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A Scientific Analysis on the Structured Interviews for the Recruitment of Judicial
Administrative Police
Yu Zhou

Abstract: Since the issuance of the ‘Guidelines on Further Enhancing the Recruitment and Training of the People’s
Police Force of the Judicial Administrative Authorities’ by the Ministry of Human Resources and Social Security and five
other ministerial bodies in 2018, judicial administrative authorities have largely implemented a recruitment framework
that aligned with the occupational demands of prison management and compulsory drug rehabilitation institutions.
Nevertheless, the advancement of structured interviews, a widely adopted component of recruitment examinations,
has progressed at a comparatively slower pace. This study first gives an overview of the scientificity of structured
interviews through different angles like reliability, criterion-related validity, construct validity, and stakeholder
acceptance. Subsequently, it identifies deficiencies in the current interview protocols and proposes evidence-based
optimization strategies, including recalibrating interview score weights, refining competency assessment metrics,
integrating multimodal evaluation tools, enhancing examiner training programs, implementing rigorous quantitative
oversight mechanisms, and improving stakeholder perceptions. These recommendations are designed to augment the
methodological rigor and precision of recruitment processes, thereby elevating the professional qualifications and

operational efficacy of the People’s Police Force of the judicial administrative authorities from the foundational level.
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