11—Human Behavior and Safety
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Scores, standard deviaton (SD) umis

Fic 11-1 —The distnbution of scores in a normal
curve Since the normal curve has a known
shape, 1t 1s possible to state the percentage of
scores that he between +1 and —1 standard de-
viation, or between any other two pomts expressed
m SD umts Ths normal curve might represent
the distnbution of IQ scores mn the Umted States,
in this case, the mean would be 100 and the
standard deviation would be approximately 15
Gaiven the mean and standard dewviation, therefore,
the complete distnbution of scores n a normal
distnbubon can be known

other peison (although there are certan com-
mon charactenstics) The fact that individual
differences exist should not be news What
1s important 1s how one deals with individual
differences

Fig 11-1 presents the distribution of scores
m a normal curve Many human traits (for
example IQ) are assumed to be distributed ac-
cording to the normal curve distnbution Note
that in such a distnbution, half of the persons
are below the mean (the anthmetical average)
and half of the persons are above the mean
While the trait 1s relativelv systematic and the
extremes are relatively rare, nevertheless onlv
a portion of the population has an average
amount of the trait

Often the manager of an enterprise or direc-
tor of a safety program realizes that individ-
ual differences exist and that it 1s physically
inpossible to handle every one ndividually
Therefore, he will do what he feels 1s the next
best thing—appeal to the average-man There
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15, unfortunately, no such thing as an average-
man By defimtion, average means that a
measured trait 1s possessed by 50 percent and
absent 1 the remaming 50 percent of those
measured Therefore, when an appeal 1s
aimed at the average, by defimtion 1t misses
much of the population

A better approach 1s the use of percentiles
When designmg the system, instead of setting
the standards to fit the average, design 1t to
fit all but the upper 5 percent and the lower
5 percent Then the system will fit 80 per-
cent of the population

The use of percentiles, rather than averages,
has long been the techmque for relating in-
dividual test scores to a group as a whole, and
also a gwding rule 1 the design of man-
machme relations

Fitting the man to the job

Very often when managers are replacing or
relocatmg personnel, they stnve to find the
mdividual possessing most of the character-
istics deemed necessary  Job specifications
and employee requirements are given in terms
of a mmimum, but very seldom are psychologi-
cal factors expressed withm a mimmum and
maximum

When looking for someone, often the best
qualfied 1s considered to be the one who 1s
most intelhgent, most loyal, biggest, or what-
ever In other words, they look for the
perfect rather than the nght person How-
ever, a person with a below-average 1Q might
be more desirable for a monotonous job than
will a person with an average or above-average
IQ The amount of boredom, monotony, etc,
may be less for the less bnght, thereby elimi-
nating carelessness

The same 1s true for loyalty and devotion
The person who comes to work under any
condition, whether 1ill or not, may be as un-
desirable as the one who uses every excuse to
take of The worker wiath a high fever, bad
cold, or sore back 1s a2 potential hazard, espe-
cially 1f he 1s under heavy medicaton

Influences of diflerences on safety

The problem of individual differences has
been related directly to the problem of safety
m industry For some years, safety profes-
sionals and psychologists ahke explored the
concept of accident proneness It was be-




