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ANALYSIS OF ANTHROPOLOGICAL CHARACTERISTICS IMPORTANT FOR
PERFORMANCE OF ASSIGNMENTS BY VIP CLOSE PROTECTION TEAMS
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Abstract

Members of security services only begin to get trained for the assignments ahead of them after they have
completed their basic training and entered the parent unit. This refers to the members of services for
protection of persons and facilities of special importance. Joining the said services represents the beginning of
specialist training and adoption of new tactics and tecniques, which are used in this demanding business, thus
profiling and filtering the people for the performance of special assignments in the VIP Close Protection team.
The goal of this Paper is to present necessary anthropological characteristics important for the perfomance of
general and specific assignments of the members of the VIP Close Protection teams before and after joining
the service. For the purpose of this paper, an expert analysis was carried out which involved 24 experts in the
field of close protection from the region and Europe. These experts have been the members of VIP protection
services for minimum 5 years, and have occupied all positions in the close protection team. In this expert
analysis, there have also been evaluated the necessary anthropological characteristics of the VIP close
protection teams working at the mid-level threat in compliance with the model most frequently used in the
region and Europe, which involves the use of minimum two vehicles during the VIP security transportation in
motor vehicles and mid-level number of agents. The results of this research indicate that it is more important
to evaluate the characteristics of the close protection team members after their recruitment than prior to it.
Conative characteristics and cognitive skills have proven to be the most important in the recruitment process.
After the expert analysis of anthropological characteristics that were evaluated after the recruitment was

conducted, they were found to be more important after the recruitment than before it.
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INTRODUCTION

With the rise in security threats and the manner of
execution of terrorist attacks both in the region and
throughout the world, the need for protection of
persons and facilities of special importance imposes
itself as one of the basic tasks of security services.
The abbreviation used in professional literature is
VIP (very important person. Very Important Person
(hereinafter the VIP) is the abbreviation, which
refers to a very important person, a head of state or
government, i.e. other senior political official, senior
military commander, i.e. another person of special
importance to whom special treatment is provided
for a special reason. Sometime, abbreviation VVIP,
Very, Very Important Person is used in order to
emphasize the importance of that person in relation
to other VIPs. This abbreviation is most commonly
used when marking seats or holding a larger number
of VIPs in one place, in order to determine the
persons' level of importance at the given time, in
accordance with the global protocol standards, and
is in principle rarely used. (Morati¢ i Ahi¢, 2015:21).
There are special models that determine the size of
protection team, number of agents, number of
vehicles, logistical support, and overall planning of a
protection operation, which is further classified by
the level of threat for the VIP as follows: high level
of threat which entails a larger number of agents
and minimum three vehicles in formation (high
threat), mid-level of threat, which entails a mid-level
number of agents and minimum two vehicles (this is

the most frequently used threat level applied in
Europe and BiH - mid threat); this threat level has
been the subject of the mentioned expert analysis;
and low level of threat, which entails a minimum
number of agents and at least one vehicle (low
threat).

The selection of human resources for the needs of
security services whose primary task is the
protection of persons and facilities of special
importance is a serious and complex process, of
which the major goal is to find an adequate way to
provide a sufficient number of candidates among
whom it is possible to select the ones best meeting
the terms of reference and assignments, needed for
the performance of everyday assignments of certain
security services.

If there is awareness that people, with their
interests, skills and knowledge represent the priority
resource in police organization, it is clear why the
human resource management in security services is
one of the most important prerequisites for security
services' efficiency and effectiveness. (Obradovié,
2011). It is important to note that there exists no
100% protection (Radenovi¢, 2003). In the security
structures whose basic task is the protection of VIPs,
an unwritten rule applies that one who tries to
protect everything and everybody will protect
nothing and nobody. A carefully selected and
trained close protection team can do only two
things when it comes to the protection of VIPs and
facilities of special importance, and they are as
follows: to act pre-emtively and discourage
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potential attackers with their appearance in public
on daily basis (Korajli¢ i Dautbegovi¢, 2012); due to
the proper selection and training of the close
protection team, to react in timely fashion and thus
promt the attackers to miss their target in the first
attack (Morati¢ i Ahi¢, 2015).

It is known that mistakes in the selection of proper
candidates in the services for protection of persons
and facilities threaten the security of persons and
facilities under protection. On the other hand, the
said mistakes may have various adverse
consequences for the very security service member,
such as an increased possibility of injuries at work
with potential long-term disability (Anderson, Plecas
& Segger, 2001). The elements which are currently
used in practice for police purposes and the initial
classification of police officers are the degree of
motor and functional abilities, individual's health
(determined by the results of the previously
conducted general medical examination), and
degree of education. Functional-motor abilities
provide for elementary safety in the selection of
candidates for particular jobs, primarily in terms of
the description of assignment they perform
(HadZikaduni¢, Suvalija i Bajraktarevi¢, 2013:109).
According to Cochrane et al. (2003), there are
several factors influencing the potential success or
failure of candidates, which fact makes the agencies
very concerned about the emotional or
psychological adequacy of the candidates when
recruiting them for the jobs of protection of persons
and facilities. Taking into account the fact that
throughout human history, the act of assassination
was one of the main tools used to destroy states
and their systems, it is logical that protection
mechanisms to prevent it were also developed in
this context.

It is close to impossible, or extremely hard, to pre-
dict any activity of any human being if there is no
sufficient information about his/her important char-
acteristics and abilities, such as biological-
physiological and psychological characteristics,
which is largely related to anthropological under-
standing of human peculiarities and the attempt to
look at every human activity as a result of activation
of a very complex, highly-organized bio-psychosocial
system (SoSe i Rado, 1998). This kind of metatheo-
retical approach can still offer certain solutions
related to the selection of human resources and
potentials for the purposes of performance of VIP
protection-related jobs, since certain fields of an-
thropology do not have equally well developed
procedures and methods for the evaluation of basic

latent dimensions?! necessary for the performance of
particular human activities, or such procedures are
so demanding in terms of the time or economic cost
of such measurements, that it is very hard to find
sufficient data that provide an accurate enough
insight in the realistic structure of latent dimensions
required to perform a complex VIP protection job.
The methods used in the selection of human re-
sources and potentials required for the performance
of a VIP protection job, were recognized in the dis-
tant past, however those selection procedures were
based on practical experience. The first selection
procedures based on scientific facts were conducted
in the modern age, and they primarily refer to mo-
tor abilities?, functional abilities®, anthropological®
and conative characteristics®, and specific skills and
knowledge. The elements currently used in the
selection of human resources for the needs of po-
lice, military and guards, and for initial classification
are the degree of motor and functional abilities,
individual’s health (determined on the basis of the
previously conducted general medical examination)

! In the field of kinesiology, we frequently notice phenome-
na, which are not directly measurable and require the appli-
cation of the precisely defined methods, which help us get
the data about truly important anthropological characteris-
tics of individuals or groups of people.

2 The term: motor abilities, mostly translated as physical
abilities, appeared in the works of the physical education
theoreticians at the end of XIX century and early XX centu-
ry. In addition to “physical abilities”, other terms were also
used, such as “motion characteristics”, “physical qualities”,
“motion qualities” etc. Since recently, the most frequently
used term has been “motor abilities”, which is, at least in
experimental research, usually reduced to operationally
defined latent dimensions derived from a system of measur-
ing tools. (Sose i Rado, 1998).

3 The adaptation of organism as a whole to systematic
physical loads is achieved with the increase of functional
abilities of all individual organic systems, particularly the
function of cardio-respiratory system. (Sose i Rado, 1998).

* The dimensions and proportions of the body as a whole or
its individual segments. Standard anthropometric dimen-
sions include body height and mass, length of arms and
legs, arm range, skin-fold thickness, volume and bone range
of body segments. Certain human activities have a defined
anthropometric profile (e.g. preferred body height) (Ostoji¢,
2006).

5 For the personality characteristics which are included in
the field of conative dimensions (in the broadest sense) of
the anthropological space, it is very hard to find an accurate
theoretical explanation, although they are simultaneously
particularly important for the understanding and prediction
of human behavior. It has become almost trivial to state
that the realization of human’s intellectual potential cannot
be successful if a person as a whole is not emotionally
stable, socially adapted and integrated. (SoSe i Rado, 1998).
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and degree of education. Functional-motor abilities
provide for elementary safety in the selection of
candidates for particular jobs, primarily in terms of
the description of assignments they perform. The
analysis of psychological and sociological character-
istics, and intrinsic and extrinsic motivation to work
in special-purpose services has been almost abso-
lutely neglected. Through the activities in which
they are engaged, people reach their goals under
the influence of personal (intrinsic) and external
(extrinsic) motivational factors, or they do not
achieve them due to amotivation, which is of ex-
treme importance for the police system. Assessment
of psychological characteristics in the selection of
human resources and potentials for special purpos-
es is an assessment of work ability through a formal,
specialized examination of a candidate, an officer,
which results in objective evidence proving that a
candidate is, or is not, able to perform a defined job
safely and efficiently, and that his/her abil-
ity/disability may be caused by his/her psychological
condition or impairment. The basic purpose of psy-
chological assessment of candidates is to determine
whether a candidate is able to safely and efficiently
perform the most important duties within his or her
job.

RESEARCH METHODOLOGY

The sample of examinees for the purpose of this
research comprised 24 experts from the close
protection field from the region and Europe, who
volunteered to participate in this research. They all
have minimum five years of experience of working
in the field of VIP close protection, and they have all
occupied all positions in the close protection team.
The expert analysis was conducted on the basis of a
questionnaire in  which the questions were
predefined, with a 5-degree scale, which served for
the assessment of importance of anthropological
characteristics of human potentials, defined as the
factors of general characteristics (appearance, pre-
vious experience in close protection jobs, education,
special skills and knowledge, communication); the
examinees had the opportunity to assess, on the
scale from 1 to 5, the importance of general charac-
teristics needed when recruiting candidates. The

general characteristics of human potentials after the
recruitment (OONPS), where the examinees had the
opportunity to assess, on the scale from 1 to 5, the
importance of general characteristics needed after
the recruitment of candidates are as follows: team
work, work under stress, power of perception, abil-
ity to develop special skills and knowledge, planning,
organization and control. The collective scores of
OOPPS and OONPS were also calculated after the
receipt of data, and their comparison was conduct-
ed for the purpose of meeting the fundamental goal
of the paper.

Methods of Data Processing

For all variables, central and dispersion parameters
(AS£SD) were calculated, and distribution normality
assessed using the Kolmogorov-Smirnov (KS) test.
The sum of individual scores of general characteris-
tics was calculated to determine the OOPPS and
OONPS. The statistical significance of the differences
between OOPPS and OONPS was established by the
Wilcoxon test, while the statistical differences be-
tween the individual scores of general characteris-
tics within OOPPS and OONPS were calculated by
the Friedman test. The level of statistical signifi-
cance was set at p<0.05. All analyses were per-
formed using SPSS program package for the Win-
dows operating system.

Results

In accordance with the set goals, the results of this

study indicate the following:

1. There exists a difference between the measur-
able factors of OOPPS and OONPS. After the
evaluation of general characteristics, the dif-
ference in favor of OONPS was noticed.

2. The evaluated general characteristic, which has
been found to be the most important one in
the course of measuring of OOPPS is commu-
nication; in the OONPS measuring, it is team-
work.

3. The evaluated general characteristic which has
been found to be the most important one in
the entire expert analysis is teamwork.

4. The OOPPS measurements have proven there
is a statistically significant difference, while it is
not the case with OONPS.

Table 1. Descriptive Statistics

Descriptive Statistics

Appearance

Experience

Education

Skills and knowledge

Communication

OOPPS

Team work

Ips

Observation

Mean | Std. Deviation
3,75 1,07
3,71 0,99
3,71 1,43
4,37 0,82
4,33 1,05
19,87 3,73
4,54 0,88
4,37 1,21
4,37 1,24
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UPVZ 4,37 1,01
POK 4,29 0,95
OONPS 21,96 4,14

Table 2. Level of Statistical Significance within and between Factors

Level of statistical significance within and between factors

Description Within factors Between factors
OO0PPS 0,001* -
OONPS 0,256 <0,001

*Friedman's test
**Wilcoxon's test

Graph 1. Graphical Presentation of Individual Characteristics and Corresponding Statistical Significance
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DISCUSSION

The selection of candidates for the jobs in the field
of close protection of persons and facilities of
special importance plays a very important role for
both the parent unit and society as a whole in terms
of security (Anderson et al. 2001). For this reason,
only the candidates who demonstrate a satisfactory
knowledge level, and meet the general
requirements for admission to educational
programs, are sent to further police officer training.
After the admission, the training of police officers
may be classified using various criteria; most
frequently, it is classified according to the skills they
develop: physical training, handling of official
firearms, tactical training, specialist training, general
knowledge (Nika¢ i Simi¢, 2013). Bearing in mind
that at the basic training courses for police officers,
the training for protection of persons and facilities
of special importance is conducted exclusively
through specialist courses (basic-level training) it is
of crucial importance that the training and obtaining
of knowledge continue after they join their parent
unit. The results of the Wilcoxon test indicate that
there is a statistically significant difference between

ips
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OONPS
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the general characteristics of human potentials
when recruited, OOPPS, and the general
characteristics of human potentials after the
recruitment, OONPS. The general characteristics
which have been evaluated: appearance, previous
experience in the jobs of close protection and
education with regard to OOPPS, have been found
less important in relation to evaluated parameters:
team player, work under stress, power of
perception, development of special skills and
knowledge, planning, organization and control with
regard to OONPS. The general characteristics like
skills, knowledge and communication, have been
found to be almost equal with regard to OOPPS in
relation to all OONPS parameters. The evaluated
general characteristic — communication - has been
found to be the most important with regard to
OOPPS, while the teamwork as the general
characteristic has been found to be the most
important with regard to OONPS. Teamwork has
also been found to be the most important general
characteristic in this expert analysis. When all the
above is taken into account, together with technical
development and logistical support of the agency
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they work for, the difference is clear between
bodyguards and trained members of the VIP close
protection team (Morati¢ i Ahi¢, 2015). Bodyguards
react by nature and the criterion for their
recruitment is mostly their appearance, not their
knowledge, training and ability to react properly,
while the close protection team members are
professionals, defined by their communication skill,
multiple-month training, flexibility, ability to plan
thoroughly and fully implement the protection
mission. The results of expert analysis provide
enough material for more serious and detailed
planning of the development of general
characteristics necessary during and after
recruitment, when it comes to the recruitment and
selection of human resources in the services whose
basic task is the protection of persons and facilities
of special importance.

CONCLUSION

Human resource management has become one of
the crucial issues for security agencies worldwide,
mostly due to significant changes in the way
terrorist attacks are executed, and more
sophisticated threats, as well as due to the nature

and manner of execution of everyday assignments.
When it comes to public security, public
expectations are always, in principle, at a high level,
and when something happens, managers in security
agencies are exposed to great pressure. Any failure
of the Human Resource Deparment may have
significant consequences for both human resources,
and the organizational unit structure. Any reaction
or use of a member of the aforementioned services,
aimed at rejecting a threat or attack on a person or
facilities of special importance, which is in
compliance with legal authorities, in principle
represents a serious violation of basic human rights.
For this reason, the assessment of recruitment and
selection of human resources in the security
services, concretely in the agencies to protect
persons and facilities, is of particular importance,
therefore it should be very carefully planned and
implemented. Based on all the aforementioned, we
can conclude that the results of this research
possess a capacity to improve and create new
training models, and criteria for forming the teams,
which work at the mid-level security threats bearing
in mind the characteristics of the said team
members.

(Meaning of abbreviations OOPPS and OONPS used in this paper:
OOPPS — general characteristics of human potentials when recruited
OONPS - general characteristics of human potentials after recruitment)
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