSYCHOLOGICAL TESTS 

3. SIMULATOR EVALUATION 

4. INTERVIEW 

5. AIRCREW SELECTION TEST - PILOT APTITUDE 

6. MEDICAL ASSESSMENT 

Figure 5.- P i l o t  s e l e c t i o n .  

e MOTIVATION 
e INTERESTS 

traits  
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Figure  7 .- P i l o t  s e l e c t i o n  p r o f i l e .  

1. INDlVlDUALlZED COMPUTER MANAGED 
INSTRUCTION 

2. PILOT SKILLS TRAINING AND EVALUATION 

3. FLIGHT ENGINEER TRAINING 

Figure  8. - New-hire p i l o t  t r a i n i n g .  

1. LINE CHECK EACH QUARTER 

2. HOME STUDY COURSE 

3. ORAL EXAMINATION 

4. PI LOTlNG SKILLS EVALUATION 

Figure  9.- Probat ionary  year  program. 
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