











eligible to take a promotional examination. During that tyo.
year period, officers become very faﬁiliar with the technica)
legal jargon that is used in the law enforcement field. Thig
familiarity with the "official vocabulary" increases their
ability to read and comprehend police-related written materi,
Therefore, while a volume may Have a readability index of
college graduate (16+), the experienced officer will probably
be able to obtain a working knowledge of the material due to
his familiarity with the terminology. For all practical
purposes, then, such a volume would have a reading difficulty
level somewhat lowef than what is indicated by the Dale—Challj

indices.

Discussion and Conclusions

The readability equivalent grade levels for both the Academy
and promotional reading materials primarily range from eighth
grade through college graduate. As the minimum requirement,
therefore, all applicants should be able to read at least at
~the 12th grade level, and more reasonably at a level above

thap of the average high school graduate.

The obvious importance of reading skills to success in‘the

Academy and fo career progress in the Department have a numbe:
of implications for selection and training. First, it apped’ |
that the requirement of a high school education by the Housti‘
Police Department is justified. This opinion is based on th¢

readability indices of a sample of reading materials conside '
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to be representative of that to which both the Academy cadet
and the commissioned police officer are exposed in the line

of duty.

second, because of the importance of reading skills, the Depart-
ment should install some measures of reading ability to be used
in the screening of job applicants. Unless such a measurement
has been validated for this purpose in prior research, it is
recommended that a readability test be selected and administered
experimentally to all cadets until it can be validated against

Academy performance criteria.

aAnd third, the Department should consider remedial reading
programs and simplification of training course materials
when feasible. In particular, the Department might initiate
or support the development of simplified versions of the most

difficult source materials, i.e., the Texas Penal Code and

Texas Motor Vehicle Laws.

In conclusion, it should be.noted that these findings are
substantiated by an independent reseafch study sponsored by
the Texas Cémmission on Law Enforcement Officer Standards and
BEducation, 1976. This sﬁudy’used the FOG Readability Index
to determine the readability of materials used in training
municipal police officers throughout the State of Texas. The
readability analysis covered 10,000 pages of separate reading
material from which a total of 475 samples of 100 words or

more text were selected for analysis. The average readability
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index of the material was found to be at the 15.84 grade
level. Further, only 22.7 percent of the material analyzed
was found to have a readability index below the 12th grade

equivalency.
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GLOSSARY

Construct: A concept or theory devised to integrate in

an orderly manner the diverse data about a phenomenon.

Construct Validity: A measure of the relationship between

a test or measure and a psychological construct or concept,

Correction for Unreliability: The statistical process for

estimating a population correlation coefficient given that
one or both variables are subject to errors of measurement.

(i.e., unreliability)

R

Correlation Coefficient: A number, ranging between =-1.0

and +1.0 that indicates the degree of linear relationship
between two variables. Correlation coefficients close to
~1.0 indicate strong inverse linear relationships, while

coefficients close to +1.0 indicate strong direct linear

relationships.

Criterion (criteria): The standard(s) used to validate a

psychological test or measure.

Criterion Validity: A measure of the relationship between a

test or measure and a performance criterion.

Factor Analysis: A mathematical procedure for reducing the

complexity of a group of variables by creating a smaller
nunber of "factors" which combine the information contained ir

related variables.
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Factor Loading: The correlation between a single variable and

the factor.

L
Inverse: For a variable X (X#0), the quantity X.

Linear: A relationship between two or more variables such
Linear

that a fixed increment in one results in some other fixed

increment in the rest no matter what the values of the variables.

Logarithm: For a number X (X>0), the logarithm of X is

that number y satisfying the equation X=10y-

Mean: The average value; the sum of a group of observations

divided by the number of observations.

Multiple Correlation Coefficient: Same as correlation co-

efficient, except that more than two variables are involved

in the relationship.

Multiple Regression Analysis: A statistical procedure

whereby the value of a variable is predicted by the values
of several other variables when all variables are measured

on the same’ 'individual.

Null Hypothesis: In statistics, a hypothesis is assumed
to be true unless the weight of evidence indicates likelihood

that it is not triue.

Phi Coefficient: Same as correlation coefficient, except

that each variable assumes only two values.
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Population: In statistical terminology, the totality of

possible subjects whose characteristics could be observed.

Reliability Coefficient: A measurement of repeatability

of measurement, of a variable usually expressed by means of

a correlation coefficient.

Restriction of Range: A phenomenon that tends to reduce the
observed correlation between variables relative to the popula-
tion correlation when a portion of the population is not

able to be observed.

SamElé: A subset of a population, usually chosen in

accordance with some rule.

Significance Level: 1In testing a null hypothesis, the

probability that the results obtained could occur given the
truth of the null hypothesis, A'significance level of .05
means that under the null hypotheéis, results as extreme as

those obtained would occur less than one time out of twenty.

Standard Deviation: A measure of the dispersion of a group

of values, representing the average distance of the values

to the mean.

£t test: A statistical test of a null hypothesis that the

means of two groups of observations are equal.
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Taylor-Russell Tables: Tabulated results indicating the

gain in average job performance to be expected when a job -

s

related test is used in applicant selection.

Transformation: Changing of data to a new scale of measure-

ment, such as by taking the logarithm of each wvalue,

Validity: The degree to which a psychological test or
measure is actually related to the criterion or whatever

it is intended to measure.

Validity Coefficient: If quantitative scores are available

on both the tesgt or measure and the criterion, a coefficient
of relationship (correlation coefficient) between the test

scores and criterion scores.
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3.

INTRODUCTION

Greetings: Hello, how are you today, ...

Purpose of initial interview

a. To find out about you in general and specifically in the last ten
years

b. Many questions are of a personal nature

-  Not trying to embarrass you

-  Will be kept completely confidential

- Is necessary to evaluate your gualifications

-~ - Is necessary to get information to aid in background investigation

c. You may be asked the same or very similar questions later during a
.  polygraph test, so we would like to stress that you answer all
questions honestly.

1) If you are processed further after the initial interview, we
will be contacting your previous employers, schools, friends
and others who can provide information about you when we conduct
a very thorough background investigation. You may also ke
asked to take a polygraph cxam; therefore it is extremely
impecrtant thai you answer all questions honestly.

Cuestions

a. Now, do you have any guestions?

b. Answer‘questions

c¢. If there are no (further) questions, we will begin the interview.
d. Let me stress onge again that you will be subject to a thorough

background investigatior, so answer all questions honestly and to
the best of youxr ability.




L If a circled question is not applicable, enter a dash (~).

. If the answer to a circled question is not krown by the applicant, enter D/K.

Make sure all circled questions that ask for a quantitative resprnse have a number
entered, even if it is zero (0). ) ‘
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PRELIMINARY INTERVIEW CHDCKLIST

1 A RS . T
-

INTERVIEWER:
o BACKGROQUND DATA
C) Name (Last, First, Middle)
; D.0O.B. / /7 / I.D. # (from log) .
;2 C) bate / / [/ Age Sex M Race White | | Black [:]Mexican*American
L . F Other:
| 3. Nickname Other Names Maiden Name

! Why do you want to be a police officer (write brief summary of reasons)?

5. (Out of Towners) What attracted you to Houston?

- G g bW T F

'3 ‘. How many residences have you lived in durirng the last five years? {excluding
military service, dorm rooms, etc.)

.. TRAFFIC RECORD
1. D.L. Number State Expiration Date
Any restrictions? Type
Type of License (e.g., Chauffeur's)
HAVE YOU EVER HAD ANY TRAFFIC TICKETS? HOW MANY ALTOGETHER?
(a) How many were you convicted on? __
(b) How many are not paid?
(©) How many moving violation tickets have you had in the last 12 months?
d. What were they for?
| (® How many were you convicted on?
 _1 C:) HAVE YOU EVER HAD ANY TRAFFIC ACCIDENTS? HOW MANY ALTOGETHER?
" 22 (® How many were your fault?
b. Were there any serious injuries?
(©) How many of the accidents were in the last 12 months?
@) How many of those in the last 12 months were vour fault?
HAVE YOU EVER RECEIVED ANY WARNING LETTERS? HOW MANY?
(® How long ago was the last one (estimate in months)?
b. What for?
HAS YOUR LICENSE EVER BEEN SUSPENDED? HOW MANY TIMES?
How long ago was it last suspended (estimate in months)?
b. Why was it suspended?
HAVE YOU EVER BEEN PUT ON PROBATION? HOW MANY TIMES?
() How long ago were you last put on probation (estimate in months)? __
b. Why were you put on probation?
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How do you think others would evaluate your driving habits on the following
four~point scale? (Read the phrases. only, nof the numbers, to the applicant
and ask him which describes his driving habits the best. Make a / on the line

next to the response). 1 = Always safety conscious
2 = Usually safety conscious
3 = Usually careless
4 = Always careless

S e e, M T A P SO SEUR S T B IR FISN A e X

8. Additional ccmments

L. CIVIL SUITS
7 (@) HAVE YOU EVER BEEN SUED? HOW MANY TIMES?

a. When? b. What for?
¢. Settled or pending? d. In or out of court?

e. Did you win or lose?

P
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1. If a circled question is not applicable, enter a dash ().

2. If the answer to a circled gquestion is not known by the applicant, enter D/X.

3. Make sure all circled questions that ask for a quantitative response have a nupy.
entered, even if it is zero (0).

- g o,

B9 @ HAVE YOU EVER SUED ANYONE? HOW MANY TIMES?
a. When? b. "~.at for?
c. Settled or pending? d. In or out of court?
e. Did you win or lose?
) @) HAVE YOU EVER FILED A GRIEVANCE WITH A LABOR UNION OR ORGANIZATION? HOW Mal,

———

TIMES?
a. When? b. lgainst whom?
c. Disposition?
4. Additional comments
IV. MILITARY HISTORY
4] Draft classification: 1 [:]Not Unfavorable 2 [:]Unfavorable (check or..
: Reinlistment code: 1 ] ]Not Unfavorable 2 [] Unfavorable (check one)
IS EITHER YOUR DRAFT CLASSIFICATION OR REINLISTMENT CODE DUE TO A PHYSICAL

DISABILITY? 1) Yes 2) No (check one)
Type? Disability pay?
E:] C) Have you ever been in the service? ]) Yes 2) No (check one)
5. (IF NOT IN SERVICE) a. If 4F, 1Y, or Conscientious objector, reason:

b. Have you ever tried to enlist? What happened?

6. (IF WAS IN THE ARMED SERVICES) a. Branch Rank
b. Duties ___
_ c. Date in ' Date out
@ ANY ARTICIE 15'S, OFFICE HOURS, CAPTAIN'S MASS, ETC? HOW MANY? ___

1) what for?
2) Disciplinary actions
kel © WERE YOU EVER COURT MARTIALED? HOW MANY TIMES FOR EACH OF THE
‘ FOLLOWING TYPES? General Special Summary (enter a
number in each space)
1) What fox?
2) Disciplinary actions

k9] ® rType of discharge: 1) Honorable 3) Undesirable
2) General 4) Dishonorable (check ont
E@ C) Based on the following scale, how did you adapt to the military

service? (Read phrases only; check the most appropriate response.)

1 = loved every minute of it
2 = very few problems adjusting
3 = some problems adjusting
4 = lot of difficulty adjusting
5 = hated every minute of it
“(What kind of problems did you have? What part of the service didn'’
you like?) o
st
7. Additional comments ‘ .

V. EDUCATION '

52| (:) Do you have a: G.E.D.? High school diploma? 40 hours wollege? .
Did you attend a vocational school? If so, how many years? _ Dbid you
attend college? If so, how many years? —

@ What was your overall grade average in high school? What was your class

standing? 1 = Top quarter (check one!
A+ B+ C+ D+ 2 = Second quarter
. B c D 3 = Third quarter
A- B- c- 4 = Bottom quarter

(check one)

"1
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1f a circled question is not applicable, enter a dash (~).

1f the answer to a circled question is not known by the applicant, enter D/K.

Make sure all circled questions that ask for a quantltatlve response hawve a numbexr
entered, even if it is zero (0).

ha - s o B G S e D R S By Sk S o mem

,3 C} Were you ever suspended or placed on probation while in high school? How

many times? Why?
X () Based on the following scale, what was your attitude toward high school?
{(check one) 1 = took it very seriously; studied hard

2 = took it fairly seriously
3 = did not take it very seriously
4 = did not take it seriously at all; ignored studies

1 C) HAVE YOU EVER ATTENDED COLLEGE? 1) Yes 2) No (check one)

Are you still attending? 1) Yes 2) No (check one)

Did you obtain a degree? 1) MA  2) BA 3) aA  4) No
(check one or more)

If you did not graduate, why not?
Did you ever drop out? How many times?
Why?

count cach time)

count each time) .
What was your overall grade point average? out of 4.0 {(ronvert all
grades to a 4-point scale)

Were you ever put on academic probation? How many times?
Were you ever put on any other type probation? How many times?
What for?
Did you ever receive any other type of disciplinary action? How many
times? What for?
To what extent did you support yourself financially while attending
college? None All % (out of own pocket oaly; do not
congider scholarships)

the following scale, what was your attitude toward college? (check one)
took it very seriously; studied hard

took it fairly seriously

did not take it very seriously

did not take it sericdusly at all; lgnored studles
Have you ever taken any courses in law enforcement? How many?
Courses:
8. Additional comments

(5
m @0 60 ® 06 @ 6O

|

BWw N
I S

A r—

‘« EMPLOYMENT HISTORY
l. HAVE YOU EVER APPLIED TO THE HOUSTON POLICE DEPARTMENT BEFORE?
a. When? b. Outcome?
1} If rejected, reason:
2) Has this reason been rectified now? ,
2. HAVE YOU EVER APPLIED TO ANY OTHER CITY DEPARTMENT IN HOUSTON? .
a. When? _ b. Department?
c. OQutcoma?
3. HAVE YQU EVER APPLIED TC ANY OTHER POLICE DEPARTMENT OR LAW ENFORCEMENT
AGENCY? How many? a. When? — b. Where? ,
c. Was background investigation conducted? Yes No Don't know
.. d. Outcome?
3 HAVE YOU WORKED FOR ANOTHER POLICE DEPARTMENT OR LAW ENFORCEMENT AGENCY?
1) Yes 2) No (check one)
a. What were your dates of employment? ta
b. Duties/Division

How many courses did you drop? (If dropped same course more than oncse,

How many courses did you fail? (If failed same course more than once,




1. If a circled question is not applicable, enter a dash (-).

2. If the answer to a circled guestion is not known by the applicant, enter D/,

3. Make sure all circled questions that ask for a quantitative response have a .
entered, even if it is zero (Q). '
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€) Reason for leaving: 1) Voluntarily resigned 3) Asked to ,
4) Pired 2) Layed off (check one)
Why?
d. Are you eligible to return? 1) Yes 2) No
WERE ANY DISCIPLINARY ACTIONS TAKEN AGAINST YOU? HOW MANY? —_—
1) When? 2) What for?
3) Disciplinary actions T

WERE THERE ANY CITIZEN COMPLAINTS AGAINST YOU? HOW MANY?
1) Wwhen? 2) wWhat for?
3) Outcome?
HAVE YOU EVER BEEN THE SUBJECT OF AN INVESTIGATION? HOW MANY TIn.
1) When? 2) By whom?
3) What for? 4, Outccme?
DID YOU EVER ACCEPT ANY BRIBES’ HOW MANY TIMES?
1) What type of brlbes {money) ?

iy

Ll R E

2) Value 3. What were they for?
DID ¥OU EVER FAIL TO TURN IN CONFISCATED OR PRISONERS' PROPERTY?
"HOW MANY  TIMES? . What?

.DID YOU EVER ENGAGE IN ANY MISCONDUCT THAT WENT UNDETECTED? HOW N
. TIMES? What?
k.- EVER INJURED ON DUTY? 1) Yes 2) No How many times?
What for? Time lost?
How injured?
@ HOW MANY FULL~TIME JOBS HAVE YOU HAD, INCLUDING PRESENT JOB?
-~ @ Are you presently employed? 1) Yes -2) .No {check one)

OO 6 @ ® ©
|

& E

N

"b. (CURRENT OR LAST EMPLOYMENT)
1) Time employed months

2) Major duties and responsibilities

3) What Kind of problems did (or do) you have with your co-workut

4) How would your immediate supervisor evaluate you on your work:
Strong points -
Needs for improvement

(:D On a 4-point scale with 1 being very favorably, 2 being favor-
3 being unfavorably, and 4 being very unfavorably, how would :
evaluate you on: (enter a number on each space)

initiative, resourcefulness, and willingness to take

responsibility

willingness to follow orders

common sense or ability to make decisions

perserverence or stick-to-itiveness

leadership ability

ability to plan and organize

ability to get along with co-workexrs

absenteeism record

Reason for leaving (check one): 1) - Voluntarily resigned -
resigning (that is, the applicant decided to look for or take
another job) 3) Asked to leave 4) Fired 2) Lo
5) Temporary job. Why? : .

1]
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1f a circled question is not applicable, enter a dash (-).
1f the answer to a circled question is not known by the applicant, enter D/K.

Make sure all circled questions that ask for a quantitative response have a number
entered, even if it is zero (0).
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(:) Based on the following scale, how do you think your immediate
supervisor will evaluate you for becoming a police officer?

1 = very favorably

2 = favorably

3 = unfavorably

4 = very unfavorably (check one)

E

t reservations might he mention?

c. (IF OTHER JOBS)

Average tenure (in months)?

+HAVE YOU EVER BEEN FIRED? HOW MANY TIMES? When?
HAVE YoU EVER BEEN ASKED TO RESIGN? HOW MANY TIMES?

When? Why?
HAVE YOU EVER QUIT A JOB WITHOUT GIVING SUFFICIENT NOTICE?
HOW MANY TIMES? When? Why?

@ © CCO

When we talk to your previous supervisors about you, how do you
think they will evaluate you? (Put a / by the worst evaluation
the applicant would get.) 1 = very favorably

2 favorably
3 = unfavorably
4 = very unfavorably
() When we talk to your previous co-~workers about you, how do you
think they will evaluate you? (Put a ./ by the worst evaluation

It

|

the applicant would get.) 1 = very favorably
2 = favorably
- 3 = unfavorably

4 = very unfavorably
Have you ever been self employed? How many times?
7. Additional comments

. FINANCIAL CONDITION
HAVE YOU EVER ESTABLISHED CREDIT? 1) Yes 2) No (check one)
When we check your credit with a credit bureau, how do you think it
will come back? {check one) 1) Excellent 2) Good 3) Fair
4) Poor. Why?

!() What do you consider your current financial condition to be: 1) Excellent
2) Good 3) Fair 4) Poor (check one)
. a. VWhy? :
: () ON BOW MANY ACCOUNTS ARE YOU NOW BEHIND AT LEAST ONE MONTH?
! @ How far behind (in months)? (for the most delinquent account)
2) Circumstances?

3() HAVE YOU EVER HAD ANY REPOSSESSIONS? = HOW MANY?
a. What?

R b. When? c. Why?

! (4) HAVE YOU EVER BEEN REFUSED CREDIT? HOW MANY TIMES?

. a. When? b. Why?

5<> HAVE YOU EVER HAD A CHECK RETURNED BECAUSE OF INSUFFICIENT FUNDS? = HOW MANY

. TIMES?

¢ a. When? €) For how much altogether?

: c. Intentionally Unintentionally {check one)

B HAVE YOU EVER DECLARED BANKRUBTCY? 2) Yes 1) ____ No (check one)

When? Why?
Disposition?

-5
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If a circled question is not applicable, enter a dash (-).

2. If the answer to a circled question is not known by the applicant, enter D/y.
3. Make sure all circled questions that ask for a gquantitative response have a
entered, even if it is zero (0).
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7. How do you feel about:
a. Living on a gadet's salary?
b. Spending $200 for books and expenses, and going for three weeks wits,

pay?
¢. Relocation expenses? "
At what age were you financially independent? D
Additional comments
VIII. DRINKING HABITS .
DO YOU DRINK? ARE YOU A LIGHT, MODERATE, OR HEAVY DRINKER? l)_______ Not o
2) Light 3) Moderate 4) Heavy (check one)
2. What do you drink? Beer Wine Liquor (check all that agj:,

How often do you drink?
How many drinks do you average per week?

3]
@w

5. Where do you usually drink?
6. Do you frequent any lounges or taverns? Names:
a. How often do you go there? N
b. How long do you usually stay?
@ HOW MANY TIMES HAVE YOU BEEN INTOXICATED IN THE LAST 12 MONTHS?

’ a. When were you last intoxicated?

4 &) How many times have you driven while intoxicated in the last 12 month.
56 HOW MANY TIMES HAVE YOU BEEN TIPSY IN THE LAST 12 MONTHS?
(8 @) How many times have you driven while tipsy within the last 12 months?

b. When were you last tipsy?

(:} What kind of problems, if any, has your drinking resulted in?

3 =S8erious ___ 2 =Minor ____ 1 = None at all (Check which one be--
describes these problems.)

10. Do you consider your drinking a problem? 2) Yes 1) No (check one)

11. Additional comments

IX. ARREST RECORD
(1) HAVE YOU BEEN ARRESTED AS A JUVENILE? HOW MANY TIMES FOR FELONIES?
FOR MISDEMEANORS? '
a. When and where?
b. What foxr? _
72| [73 © Number of times convicted on felonies? On misdemeanors?
4j 17 HAVE YQU EVER BEEN ARRESTED AS AN ADULT? HOW MANY TIMES FOR FELONIES? ___
FOR MISDEMEANORS?
a. When and where?
b. What fox?
€ Number of times convicted on felonies? On misdemeanors? _____
3. Additional comments

X. FAMILY ARRESTS
1. HAVE ANY MEMBERS OF YOUR IMMEDIATE FAMILY (PARENTS, CHILDREN, BROTHERS, S:i-

SPOUSE) OR CLOSE RELATIVES (THOSE WHOM YOU ASSOCIATE WITH OR COULD BE INF!
BY) EVER BEEN ARRESTED?

1 @ How many times for felonies? for misdemeanors?
: b. 'Who? .
‘ ¢, When and where? —

d. What for? -
Eﬂ{:@ (& Number of times convicted for felonies? for misdemeanors? __
f. How did you feel about what they did?

2. Additional comments

e
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., If a circled question is not applicable, enter a dash (-).

If the answer to a circled guestion is not known by the applicant, enter D/K.

Make sure all circled questions that ask for a gquantitative response have a number
entered, even if it is zero (0).
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.7, PARTY AFFILIATIONS
Durlng our background investigation, we will check into your organizational act1v1t1es,
so if you have been associated with any questionable groups, I'd like-your
explanation beforehand.
:ﬂ C) 'ARE YOU A MEMBER OF, OR HAVE YOU EVER BEEN A MEMBER OF, THE KU KLUX KILAN, BLACK
PANTHERS, OR ANY ORGANIZATION THAT MIGHT BE CONSIDERED RADICAL OR SUBVERSIVE?
How many? Which ones?
iﬂ () Have you ever attended a meeting of, or are you in sympathy with, any
organization that might possibly be considered radical or subversive? How many
meetings? __ How many in sympathy with?
3. How many, if any, of your family members or friends belong to any of these types
of organizations?
4. Additional comments

7. PHYSICAL HEALTH
1. What, if any, serious illnesses or injuries do you have or have you had?

a., When? ‘ b. Are there any present effects?

2. What, if any operations have you had?

a, When? b. Are there any present effects?
3. How many times have you been hospitalized?

a. What for? b. When?

4. Are you presently on any medication?

a. What kind?

b. What for? ¢. How long?
| 5. What physical defects, if any, do you have?
| 6. Are you involved in any type of formal or informal physical fitness or weight
\ control program? Describe

7. Additional comments

L (ujg'NTAL HEALTH
1

J DO YOU HAVE OR HAVE YQU EVER HAD ANY NERVOUS OR MENTAL DISORDERS? 2) Yes
1) No (check one)
a. What? b. When?
:ﬂ 2. DID YOU EVER TAKE MEDICATION FOR A NERVOUS OR PSYCHOLOGICAIL CONDITION?
2) Yes 1) Mo (check one)
. a. What? b. How long?
3. Were you ever under the care of a psychiatrist, psychologist or counseloxr?
- 2) Yes 1} No (check one)
3 4. Has anyone in your family ever had a nervous or mental disorder?
iﬂ DO YOU HAVE AN ACTIVE TEMPER? 1) No 2} Yes (check one)
.y

() How many times per year do you lose control of your temper?
b. How do you usually display your temper?
¢. When was the last time vou lost your temper?
d. What did ycu do?
6. How do you usually react when you get angry or frustrated?

7. How do you normally react to somebody who insults or abuses you?

®

AS AN ADULT, HAVE YOU #7ER BECOME INVOLVED IN A PHYSICAL FIGHT? (THAT IS NOT
JOB RELATED; ONLY THOSE THAT ARE PERSONAL IN NATURE) HOW MANY TIMES?
a. When? b. Who started it?
c. Any weapons? d. Circumstances?
d. Outcome?

9. Additional comments

wers§
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1. If a circled question is not applicable, enter a dash (-).

2, If the answer to a circled question is not known by the applicant, enter D/K,

3. Make sure all circled questions that ask for a quantitative response have a ny.
entered, even if it is zero (0).
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XIVv. DRUG USE
1. Have you ever taken any illegal drugs, such as: marijuana ... hash ... sp-
«ss heroin ... LSD ... cogaine ... others?

Comments
Last (e.g., whom with, where got, where
Time used, etc.)

# Times\in Last
in Life)llZ Mos

29 23 & Marijuana :
g ' —

ication not prescribed to you? 1i

2. Have you ever taken any prescription

Yhat Time Comments

LI e TR o T o 8 1]

Eﬂ (:) How do you feel about the hard drug laws? (check one) 1) Too lenient

3) Too strong 2) Adequate. Comment
@ How do you £feel about the marijuana laws? (check one) 1) Too lenient

3) Too strong 2) Adequate. Would you enforce them under all
circumstances (e.g., on friends)?
Comment

5. How many of your friends use drugs?
Do they try to involve you? Yes No

6. 2Additional comments

S A

FAMILY STATUS AND SEX
How many times have you been married?
Current status (check one): 1) Single 2) Married 3) Widowed
4) Separated 5) Divorced
(:) If ever divorced, number of times.
4, (FOR CURRENT OR LAST MARRIAGE).

am?

a. How long (are/were) you married? How many children?
(G) Have you ever separated? Number of times?
How long? Why? I
@ Did you ever hit your spouse out of anger? How many times?
Why? R
@ Based on the following scale, (do/did) you argque (fight)
1 = never
2 = very seldom
3 = some of the time
4 = most of the time
5 = all of the time (check one)

5. (IF CURRENTLY MARRIED)
C) Based on the following scale, how do you feel about your marriad
very happy marriage
happy marriage
unhappy marriage
very unhappy marriage ., (check one)

]

"

i

[N
A
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If a c1rcled question is not applicable, enter a dash (-).

If the answer to a circled questlon is not known by the applicant, enter D/K.

Make sure all circled questions that ask for a quantitative response have a number
entered, even if it is zero (0).

.
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C) Based on the following scale, how does your spouse feel ahbout your

becoming a police officer? (check one) 1 = very encouraging
2 = positively
3 = indifferent
4 = negatively
: 5 = strongly opposed
Objections:
6. (IF CURRENTLY SEPARATED)
a. How long have you been ‘separated? b. Why?
7. (IF CURRENTLY DIVORCED)
a. How long have you been divorced? b. Who filed for
divorce? c. Why?
8. (IF OTHER MARRIAGES)
] Average length (in months) of each marrlage
b. Reason each marriage terminated
1 (c) Number of times separated? Why?
| (@) Ever hit your spouse out of anger? How many times?
Why? .
} C) How much did you argue (fight)? 1 = never 4 = most
2 = very seldom of the time
{check one) 3 = some of the time 5 = all of
g. (IF EVER DIVORCED) the time

1.

Who has custody of the chxldren“ - Are you paying child support°
Ever delinguent on payments? How many times?
(IF EVER MARRIED)
DID YOU EVER GC OUT ON YQOUR PRESENT OR FORMER SPOUSE(S)? 2) Yes
1) No {check one) .
On how many spouses? C) With how many people?
How many times altogether? d. Long affairs or short ones?
' (¢) How long ago (in months) was the last
time? Did you ever go out with a person you knew
was married? 2) Yes 1) No (check one)
Why did you go out on your spouse?
Would you do it again? "1 = definitely not
' probably not
probably yes
definitely yes {check one)

@®

it

E=

]

2
3
4

|11

(IF SINGLE)

a. Whom do you live with?

b. Have you ever lived with anybody else?

C) HAVE YOU EVER GONE OUT WITH A PERSON YOU KNEW WAS MARRIED? 2) Yes

1) No
@® With how many married people?
(@ How many times altogether?

Have you ever been named in a divorce suit? Wwhen?
HAVE YOU EVER ENGAGED IN ANY SEXUAL ACTIVITY THAT MIGHT BE CONSIDERED
ABNORMAL? 2) Yes 1) No (check one)

a. What? _
Have you ever engaged in any sexual activity that might be used to intimidate

or blackmail you? 2) Yes 1) No (check one)

C e AT n g S A e A D 1 e o s L e
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1. If a circled question is not applicable, enter a dash (~).

2. If the answer to a circled question is not known by the applicant, enter D/g,

3. Make sure all circled questions that ask for a gquantitative response have a ,
entered, even if it is zero (0). )

.
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15, What about the following? How many times?

(Juvenile) (AdulE) Comments

& Homosexual acts
g% Use of prostitutes

Received payment for sex T
Have you ever had VD? No Yes Type
a. How many times? b. Last time?

17. (IF FEMALE)
@ HAVE YOU EVER HAD AN ILLEGITIMATE CHILD?
1) How many? 2) When?
frol ® HAVE YOU EVER HAD AN ABORTION? How many? When?

Legal or illegal? T
(IF MALE) _ ”
HAVE YOU EVER CAUSED A GIRL OTHER THAN YOUR WIFE (AT THE TIME) TO Ggv
PREGNANT? How many? When?

@ Bave you ever arranged for anyone to have an abortion? How many times?
Legal or illegal? B
20. padditional comments

XVI. THEFTS AND DISHONESTY
1. Have you ever stolen or shoplifted anything; that is, have you ever taken
anything from an employer, store or person that didn't_belong to you?

Total Vvalue
What; % of Times

(all times
Your Age\combined)

From Whes

~s Ime fne fas

[ fd (4] ; :

2. Did you ever change price tags?
How Long
Ago Was the
Last Time

3. Have you ever purchased items that vou knew or suspected were stolen?

‘

~s b Joe

~e

4. Additional comments

XVII. OUTSIDE ACTIVITIES
1. How do you spend your spare time?

2. Hobbies? ) e

~10-
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1f a circled question is not applicable, enter a dash (-).

if the answer to a circled question is not known by the applicant, enter D/K.

Make sure all circled questions that ask for a quantitative response have a number
entered, even if it is zero (0).
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(:) Organizations? How many? Which ones?
4, Comments

RESERVATIONS

1. As you know, we will investigate your past. When we interview applicants,
friends, and neighbors, we almost always find someone who questions the
applicant's acceptability as a police officer. Let's discuss these things now:
What type of reservations might people have about you?

C} How do you think your personal references will evaluate your suitability for

police work? 1 = very favorably
2 = favorably
3 = unfavorably
4 = very unfavorably (check one)

() How will people evaluate you when we ask them about your racial prejudices

(e.g., against Whites, Blacks, Spanish, etc.)? 1 = absolutely no prejudice
2 = a little prejudiced
3 = prejudiced
(check one) 4 = very prejudiced
C) How will people evaluate you when we ask them about your religious prejudices
{e.g., against Jewish, Catholics, etc.)? 1 = absolutely no prejudice
2 = a little prejudiced
3 = prejudiced
{check one) 4 = very prejudiced

() How will people evaluate you when we ask about your prejudices against other

groups of people, such as hippies, homosexuals, liberals, etc.?

1 = absolutely no prejudice

2 = a little prejudiced

3 = prejudiced

4 = very prejudiced {check one)

6. What is the worst thing you have done in your life: that is, what have you
*  done that you regret the wmost? ,
7. Using the following scale, what are your reservations about:

1 = absolutely no reservations

2 = some reservations
3 = very strong resexvations
Completing the acadeny?
The pay for police officers?
Shift work?
Physical demands of the job?
Using force?
Using firearms? (Enter a number
Possibly injuring someone° on each space)
Possibly killing someone?
Possibly arresiing friends or relatives?
Enforcing all laws?
Following oxders strictly?
Working on any type of duties assxgned°
8. wWhat do you feel are the major attractions of police work?

@@@@@@

9. What do you feel are the major drawbacks of police work?

10, ‘Additional comments

-11l-
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PRELIMINARY INTERVIEW

APPLICANT EVALUATION FORM

PART I

Based on the information obtained on the preliminary interview checklist,
rate the applicant on each of the factors below. Each rating should be
made on the basis of the following 5-point scale:

S5=negative information; automatically rejects the applicant

4=negative information; points toward rejection, but other
factors must be considered

3=negative information, but minor; little or no effect on
employment decision

2=no negative infoimation obtained

l=positive information; may be helpful in job success

When rating each factor, review the appropriate section on the preliminary
interview checklist, and then circle the number in the rating scale (as
defined above) which you feel best summarizes the information obtained.
Base your rating only on the basis of the information obtained in the
corresponding section of the preliminary interview checklist.

POSITIVE RO NEGATIVE Dat
DATA NEGATIVE MINOR CONSIDER

X. REASON FOR WANTING TO

BE A POLICE QFFICER: . . 1 2 3 4

: II. DRIVING YISTORY: . . . 1. 2 3 4
; IIT. CIVIL SUITS: ) . . . 1 2 3 4
3

k IV. A. RELEVANCE OF

Vi. A.

VIXI. A,

o

MILITARY SERVICE:, . . 1 _ 2 3 4

ADJUSTMENT T0
MILITARY SERVICE:. . . L 2 3 4

ADJUSTMENT TO '
EDUCATIONAL SETTING: . 1 2 3 4

POTENTIAL FOR GLTTING
THROUGH POLICE ACADEMY:, . 1l 2 3 4

EMPLOYMENT HISTORY/STABILITY:. 1 2 3 4
EMPLOYMENT REFERENCES: , . 1 2 3 4

RELEVANCE OF EMPLOYMENT .
EXPERIENCE FOR HPD WORK: . 1 2 3 4

PAST FINANCIAL CONDITION: . 1 : 2 3 4

CURRENT FINANCIAL CONDITION:
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I,

DRINKING HABITS: . . .
A. ARREST RECORD: . . .
B. CONVICTION RECORD: ., .

INFLUENCE OF FAMILY

AND FRIENDS: . . . .
PARTY AFFILIATIONS:. . .
PHYSICAL HEALTH: . . .
A. MENTAL HEALTH: . . .
B. EMOTIONAL CONTROL: |, .
C. ASSERTIVENESS: . . .
DRUG USE: . . . .

A. HISTORY OF FAMILY STABILITY/
MARITAL ADJUSTMENT:

B. SEXUAL CONDUCT:. . .
HONESTY: . . . 4 .
A. PERSONAL REFERENCES: .

B. SUITABILITY FOR POLICE WORK:

POSITIVE NO

NEGATIVE DATA

DATA NEGATIVE MINOR CONSIDER REJECT

. 1 2 3
. 1 2 3
. 1 2 3
. 1 2 3
. 1 2 3
. 1 2 3
. 1 2 3
. 1 2 3
. 1 2 3
. 1 2 3
. 1 2 3
. 1 2 3
. 1 2. 3
. 1 2 3
. 1 2 3

4

4
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PART II

Review the information obtained during the preliminary interview as a whole,
Now, based on the information obtained and the applicant's actions, attitumn
and interpersonal style displayed during the interview, evaluate the
applicant on each of the eight factors at the end of this page (these

factors are defined in the accompanying manual).

For each factor circle th,

number on the rating scale; as defined below, which best describes the
individual.

5.

6.

9. DISPOSITION: 1. LJ

l=above average
2=average
3=below average

TO WHAT EXTENT DOES THE APPLICANT
DISPLAY PERSONAL CHARACTER AND
RESPONSIBILITY?

TO WHAT EXTENT DOES THE APPLICANT
DISPLAY EMOTIONAL STABILITY/CONTROL
AND PSYCHOLOGICAL ADJUSTMENT?

TO WHAT EXTENT DOES THE APPLICANT
DISPLAY THE CAPACITY FOR GOOD
JUDGMENT AND DECISION MAKING?

TO WHAT EXTENT DOES THE APPLICANT
DISPLAY THE CAPACITY FOR CON-
SCIENTIOUSNESS TO DUTY?

TO WHAT EXTENT DOES THE APPLICANT
DISPLAY THE CAPACITY FOR INTER~
PERSONAL EFFECTIVENESS?

TO WHAT EXTENT DOES THE APPLICANT
DISPLAY AN INTEREST IN HELPING
OTHERS AND THE CAPACITY FOR EXER-
CISING GOCD PUBLIC RELATIONS?

TO WHAT EXTENT DOES THE APPLICANT
DISPLAY THE CAPACITY FOR ESTABLISH-
ING GOOD WORKING RELATIONSHIPS WITH
PEERS?

TO WHAT EXTENT DOES THE APPLICANT
DISPLAY THE CAPACITY FOR EXERCISING
LEADERSHIP/SELF-RELIANCE?

Investigate
2. O Voluntarily
3. [ Rreject

ABOVE. BELCW
AVERAGE AVERAGE AVERN
HAvoRAbh avohraul AVEBRR

1 2 3
1 2 3
1 2 3
1 2 3
1l 2 3
1 2 3
1l 2 3
1l 2 3
Withdrew
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TABLE 5
CRITICAL INCIDENT DIMENSIONS -

CATEGORY EXAMPLES

PERSONAL CHARACTER AND RESPONSIBILITY
a. Honesty

Positive - reporting and returning all found, confiscated
or recovered money, drugs, goods, etc.; reporting
attempted bribes; pretending to accept a bribe so
actor can be prosecuted; turning in another officer
for stealing.

Negative -’ lying about inappropriate use of firearms;
lying about personal traffic accident; accepting stolen
goods from a friend; living with criminals; soliciting
or accepting bribes to ignore illegal actions or
practices; taking gocods while investigating burglary
alarm call at a store; keeping confiscated or recovered
money, goods, etc., for personal use; committing
burglaries or thefts.

b. Abiding by the Law

Positive - not shooting an actor, even though he had a gun
and had just shot four officers. -

Negative - unnecesgarily breaking the speed limit and
igroring traffic laws while on or off duty; telling
otler officers not to let an actor come out of a
building alive.

c. Objectivity, Fairness and Prejudice
Positive - applying the law equally to all; iisténing to
both sides of a story; not letting prejudices affect
actions or decisions.

Negative - using authority to harass individuals of minority
groups that officer is prejudiced against; using
derogatory ethnic terms when talking to minority traffic
violator; harassing long-haired teenage males on minor
traffic violations; accusing person of violations
because of perscnal dislikes; beating person discovered
in a homosexual act; taking sides in a civil dispute;
writing excessive tickets to get back at someone;
slashing tires of individual who brought charges against
officer.

-19-
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TABLE 5 (CON'T.)

Proper Use of Authority

Negative - feeling no one should challenge his/her state-

ments or decisions because he/she ic a police officer,
overreacting when someone does not listen to or Obey
him/her; feeling meals should be discounted; using
uniform to collect overdue rent;.using position to ty.
to impress friends with authority; bringing friend to
ride in patrol car and making partner sit in the bacgk
seat while officer shows off and harasses citizens,

2. EMOTIONAL STABILITY/CONTROL AND PSYCHOLOGICAL ANJUSTMENT

=

Sexual Conduct

Negative ~ making obscene gestures and remarks to'femalem

asking females stopped for traffic violation for date;
making passes at female employees of businesses on berr
having an affair with a married woman while on duty;
taking juvenile runaway to own home to spend the night
and having sexual relations with her; raping a female
while on duty; forcing prisoners in jail to commit oral
sodomy on officer.

Use of Alcohol and Drugs

Negative - being intoxicated while on duty; wrecking a

patrol car because officer was intoxicated; coming to
the station intoxicated while off duty and causing
arguments and fights; firing weapons at others while
off duty and intoxicated; keeping marijuana taken fren
actor and smoking it off duty.

Separating Personal Life from Professional Obligations

Negative - during the pﬁocess of divorce officer became

very difficult to work with; while having problems at
home officer became very irritable, using firearms mei’
than necessary and threatening to shoot actor who woh~
not confess, while on duty arresting juveniles out of
officer's district who were harassing his wife;
stopping off at home to talk to wife when officer shet.
have been on his way to a scene and arresting an actes

Physical Aggressiveness

Positive - preventing another officer from physically abus

an actor; using only necessary force to subdue actor:
even though officer was seriously injured by actor.
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TABLE 5 (CON'T.)

Negative - using unnecessary force to subdue or arrest an
actor; hitting actor for no apparent reason; physically
abusing an actor to get a confession; becoming emotionally
upset by an offense and beating up the actor; using
physical force to get information from witnesses;
‘handcuffing bystander laughing at officer; beating a
drunk with a nightstick to try to arouse him.

Verbal Aggressiveness

Positive - preventing other officer from verbally abusing
an actor.

Negative - using abusive language to a mentally ill person,
an intoxicated person, a traffic violator, or an actor;
antagonizing and/or threatening an actor, often provoking
a fight; arguing with an actor; screaming at bystanders
to clear an area; making degrading remarks to a
complainant about an actor in the actor's presence.

Self Control and Restraint

Positive - ignoring verbal abuse from the publlc, a traffic
violator, or an actor; holding temper; communicating
quietly and rationally while being verbally assaulted;
remaining calm when actor spits in officer's face.

Negative - getting into own family disturbance and
pulling a gun; spraying a suspect's car with tear gas;
spinning tires and throwing gravel when leaving traffic
violators; doing something childish to get back at
_someone; laughing at victim rather than helping.

Maintaining Control in Emergency or Stressful Situation -

Positive - remaining calm enough to administer effective
first aid; remaining calm during gunfire; thinking
rationally after being shot; being able to think and
react quickly; remaining calm when faced with physical
danger. -

Negative ~ getting very excited during a stressful situation;
overreacting to people with weapons; panicking and
running when another officer is shot; panicking and
shooting an innocent bystander when an officer is
shot; freezing during gunfire; becoming hysterical when
injured; forgetting to give dispatcher location when
calling for assistance; becoming confused and giving
incorrect information while dispatching during a chase;
overusing siren when it should not be used; interpreting
tire blow out as sniper and put out "officer assist".

vaEs
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TABLE 5 (CON'T.)

h. Willingness to Risk Personal Safety, Courage

Positive - asking to be exchanged for a hostage; going j.,
a burning building to help people escape; going intg
building where burglar is known to be; approaching 4
mentally or emotionally disturbed person armed with a
gun.

Negative - running from a room when an actor puilsva gun
on partner; watching as partner is both fighting two
actors and trying to radio for assistance; refusing :.
help partner physically subdue an actor; being afraj:
to fight with an actor; staying in a patrol car whil.
partner searches building for a burglar; being afraig

to approach a car stopped after a high speed chase.

3. JUDGMENT AND DECISION MAKING
a. Exercising Caution when Dealing with Actor

Positive ~ taking precautions so actor cannot jump office:
calling for assistance before situation gets out of
hand; calling for assistance rather than trying to cu
actors single-~handedly.

Negative - approaching stopped car without careful attenttl
to the actions of the occupants; approaching family
disturbances without being prepared for gunfire;
failing to search an actor; failing to find weapons ¢
an actor because of a careless search; not being
prepared for attack when searching prisoner; rushing
into a house occupied by a dangerous person without
backup; turning back on prisoner; not keeping means c:
escape available; getting too far from the radio to
call for assistance; being careless with an'actor whe
was able to throw evidence away; driving actor to jai.
in actor's car without notifying anyone; releasing
felony offender from jail with municipal offenders.

b. Concern for the Safety of Others

Positive - refraining from using firearms in areas with
bystanders; waiting for hostages to reach safety befc’
firing at actor; terminating auto chase in populated
areas; driving carefully in congested areas while
pursuing fleeing actor; putting protection of partnel
before apprehension of actor.

Negative - pilot performing dangerous tricks in helicopte:

to show off for new observer; jumping out of patrol
car to chase actor while car is still in gear.

22- !
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TABLE 5 (CON'T.)

Flexibility to Situations and Circumstances

Positive - aiding critically injured persons, even though

against department procedures; bending procedures to
calm an emotionally upset individual; overlooking
traffic offenses for confused out-of~towners; letting
people off for marginal violations rather than following

the letter of the law.

Negative - being inflexible; following orders blindly, even

though circumstances argue against it.

Handling and Use of Weapon

Negative ~ shooting before thinking or when not absolutely

necessary; shooting someone before finding out who it
is; immediately shooting a fleeing actor instead of
attempting to catch him; giving gun to bystander and
telling him to shoot first person he sees; shooting at
shadow in window of building where officers. are inside
searching for burglars; walking or running with a
cocked gun behind another officer; firing warning shots
in heavily populated area; firing at an actor for a
minor offense; firing gun through windshield while
chasing actor in a car; using firearms without first
trying to capture actor without them; pointing gun at
another officer while unloading; discharging gun while
unloading; showing off with gun and discharging it

by mistake, killing observer; leaving gun where actor
~could grab it; leaving weapons inside an unlocked and
unoccupied patrol car.

Decision Making

Positive - thinking ahead to possible consequences of

actions; deciding to let parents handle children's
problem rather than taking juvenile with no record in
for a minor offense.

' Negative - jumping to conclusions without getfiﬁg all the

facts; acting impulsively without thinking about the
consequences; handcuffing actor to the steering wheel of
the patrol car and leaving the keys in the ignition;

being indecisive and not knowing what to do if something
unexpected occurs; arresting people because of emotions
rather than for a violation; acting alone rather than with
backup support; deciding to rush and shoot actor rather
than trying to get him to surrender; not getting all the
facts before breaking a door in; telling everyone at a
scene to leave (including actors and witnesses).
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TABLE 5 (CON'T,)

£. Planning Ability

Positive - developing a systematic plan of attack of
actor in building; anticipating all contingencies;
anticipating direction of travel of actors to cut th,.
off rather th.n going to the scene of the crime; set:,
up surveillances; plan and carry out undercover inveg.
tion; developing administrative projects; scheduling

time efficiently; determining priorities; keeping trj.

of several things at once.
g. Establishing Communicative Networks

Negative - failing to give full information to officers g¢
to a scene; failing to keep dispatcher informed of
activities; perceiving verbal communications incorrec:
not identifying self as police officer.

INVESTIGATIVE THOROUGHNESS

Positive - conducting thorough searches of building for possil
actors; looking closely for fingerprints; checking back-
ground information on actors and witnesses; keeping an op:
mind; following-up on all leads, even the smallest detail.,
being persistent over a long period of time; using a logi::
approach; interviewing all possible witnesses; securing
all possible evidence; developing reasonable hypotheses; »
overlooking any details; verifying statements rather than
accepting them as true; looking beyond the obvious means ¢
entry, cause of crime, etc.; making use of all police filr
to check and cross check information; initiating investige
tion of an unusual situation or individual.

Negative =~ conducting poor search of apartment and missing dr
failing to check out traffic violator for other warrants:
not thoroughly checking out burglar alarm call; failing
to ask follow~up questions from apprehended actors; ignor‘!
follow-up information provided by complainant; £iling cauf
as inactive without exhausting all investigative leads:
busting case too soon when it could have led to a bigger
case. :

INVESTIGATIVE VIGILANCE
a. Memory for Details

Positive ~ remembering license numbers on hot sheet;
remembering descriptions, names, and addresses of
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TABLE 5 (CON'T.)

people; remembering information given over the radio;
remembering actors arrested several months earlier;
remembering if car has been sitting in an unusual spot

too long.
b. Perceptual Vigilance, Observant

Positive - noting movement of actor assumed to be dead;
spotting vehicles or people matching descriptions;
noticing suspicious vehicles; noticing suspicious looking
people; perceiving nervousness in people; noticing items
that are likely to be stolen; noticing patterns of
people coming and going. ‘

Negative - failing to keep an eye on what a prisoner is doing
and letting him get away; running registration check on
outdated license plate; falling asleep while working
surveillance of suspect and suspect got away; not
noticing incorrect address on warrant.

JOB KNOWLEDGE

a. Knowledge of the Law

Negative -~ arresting someone for a civil rather than criminal
matter; meaking an illegal arrest; not giving a legal
warning to actor causing case to be dismissed; searching
without search warrant; not keeping abreast of current

laws.

b. Xnowledge of Procedures

Positive - knowing correct procedures for securing scenes
so proper investigation can be made; being able to
properly handle a helicopter when engine fails.

Negative - not calling homicide in to investigate shooting;
not filing on an actor for the strongest case; failing
. to write the proper ticket; arresting someone outside
jurisdiction without notifying proper law enforcement
agency; being unable to answer probationary officer's
gquestions about procedures.

c. Knowledge of Geographic Areas

Positive - knowing beat and where to look for a missing
actor,

Negative = missing call because partner drove to the wrong
location; giving incorrect location to dlspatcher on
"assist the officer".

-5
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TABLE 5 (CON'T.)

Knowledge of First Aid Technique

Positive -~ being able to deliver a baby; admlnlsterlng

artificial respiration; preventing excessive bleedln,

preventing choking; treating overdose.

Negative ~ not recognizing symptoms of epilepsy or
recognlzlng how sick someone is.

CONSCIENTIOUSNESS TO DUTY

a,

Responsibility for Assignment

Negative = not filing charges when officer should have
filed; leaving on vacation without completing an
offense report; not filing offense report on crime;
being out of assigned district to visit with people;
constantly being late for work; not performing assign
tasks; spending too much work time on personal errand,
going home before quitting time; not training rookie
officer; refusing to complete a case initiated by
another officer; leaving station unstaffed; going to
scene of crime and telling complainant they can't
investigate a matter when they can.

Following Departmental Procedures

Negative - not waiting for owner of building with burglary

alarm to arrive before leaving scene; failing to 4o &
court; failing to call supervisor to scene when actor
was injured.

Following Orders

Negative -~ disregarding instructions to wait for a super-
visor before taking action; Joing things own way inst”
of following instructions of supervisor.

Interest in Work

Positive - taking on additional assignment without being

ot

asked; volunteering for additicnal duty; working on ¢*:

off; suogesting and 1mplementlrg more effective

procedures; studying on own to increase knowledge an;
improve performance; performlng work other officers '
shoved aside; setting up investigation of crime on 0O
time; offering to help another officer who is overlct:
with work; working unusual or long hours demanded by

assignment; asking to work overtime to do an extra
investigation.
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TABLE 5 (CON'T.)

Negative = neglecting duty; refusing to complete offense
report; making up excuses not to take calls; speeding
away from accident so won't have to make report;
refusing to arrest actor when off duty; ignoring
suspicious situation; not chasing actor, letting him
get away; conducting quick investigation for cases
not considered important; cutting an investigation short
if it is close to quitting time. :

Accuracy and Thoroughness in Reporting

Positive = catching errors in reports prepared by others;
putting even the smallest details into a report.

Negative - failing to list all stolen property in a report;
losing a case in court because of failure to include all
important facts in an offense report; giving incorrect
testimony in court; misspelling names on a report;
forgetting to get names of individuals involved in a
traffic accident; putting incorrect amount of fine on
a ticket; accepting the incorrect amount of money for
bond; failing to get money for actor's bond.

8. INTERPERSONAL EFFECTIVENESS

a.

Ability to Assume an Undercover Role

- Positive - successfully carrying out role.

Negétive - acting stiff and uneasy, giving self away; making
self conspicuous rather than blending into background
while on surveillance.

Establishing Rapport with Actor to Obtain Information

Positive -~ getting confessions and details of offense;
getting confessions and details about past offenses;
getting names and information about accomplices.

Negative - being arrogant with and intimidate actor who was
about to confess to another officer, causing the actor
to stop talking; being insensitive to actor and not
getting confession. .

Developing and Gaining Trust of Informants
Positive - being able to extract negative information from

people about their friends; convincing unwilling
informant to supply information.

27~

NI




4]

TABLE 5 (CON'T.)

Negative - not being suspicious of 1nformant s "suspicio.
behavior.

Influencing Behaviors of Distressed or Disturbed
Individuals

Positive -~ calming down angry or upset prisoners; talkin.
people out of committing suicide; calming down and
controlling emotionally disturbed or mentally ill
persons; talking upset or dangerous persons into sur-
rendering or not harming others; dlspatchers calming
down telephone caller until police car arrives at
location.

Talking People Out of Fighting, Rioting, etc.

Positive - talking to an angry crowd and convincing then
to disperse; calming two groups down so they won't
fight.

9. INTEREST IN HELPING OTHERS/PUBLIC RELATIONS

a.

Interest in Helping Others - Humanitarian

Positive - risking personal liability to help injured
persons; taking time to explain laws and procedures t°
citizens; helping people resolve civil problemns;
voluntarily assisting stalled motorists, people in
accidents, etc.; going out of way to obtain
information for people; checking by on elderly or
handicapped people; escorting lost tourists; helping
destitute find a room for the night or employment;
taking abandoned children to home overnight and takis:
them to proper agency in the morning; +talking to
juveniles about drugs, running away, etc.

Negative - refusing to answer questions from prisoners:
putting actor in jail without making sure they get
medical treatment; refusing to help injured accident
victim.

Attitude when Dealing with Others

Positive - building and maintaining good community
- relations.

Negatlve - not apoligizing for false accusations; Speakb'
in a negative tone; making degradlng remarks or curs:
traffic violator; questioning witness in a rude
manner; refusing to admit that a mistake was made;
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TABLE 5 (CON'T.)

being rude to innocent party after wrong apartment was
raided; being rude or arrogant to minorities, fellow
officers, or citizens for no apparent reason.

Sympathy and Concern for Victims or Distressed In&ividuals

Positive - consoling a person who has lost a loved one;

showing concern for the victim of a crime; helping out-

of-towner who was robbed get a meal and a place to
stay; not writing a ticket to a pregnant lady who was
hysterical after causing an accident; caring overnight

for children whose parents were killed; comforting person

who accidently killed his child.

Negative - not believing victim even when they had numerous

cuts and bruises; refusing to help woman in family
disturbance because she wouldn't file charges.

RELATIONSHIP WITH PEERS

Positive - working together to carry out a formal plan of

attack; giving other officers information that may be
helpful in their investigations; helping other officers
learn how to perform their assignments; working as a
team to capture actors; being reddy to back up partner
if attacked; coordinating helicopter with ground unit
efforts.

.Negative - leaving partner alone with several dangerous

actors; refusing to help partner when apprehending or
physically subduing actor(s); leaving scene so other
officers will have to investigate; refusing to answer
"assist the officer"; dispatcher sending officers he

"doesn't like on unpopular calls.

LEADERSHIP/SELF~RELIANCE

Re

Directing and Assigning Tasks to Other Officers

Positive ~ directing other officers in approach to actors;
setting up command post at emergency sites; assigning
tasks to officers at emergency sites; determining
strategies to control emergencies; carrying out raid
on gambling house.

Negative =~ failing to tell officers who arrive to assist
what part of the building to cover.

-20.
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TABLE 5 (CON'T.)

b. Controlling a.Scene Independently; Self-Reliance

Positive - showing command presence; performing withouyt
assistance from supervisor; dispersing crowds, conty .

: - actions of witnesses and bystanders; securing evida;.

" and scene of the crlme, taking charge of a conqu1r,

:-- situation; organizing bystanders into a rescue teap
to save driver's life; not allowing crowd to interf,,
with duties. S s e

Negatlve - not knowing. what to do at a- traffmc accident ¢,
relieve conquLOn.
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PSYCHOMOTOR SKILLS et emm geer e mee e o
a. Ability to Shoot Firearms Accurately - oL

Positive - shooting out tire of actor's car during a high

-+ +=--- speed chase; hitting actor during exchange of gunflrw
hitting actor while running; hitting man who was abou

<--.-....to stab_baby in his arms. . 5—:— N '

ﬁégatlve - hitting actor w1th what was supposed to be a
- _warnlng shot; missing target.

b. Pﬁisuit ahd High-Speed Driving Ability .

1051ng actor's vehlcle in chase, staylng w1th him.
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PHYSICAL ABTLITY
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Positive ~ chaslng a fleelng actor approximately one mile OU”
fences and drainage ditches; apprehending actor after lov
chase; apprehending a screaming, kicking, biting, strugfﬁ
actor; tackling a fleeing actor; disarming an actor; fors:
an actor into a patrol car; restraining a mentally ill
person; holding the arm of a mentally ill person to
prevent him from shooting somecne; apprehending two
people at once without using firearms; pulling man back
from ledge of building; pulling man from stopped car who
refused to get out; pulling unconscious man from burning
car; lowering partner into building on rubber hose; lowet:
self into building from rubber hose; carrying unconsciots
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TABLE 5 (CON'T.)

people out of burning apartments; kicking in door; jumping
ten feet down from a window onto the roof of a next door

.....

Negative - not being able to climb back yard fence while chasing

L e

actor; not being able to run as fast as actor and losing
him in the chase; after catching up to a fleeing actor,
being too out of breath to apprehend him; being unable to
resdch the gas peddle to drive a police car; being too fat
to chase actor; getting thrown through plate glass window;
being unable to subdue actor alone; wrestling actor for
gun and losing. '
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APPENDIX C
APPLICANT SAMPLE STATISTICS:
FACTOR ANALYSIS PROCEDURES &

TEST SCORE STANDARDIZATION PROCEDURES
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FACTOR ANALYSIS PROCEDURES

Factor analysis, although not a unitary concept, ordinarily

 includes three steps: preparation of the correlation

matrix, extraction of initial factors, and rotation to a
terminal soluation (Kim in Nie et. al. 1975, cha. 24).
These steps can also serve to explicate the factor analysis

in the present study.

The correlation matrix was created from scores on all test
scales administered except CPI-So, CPI-Re, CPI-Fe, MMPI-K,
CPI~So and CPI-Re were excluded in order to avoid confusing

the factor solution with the already identified dimensions

of socialization and responsibility. CPI-Fe also was excluded

to simplify the factor structure. The MMPI-K scale, planned
for later use as a fake scale, was not included. All scores
on the remaining scales were standardized by race and sex

before being intercorrelated.

The Statistical Package for Social Sciences (SPSS) was

used for the analyses (Nie, et. al., 1975). Extraction of
initial factors was performed using a principle component
analysis where communality estimates replaced the main
diagonal of the correlation matrix. An iterative procedure
was used to improve these estimates of communality.

(Note: in SPSS this is the PA2 method of factoring.)




Varioﬁs rotations to simple structure were tried. An ortha-
gonal rotation, Quartimay) was selected and factor score
coefficients computed. The primary factor obtained acdounted
for 66 percent of test variance and stressed emotional ad-
jystment. Hence, this factor became the emotional adjustment

construct scale for subsequent research.

The following text used in the present investigation may be

of interest to the reader: Harmon (1967).

TEST SCORE STANDARDIZATION PROCEDURES

Sex standardized scores were computed by using national norma-

tive data presented by Gough (1975).

Sex/race standardized norms were derived from the means and

standard deviations presented in Table Cl, which follows.
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TABLE Cl1

SCORE TEST MEANS AND STANDARD DEVIATIONS BY RACE AND SEX

White Males Black Males Hispanic Males Females
Mean S.D. Mean S.D. Mean S.D. Mean S.D.
CPI Do 29.34 5.33 27.13 5.08 27.72 6.29 29.64 6.42
Cs 18.53 3.88 18.06 3.81 17.50 4.11 19.62 4.91
Sy 25.46 4.42 24.45 3.77 24,10 5.62 25.90 4.22
Sp  35.45 5.21 32.27 4.15 33.79 5.61 34.82 5.90
Sa 21.75 3.28 20.21 3.17 20.94 4.20 21.90 3.60
Wb 38.14 4.80 35.32 5.71L 36.74 6.26 37.21 4.33
Re 30.05 4.57 28.75 5.38 28.32 6.41 31.18 4.71
So 37.13 5.11 . 36.07 5.50 36.19 6.85 36.56 4.50
Sc 33.14 7.84 34.39 7.87 32.49 8.70 34.95 5.60
To 22.35 4.98 18.79 5.46 18.97 5.37 22.82 4.9%
Gi 20.87 6.65 23.53 7.05 22.31 7.76 22.95 &.29
Cm 26.27 .05 24.44 3.08 25.21 3.70 25.72 1.97
Ac 29.61 4.30 29.18 4.70 28.25 5.82 30.18 3.22
Al 18.74 4.14 16.34 4.07 16.47. 4.21 193.15 4.27
Ie 38.80 5.22 35.53 5.73 36.25 6.52 38.44 5.18
Py 12.19 2.34 11.44  2.12 11.77 2.46 11.97 2.96
Fx 8.13 3.59 6.68 2.9l 6.77 3.28 7.85 3.54
o 15.45 3.28 17.24 2.47 15.57 3.49 20.85 2.43
MMPI L 5.14 2.36 6.02 2.92 5.68 3.01 5.58 2.78
A 7.05 6.09 9.77 7.62 8.41 6.21 7.19 4.99
R 15.40 4.14 16.34 4.38 14.85 3.94 16.36 3.96
K 16.11 4.82 15.48 4.55 14.80 4.76 16.97 4.38
DFOS SR 20,11 4.43 18.21 5.22 19.46 4.80 19.14 4.34
cC 16.80 4.60 17.55 4.76 18.77 3.87 15.51 5.21
NF 9.21 3.90 10.00 4.79 10.41 5.00 9.60 3.70
RT 16.83 6.12 16.92 5.97 15.82 5.72 18.51 5.52
GZTS R 19.93 3.74 19.02 4.28 19.39 3.59 19.46 3,40
A 18.90 4.80 17.65 4.58 18.73 4.66 18.84 4.72
B 22.57 4.55 20.55 5.38 22.94 4.28 22.11 4.30
0 20.45 5.14 17.16 6.60 19.24 5.16 19.35 5.23
F 16.83 5.00 15.34 5.91 16.36 5.75 17.16 4.87
P 19.35 5.06 15.20 4.98 17.38 4.35 18.00 6.60
Numbex 238 to 243 90 to 97 66 to 68 37 to 39




APPENDIX D

ADJUSTMENT FOR APPLICANT TEST TAKING SET
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ADJUSTMENT FOR APPLICANT TEST TAKING SET

The regression equation for unaccepted applicants:was computed
by a stepwise regression analysis procedure which réquired an
F value equal to 3.0 for each variable to enter the equation.
The regression formula for SO only attained significance for
the Good Impression (Gi) scale:

A
SO = 31.980 + .3318 (Gi)

. Substituting for the officers' mean good impression score:

A
SO = 31.980 + .3318 (47.294)

A
SO - 47.672 Unaccepted applicant mean when adjusted

for test taking set.

i

The regression formula for the Re scale used all three corrections:
ﬁg = 15.462 + .4843 (Gi) + .5473 (X) - .5129 (L)

Substituting for the officers' mean fake scales.we-get-:
§E = 15.462 + .4843 (47.294) + .5473 (14.089) - .5129 (4.218)

A
Re = 43.914 = Unaccepted applicant mean when adjusted
for test taking set.

i a
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APPENDIX E
TECHNICAL REPORT FOR THE CRITERION-RELATED

OFFICER VALIDATION RESEARCH

Development of the Officer Performance Evaluation Scale

The evaluation scale was designed to measure the performance

of officers across all critical aspecté of their job. The
most important dimensions of the HPD officer's job were out-
lined in the Critical Incident chapter in Volume IV. The
categories listed in the appendices of that report and in
Appendix B in this volume were used as the basis for develop-
ment of the performance séale. Two research psychologists
independently analyzed and regrouped the 13 major critical
incident categories nd 42 subcategories into performance
dimensions suitable for evaluation. The research team then
combined their.dimensions, discussed minor differences, and
settled on 20 performance dimensions. For the final scale each
of the 20 dimensions had a definition and description of

three to five levels of performance ranging from outstanding

to very poor. Because evaluators often differ in their inter-
pretation of what an outstanding or average officer is, examples
explaining what an officer at each performance level might do

were included after each of the three to five descriptions.

Following the above principles for construction of the performance
rating scale, a definition, a description of five levels of

performance (outstanding, above average, average, below average,
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very poor), and a list of approximately 15 to 40 specific
behavioral examples of officer performance were developed for

each of the 20 dimensions. This preliminary performance ratiyn.

scale then was subjected to an intensive review process by
HPD Sergeants. Each dimension began with descriptions of the
five levels of perfofmance with the intention of having HPD
Sergeants decide if certain dimensions were better suited to
only three or four performance levels. The primary reason
for this was that in some dimensions it is actually very
difficult, if not impossible, to distinguish between above ;
average and outstanding performance. For example, it is
possible for most of us to distinguish between a dishonest

and an extremely honest officer. But to try to distinguish
between average, above average and outstanding honesty would

be artificially creating more levels than actually can‘fe
discriminated by most supervisors. Therefore, it was left up
to the Sergeants to say how finely the levels of performance

for each dimension could be divided.

The behavioral examples of each dimension came primarily from
the Critical Incident data in Appendix B. Two psychologists
wrote as many examples as possible for each of the 20
dimensions. Most dimensions had between 15 and 40 examples-
The lists were prepared so Sergeants could assign a scale Vah”.
of one to five (one being equivalent to outstanding and five

being equivalent to very poor) to each example.
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A meeting was held with ten sergeants from the Patrolrand
Traffic Divisions. The purpose of the meeting was 1) to have
the Sergeants review and make recommendations on the 20
dimensions and 2) to assign scale values independently to the

examples.

For each of the 20 dimensions each Sergeant received one page
with the dimension name, definition and descriptions, five
performance levels and a second page with a listing of the
behavioral examples for that particular dimension. Each
dimension was reviewed for completeness, accuracy and readability.
The lists of behavioral examples had two columns for the

Sergeants to complete. First the Sergeants checked whether

the example was appropriate for the dimension. Then each

example that was appropriate was assigned a scale value of one

to five.

Sergeants suggested which dimensions should have three or

four performance levels rather than five. Their suggestions
also included eliminating two of the twenty dimensions:
marksmanship and pursuit driving. The reviewing supervisors
did not feel Sergeants could adequately evaluate their officers

on these two dimensions.

After this first meeting the research team made the recommended
changes in the evaluation form and analyzed the scale values
the ten Sergeants assigned to the behavioral examples. For

each dimension, all examples were listed with the scores assigned
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by each of the ten Sergeants. For each example means and
standard deviations were computed. Examples rated as in-
appropriate were excluded. Means were rounded to the nearest
whole number and examples with a standard deviation of 1.5 or
smaller were listed under the appropriate performance level.
Thus, a tentative performance evaluation form was prepared
with 18 dimensions. Each dimension had one page with a
definition of the dimension at the top, and three to five
levels of performance with examples listed under each to help
minimize different interpretations and expectations. This

process resulted in anywhere from zero to fifteen examples

listed under any particular performance level, with most havin:

three to five examples.

A second meeting was held with six Sergeants from the Patrol
and Traffic Divisions to develop the final form which would
have at least one or two bLut not more than five exaﬁples for
each performance level. To this end the Sergeants reviewed
each performance level of all 18 dimensions and wrote, eliminy

and/or revised examples until an adequate number were reached.

After this second meeting the final performance evaluation
scale was prepared (see Appendix F). The evaluation scale wd
designed to minimize the disadvantages of either a rating orf
ranking format when used separately. The principal disadvant:
of the rating format is that all officers could receive high

evaluations and then it would be impossible to discriminate %
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from above averége officers. A forced distribution could have
been established but was discarded for several reasons: the
number of performance levels differed across dimensions

and the number of officers to be evaluated by a Sergeant also
varied greatly, from a few to many. Because this would have
required a fairly complicated administration procedure, a forced

rating sysﬁem was not used.

The major disadvantage of only using a rating scale is that the

difference between all individuals ranked is considered equivalent.

In reality there may be large differences between some individuals
but little or no difference between others. The traditional
ranking scale does not allow for these differences to be
identified éroperly, while the rating format does. However, the
ranking format does force the supervisor to differentiate

bet&een individuals, and the supervisor cannot give everyone

the same @valuation as they can with the rating format.

Because the rating and ranking formats counterbalance each other,
a combination of the two was developed. The present scale
required a Sergeant first to rate all officers on a particular
dimension. Of the eighteen dimensions two were based on three
point rating scales, fourteen on four point rating scales and
two on five point rating scales. After rating all officers on

a dimension the Sergeant was requested to rank order his
officers on lines numbered one to sixty. In this way a

Sergeant could rank a certain officer well above or below others

R T ST R




to help minimize the effect of tenure on evaluations. A list
of all officers by shift in the Patrol and Traffic Divisions
was obtained with information on each officer's tenure, sex

and race.

The only way to find out which Sergeants could evaluate which
officers was to ask the Sergeants. Thus, listings of all
officers to be evaluated on each particular‘shift of a
division were compiled. All sergeants on a shift were require.
to attend a training session where they reviewed the list of
officers to be evaluated and crossed out the name(s) of any
officer (s) they did not believe they could evaluate in terms
of job performance. Of the 490 officers in the total potential
sample, complete data and reliable ratings were obtained for
116 officers. Of this number, 95 were male, 21 were female,

106 were White, 5 were Black and 5 were Hispanic.

Training Sessions

Five training sessions were conducted with approximately 13 to
23 Sergeants at each session. A total of 83 Sergeants were
scheduled for training. The purpose of the session was 1) to
discuss the major problems supervisors have when evaluating
subordinates and 2) to explain the evaluation scale and how it
was to be completed. The first thirty minutes of the meeting
was spent discussing general supervisory evaluation problems.

The second thirty minutes was spent explaining the form and




reviewing the example in the performance evaluation form. The
last hour was spent with Sergeants beginning the evaluation of

their officers.

MostiSergeants completed officer evaluations on the first five
to ten dimensions during this hour. After it was clear that
everyone understood how to complete the scales, the Sergeants
were given addressed, stamped envelopes in which to return the
completed forms directly to the researchers within three to
five days after the training session. Sergeants were informed

that the ratings would be held in strict confidence by the

researchers, and that the evaluations would be used for research

purposes only.

Analysis

The return rate of the performance evaluation forms was 100
percent. However, five of the 83 forms were not usable.
Reasons for unused evaluations included illness of Sergeant,
death in a Sergeant's family, or Sergeant knowing only one or

two officers on the list. All evaluations were coded and key~-

punched for subsequent data analysis. In addition to coding the

rating scale value of one to five and the ranking value of one
to sixty, a third score was recorded for each performance
dimension - a stanine score. If a Sergeaﬁt evaluated ten or
more officers on a dimension, the rank order of the officers

was converted to a standard distribution with scores from

!
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one to nine. This procedure standardized scores across
Sergeants and divisions. In the one to sixty rating one
Sergeant could have ranked fifteen officers on lines 60 throug;
45 with no blank spaces, while another Sergeant may have used
lines 55 through 14 in the evaluation process. Since this
third score (called the stanine) is the more traditional
ranking method, the researchers also had the chance to comparc
results of the 1 to 60 ranking format with the more traditional

ranking format.

In the initial analysis three sets Of scores were used for each
officer, ratings (1-3, 4 or 5), rankings (l+~60), and stanines
(1-9). The analysis showed that sergeants did spread their
evaluations out across all performance levels as intended,
rather than cluster names of officers at the top of each
dimension. Therefore, the main reason for including rankings
and stanines, as a backup in case ratings were not distributed
over the entire scale, was no longer a problem. Initial
reliability estimates of ratings, rankings and stanine scores
showed that the ratings were more reliable than ranking and
stanine scores. For these reasons the ranking and stanine
scores were excluded from further analyses. All of the

remaining analyses were carried out on just the ratings.

Reliability coefficients were computed between all Sergeants
for each officer. That is, if two Sergeants evaluated one

officer only one coefficient was computed; if three Sergeants
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evaluated an officer three coefficients were computed, and so

on. If more than one coefficient was computed for an officer,
the coefficients were avéraged (using a % score transformation)
so that there was one reliability coefficient for each

officer's performance evaluation. Only officers with a
coefficient of .4 or higher were kept in the sample. If the
coefficient was averaged, no corrélation lower than .3

between any pair of Sergeants was allowed. In addition, officers
with only one evaluation were eliminated from the analyses

since no reliability index was available for their evaluation.

In order to obtain one set of scores for each officer, all
sergeants' evaluations of each officer were averaged to form

a composite. The Sergeants' Confidence Ratings were squared

and used as weights in the "averaging" procedure. This resulted
in weighted means with the evaluations of the most confident
Sergeants influencing the officer's final evaluation more

heavily than less confident Sergeants.

After the product-moment correlationAcoefficients were computed
between the five personality test scores and the 18 evaluation
dimensions, two statistical corrections were necessary. The
first correction was for the unreliability of the personality
scores and evaluation scores. The origiﬁal correlation
coefficient assumed both measures had a reliability of 1.0.
However, test-retest studies of the personality scores showed

that the scores for individuals who took the test one year
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apart only correlated .7Z for the CPI Socialization/Delinquep
scale, .71 for the CPI Responsibility scale and .7 for the
emotional adjustment factor. Therefore, the original Jor-
relations had to be corrected so that only the reliable portj

of the personality score was compared to the 18 performance

evaluations.

3

The same correction was used for the 18 performance dimension..
Two Or more suéervisors evaluated all officers and it was
necessary to detefmine how similar evaluations were for all
sergeanﬁs rating each officer. The maximum reliability
correlation between sergeants was obtained because this
would yield the most conservative increase in the validity
coefficient. The reliability coefficient for performance
ratings was .80. The formula used to correct the validity
coefficient for unreliability of the personality scores and

performance evaluation scores was

.

/rxxryy

where r' was the theoretical correlation that would exist if
personality scores x and percormance ratings y were perfectly
reliable, Iyy Was the coefficient actually obtained, ryy was '

reliability of x and ryy was the reliability of y.

The second type of statistical correction made to the validity

coefficient was a correction for restriction of range. The
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restriction occurred because the range of officer scores on
the personality test was smaller than the range fér HPD
applicant scores. The correction was necessary to show what
the correlation would be if individuais from the entire range

had been evaluated on their performance. The formula used was

xr" = r(&/0)
/1 - r2 + r2(52/52)

where ¢ and I represent the standard deviations for the
restricted and unrestricted groups, respectively, and r and r"

represent the corresponding correlation coefficients.

The standard deviations used in the correction of restriction of

range for the personality test scores are listed in Table El.

When both corrections were made to the data, the correction
for unreliability always was made first. This provided a more
conservative validity coefficient than if the correction for
restriction of range had been applied first. 1In addition,

if the correction for restriction of range were applied first,
the reliability of the unrestricted sample must be used to
correct for unréliability, and this réliability index was not

available.

Table E2 lists the significant correlation coefficients before
any corrections were computed. Table E3 lists the correlations
after just correcting for unreliability of the personality

scores and the performance evaluations. Table E4 shows the

M e e ] A b . . §, N







RS a . : . PR PR

TABLE El1

RESTRICTION OF RANGE DATA FOR PERSONALITY SCORES

Applicants Officers
Standard Standard
; Number Mean Deviation Number Mean Deviatigg.
Sex Standardized
CPI Socialization/Delinquency Scale 405 49.810 9. 369 115 49.899 9.171
CPI Responsibility Scale. 405 49,289 9.888 115 45.570 8.979
Sex/Race Standardized
CPI Socialization/Delinquency Scalel 405 .030 .966 115 .055 .984
CPI Responsibility Scale | 405 . 025 .975 115 .222 .?46
i Emotional Adjustment Factor 391 .022 . 985 105 ~.485 .905

S

1Corrcction was not necessary for these scores because there was not restriction of range.



TABLE E2
1

ORIGINAL CORRELATIONS™ BETWEEN OFFICER PERSONALITY SCORES AND PERFORMANCE EVALUATIONS

Performance Dimension

Conscientiousness to Duty
Perceptual Vigilance
Safety Consciousness
Thoroughness in Reporting

Concern for Others

Professional Conduct
Judgment and Decision Making
Physical and Emotional Restraint
Relationships with Peers
Effectiveness in Emergency/Stressful Situations
Willingness to Risk Personal Safety - Courage
Ability to Act Independently

Investigative Thoroughness

Honesty
Physical Ability

Interpersonal Effectiveness

Job Knowledge
Overall Rating

;Number = 112.

250¢ = CPI Socialization/Delinquency Scale.
3Resp = CPI Respongibility Scale.
4Emot. Adj. = Quartimax Factor Score Variable for Emotional Adjustment

*Significance
**gignificance
***Significance
****kgignificance

e
H

level
level
level
level

L}

i

.05.
.025,
.0l.
.005.

, 3 Emotional
Socialization Responsibility Adjustment
Sex Sex/Race Sex Sex/Race Sex/Race
Stan. Stan.> Stan. Stan. Stan.
.1605% .1583* . 1922%+%
.1618*% .1721% . 2211%%% .2560%**
, 1754%  ,2045%* .2145%*
.2051%% «2101%%*
.2404%**
.1585% .1643% .1741%
.1551% .1654%* . 1947%%*
. 201 7%*
.1617%
.1613%
Factor.

= s e
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TABLE E3

CORRELATIONS! BETWEEN OFFICER PERSONALITY SCORES AND PERFORMANCE DIMENSIONS

CORRECTED FOR UNRELIABILITY OF

Performance Dimension

Conscientiousness to Duty

Perceptual Vigilance

Safety Consciousness

Thoroughness in Reporting

Concern for Others

Professional Conduct

Judgment and Decision Making

Physical and Emotional Restraint
Relationships with Peers

Effectiveness in Emergency/Stressful Situations
Willingness to Risk Personal Safety - Courage
Ability to Act Independently '
Investigative Thoroughness

Honesty

Physical Ability

Interpersonal Effectiveness

Job Knowledge

Overall Rating

lNumber = 112,
250c = CPI Socialization/Delinquency Scale.
3Resp = CPI Responsibility Scale.

PERSONALITY SCORES AND PERFORMANCE EVALUATIONS

Emotional

Socialization? Responsibility3 Adjustment
Sex . Sex/Race Sex Sex/Race Sex/Race
Stan. Stan. > Stan. Stan. Stan.
Jloggw+ L2115%* .2100%* L 2550% KKk
.1672%
.2132%% .2268% %% .2934%k k% L3397kk%*
.1782% .1962%%
.1618% J2327%%% L2713k kK% L2866 K *k
L2702% k%% L2768 K k* .1672% .2019%*
.1828% .1918%* L3211 2% k%%
.2088*%* L2165%** .2039%% L2310%%*
L1917%% .2044%* .2195% %% L 2583%kkk
.1851%%* .2020%% .5167* .2014%% .1714*
: -.1584% ~.1556*% ~.2023%%
L2695k k%
.1992%* .1959%% .1855%%* .2146%%
.2019%% .2126%%

4Emot. Adj. = Quartimax Factor Score Variable for Emotional Adjustment Factor.

*Significance level = .05,
®e vt ar e leewel o= LN,

-
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TABLE R4

CORRELATIONS1 BETWEEN OFFICER PERSONALITY SCORES AND PERFORMANCE EVALUATIONS

Pexrformance Dimension

CORRECTED FOR RESTRICTION OF RANGE OF PERSONALITY SCORES

Conscientiousness to Duty

Perceptual Vigilance
Safety Consciousness

Thoroughness in Reporting

Concern fcr Others
Professional Conduct

Judgment and Decision Making

Physical and Emotional Restraint

Relationships with Peers

Effectiveness in Emergency/Stressful Situations
Willingness to Risk Personal Safety - Courage
Ability to Act Independently

Investigative Thoroughness

Honesty
Physical Ability

Interpersonal Effectiveness

Job Knowledge
Overall Rating

lgumber = 112.

250c = CPI Socialization/Delinquency
3Resp CPI Responsibility Scale.

4Emot. Adj. = Quartimax Factor Score Variable for Emotional Adjustment Factor

*Significance level
**gSignificance level
**kSignificance level
rrkkgignificance level

]

]

3 Emotional
Socialization2 Responsibility Adjustment
Sex Sex/Race Sex Sex/Race Sex/Race
Stan. Stan. > Stan. Stan. Stan.
. 1605% .1738%* .1980**
.1652% L1721% L2422k %k % L2634%% k%
.1594*
.1926%%* .2105%%* L2324% %%
.2093%* L2101%%° .1568%
L2601% % k%
.1618% . 164 3% .1689%* .1793%
.1551%* .1816% . . 2005%%
.1564%
-.1644%*
.2136%*
.1544% .1666*
.1564% .1613*%

.
)
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correlations when corrected for restriction of range only.
The final correlation coefficients after both corrections werg

made are reported in Table 17 of the main text of this Volume,

Table 17 lists the average ratings on the 18 dimensions for
males and females. Table E6 lists the average ratings for
Whites, Blacks and Hispanics. Because of the small number of
Blacks and Hispanics, it was not possible to know definitely
if minorities received lower scores than Whites. However,
there were a number of significant differences between male
and female officers. Females received higher ratings on
thoroughness in reporting, concern for others and professional
conduct, while males received higher ratings for effectiveness
in an emergency/stressful situation, willingness to take risks,
ability to act independently and physical ability. It was
because of these differences that sex was partialled out of

the correlations in Tables E2, E3 and E4.

All significant correlations were in the anticipated positive
direction except for physicél ability. Officers receiving
high ratings on physical ability scored low on the responsibil:’’

and emotional adjustment scales.




TABLE ES5

AVERAGE MALE AND FEMALE PERFORMANCE EVALUATIONS

Male Female

Performance Dimension N=95 N=21 t Value

Conscientiousness to Duty Mean 3.32 2,93

Standard Deviation .91 .88 1.78
Perceptual Vigilance Mean 2.48 2.63

Standard Deviation W71 W71 -.84
Safety Consciousness Mean 2.27 2,30

Standard Deviation 0 .64 -.24
Thoroughness in Reporting Mean 2.42 2.05

. Standard Deviation .66 .56 2,36%*

Concern for Others Mean 2.44 1.86

Standard Deviation .65 .59 3.83%xkn
Professional Conduct Mean 2.47 2.09

Standard Deviation .59 .45 2.76%%%
Judgment and Decision Making Mean 2.40 2.21

Standard Deviatien .70 .48 1.19
Physical and Emotional Restraint Mean 2.34 2.12

Standaxd Deviation .60 .55 1.53
Relationships with Peers Mean 2.22 2.17

Standard Deviation .56 .69 .36
Effectiveness in Emergency/ Mean 2.09 2.43
Stressful Situations Standard Deviation .64 .53 -2.21%
Willingness to Risk Personal Mean 1.94 2.64
Safety - Courage Staiudard Deviation .56 .50 =5.,24%k k%
Ability to Act Independeitly Mean . 2.30 2.65

Standard Deviation 73 .56 =2.09*
Investigative Thoroughness Mean 2.31 2.43

Standard Deviation .73 .80 -.67
Honesty Mean 2.06 1.92

Standard Deaviation .53 .57 1.06
Physical Ability ) Mean 1.98 3.61 2

Standard Deviation .50 024 «22,07%*%w
Interpersonal Effectiveness Mean 2.14 1.92

Standard Deviation .53 .59 1.65
Job Knowledge Mean 2.07 2.10

Standard Deviation .49 .44 - 27
Overall Rating Mean 3.04 3.16

Standard Deviation .86 .89 -.60

1 = Outstanding, S = Poor.
2When standard deviations were significantly difforent at the .05 level, the
separate variance estimate was used instead of the pooled variance estimate.
*Significant at .05 level.
**Significant at .025 level.
***significant at .01 level. .
trvsgignificant at .00S level.
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TABLE E6

AVERAGE WHITE, BLACK AND HISPANIC PERFOSMANCE EVALUATION

Whites  PBlacks Hirp ..,

Performance Dimension s N=102 =5 5
Cerscientiousness to Duty Mean 3.19 3.59 P
Standard Deviation .89 1.08 R

t Value ~1.29 ~%e.

Perceptual Vigilance Mean 2.46 2.91 L
Standard Deviation .68 .98 o

t Value -~1.87 BT R

Safaty Consciousness Hean 2.24 2.49 o
Standard Deviation .61 .61 ‘e

t value -1.17 -

Thoroughtess in Reporting Mean 2.29 2.7L 20

Standard Deviation .61 .97 -
t Value ~1.272 i,

Conzern Sor Others Mean 2.31 2.55 ]
Standard Deviation .68 .47 N

t Value ~1.04 ~, 3T

Brofgssicnal Conduct Mean 2.38 2.48 R
Standard Deviation .59 .39 o

t Value : ~.50 -1

Judgment and Decision Making Mean 2,34 2.49 S0
Standard beviation 67 .75 -

£t Value -.63 -2t

Phvsical and Emotional Restraint  Mean 2.29 2.32 208
tandard Deviation .80 .58 W73

t Value -.12 =120

Relationships witih Peers Mean 2.19 2.51 .0
Standarl Deviation .59 .56 R H

t Walue «1.60 ,'n

tEfactiveness in Emergency/ Mean 2.13 2.36 2.3
Stressful Situations Standard Deviation .61 A A7
t Value -1.10 -ont

Willingnass to Risk Personal Mean 2.03 2.22 2.5
Safaty - Lourage Standard Deviation .57 .B4 .33
t valur «.96 -1.87

Ability to Act Independently Mean 2.32 2.75 2.ét
Standard Deviation .70 .84 3

t Value -1.74 -3

Investigacive Thorouchness Mean 2.28 2.7 2.5
Standard Deviation .73 .90 o4

t Value ~-1.68 =307

Honesty Mean 2.01 2.19 2.4
Standaxd Deviation .54 .48 N

t Value -1.00 =l

Physical Ability Mean 4 2.28 2.16 B-f’
Standard Deviation 77 1.06 5

t Value .46 -4

Interperseral Effectiveress Mean 2.10 1.98 2o
Standard Deviation .55 .56 =5

t Value .63 -6t

Job Raowleddge Mean 2.09 2.18 Just
Standard Peviation .47 .54 Wi

t Value =77 w27

Overall Rating Mean 2.99 3.45 AC
Standard Deviation .84 1.05 a

t Value . ~1.53 -1,

1] = Qutstaading, 5 = Poor. I

2hen standard deviations were significantly Jifferent at the .05 level ¢

separate variance estimate wac used instead of che pooled oqriance esrim’

*Sienificant at .05 lavel. *egignificant at .01 level.s,
**Significant at .025 level. »tragignificant at .005 level.
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e evaluaticn of an officer’'s on-the-job performance is-a very important part
ci the wvalidazion »f Selecticn and Promotion Procedures Study presently being
cenducted for the Houston Police Department. t this time, certain sergeants

from the patrol and traffic divisions are being askad to evaluate some officers

under thelr sugervision wno have been hired since 1970. Attached you will

cers in yeur division who are to bhe evaluated on 13 scales
{indices of iob performance), These 1B scales wers primarily develcoped by a
group of H.P.D. sergeants and are based on examples of police job behaviors

collected frem over 300 H.P.D. officers and sergeants.

e

Your evaluations will be used for 2ISEIRCH PURPCSIS ONLY to help evaluate

tH

H.P.D.'s selection requirements. After you complete the evaluations of the

officers under your supervisicn, you will mail the rating forms directly back
to LWFW. No one will ses them but the researchers. Upon receipt of the
cemzpleted forms, each individual will be given a number and only group scores
will be studied. Yo individual officer will be identified. The evaluations
will not be entersd into anyone's records, nor will they in any way affect

an officer's sromotion or emplovment status, However, in making your

eviluations, it is essential that you be as accurate as possible.

Before you begin evaluating the officers, please read the following words of
caution carefully! Most supervisors encounter some basic problems when
evaluating their sukbordinates. If the problems are pointed out ahead of time

and you try to avoid them, the evaluations should be much more accurate.

The first problem is éhat some sugervisors allow their personal opinion of

how much they l<ke or ZisiiXke a person to influence their ratings. It is
natural for us to like people who are like ourselves. This is fine for our
personal life, but it makes it difficult for us to put personal feelings aside
when we rate how well somecne is doing on the job. We all know some very
effective workers who receive low performance ratings because the supervisor
doesn't personally like them. On the other hand, supervisors sometimes rate
people high just because they are personal friends. When you evaluate an
officer, try to think oniy about his/her work hehavior, not your personal like

or dislike of him/her.

;!i‘
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A second problem is that some supervisors have a tendency to rate everyone

high; other supervisors rate almost everyone low; while other supervisors .
rate everyone as average. The fact is that most supervisors have a few

exceptionally good and a few poor’ employees, with the remaining employees

satisfactory or average. So keep this in mind when evaluating officexs and

do not rate everyone at the same level of performance.

A third sroblem is called the "Halo EZrror". This occurs when a supervisor é
rates his best officer very high on all the scales in the evaluation., For

example, 1f, overall, John _oe is the best officer in the division, thel -
sergeant might give him a high score on "Job Knowledge", "Safety Consciousness”,
"Judgment and Decision Making", and "Relationship with Peers". He probably

does deserve a high score on some of these, or he wouldn't be the best officer

in the division. However, just because he uses good judgment does not mean

he gets along well with other officers. He may have a hard time working with

many other officers and should receive a low score on this scale. Consider

<tsei’ when evaluating the officer. Don't let his/her score

each scale Dby

or ability in one area affect the way you rate him/her in another. Remember,

no one is all good or all bad:; vour best officer may be below average in one
or more areas, while your worst officer may be above average in one or more

areds.

PROCEDURE

Step 1 - Pirst, read through the "Performance Evaluation Scales and Definitions"
sheet so that you'll have an understanding of the 18 scales on which
you will be evaluating the performance of the officers under your

supervision. (See pages 6 and 7.)

Step 2 - Read the list of officers in your division who have been chosen for
this study because they were hired since 1970. Cross out the names of
all officers whose job performance you do not know well enough to

evaluate. (Your list of oificers is attached to the cover sheet.)

Step 3 - Turn to the first scale, "Conscientiousness to Duty". Reread the
definition at the top of the page very carefully. Keeping this

definition in mind, read the description and examples in the first

-2




Step 5 ~

box., REMEMEER, the examples listed in italics under éach description

are only a few examgles of what an officer fitting the descrigtion

.*.'I &

migns do. Most of your attention should be focused on the description,
The examples are just to help you understand a little better what
an cfficer fitting that description mizir do - the officer has not

<.

fon

necessarily done

Read through the remaining descriptions and examples in the other

four boxes for ‘the scale "Conscientiousness to Duty".

ook at the first officer on your list of names and decide which

pest fits him/her. Place his/her name in the box in

[P

3]
(12
[
o
3}

descr
Column A just to the right of the description and examples. Take
the second officer on wour list and place his/her name in the box in
Column 3 next to the most appropriate description and examples.
Continue doing this with the officers on your list until you have
slaced all the names next to the description and sxamples that come
closest to describing each officer. Don't worry yet about the

order of the officers within each box ~ that comes later.

After you have assigned all officers to ote of the five descriptions
and writter their names in Column A, read through just the names of the
officers you: wrots next to the finst description (the first kox on the %
page). Notice in Column B there are numbered lines from 49 to 60 ;
that corresgond to this description. Line 60 is for the most outstanding
cfficer, on down to line number 49, which would indicate an officer

who just barely made it into the top category. You must now rank

order the officers wiznin each kox. For example, if yvou have two
officers, S. C. Vincer and D. W. Eckermann (see example), in Column A

of the first bok, you must decide which of the two is the most out-
standing regarding "Ccnscientiousness ta Duty". Next, decide how high
up you want to rank the most outstanding officer. You might put his/her

name cn line 58 if you think some other officer could possibly be

i . - e S

better than this one. Now decide where to rank the second ofiicer in
that box. You might fee2l there is very little difference between the
two officers, so you would put the second cfficer on line 57. However,

if you feel that although he/she is outstanding, he/she really isn't

3w
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Step 6 =

as good as the officer on line 58, you would write his/her name

lower down, from lines 49 to 56.

£ter ranking the officeérs in the first box, proceed to the box below
it, read the names you wrote in Column A, and rank them in Column B
of that box, using lines 37 to 48. Continue to do this for all the

boxes under "Conscientiousness to Duty"”.

Looking at the last box on the page, you may, for example, have two
aor three officers' names in Column A. If you think one officer is
just borderline, you would write his/her name on thé top line of the
box (line 12), but if an officer shows very little conscientiousness,

you might use the very bottom line of that box (line 1l).

Remember - if a name is in the second box under Column A, it must be

in the second box under Column B. In addition, only one name can

be written on any one line in Column B. Pleasz write neatiu!

After ranking all the officers under Column B for the scale
"Conscientiousness to Duty", proceed to the next scale -~ “Perceptual
Vigilance". Read carefully the definition and the four descriptions
and examples. You will notice that this scale only has four boxes.
Most of the scales have four hoxes, but a couple have either three or
five boxes, s0 be sure to read each description very carefully. You
will also notice that the numbers in Column B are from 1 to 60 on all
stales, no matter how many boxes. One is always the lowest and 60

is always the highest, but a 39 may be average in one but above average
in another. Don't let this bother you. The important thing for each

scale is the description in the left hand side of each box.

Go down your list of officers and write each name next to the most
appropriate description and examples. After all the names have been
written under Column A, go to the first box in Column B and rank these
officers. Then rank the officers in each of the next three boxes of

Yperceptual Vigilance".

When you have finished with “Perceptual Vigilance", proceed to
"professional Conduct". Follow the above procedure with this and

all the remaining job performance rating scales.

“4-




Step 7 - Now that you have rated and ranked your subordlnntes.on all 18 scales,
we would like to know how confident vou are }ﬂ your ratings, in general,
for each officer. You may feel extremely coméident in your evaluations
of certain officers, but not very confident in others. The purpose of
the Confidence Rating scale is to allow you the épportunity to describe
which officers' ratings you are the most confident of. Turn to the
Confidence Rating scale at the very end of this booklet and write in
the names of all officers you evaluated. Next, place a 1, 2, or 3
by each name to indicate how confident you are in your evaluation
of each officer, This rating should reflect your overall confidence

in your evaluation of an individual across all 18 scales.

Step 8 - Finally, turn to the "Importance Rating of Performance Evaluation

Scales" sheet at the end of this booklet. Using a scale from one to

four, rate the importance of each dimension as compared to all other

dimensions.

Note: You may find that although you are able to evaluate a particular officer
on most of the scales, there may be one or two scales on which you don't feel

qualified to rate or rank the officer. 1In this case, do not svaluate that

officer for that one scale, but go ahead and rate and rank all the other officers

as you normally would for that scale.

When you have completed the ratings scales, please return them in the enclosed
envelope directly to LWFW. If you have any gueations, please do not hesitate

to contact either Patt Gaudreau, Xon Crain or Jerry Dubin at 529-3015.
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PERFORMANCE EVALUATIONS SCALES AND DEFINITIONS

Scale

Conscientiousness to Duty

pPerceptual Vigilance

Professional Conduct

safety Consciousness

Wwritten and Oral Reporting

Concern for Dthers

Judgment and Decision
Making

Physical and Emotional
Restraint

Relationships with Peers

Effectiveness in Emergency/
Stressful Situations

Willingness to Risk
Personal Safety - Courage

Ability to Act
Independently

Definition

Taking law enforcement and other job responsibilities
seriously; adhering to policies, regulations, orders,
and established work procedures; showing initiative
in undertaking assignments and responsibilities;
making sure duties are performed in a timely and
conscientious manner.

Detecting and responding to unusual or suspicious
situations, persons, or activities; remaining alert
and observing small details during routine or
monotonous activities; ability to remember various
types of details over extended periods of time.

Avoiding temptations to abuse police authority; being
objective and fair with all people; maintaining good
morals and socially acceptable character; and remain-
ing above reproach in personal and professional
activities.

Exercising caution when approaching or dealing with
actors. or others; showing concern for the safety of
others; calling for assistance in potentially dangerous
situations; driving automobile carefully under all
conditions; handling weapons in a mature and
responsible mannex.

Making sure all reports are accurate and complete.

Showing a desire and taking time to help people, even
though not required; showing a true interest and concern
for other's problems; being courteous to people and
treating them with respect; being friendly and

positive in day-to-day contact with the public,

Ability to make practical, common-sense decisions; to
evaluate and understand problems; to develop logical
solutions and make on-the-gpot decisions appropriate
to the situation, circumstances, and facts-at-hand;
thinking of all possible alternatives and consequences
rather than jumping to conclusions.

Holding one's temper; maintaining self-control and
restraint when subjected 'to verbal or physical abuse;
using appropriate verbal and physical force to control
or apprehend persons.

Getting along well with peers and establishing effective
working relationships; functioning effectively as a
member of a team in the accomplishment of work
objectives; willingness to help new or inexperienced
officers learn procedures.

Ability to withstand stress and pressure; responding
rationally, calmly, and effectively in emergency and/
or stressful situations.

Overcoming fear and/or risking personal safety in
dangerous situations.

Ability to work independently or without close
supervision; taking charge of a situation and insuring
that the job gets done; acting as a leader by taking
command of a problem situation; retaining control

when challenged or confronted.
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Scale Definition .

Investigative Thoroughness Being thorough in gathering and organizing facts,
evidence, and information; actively searching out
and recvognizing relevant information.

Honesty Adhering to all laws and being honest at all times.

Physical Ability Ability to handle all physical demands which are .
encountered on the job.

Interperscnal Eifectiveness  Ability to relate effectively with a wide variety of
people; getting ideas across to othersi establishing
rapport; being able to persuade and influence the
behaviors of others; interacting spontaneously with
others to gain their cooperation.

Job Xnowledge Having a good working knowledge of the law, procedures,
and various technigues or otheyr information
required to perform job responsicilities effectively.
Overall Rating Consider all of the aspects of the police officer's
job and the individual's overall effsctiveness as a
police officer,

-lm
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SAMPLE LIST oF OFFICERS

R. E.
A, L.
S. c.
D. XK.
T. A,
A. J.
R. D.

L. M.

~
.

D. w.
D. L.,
C. L.

X. a,

Weller
Thane
Vincer
Thornton
Schulman
Edgemore

Knowles

r 4o

Rl

Iles
Eckerman
Jensen
Burrell
Butera
Canton
Grove
Box
Hinkle

=~ Y

Couch
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CONSCIENTIOUSNESS TO DUTY

EXAMPLE

Taking law enforcement and other job responsibilities sericusly: adherxné to golicies,
regulacions, orders, and established work procedures; showing initiative in undertaking
assignments and responsibilities; making sure duties are performed in a timely and

conscientious manner.

List in the box to the right under Column A those

officers whni

Column A

Set up an <nvess

Derform work other

Are exceptionally conscientious about
They should be among the most conscientious in the
department., It might be expected, for
these offigers would:
igation of a erime an own t<me.

ofFizers nave sho

thelr duties.

example, that

agide.

¢ ¢ Linan
0w Ellutmen

Examples include:

f“-'cez's avoid,

with worx.

Taking on additional assti
Yolunieering jor

CV)er to help other of;

Are highly conscientious about their duties. They
should be more conscientious than most other offisers.

.

3nnants wz:nout being asred,

o

2dditional dusias which most othar

cers whe are overloads

i Sehibmaru
LM Sda
0.7 Aulna
. 4. Ceuck

ineclude:

tire to guzi,

_Always srowing up
" Always corplebing

j Are conscientious about their duties.
as conscientious as

They should be

most other officers. Examgles

in gourt at eprointed time.
the offense rerorts even if it is

Consistencly rrojecting a neat agrearance.

Conducting a qu

qut ting time.

Ate conscientious about their duties
the time, but on occasion fail to be
Overall, these officers are probably
conscientious as most officers.
Ofben arriving L:*a Jor work with @
invastigacion jor ca
not consider zrworc“nt.
Cutvzng an investigation shord if it

Arriving for work weering a dirty or

the majority of
conscientious.
not as

Examples include:
soor exzuse.

s2s he/snz does
were close to

torn unifern.

a report.

Moyt other off

Letting w1 actor go ragi
irouble of filing
Faild g 2o show up
heeaie was warlin

Désobeying divecs

R S d

7 an ext

.
.

in courd o &
dsb

-

Have not been conscientious about therr dutiws én
several occasicns.
conscientious than these officers.

Speeding avey fron an aceident to zo

icers are more
Examples include:

out of raking

war than going tiwough the
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JOB PERFORMANCE EVALUATION SCALES
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COUSCIENTIOUSNESS TO DUTY

Taking law enforcement and other job responsibilitirs seriously: adhering to policies, .
requlations, orders, and established work procedures: showing initiative in undertaking
assignments and responsibilities: making sure duties are performed in a timely and

conscientious manner,

List in the box to the right under Column A those
officers whn:

Column A Column B

Are exceptionally zonscientious about their duties.
They whould be among the most conscientious in the
dzpartment. It might be expected, for example, that
these officers would: ¢
Sat ur mn dwwesrigation of a arime on owm time.
Parforr work other officers have shoved sstda.

o
<

i

wjunfudalofen
ijajor}-3j .

in
e

Ifliniin
Dt

Are highly conscientious about tneir duties., Thay
should be more conscientious than most other officers.
Sxamples include:
Taring on 2dditional aseigrments witrout being asked.
Yotunveering for additional dusies which most other
officers avoid,
Offering Lo n2lp other officers who are overioadad
with work.

Are conscientious about their duties. They should be
as conscientious as most other officers, Examples
include:
diwvays showing up in 2curt at agrointed time.
Always cempleting the offense veports even if it is
time to guit.
Consisbently projfecting a neat eprearance.

.

Are conscientious about their duties the majority of
the time, but on occasion fall to be conscientious.
Overall, these officers are probably not as
conscientious as most officers. Ekamples include:
Jondueting a quick investigaiion yor cases he/she
dees not consider impepiant.
Cutiing an invessigation short if it were close to
Juitting tima.

Arviving for work wearing a divty or torn uniform.

Have not been conscientious about their Jdukies on
several occasions. Most other officers are more
conscientious than these officers, Examples includa:
Sreading away fron an aceident to 3ot b of making
a report. .
Letsing an aaror go patier than joiny thvough the
tponble of ftidng aharges.
Failing to show up In emurt o teatify becanae
heshe was workdng an oxspa fod.
Oimabeying Jdivect ordera from a swperviger.

12
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PERCEPTUAL VIGILANCE

Datecting and responding to unusual or suspicious situations, persons, or activitiesy
remaining alert and observing small details during routine or monotonous activities; ability to
remetber various types of details over extended pexiods of time.

Ldigt in the box to the right under Column » those
nﬂ‘&c:‘:..;s Whe, Arn:

Column A

Column B

Exceptfionally vigilant. They should be nore observant

than mésr other officersg in the department, It might &
bz expected, for example, that these afficers would: 59
Memorize liceonse numberns on tho hot sheet to be elic 58
to spgt atolen ears. 57
Remerbar deseripticons, names, and addresses of actors 56
Conatantly be on the lookout for vehieles or persons 5%
matehing wanted daseriptions. 54
Compile a lict of pereons with same m.o. Living or 55
henging avound in the general vieinity duc to a rash 52
of burglaries in a residential arca. 51
Check the erime bulletin each day to identify resent 50
orime spote in their dinirict. They would spand 40
cxtra time patrolling these areas. 48
47
48
Vigilant. They should be as observant as mast other

£ficers. Examples include: 45
votieing a cuspicious looking person. 44
Notieing 1f a car hag been sitting in an wnusual spot 43
For a long peried uf time. A
Spotting ttems that ave iikely te be stolen. 41
Seatng a traffic violator irying to hide ‘something 40
in his/her var when stopped. . 39
Rememiering information given over the radio eariier 38
in tha shift that is rplevant to a later call. 37
36
338
34
33
32
31

Vigilant the majority of the time, but occasionally
they have been le3s observant than they should have 30
heen. Overall, they are probably not as observant as 29
most other officers. Examples include: 28
lot notieing venieles or persons who mateh wanted 27
deseriptions., 26
ot paying atiention and Forgetting information 25
given over the radio. 24
Failirg to netiee sugpicious looking persons, 23
Yot motioing cara that have kbeen siiting <n an 2%
wygual srot for a long pertod of time. 21
Falling to recognize that items are Iikely to be 20
stolen. 18
18
7
16

Often not observant, Most other officers are more
vigilant than this officer. Examples includes 15
Roming a vegistration cheek witkout ncticing the 14
sleenee plate was outdated, 13
12
1]
19




SATET'? CONSCIOUSNESS

Exercising caution when approaching or dealing with actors or others: showing concern for the
safety of others; calling for assistance in potentially dangerous situations; driving automobile
carefully under all conditftons; handling weapons in a mature and responsible manner.

List in the box to the right under Column A those Column A Column B
nfficars wha arar
Higaly safety conscious. They should be more safety
conscious than most other officers., It might ke 60
expected, for example, chat chese officers would: 52
Sdzean an aoser oven dhough siher sificers sudd A
sheys aiready au.. EX;
Dnive sarsfuily in congested arcus while rurauing 56
an azier. 55
54
53
52
el
S¢
49
48
7
46
Safety conscious. They shouid be as safety conscious ag '
most other officers, Examples include: 45
..ws zeing sure to sears™ v J2Lor veny ...r'“%....«. 44
Payting ::re,r.(Z. sssension ¢ - getions of the 43
ocm«pan:s in a car that w8y suo“aed. 42
Cailing jor asaistance “atrar than erying to 2aptura 41
a aanaeraus actor singie handedly. 40
vaz t~r.a For lbackup before arproaching a housa 38
oceupied by a a’m:em’w pex*son. 38
Jeing prepared jor posaibic qunfire when appreacning 37
“..mlu a:.sturbances. 36
35
34
J3
N 32
31
Safety conscious in most situationg, but on occasion
they have failed to exercise sufficient caution. 30
Overall, they are probably not as safety conszious as 29
other officers. Examples include: 2
Letiing a situasion get aut of hand before caliing 2"
jor assistance. 26
Yot baing prapared for an atiack when searching an 25
acior. | 24
Approachyi mily disturbances mtho.w being prepared 23
for aunfv.re. 22
Eaam.ng gun inside an unlooked and :mac-c.(pwd 21
volice car. 20
19
18
17
16
Often not very safety conscious. Most other officers
are more safety conscious than these officers. Examples 18
include: 14
mmmg nis/her back on a rrisonep. I N |
v tting apprehonsion of an axtor before protoetion vf 2
nis/her partner, —
.-.:*...'.-.na to scarsh an aetor 10 ]
S::cotin.. sereone bafore be.ng sure who it ia. N
Carelessly ;omtng a gun ar someone While unloading. ‘:'_
L)
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WRIYTEN AND ORAL REPORTING

Making sure all reports are accurate and complete.

List zu the box to the right under Column A those
of Fymare whay
RIS

Column B

e

Are hrghly skilled at written and oral reporting.

Their reports should be more accurate and complete than 60
reports for most other officers. It might be expected, 59
for example, that these officers would: 58
Inniude even tie most minor details in a repert. 57
Seidom lose a 2ase in court le ause of the thorougi- 56
neee with whish they prepared their reports. 55
54
53
52
51
50
49
48
47
46

Prepare good written and oral reports. Their reports
should be as accurate and complete as most other 45
cfficers'. Examples include: 44
Cheauing vith he cor"‘:a.inar.u tc make gure 12 43
_:'z'.:_:‘ert;‘ s ligved in aq burzlary report 42
Prosirending pegorie 3 make aww .me_, are* aourate. 41
Ueinz ecrreat gzum"m ..m epeiling in a rerort. 40
Carefully serarzsing orinion -mn fact in their 39
reporta. 38
37
35
s
34
2 33
! 32

|
Usually prepare acceptable repor ., but some reports are v
not as acrurate or complete as they shouid be, Overall, 30
their reports are probably not as well prepared as most 29
other officers' reporte, Examples include: 25
Fadling wo iew all  rolen rroperty in ¢ haglany 27
\,“V‘Dru' 26
Hlzerelling a rame in a peport, maring L& diffieuls — 25
tp at+ain a eopu from the Recowmds Iivision jor 24
,..Ziou—:z;. 23
Comrleting all grazes n repord praperly, but being 22
oo briel in the wri ttm narrative. 21
Losing a ease in sourt recause of failure fo inziude Y
all imporzant faots in hc o5 “fense roport. 12
Confusing fact with opinion in reports. i?
i
16
Cften prepare inacturate and ipcomplete reports. - Most
other afficers do a better jc! of reporting than these 15
officers. Examples include: 14
krising voporis thai re unt sellipible Lovause of 13
roor Frawar and spelling. 12
Being unu&.; to zive aomate tesed ony in court 11
beozuse of a sioprily prepared report. 10
FLidig an sheomplese ropops and iigving 22 posum to o
e sotne vo corlees gldivdomal Snformazion, g
7
0
<
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3
1
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CONCERN FOR OTHI'RS

thowing a desire and taking time to help pcople, even though‘ not required; showing a true
tntarest and concern for other's problems; being courteous to people and treating them with
respect; being friendly and positive in day-to-day contact with the public.

List in the box to the right under Column A those Column A Column é
officars whn:

Are highlvy concerned with others. They should be more

people oriented than most other officers. It might be 50
expected, for examgle, that these officers would: 59
Jo out of tacin way to cbtain Irformation for 38
someone., 57
Help an glderiy ~an who was robded after arriving in 56
toun by bus to ger a place to stay and a meal. 5%
- 54
33
52
51
50
49
&
47
46

Are concerned about others. They should ke as people
oriented as most other officers. Examples include: 45

Taking the time to explein laws ané procedures to 44
eitizens, 43
Yolunzarily assisting a stalled motorist. 42
Making sure an injured prisoner gets meiical treat- 41
ment before vaking hir/har to jail. 40
39
38
37
36
35
34
33
32
37|
| ;
Show concern tor others in the majority of situations,
but have shown a lack of interest on occasion., Overall, 30
they are probably not as people oriented as other . 29
officers, Examples include: 28
Vot going o any trcuble to obtain informajion for 27
someons. 26
Miy giving directions and refusing to escort a lost 25
motorist to « confusing location, even thougn he/she 24
is not busy. 23
Refusing to answer questions from prischers about how 22
to get out of jail, 2l
20
19
18
' 17
16
Often fail to show concern for others. Most other
officers are more people oriented than these officers. 15
Examples include: 14
Showing no symrathy for the spouse of a person killed 13
at the seene of a crime. 2
Refusing to apologise to a ctiizen for a [ulse 11
acousziion. 10
Ysually quastioning witnesses in a rude manner. )
;
6
5
3
3
a
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PRUIFESSIINAL TONDUCT

Avoidinz temptations to asuse police authority; being objective and fair with all weople:
raintaining gocd morals and socially acceptable character; and remaining above rewroach in
gersonal and professional astivities. -

List in the box to she rizhz under Column & those Column A Golumn B

AEE o ey

snsuld ze more professicnal than most other officers.

Lemonstrate vory hizh professicnael conduct. They

‘: nig': be exgected, Sor examgle, that these officers

v fwlajuiai-fojwlo

tfenforiufu i jurtufu v oy

o fes
w0

e
3

L
mi-

Zoronstrate gesd pr:fess;.nal cusdust.  They should

k2 as professional as most cther cfficers. Examples
zncludes

. . B
rw tg Dy e
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S ESES

-
o3 lozing perssual rril

EN

work.,

i hwinjuo] ~Hoojoi=frm|w]lnfo

trjw ]l wita] st

ave professional in mest sityations, »ut on occasion
tuair behavior may have been guesticnakle. 0vera--, 30
whey may not bz as ircfessicnal as other officers.

Eaanples include:

Hapggaing levz-haived sesnggze =ales =
viciasions. 2€
Azsdng afsor Ifssoning o only one eide of & etor. a3
Feeilng thar sheir meals in regsauravss snouid be 24
Hgenunzed. 23
Sveprezeting when soweone does not listen so or 22
obey wim/hgr, N =L
20

19

18

[
-~

[
»

Have deronstrated unprofeszional behavicr. Most other
offtcers are more professional ihan these officers.

Sxamples include:

[t ot

5
4
eing voldoc atgnority &2 rarsss Dalisidals of il
~~v<n*0; IP2upe ThAT thon are pecfediard azainsc, i2
Reiting cxocssive tiadete te got ilok 2t eimeane who il
rumed dn g ocomplaine ow fdm hen 10
Srinkiag while on Juty, 9
s a Svlend roopide in the yeoliee ear and . b
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PHYSICAL AND EMOTIOWNAL RESTRAINT

Holding one's temper: maintaining self-control and restraint when subjected to verbal or physical
abuse; using appropriate verbal and physical force to control or apprehend persons.

List in the box to the right under Column A those Column A Column B
officnrs whot .
Demonstrate an exceptional amount of physizal and '
emotional restraint, They should have more self-control 80
than most other officers. It might be expected, for 59
example, that these officers would: 38
Prgvent anctier of Tiecar Frow roughing-up a traificz 57
viclator vho led them on a high-sreed cohase. 56
Convince an aotor to kand over a gun weed ve kill 55
crizona tnstead of shosting the gotor wisn thep nad 54
the cproriuntiy. 53
Remaining ealm if an actor were to spit in their fazes, 52
51
30
49
48
47
46
Demonstrate good physical and emotiopal restraint.
They should have as much self-control as most other 45
officers. Examples include: 44
Not physieally harmimg ar actor to gei a confession. a3
fiemaining polite to q traffic violazer whe was using 4z
abuaive language and nsuiiting nin/her. 31
Taliing politely to a wraffis vioiator. 45
33
38
. 37
3&
- 33
' 34
33
32
31
|
Display appropriate physical and emotjonal rastraint on
most occasions, but have overreacted in some situations, 30
They probably do not have as much self-control as most 29
other officers. Examples include: 28
Sereaming at bustanders tc oleay an grez rzsher than 27
velitely asking them o leave. 28
Smapting-ofy and akouting back ¢t a eiiizen who is 25
nsulting him/her, 23
Irmediately ssarding to push and grab pesple upon ' 23
arpiving at the scenc of a larze disturbs . .. ;i
206
' 19
18
17
16
Display ihappropriate physical or verbal asgression on a
Inumber of occasions. Most other officers disglay more 15
self-control than these officers, Examples include: 14
ieting a wimness @l throatoning phyeioal ham £F 13
kpedake Jid not pell 21l he.she bnous, 12
Hlesing an agtor arrcsted en a buppiary alarm 2ail 11
U op throe timee for ne apparent pexeon, 10
Hizting a dmek Wish @ nighestike te avalen ninm/her. 2
Uainy abusive Lamguage to o traffie viplator whc wae Y
batny polite, z
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RELATIONSHIPS WITH PEERS
Getting along well with peers and establishing effective working relationships: functioning

effoctively as a member of a team in the accomplishment of work objectives; willingness to help
new or inexperienced officers learn procedures. H

List in the box to the right under Column A thoss Column A Column B

of ficars what

Get alony exceptionally well with all other officers,
They work easily with any other officer in the depart- .50
ment. It might be expected, for example, that these 59
officers would: 58
Yelacme constructive oribicisms frerm other officers. 57
Vork well with all officers, regardlecs of personal 5¢
Sfeeiings, 55

Have a good relationship with their peers. They

usually get along well with most of the other officers, 45
Examples include: 44
Assisting partner who is trying to physically subdue 43
tuwo aerors. o
Being willing to try the suggestions from other 41
afficers about how to thvestigate a case. : 40
Always being veady to baek up partner if attacked. 39
dlways answering "assist the officer! calls. 38
Staying at the scene of a crime to help other 37
officers investigate. 36

35

34

33

32

31

Get along well with many officers, but have difficulty

working with some. Host other officers probably get 30
along better with their peers than these officers do. 29
Examples include: 23
4uoiding helping a rookie learn how to perform his/her| a7
assigrments. 26
Refusing to take calls they do not lire to handle, 25
cauging other officers to have to take them. 24
Pefusing to work with cértain officers because of v 23
versonal diglikes. ) 22
Lequing the scene of a crime so other officers would | - 21
nqve to investigate. 20
Aluays inststing on following their dectsions on how 19
to investigate a case over the suggestions of other : 18 |
officers. ’ 17

16

Have trouble getting along with many of the other

officers in the department. Examples includes ’ 15
Fefusing to assist pavwner who te trying to physicallyl 14
subdue two actors. 13
3eing hesitant to back up his/her partner if 13
assacked. 11
Critieizing fellow officer in feont of citizens. j 10
Leaving persney alone with dangerous zotrors, 9
Failing vo ansuer "asaist the officer! 2allas. g
, 7
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SATETY - IOUPAGE

ersonal safety in dangerous situations.

hre A
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ng £ear and/or
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Column A Column B

those
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Losame

Ability to work independertly or without close supervision; taking charge of a situation and

ABILITY TO ACT INDEPENDENTLY

inguring that the job gets done; acting as a leader by taking command of a problem situation;

retaining control when challenged or confronted.

ist in the box to the right under Column A those
Officoars whae

Column A

Coluinn B

Are independent. They should be more selfrreliant than

most other officers. It might be expected, for example. 60
that these officers would: 59
Take the recronsibility of controlling the scene at 5g
an energena; unsil a swpervisor arrives. 57
fake ockarse ¢f a confueing stiiuation where oiher SE
eifisers ave unatle to, 55
Orzanise bustanders into a rescue team to save soma- S4
one's life. 53
52
51
50
49
48
47
46
Are independent. They are as self-reliant as most

other officers. Examples include: S
3einz able to direct other officers who arrive at vhe 44
scene to assist. 43
Yot ailowing an unruly erowd to interfere with thein 42
dutics. 41
42
39
38
7
36
335
34
33
32
31

Are independent in most situations, but on occasion have
not taken the independent action necessary for the 30
particular sitvation. They are probably not as self- 29
reliant as most officers. Examples include: 28
Failing to zell officers who arrived io assiat what 37
areag ¢ cover. 28
Seing wizble io make resisting witnesses stay and FH
sive information. . 23
Seing unabie to prevent anm unruiy erowi from inter- PE
fering with their duties. 23
) 21
20
19
18
17
15
Often fail to take necessary independent action in 15
critical situations. Most other officers are more 14
self-reliant than these officers. Examples include: 13
Cailing for assistance frow a suporvisor cven on 12
roptine calls. 1i
10
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INVESTICGATIVE THOROUGHNESS

Being thorough in gathering and organizing facts, evidence, and information; actively

searching out and recognizing relevant information,

Li~t in the box to the right under Column A those
m&»ficarq who 't

Column A

Column

B

Are very good investigators. They should be more

thorough than most other officers, It mignt be 60
expected, for example, that these officers would: 59
find fingergrincs in wnusual piaces ac a result af S8
thorougn cheoiing, 57
Follow up all leads, even the smallest details. 123
55
54
53
52
51
50
49
48
47
45
Are good investigators. They should be as thorough as
most other officers. Examples include: 45
Conducting a thorough search of a building on a 34
burglar alarm eall. 43
Interviewing all posstible witnesses. 43
Looking closely for Ffingerrrints at the sceme of a 41
erime. 20
39
, 38
37
36
35
34
33
32
31
Are thorough in the majority of their investigations,
but have conducted some careless investigations. 39
Overall, they are probably not as thorough investigators 29
as most other officers. Examples include: . 28
Yot checking background information on actors. 27
onity following up major teads and ignoring minor 26
detatls. 25
Thinking of only the most obvious motive for a erime. 24
Failing to interview all witnesses. ;;‘
21
20
19
' 18
17
16
Often do not conduct careful investigations. Most
other officers' investigations are more thorough than 15
these officers, Examples include: 14
Undertaking an tnvestization in a haprasard manner. 13
Failing to secure evidence at the seene of a evime. 12
Carelessly oteking up a gun at the scene of a erime 11
so fingerprints could not be taken. 10
9
8
7
]
5
. 4
3
2
1
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PHYSICAL ABILITY

Ability to handle all physical demands which'are encountered on the job.

List in the box to the right under Column A those Column A Column B
nffiznrs who are:
In excellent physical condition and are able to handlae '
all of the physical demands of the job. They should be 62
among the most physically fit officers in the depart- 59
ment. It might be expected, for example, that these 58
officers would 57
3e atie o -Ne~~azz-1 aspreiiend an qster of average 56
stae after catohing up with himfher after a one mile 35
chase. 54
53
S2
51
SG
49
48
47
3
physically able to handle the demands of the job. They
should be as capable as most other officers in any 4s
situation. Examples include: 44
Being able to subdue a siruggling actor of avarage :g
size.
Being able to pull an uncomsaious man cut of a buming Al
oar. 40
Baing able to run as fast as an actor of aver 39
speed and catohing up with him in 2 ohase. a8
Baing able to lift and carry an urconseious women from 37
a burning arartment. 36
35
34
313
32
31
physically able to hapdle most situatiens, but on 30
occasion have not been able to handle a situation that 29
most other officers could have handled. They probably 28
do not handle the physical demands of the job as well as 27
most other officers. Examples include: 26
Being unable to run as fast ags an actor of averaze 28
speed and losing him in the chase. 24
2l ng too sired to physically ayrrefend an eeior 23
o7 average si ize a“*e" 2adohing up with iim afver a 32
SPive block chase. ! 21
20
19
18
17
16
Not able to Mandle a number of the physical demands of
the job. They are not as physically able as most other 15
officers. Examples include: 14
Baing unable to climb over a back pard ferce while L
chasing an actor. 12
11
10
9
- 3
7
3
5
4
3
2
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INTERPERSONAL EFFECTIVENESS

Ability to relate effectively to a wide variety of people;

spontaneously with others to gain their cooperation.

List in the box to the right under Column A those
of ficers who arn:

getting ideas across to others;
establishing rapport; being able to persuade and influence the behaviors of qthers; interacting

Column A

Column B

Highly effective in interpersonal relations. They

should be more effective than most other officers. It 60
might be expected, for example, that these officers 59
would: 58
3e able to ecalm dowh a mentally disiurbed person 57
and taik him/her into giving ur his/her gun. 56
e able to get ideas across io a mewntally retarded 55
persor. 54
Ze able to handle a difficult family disturbance 53
without ealling for a back up unit cr assistance. 52
51
50
49
48
47
40
45
4
43
42
41

Effective in interpersonal ralations. They should be
as effective as most other officers. Examples include: 40
Bewng akble to relate effectively to neighborhood 39
groups. 38
Being qble to talk swo groups of people cut cf 37
Sighting, 36
33
34
33
32
31
30
29
' 28
27
. 26
25
24
23
2
21

Effective in the majority of interpersonal relations,
but do mishandle some situations. Overall, they are 20
probably not as ¢ffective as most other officers. 19
Examrples include: 18
aetsing a hostile group even angrier and ctarting 17
a flant. 16
Taleing e an emctionelly dissurbed person in a 15
demeantng manner, causing kimfher to become éven 14
nare upsat. 13
Asaravating hegsile prisoncrs. 2
1)
10
9
8
A}
5
&
3
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JOB KMOWLEDGE : 8

Having a good working knowledge of the law, procedures, and various technigues or other
information reguired to perform job responsibilities effectively.

Vgt el et

List
2sy

n the box to the right under Column A those Column A Column B
rs wnn havas

. Exceptionally goud knowledge of the job. They should T
be the most knowledceable in the department. It might 60
be expected, for example, that these officers would: 39

Zle o sive gitizens Informacion on almost all 58

iminal mziters. 57
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Good knowledge of the job. They should be as knowledge-

able as most other officers. Examples include: 40
Znewing correct procziures for securing ihe scerg sf a 39 :
erime so a prorer investigation can be made. 38 {
Being able to answer rrobationary officers' guessions 37 i
zbeus work procedures. 36 t
dluays xknswing to give legal warming tc zn actor. 35 )
Knowing when sorething was a eivil rather than z 34 :
. eriminzl matier. 33
Knowing the correct procedure to foliow when ansuering 32
calls. 31
30
29
28 ’
27
, 26
25
24
23
22 N
! . 21
sufficient job knowledge to handle most situations, 20
but get confused or lack knowledge in some. Overall, 19
they would probably not be as knowledgeable as other i8
officers. Examples include: 17
Moz wxnoling how to coliect evidence so it will be _16
adnissidle in court. 15
Jot knowing correct procedures for securing tne scene 14
of a orime so a prorer tnvessigavion can be made. 13 g
Yoz beinz able to answer prosationary officers’ 12
gquesticns about work grocedures. 11
Misinforming a citizen on a legal matter through lack 10

af knowledze,
Yot knowing to notify the rroper law enforcement
ageney wien arresting someone outside jurisdict

won.
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) OVERALL RATING

Consider all of the aspects of the police officer's job and the individual's overall effestive-~
ness as a police officer. N

List in the box to the right under Column A those Column A Column B
oificers:

Wno are among the most outstanding officers in the
degartment. They would be effective in any situation.

ajuluviuiuniujiniujvinjuio
WO Moy~ @pofo

Wnoze overall efrfectiveness is alove averaje. They
would be more effective than the dverage officer.

- TR RGPy
£
=

Whose overall effectiveness is about average. They
woulé be as good as the average officer.
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Whose cverall effestiveness 18 s.igniey Seill zverage.
They would not be as effective as most other officers.

Whose overall rating is ey oon.  These officers
cannot seem to do anything right.
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How confident are you that vour evaluations are accurate descriptions of each

officer's job perfcrmance?

1

2

3

CONTIDENCE RATINGS

not very confident

= confident

extremely confident

Officer

10.

11.

12,

13.

14.

15.

l6.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31,

w
(2]
.
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10.

11.

12.

13.

14.

15.

16.

17.

i8.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32,

Rating
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Your Division:

IMPORTANCE RATING OF PERFORMANCE EVALUATION SCALES

How important are each of the following job dimensions

officer working in your division?

Dimensions
Conscientiousness to Duty
Perceptual Vigilance
pProfessional Conduct
safety Consciousness
Written and Oral Reporting
Concern for Others
Judgment and Decision Making
Physical and Emotional Restraint
Relationships with Peers
Bffectiveness ih Emergency/Stressful Situations
Willingness to Risk Personal Safety - Courage
Ability to Act Independently
investigative Thoroughness
Honesty
Physical Ability »
Interpersonal Effectiveness
Job Knowledge

Overall Rating

SHow N

w1

for success as a police

n

not important

of little importance
of average importance
of great importance
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APPENDIX G

DERIVATION OF FALSIFICATION CORRECTION TABLE




DERIVATION OF FALSIFICATION CORRECTION TABLE

All that is involved in the creation of Table 19 is the cal-~
culation of a traditional reliability coefficient, i.e.,

Pry © rxy/ TyyITxx
which expresses the fact that the observed correlation
coefficient Ixy between two variables underestimates ths true
correlation coefficient P xy if either wvariable is measured with
error (rxy and ryy being the reliabilities of the two variables).

In the present case, we shall assume r, ., = 1.

Consider the following diagram where N subjects have responded

to a question with dichotomous categories:

Factual Data

Preliminary
Interview Negative No Negative
Response :
Negative Data a o
No Negative Data Z (N-a) (1-2) (N-a)

]

where a number of respondents admitting negative data

N-a = number of respondents not admitting negative data

%Z = proportion of respondents not admitting negative

data who actually have negative data

T R (. e et v S D R Al ot ke RiEacic: o (oaut oo
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First assume that no subject has reported negative data who

in fact has no negative data to report. oo
Then we may calculate a traditional ¢ coefficient as

o = a(l-2) (N-a)
ValZ (N-a) + (1-2) (N-a)]la + Z(N-a)][(1-2) (N~a)]

Algebraic simplification reduces this to -

¢ = /a(l-7)
/; + Z(N-a)

Suppose now that we replace a with gN, where g is the pro-
portion of respondents who originally indicated negative data.

Then,

b =/qN(1-Z)' =/qN(1—Z) =/q(1—z)
gN + Z(N-gN) Ni{g + z2(1-q)] q + zZ(1l-q)

Since this equation is independent of N, it suffices to know

g, the proportion of respondents who originally indicated

negative data and Z, the proportion of respondents who had

negative data but lied about it.

¢ can be taken as a good estimate of Tyy- Then the correction
1

to be applied for ryy to get Pxy is multiplication by 7? or

multiplication by

o
2P
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éﬁtﬁ
B
i
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APPENDIX H
COPY OF HOUSTON POLICE DEPARTMENT

REQUIREMENTS FOR CLASSIFIED POSITIONS




HOUSTON POLICE DEPARTMENT

Requirements for Applicants for Classified
Positions in the Houston Police Department

HEIGHT AND WEIGHT: Applicant (male and female) must meet the minimum
height requirement of 5'6" with weight being in proportion to height.

AGE: Applicant must have reached his/her 19th birthday prior to making
application at the Civil Service Department; and must not have reached
his/her 36th birthday before receiving the Oath of Office.

PHYSICAL AGILITY TEST: Applicant must pass all phases of a physical
agility test before a background investigation is conducted.

Applicant must have earned all high school credits required to graduate
from an accredited high school; or have a Texas Certificate of High
School Equivalency from the Texas Education Agency. :

‘Applicant must be a citizen of the United States of America.
Applicant must have a valid Texas Driver's license.

Applicant's driving record must reflect a history of prudence and
maturity in operating motor vehicles., Applicant must not have re-
¢eived more than two moving traffic law citations within a twelve
month period immediately prior to making application,

Applicant must not have been convicted of a felony offense, driving
while intoxicated or of any crime involving moral turpitude.

If a veteran, applicant must not have been convicted in any court
martial higher than a Summary.

If a veteran, applicant must have an Honorable Discharge, free from
any conditions.

If Honorable Discharge was received for medical reasons, or before
tour of duty was fulfilled; or if applicant is receiving disability
compensation; or if applicant was rejecte§ from military service for
medical reasons, applicant must furnish Civil Service with specific
reasons for discharge or disability.

Applicant must not have had any serious illnesses or injuries. The
following may be disqualifying, but must be considered:

a. Stomach ulcers i. Hayfever

b. Convulsions j. Chronic malaria
¢. Diabetes k. Rheumatic fever
d. Tuberculosis 1, Polio

e. Migraine headaches m. Arthritis

f. Recurrent jaundice n. Heart trouble
g. Pernicious anemia o. Asthma

h. Syphilis
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13.
14.
15.
16.

17.

18.

19.

20.

Applicant must be free of physical defects and deformities.

‘Applicant's background must reflect family and employment stability,

Applicant must be temperamentally and emotionally stable.

There must not be any evidence of any emotional disturbances or
psychotic or neurotic tendencies.

Applicant must not be delinquent in any just financial obligations,

The applicant's character and reputation must be of the highest order
‘as established by the background investigation and must not be of such
a nature as to cast a question on his future actioans.

Vision must be correctable to 20/20 with glasses or contact lenses;
vision must not be over 20/100 uncorrected in either eye.

The only residence requirement that exists is that you must reside
within a 500-mile radius of Houston for a sufficient period of time
to enable this Department to conduct a valid background investigation.

Form No. 18851 (Rev. 3/75)
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APPENDIX I
VALIDITY COEFFICIENT CORRECTION FOR

UNRELIABILITY OF TEST SCALES
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VALIDITY COEFFICIENT CORRECTION FOR

UNRELIABILITY OF TEST SCALES

As stated in the discussion of research limitations (Chapter 6),
a correction for unreliability of the test scales is apéro-
priate to properly evaluate background item =-- job construct
relationships. Estimates for CPI scale reliabilities
(stability over a one year period) were taken from the CPI
manual (Gough, 1975). The reliability coefficients hased on
234 men and women was ryy=.7l for responsibility and ryy=.72
for socialization. As a conservative estimate, the emotional
adjustment factor reliability was taken as ryy=.70, a bit
high considering the factor score loadings and factor co-
efficients. (Note: Using a higher estimate of reliability
will result in a more conservative attenuation correction

to validity coefficients.)

All obtained validity coefficients were adjusted by multiplying
them by a constant to increase their size:

Corrected Responsibility r=rxy//771 or rxy(x) 1.18678

Corrected Socialization r=rxy//77§ or xxy(x) 1.17851

Corrected Emotional Adjustment r=rxy//775 or rxy(X) 1.19523

As an illustration of the uncorrected validity coefficients,
uncorrected correlations for civilian criminality are pre-
sented in the next table (Table Il). These coefficients can

be compared directly with those reported in Table 21 in the text.




1

UNCORRECTED VALIDITY COEFFICIENTS™ FOR CIVILIAN

TABLE I-1

CRIMINAL RECORD ITEMS WITH JOB BEHAVIOR CONSTRUCTS

Sex Standardized

Sex/Race Standardized

ORIGINAL CRIMINAL RECORD ITEMS Soc*4 Resp? Soc< Resp3  Emot. Adj.%
Misdemeanor Items :
1. Number of Juvenile Arrests L161EEkR - L178* Kk - -
2. Number of Juvenile Convictions .109% .093* L126%%* .103% -
3. Number of Adult Arrests .101% - .099% - -
4. Number of Adult Convictions - - - - .088*
Felony Items
5. Number of Juvenile Arrests - L127% %% - L135%%% .085%*
6. Number of Juvenile Convictilons - - - - -
7. Number of Adult Arrests - - - - -
8. Number of Adult Convictions - - - - -
Immediate Family Items
9. Number of Misdemeanor Arrests - - -~ - -
10. Number of Misdemeanor Convictilons - - - - -
11. Number of Felony Arrests .091%* - ¢, .082% ¢ - -
12. Number of Felony Convictions ! - - - - -
SPECIAL COMBINATIONS
13. Sum of all Juvenile Arrests C1T74% kR - L190%*%* - -
14. Sum of all Juvenile Convictions .107% .103 L. l26%* .115% -
el 15. Sum of all Adult Arrests .098%* - .100 - .091*
DY - 16, Sum of all Adult Convictions - - - - 096*
. 17. Sum of all Felony Arrests - » Q0% - 099* -
‘ 18. Sum of all Misdemeanor Arrests SL79**k% - .187*% %% - .091*
19. Sum of all Misdemeanor Convietions .091*  ,086% .099% - -
20. Sum of all Arrests JLT7T7HERR - L1887 xkH% = 086%*
21. Sum of all Convictions .087% .. 087* .095% - -
. MULTIPLE REGRESSION COEFFICIENTSS
22, Items 1 through 8 R = ,256%#%%% . 196¥%**% 267k K kx Rk LALAY .102%*
23. Items 1 through 8 plus Age R = 271%%*%* «302% KRR 285k wkx «359%kEx Ce102%*

1

Pearson Product Moment Correlation Coefficients
250c = CPI 5001alizatlon/Delinquency Scale.
3Resp CPI Responsibility Scal
4Emot . Adj. = Quartimax Factor 8core Variable for Emotional Adjustment PFactor.
. 5Mult1p1e R is based on correlations corrected for unreliability and required an F of 3.0 to enter stepwise
L regression equation. :

y *Statistically significant at .05 level of confidence.
: escratiurticaliy wignificant at .02% 1leval of confidenca.
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APPENDIX J
DETERMiNATION OF RECRUITING,

SELECTION AND TRAINING COSTS
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DETERMINATION OF RECRUITING,

SELECTION AND TRAINING COSTS

The following is an approximate evaluation of the cost; for
recruiting, selecting and training cadet classes number 70
through number 76. Recruiting and selection data span the
period from April 1975 to November 1976, during which time
456 candidates were accepted. Academy training cost figures
are reported for the 444 cadets who actually entered the
Academy. Probationary training costs are estimated for the
period October 1975 through September 1977 and include costs
for those 259 cadets that started or completed probation and
the 147 that are scheduled to start probation during this

period.

A. RECRUITING AND SELECTION COSTS

Total Personnel Salaries $1,340,868.00
Deputy Chief (1) ($ 44,832.00)
Captain (1) ($ 35,904.00)
Lieutenants (2) ($ 61,952.00)
Sergeants (3) ($ 80,940.00)
Detectives (2) (S 53,960.00)
Police Officers (40) ($958,400..00)
Civilian Employees (10) ($104,880.00)
Advertising Costs $ 585,070.00

April 1975 to March 1976 ($314,577.00)
April 1976 to November 1976 ($270,493.00)

I TTp—— e
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Office Expenses

Direct Operating Expense ($111,407.00)
Equipment ($ 15,259.00)

Personnel Fringe Benefits

Health & Life Insurance ($ 43,058.00)
Workmans Compensation (S 10,443.00)
Pension Contribution (Police) (5222,478.00)
Pension Contribution (Civilian) ($ 18,878.00)
Travel Expenses

Personnel Qvertime

§ 126,666.00

$ 294,857.00

$ 18,131.00

$ 62,208.00

Total Recruiting and Selection Costs

B. ACADEMY TRAINING COSTS
Total Personnel Salaries
Captain (1) ($§ 40,246.00)

Liieutenants (2)
Staff Lieutenant from June 1975

. to Decenmber 1975 ($, 10,464.00)
Pistol Range Lieutenant ($ 5,508.00)
Serxgeants (2) ($ 60,532.00)
Police Officers
Staff (12) ($322,944.00)
Pistol Range (4) {$ 12,804.00)
Civilian Employees (2) ($ 24,000.00)

Personnel Fringe Benefits

Workmans Compensation ‘ ($ 5,826.00)
Health and Life Insurance ($14,413.00)
Pension Contribution (Police) ($81,449.00)
Pension Contribution (Civilian) ($ 4,320.00)

Cadet Salaries

OQutside Instructors

$2,427,800.00

§ 476,498.00

$ 106,008.00

$1,698,570.00
$ 21,065.00

Total Academy Training Costs

$2,302,141.00*

*Figure excludes operating and capital expenses for the
academy. It is assumed that capital and operating expenses will
more than offset any cader salary decrease due to dropouts from

the Academny.
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C. PROBATIONARY TRAINING COSTS*

All Cadets
Entering This Anticipated No.
Stage (406) Graduating (388)

Salaries for Probationary .
Officers $2,574,465 $2,460,326

Fringe Benefits for

Probationary Officers 588,223 562,144
Uniforms and Eguipment 60,900 58,200
Total Probationary Costs** $3,223,588 $3,080,670

D. TOTAL ESTIMATED COSTS PER NEW OFFICER

Recruiting and Selection Totals $2,427,800
Academy Training Totals $2,302,141
Probationary Training Totals $3,080,670
Total Costs $7,810,611
Average cost per new officer S 20,130

*Assumes that only 388 offlcers will successfully

complete this stage.
**Excludes salaries for tralnlng officers.
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CALCULATION OF INCREASED

'APPENDIX K

DOLLARS WELL SPENT

PER TOPIC AREA
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CALCULATION OF TOPIC DOLLAR SAVINGS PER TOPIC I\R.El\z

A RIS I g W B b R

1 2 Estimaceds
Topic Multiple Variance Proportion Proportion of Adjusted Increase

Sample Correlation Accounted (X) of Total = Variance Attrib- Proportion in Dollars

TOPIC AREA size(N) (R) For (R?) Sample utable to Topic of Variance Well Spent
Emotional Stability/Personal References 400 .478 .228 1.0 .228 .205 355,300
Fulltime Employment History/References 366 .419 .176 0.915 161 .148 251,600
General Educational Behaviors 400 .337 .114 1.0 <114 .104 176,800
Financial/Credit History 400 .32 .108 T 1.0 .108 .099 168,300
Admitted Theft Activities 400 .320 .102 1.0 102 ,093 158,100
Driving History 400 . 297 . 088 1.0 .088 .081 137,700
Criminal Behaviors 400 .267 .071 1.0 071 . 065 110,500
Marital Stability 193 ,323 .104 0.483 .050 .046 78,200
Military Record 142 .348 .119 . 0.355 .042 .038 64,600
Drinking Habits 337 .210 .044 0.843 4037 0.34 57,800
Drug Usage 400 .164 .027. 1.0 .027 .025 42,500
Radical Group Membership 400 .160 .026 1.0 .026 .024 40,800
Admitted Immnoral Behaviors 193 .218 .048 0.483 .023 .021 35,700
Doubts About the Job 400 .119 .014 1.0 .014 .013 22,100
1 The highest multiple correlation was used in the estimate. Only linear sex and race 1.091 1,000 $1,700,000

standardized correlations were considered: age interaétions and effects of other limitations

were excluded.

2 Proportion of variance divided by 1.091.

3 Adjusted proportion of topic’variance multiplied by $1,700,000
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INSTRUCTIONS FOR SELECTING

HOUSTON POLICE DEPARTMENT READABILITY SAMPLE MATERIALS

(5) samples of reading material will be required from

each reading source. The procedure for obtaining these

samples is as follows:

Ascertain the total number of pages of text, not including

indices, glossaries, appendices or the like.

Divide the number obtained in Step a by four (4) and round

the answer to the nearest whole number.

Sample One (l): To obtain Sample One, turn to the second
page of text (this may or may not be- Page Two, depending
on how the reading material is laid out). Start with thé
second paragraph and count 200 words or ten (10) sentences,

whichever is longer. Xerox this material.

Sample Two (2): Add the number obtained in Step b to the
page number of Sample One. This is the number of the page
on which you will take Sample Two. Turn to this page and,
starting with the second paragraph, follow the same

@
procedure that was laid out in obtaining Sample One:

Sample Three (3): Add the number obtained in Step b to
the page number of the page from which Sample Two was
taken. This yields the page number of the page from whigh

Sample Three will be taken. Once again, start with the

b
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second paragraph on the page and follow the same
procedure that was used in obtaining Samples One and

Tws.

Sample Four (4): Add the number obtained in Step b to

the page number of the page from which Sample Three was
taken. This yields the page number of the page from which
Sample Four will be taken. Start with the second
paragraph and follow the established procedure for

obtaining the sample.

Sample Five (5): Turn to the last page of the text.
Subtract two (2) from the page number of the last page.
This gives you the number of the page from which Sample
Five will be drawn. Follow the established procedure

for obtaining the sample.
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LIST 1k,

R AT TRV

TABLE M1

T

2 PROMOTIONAL SOURCE MATERIALS BY POSITION BY YEAR

£ i peen

Source Material References* by Year of Examination

SR et . L,

Position
1971 1972 1973 1974 1975 1976
Captain 1,2,3,5,6, 2,3,5,11,12, 1 11,12,18,24 18,19,24,32, }118,19,24,32, | 15,16,32,35
32 32 31,32 34 34
Lieutenant 2,5,12,31,; 2,18,19,28, 16,25,28,32, | 4,17,25,35
32,33 32,33 35 .
Sergeant 2,3,5,29,30, | 2,3,5,13,21, | 5,12,22,23, |18,19,22,23, | 4,18,19,32,
31,32 31,32 32 32,35 35
Detective 2,9,10,13, 2,8,10,14, 8,10,14, 20, 8,26,27,32, 8,26,27,34
31,32 31,32 32 34
Inspector 1,2,6,7,8, 1,2,7,8,12, |1,2,7,8,12,
32 32 32
Firearms Examiner 32,39,41,42, | 10
43
Assistant Supervisor I.D. 12,32,40,47,
48
Superintendent I.D. 32,47,50,52
Sup. Technician (Radio) 12,32,36,37,
.| 40
Assistant Chemist-Toxicologist 32,41,44,45,
‘ 46
Fingerprint Classifier II 32,47,48,50
Latent Fingerprint Examiner 32,47,50,53
I.D. Office Supervisor 32
Radio Operator III 32,36,37,40 36,37 36, 37 32,36,37,38
Bsst. Sup. Technician {(Radio) 32,36,37,38
Radio Opsrator II 32
Identification Office Supervisor 12,49,50,51

*See Table

for source material codes and references.
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10.

11.

12.

13.

TABLE M2
SOURCE BOOKS AND CODE NUMBERS

FOR DATA PRESENTED IN TABLE M1l

Community Relations & Riot Prevention. By Raymond M.
Momboisse. Springfield, Illinois: Charles C. Thomas,
1967. ‘

Municipal Police Administration (6th edition, 1970).
International City Managers Association. (7th edition,
1971).

Patrol Administration. By Gourley & Bristow. Springfield,
Illinois: Charles C. Thomas, 1967.

Patrol Administration Management by Objectives (lst edition,
1975). By Donald T. Shanahan. Boston, Massachusetts:
Holdbrook Press.

Criminology (8th edition). By Sutherland & Cressy.
Philadelphia, Pennsylvania: J. O. Lippincott.

Police Executive Development. By A. C. German. Spring-
field, Illinois: Charles C. Thomas.

Administrative Action (2nd edition, 1963). By William H.
Newman. Englewood Cliffs, New Jersey: Prentice Hall.

Crime, Correction & Society (2nd edition, 1968). By Elmer
H. Johnson. Homewood, Illinois: Dorsey Press. (3rd
edition, 1973, 1974, revised).

Field Interrogation (2nd edition, 1967). By Bristow.
Springfield, Illinois: Charles C. Thomas.

Fundamentals of Criminal Investigation (2nd edition, 1970).
By Charles E. O'Hara. Springfield, Illinois: Charles C.
Thomas.

Human Relations. By Coffey, Eldefonso, Hartinger.
Englewood Cliffs, New Jersey: Prentice Hall, 1971.

Supervision of Police Personnel. By N. F. Iannone.
Englewood Cliffs, New Jersey: Prentice Hall, 1970.

Police & Community Relations. By A. F. Brandstatter &
Louis Radelet. Riverside, New Jersey: Glencoe Press,
1968. Beverly Hills, 1970.°
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15.

l6.

17.

18.

19.

20.

21.

22,

23.

24.

25.

26.

27.

28.

TABLE M2 (CON'T.)

Criminal Interrogation & Confessions (2nd edition, 1967)..
By F. E. Inbau & J. E. Reid. Baltimore, Maryland:
Williams & Wilkins Co.

Administration of Criminal Justice; A Managemént Systems
Approach (lst edition, 2nd printing, 1974). By Alan R.
Coffey. Prentice Hall.

The Police & the Community (3rd or 4th edition, 1973).
By Louis A. Radelet. Beverly Hills, California: Glencoe
Press.

Criminal Justice & the Community (lst edition, 1974).
By Robert C, Trojaniwicz & S. T. Dixon. Englewood Cliffs,
New Jersey: Prentice Hall.

The Police, Crime & Society. By Clarence H. Patrick.
Springfield, Illinois: Charles C. Thomas, 1972.

Police Supervision, Theory & Practice. By Paul M. Wisenand.
Englewood Cliffs, New Jersey: Prentice Hall, 1971.

Police = Community Relations. By William J. Bopp.
Springfield, Illinois: Charles C. Thomas, 1972.

Police Community Relations (2nd edition, 1970). By Earle.
Springfield, Illinois: Charles C. Thomas.

Police Patrol, Tactics and Techniques. By Thomas F.
Adams. Englewood Cliffs, New Jersey: Prentice Hall,
1971.

Basic Law Enforcement. By Harry Caldwell. Pacific
Palisades: Goodyear Publishing, 1972.

Police Administration. By O. W. Wilson and R. C. McLaren.
McGraw-Hill, 1972.

Police Personnel Administration (lst edition, 1974).
By William J. Bopp. Boston, Massachusetts: Holbrook
Press.

Criminal Investigation (2nd edition, 1974). By Paul
Weston & Kenneth Wells. Prentice Hall.

Criminal Interrogation (2nd edition, 1972). By Arthur
Aubry & R. R. Caputo. Springfield, Illinois: Charles C.
Thomas.

Supervision in the Administration of Justice (2nd printing,
1970). By Paul B. Weston. Springfield, Illinois:
Charles C. Thomas.




29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

38.

40.

41.

42.

43.

44.

TABLE M2 (CON'T.)

Police Role in Racial Conflicts. By Towler. Springfield,
Illinois: Charles C. Thomas, 1964.

Police Sergeants' Manual. By Gocke & Stallings. Legal
Book Store, 1967.

Texas Law Enforcement Handbook {(revised edition, 1970,
1972). By Carol Vance.

Rules Manual, Houston Police Department.

Police - Community Relations. By Coffey, Eldefonso,
Hartinger. Prentice Hall, 1971.

Texas Penal Code. Acts 1973, 63rd Legislature, Chapter 399.
Effective January 1, 1974. 8St. Paul, Minnesota: West
Publishing Company.

Summary of the New Texas Penal Code. By Carol Vance,
District Attorney, Harris County, Texas. January 1, 1974.

Electronic Fundamentals for Technicians. kBy Robert L.
Shrader. McGraw-Hill, 1972.

sy

Radio Operators A & A Manual (revised 7th edition, 1968).
By Milton Kaufman. John F. Rider Publications.

The Supervisor & His Job (2nd edition, 1972). By A. Q.
Sartain & A. W. Baker. New York, New York: McGraw-Hill.

The Identification of Firearms and Forensic Ballestics
(3rd revised edition). By Major Sir Gerald Burrard.
New York: A. S. Barnes & Co.

Management-Minded Supervision. By Bradford B. Boyd.
New York: McGraw-Hill, 1968.

Crime Investigation. By Paul L. Kirk, Ph.D. New York:
Interscience Pub. Inc., 1966.

Homicide Investigation. By LeMoyne Snydexr, M. D. Spring-
field, Illinois: Charles C. Thomas.

An Introduction to Toolmarks, Firearms and the Striagraph.

By John E. Davis. Springfield, Illinois: Charles C.
Thomas, 1958.

Gradwohl's Legal Medicine. Francis Camps (Ed.). Bristol,
England: John Wright & Sons, Ltd., 1968.
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45.

46.

47.

48.

49.

50.

51.

52.

53.

TABLE M2 (CON'T.)

Methods of Forensic Science, Volumes I, TI & III. Frank.
Lundquist & A. S. Curry (Eds.). Interscience Publishers,
Volume I ~ 1962, Volume II - 1963, Volume III - 1964.

The Pharmacological Basis of Therapeutics (4th edition).
By Louis S. Goodman, M. D. & Alfred Gelman, Ph.D. New
York: MacMillan Co.

The Science of Fingerprints. U. S. Department of Justice,
Federal Bureau of Investigation.

Fingerprint Techniques. By Andre Moenssens. Philadelphia,
Pennsylvania: Chilton Book Co., 1971.

Supervisor's Guide to Human Relations. By Earle S.
Hannaford. WNational Safety Council, U. S. A.: 1967.

Practical Fingerprinting. By B. C. Bridges. Revised by
Charles O'Hara. New York: Funk and Wagnalls, 1963.

Elements of Supervision (2nd edition, 1957). By W. R.
Spriegel, E. Shulz, & W. B. Spriegel. New York: John
Wiley & Sons, Inc.

Human Relations in Business. By F. J. Carvell. London,
England: MacMillan Co.: 1970.

Fingerprints, Palms and Soles. By Harold Cummins, Ph.D.
& Charles Midlo, M. D. New York: Dover Publications,
Inc.: 1961.
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TABLE M3
SAMPLE OF HOUSTON POLICE DEPARTMENT

PROMOTIONAL MATERIAL

Textbook Codes Selected for Sworn Class A Positions:l

1 | 19
2 23
5 24
7 25
8 28
10 32
12 34

Textbook Codes Selected for Class B and C Positions:

36 44
37 47
43 50

lgsee Table M2 for source material codes and references.
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CHAPTER 1

INTRODUCTION

This volume is one in a series of eight which describe an
exhaustive research study of the Houston Police Department's

job requirements, hiring practices, Academy training effectiveness
and promctional procedures.‘ Volume V of this series reviewed

each Class A police officer selection requirement as to adverse
impact, job relatedness and justification vid legal, precedent,
business necessity or research findings. (Daﬁa covered in

this volume, therefore, have been summarized previously in

Volume V.)

The purpose of this volume is to present information on the
validation of Class A police officer selection standards of a
non-physical nature. The validation study of physical job
requirements (i.e., height, weight, vision, health, etc.) is
reported in Volume VI. Thus, this volume only reports on the
validity studies of personal characteristic variables evaluated
during the applicant investigation, i.e., the preliminary
interview, background investigation, polygraph examination and
final interview. Topics under the purview of this research
include requirements pertaining to applicant age, education,
employment history, driving record, military record, financial
history, marital séability, criminal record, suerrsive
activities, drinking habits, drug use, immoral behaviors,

illegal behaviors, emotional adjustment and references.

[,

- ooy e

(on St et

oAz oo/



et L

Recent Equal Employment Opportunity Coordinating Council (EEOCC)

selection guidelines (Federal Register, Volume 41, No. 136, July [.
14, 1976) and the Federal Civil Service Commission Guidelines

(Federal Register, Volume 41, No. 227, November 23, 1976) include

the following points summarized below with respect to validaticn

of selection reguirements:

Any selection procedure causing adverse impact on a
protected class is discriminatory unless the procedure

|
is job related and unless the procedure can be validated »
or otherwise justified for continued use. Procedures not

resulting in adverse impact do not require validation.

Based on a thorough adverse impact analysis (see Volume IIIX

for details) it was determined that the overall applicant
"non~physical" investigation procedure did not have adverse
impact against females, but that it did adversely impact

Blacks and Hispanics. In particular, four topics relating to
the possession of a valid driver's license, the applicant's
financial history, separation from spouse and predicted Academy
performance resulted in adverse impact. Additional individual
personal characteristics considered during the applicant
selection process were identified which differentially impacted
Whites, males and females. Although only the four above

noted items require validation, as specified by the most recent
Equal Employment guidelines referenced above, this research
project studied all topics evaluated during the applicant

investigation process. The reason for such a thorough analysis












