














caution as determined by the applicant's recent and complete
driving history. D.W.I. and D.U.I.D. convictions should be
considered as evidence of immature and irresponsible behaviors
of a disqualifying nature. For other violations, the applicant's
age, frequency and recency of traffic problems, and circum-
stances surrounding accidents and citations should be

considered during the evaluation process.
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EMOTIONAL AND PSYCHOLOGICAL ADJUSTMENT

Current HPD Requirements and Considerations

"Applicant must be temperamentally and emotionally stable."

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

“"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 guestion on his future
actions."

Evidence of Differential Impact

There was evidence of disproportionate impact against White
applicants.

There was no adverse impact.

Job Relatednéss

Police officers need to be able to handle sudden and prolonged
stress and frustration without becoming unduly upset or excited.
As ce;tified law enforcement officials, they are legally in
charge at emergencies and must be capable of making rational,
unemotional decisions. Situations typically encountered which
can cause irritation or emotionality include verbal abuse from
citizens and actors; physical resistance from actors; dealing
with members of another race or an angry crowd of people;
family disturbance calls; etc. Under stress or in emergencies,
unstable police officers might be prone to make unwise decisions

or to abuse their authority without being aware of doing so.

Also, they might tend to rationalize their decisions and
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display any prejudices or hostilities.

Examples of relevant job analysis findings are presented in

Appendix C6.

Legal Considerations: State Statutes

"The emotional stability to withstand the pressures of modern
police work is an essential quallflcatlon for appllcants for
police service ... (TCLEOSE).

For selecting police officers, TCLEOSE makes the following
recommendations:

1.

2.

All applicants be screened by a licensed physician,

psychiatrist, or clinical psychologist.

Rejection for the following causes:

a. Psychoses - or authenticated history of a psychotic
illness other than those of a brief duration
associated with a toxic or infectious process.

b. Psychoneurotic reaction which caused:

(1) Hospitalization

(2) Prolonged care by a physician

(3) Loss of time from normal pursuits for repeated
periods, even if of brief duration, or

(4) Symptoms or behavior of a repeated nature which
impaired school or work efficiency. A history
of a brief psychoneurotic reaction or nervous
disturbance within the preceding 12 months
which was sufficiently severe to require medical
attention or absence from work ci school for a
brief period.

c. 'Personality Disorders - Character or behavior
disorders as evidenced by: °
(1) Frequent encounters with law enforcement

agencies, or anti-social attitudes or behavior
which, while not a cause for rejection, are
tangible evidence of an impaired characterological
capacity to adapt to the demands of police
seérvice.

(2) Homosexuality or other forms of sexual deviant
practice such as exhibitionism, transvestism,
voyeurism, etc.

(3) Chronic alcoholism or alcohol addiction.

(4) Drug addiction.

d. Character and behavior disorders where it is
evidenced by history and objective examination that
the degree of immaturity, instability, personality
inadequacy, and dependency will seriously interfere
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: with the performance of police duties as demonstrated

by repeated inability to maintain reasonable
adjustment in school, with employers, and fellow
workers, and other social groups.

e. Other symptomatic immaturity reactions such as
authenticated evidence of enuresis which is
habitual or persistent, not due to an organic
condition occurring beyond early adolescence
(ages 12 to 14} and stammering or stuttering of
such a degree that the individual is normally
unable to express himself clearly or to converse
in a normal manner.

f. Specific learning defects secondary to organic or
functional mental disorders.

Legal Considerations: Court Precedents

A cursory review of pertinent court decisions revealed no
significant findings regarding the legality of this item

as a selection device for screening police applicants.

Research Findings: HPD Study

The general topic of emotional stability was divided into a
number of subparts, with two - self control and objectivity/
prejudice - reported in this section. Both of these subtopics

were found to have statistically significant relationships

[

with the job performance constructs. In addition, the following
emotional control and objectivity items were statistically

significant, particularly with the emotiocnal adjustment and

responsibility constructs:
- did applicant ever have a psychological problem
requiring treatment;
- does applicant have an active temper;

- number of times applicant lost his/her temper during
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the past 12 months;

- number of physical fights applicant has had as an adult;
- number of times applicant physically beat his/her
spouse;

degree of applicant's prejudice toward other races;
degree of applicant's prejudice toward other

religions; and

degree of applicant's prejudice toward other groups

such as teenagers, hippies, etec.

In other topics with emotional components, similar results
were obtained; see the research findings (HPD study) for
sections on alcoholism, financial stability, employment stability,

employment references and personal references.

Other Research Findings

Although Cohen and Chaiken (1972) failed to demonstrate a
relationship between police officers job performance and history
of psychological or mental disorderé prior to applicaéion, many
researchers have linked emotional adjustment variables to job
performance. Baehr et. al. (1971) characterized the successful
patrol officer as having both childhosd stability and occupational
Stability. Furthermore, they found successful officers able to
resist stress and té control any purely impulsive or emotional

Tesponses and expressions of competitiveness or aggression.

In a recent predictive validity study with police officer

.applicants, Léﬁdy (1976) found that interviewer ratings pertaining
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to the applicant's "Personal Stability" (a factor primariiy
composed of ratings of the applicant's "apparent emotional
stability," "social sensitivity," and "responsibility/maturity";
was significantly related to supervisory performance ratings

of subsequent on-~-the~job behaviors.

The Los Angeles County Sheriff's Department (1973) found above
average deputies to be characterized by more super-ego strength,
practicalness, internal control and self-control. These
emotional adjustment variables also were significantly related
to job criteria of performance ratings, aupomobile accidents.
and disciplinary actions. In laboratory experiments this same
study revealed that above average deputies were better able to

handle stress and had a more flexible "stress coping" style.-

Matarazzo, Allen, Saslon and Weins (1964) administered a number
of psychological tests to successful police officers and found
them to have "superior personality adjustment." Baehr, Furcon
and Froemel (1968) found highly rated patrol officers to be
stable, well socialized and family oriented, while Blum (1964)
found officers guilty of misconduct to have évidence of

emotional instability and pathology.

A number of other investigators also have identified emotional
stability, self-control, psychological adjustment, tolerance

for stress, etc., as essential job behaviors (see Barrett ggl a:-
1975; Selection Consulting Center, 1973; Tordy et. al., 1976;

Baehr et. al., 1969; LWFW, 1975; Heckman et. al., 1972;
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Atlanta Regional Commission, 1974; Levy, 1967; and Hawkey, 1968).

Logical Considerations

Law enforcement responsibilities require unique individuals who

are capable of handling the emotional stress caused by conflicting

role expectations. Police officers, for example, are supposed
to be peace officers, counselors and humanitarians, but on the
other hand they are expected to fulfill their law enforcement
role by acting as authority figures able to engage in physical
combat. Also, police officers are expected to be self-reliant
individualists capable 6f independent thought and action, while
at the same time able td follow orxrders and conform to police
department organizational goals and policies, legal statutes,

and society mores.

Since law ehforcement work is extremely deﬁanding and stressful,
applicants with any potential toward immaturity, temper control
problems, minority group prejudices, or severe emotional
disturbances should be rejected. The risk of hiring such
applicants is just too great because emotionally immature or
unstable police officers are in a position to cause great harm

to the public, to themselves and to the image of the Police

| Department.

In addition, police officers' ability to testify in court, to

present an objective portrayal of the facts and to withstand

cross examination also are related to their emotional adjustment.
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Recommendations and Conclusions: Emotional Adjustment

Applicants with severe personality disorders or a history of
such disorders should be automatically disqualified. Indica-
tions of emotional immaturity or self-control problems (i.e.,
tendencies toward argumentativeness, physical aggressiveness,
hostility, overt prejudices, feelings of inadequacy, etc.) also
should be considered along with other emotibnal components,
such as drug use, alcohblism, financial immaturity, employment
instability, and the like. When evaluating emotional and |
psychological adjustment, the Department should consider the
applicant's age, frequency of occurrence, pervasiveness of
trait, probability of reoccurrence and other circumstances
which moderate the condition. The use of a qualified psychologis
or psychiatrist is recommendéd to assess applicants' emoticnal
and psychological adjustment, particularly when the background

investigation reveals any questionable behaviors.
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EMPLOYMENT STABILITY AND EMPLOYMENT REFERENCES

Current HPD Requirements and Considerations

"Applicant's background must reflect ... employment stability."
"Applicant must be temperamentally and emotionally stable.”

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

"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

actions."

Evidence of Differential Impact

There was evidence of disproportionate impact against White
and male applicants for employment stability considerations.

There was evidence of disproportionate impact against White
applicants for employment references.,

There was no adverse impact.

Job Relatedness

The probability that an applicant will become a conscientious

and long-term employee is often best predicted by the applicant's

prior work experience. Applicants with work histories of

short tenure tend to have short tenure on future jobs. Those

individuals receiving poor references from employers because
of tendencies to be unmotivated, immature, argumentative,

unwilling to obey company rules, uncooperative and so on are
likely to exhibit such behaviors as a police officer. Many

job behavior gualities essential to success as a police officer
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are observable in other jobs and should be investiéated.

Examples of relevant job analysis findings pertaining to work
habits are presented in Appendix C8. See other topics in the

appendix for additional data.

Legal Considerations: State Statutes

"Every peace officer appointed by a department shall: ..o 3) be

'of good moral character as determined by a thorough background

investigation (TCLEOSE).*

TCLEOSE also recommends that a licants be rej
ﬁflloylng causes: "Character ggd behavior diggg;ggsfaieggeit
éa ?VLdencgd by h%story and objective examination that the
egree of 1m@atur1t¥, instability, personality inadequacy, and
depgndency_w1ll seriously interfere with the performance éf
police dutles.as demonstrated by repeated inability to maintain
reasonable adjustment in school, with employers, and fellow-
workers, and other social groups." '

Legal Considerations: Court Preceaents

Although none of the court decisions in this area involve |
police agencies, the findings consistently support the use of
previous employment stability and references as selection

devices. 1In Parham v. Southwestern Bell (3 EPD 8021), the

employer's use of a background investigation to evaluate prior
job performance and employment recommendations was upheld as a
non-discriminatory, good-faith effort. Only where such

investigations are not equally applied to all groups (East v.

Rominef Inc., 10 EPD 10,383) does the employer run the risk of

being found in violation of the law.



Research Findings: HPD Study

Previous employment was divided into two topics, employment
instability and employment references. Both topics had
statistically significant relationships with job criteria of
responsibility, emotional adjustment, and socialization. In
addition, the following employment stability items were
significantly related to one or more job criteria:

- employed at time of application;

-  number of prior full-time jobs;

- reasons for leaving prior position (fired):;

-  total times ever fired;

- total times quit job without giving proper notice; and

average job tenure in months.

similarly, the following employment reference items were
significantly related to one or more criteria:

- ratings for resourcefulness and initiative;

- ratings for ability to follow oxrders;

- ratings for common sense;

- ratings for perseverance;

- ratings for leadership skills;.

- ratings for ability to plan and organize work;

- ratings for peer relationships; )

- ratings for absenteeism record;

- ratings for overall suitability to join HPD;

- ratings by worst peer evaluation; and
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- ratings by worst supervisory evaluation.
Results were consistently logical and among the highest

obtained in this project.

Other Research Findings

A variety of stﬁdies have shown that prior job tenure, unemploy-
ment histofies, number of times fired, and other instability

indices are related to important job behavior criteria. These
items are among the best predictors of applicant's future job
stability (unpublished reseaxrch by the author and a variety of
studies using weighted application blank data, see Guion, 1964)
Furthermore, several researchers have related these same employ-
ment stability items to criminal behaviors (Cloninger et. al.,

1970; Xahn, 1971).

Using the more subjective reference ratings by previous
employers, Barlett and Goldstein (1976) (as reported in

The Industrial-Organizational Psychologist, Vol. 14, No. 1,

1976, p. 9) also found significant relationships between

reference checks and job tenure and work performance.

In research with police officer samples, current status as an
officer was related to prior job tenures and job dismissals
(Levy, 1967), while prior occupational instability was related
to criteria composed of supervisory ratings, job tenufe,
awards received, citizen complaints, arrests made, absenteeism

and disciplinary actions (Baehr et. al., 1972). Although
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Cohen and Chaiken (1972) did not find a statistically significant

relationship between job performance and occupational mobility,
they did find that disciplinary problems on prior jobs predicted
the extensiveness of the officer's disciplinary problems while
on the force. They also found that background investigator
ratings; based primarily on interviews with employers and
neighbors, were significantly related to later promotion as 2a
police officer. Cohen and Chaiken concluded by noting that

the background investigator could predict later police
performance fairly accurately by using personal and employment

references.

In addition, Landy (1976) found that interviewer ratings of

police applicant employment histories (i.e., predictions about
occupational stability, job hopping and disciplinary problems)
are part of a more general factor that significantly predicted

subsequent measures of performance as a police officer.

Other investigations of police officers have identified a
number of important job behaviors (e.g., dependability) that
couid be evaluated by references (see Battett et. al., 1975;
Baehr et. al., 1969; LWFW, 1975; New York State Police
Department, 1976; Selection(Consulting Center, 1973; Heckman

et. al., 1972; and Atlanta Regional Commission, 1974).

Logical Considerations

The research conducted in other police departments by other

investigators generally supports the strong findings of the
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study completed for the Houston Police Department; that is,
indications of prior job instability and poor adjustment have
been related to various types of police officer criteria,
including job tenure, complaints and disciplinary actions,
absenteeism, supervisory ratings and the underlying job
constructs of emotional stability, socialization and

responsibility.

Officers who quit the Houston Police Department with short
tenure or who are fired or suspended cost over $20,000 to
replace. Prior work habits used to predict future success
and tenure can help keep such instances of poor selection to

a minimum.

Applicants with poor work records and/or poor employment
references also are likely to have one or more of the following
characteristics: fails to follow instructions; is antagonistic
toward workers; expresses prejudices toward coworkers; and is
unmotivated. Individuals entrusted with the important
responsibilities of law enforcement should be above average

job performers with proven track records.

Recommendations and Conclusions: Employment Stability and

References

The Houston Police Department should require applicants to have
good employment records and satisfactory references. When

considering stability and reference data, the applicant's overa::
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record should be evaluated. One short-term job or one poor
reference should not automatically disqualify an applicant,
Consideration must be given to applicant's age at the time,
frequency of poor references, pervasiveness of negative data,

reasons for poor references, and other possible extenuating

circumstances.

Employment stability topics that should be considered include
tenure on prior jobs, absenteeism, reasons left previcus
employers, unemployment history, etc. Reference data should
relate to both employment and personal information. Employment

related topics should include all aspects of work habits,

that is, ability to follow orders, initiative and willingness

to accept responsibility, peer relationships, independence,

leadership skills, and so on. Other topics'which have been

validated by the research also should be investigated with
employers and coworkers. Such topics include temper control,
emotional Stability, drug and alcohol use, overt prejudices,
theft and honesty.
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EXCESSIVE USE QF ALCOHOL

Current HPD Requirements and Considerations

"Appiicant must not have been convicted of ... driving while
intoxicated ... "

"Applicant must be temperamentally and emotionally stable."

"There must not be any evidence of any emotional disturbances or
- . . .'
psychotic or neurctic tendencies.

i i be of the highest
" licant's character and reputathn mus@ .
oigzragg established by the background investigation and must

not be of such a nature as to cast a question on his future
actions."

Applicant must not be an alcoholic and must drink in moderation.

Evidence of Differential Impact

There was evidence of disproportionate impact against male
applicants.

There was no adverse impact.

Job Relatedness

Excessive use of alcoholic beverages tends to indicate ir-
responsibility, emotional instability and other personality
traits that are related to ineffective functioning as a law

enforcement officer.

Police officers must not consume alcoholic beverages prior

to or while on duty, because alcohol tends to reduce alertness.
Alcohol may impair or lessen the officer's sensory awareness,
response times for such essential activities as routine and

high speed driving, ability to make critical decisions,
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effectiveness when interacting with the public, and so on.

Examples of relevant job analysis findings are presented in

Appendix C9.

Legal Considerations: State Statutes

"Every peace officer appointed by a department shall: ... 4) not
have been convicted by any state or by the federal govarnment

of Driving While Intoxicated ... within the last ten (19)

years ... (TCLEOSE)."

TCLEOSE recommends that chronic alcoholism or alcohol addiction
be considered a type of personality disorder.

Driving While Intoxicated is an illegal offense in Texas, even
if performed by a police officer on duty.

Legal Considerations: Court Precedents

A cursory review of pertinent court decisions revealed some
support for this requirement, but no significant findings
regarding the legality of this item as a selection device in

screening police applicants.

Research Findings: HPD Study

Excessive use of alcoholic beverages and related behaviors were
found to have statistically significant relationships with
essential police officer criteria, especially those related to
emotional stability. In particular, the following alcoholic
tehavioral items Qere statistically related to the job
performance criteria of emotional adjustment, responsibility and

socialized behavior patterns:
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- average number of drinks the applicant has per week;

- nuﬁber of times the applicant was drunk during the
past 12 months;

- number of times the applicant drove while intoxicated
during the pasﬁ 12 months;

- number of times the applicant was "high" during the
past 12 months;

- number of times the applicant drove while "high" during

the past 12 months.

The major finding of this research is not whether the applicant
ever drinks alcoholic beverages, but whether or not the

applicant does so in moderation.

These research findings are logical and very consistent with
findings for such related topics as emotional adjustment, drug
use, reference evaluations, employment instability and

financial immaturity.

Other Research Findings

Individuals known to excessively use alcoholic beverages tend
to be diagnosed as passivevagéressive personalities, with
schizoid reactions, high dependence, vulnerability, inability
to assume responsibility and tendencies to withdfaw (Tyndel,

1969).

According to Brecher (1972), there are between 5 and 10 million

"problem drinkers" in America. When these persons consume too
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much alcohol, they show the effects through hangovers, appearance,
lower job performance, child abuse, accidents and suicide, as

well as through criminal behaviors and psychological disorders.

Other investigators also have associated heavy drinking or
alcoholism with defects in cognitive functidning.(Donorion,
Queissar, & O'Leary, 1976; Levine, Kramer, & Levine, 1975;
Brecher, 1972) and with such undesirable behavior pétterns as
criminality (Cloninger & Guze, . 1970; Guze et. al., 1969),
sociopathology (Cloninger & Guze, 1970; WarburtoP, 1965) and

other psychological disorders (Pokorny, 1974; Tyndel, 1967).

Logical Considerations

Once an individual is an alcoholic, he or she alQays remains

a potential aocoholic. Alccholism can never be cured, but at
best can be controlled. Excessive use of alcohol may be
symptomatic of immaturity, irresponsibility or severe personality

disturbances.

The Department cannot risk hiring persons who are proven or
possible alcoholics because of the potential consequences to
the'public of poor decisions, reckless driving behaviors, and
other unacceptable behaviors. The public expects law
enforcement offiqers to uphold society's standards and morals, .
whether in uniform or off duty. A positive public image toward
Houston Police Officers is essential to the Department’s

effectiveness as a deterrent to crime. In spite of its careful

screening procedures, during the course of this study the
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Houston Police Department had to suspend at least one officer
for drinking alcoholic beverages while on duty. Due to job‘
pressures and stress it is not unexpected that some officers
would turn to alcohol or other methods of escape. Individuals
with such tendencies, however, must be kept to a minimum by

proper screening.

Recommendations and Conclusions: Excessive Use of Alcohol

Applicant alcohol consumption behaviors must reflect maturity and
responsibility. Any history of alcoholism or D.W.I. convictions,
therefore, should be considered indications of immature and
irresponsible behaviors of a disqualifying nature. Other drinkin
habits and behaviors should be evaluated by extensiveness of the
activities, age at occurrence(s), probability of reoccurrence(s),
and so on. Additional support for these conclusions are found

in other topics with emotional stability components.
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FINANCIAL HISTORY

Current HPD Requirements and Considerations

"Applicant must not be delinquent i . . .
obligations." q9 in any just financial

"The applicant'§ character and reputation must be of the highegt

Evidence of Differential Impact -

There was evidence of adverse impact against Black applicants

Job Relatedness !

'Over~indebtedness has at least five important inferred relatinp-
ships to essential police officer performance behaviors. Firat,
overly indebted persons are usually under stress and tension
until such indebtedness can be brought back under controil.
During this period, their frustration and tolerance levels

may be low and they may readily react to minor disturbances in
an impatient or intolerant manner. Such outside stress, in
addition to the normal tension of police work, could negative’.y
affect the officer's objectivity, relationships with coworkers

and effectiveness in dealing with the public.

Second, police officers under great stress to eliminate their
indebtedness may be more Susceptible to "short cuts" to reliev.
their delinquent obligations. Consequently, the risk of thef«~

-

and acceptance of brihes might be greater for financially
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delinquent applicants. If so inclined, police officers will
have many opportunities to commit theft or burglary:
- police officers frequently transport stolen goods and
private property:
- they are exposed to valuable goods when surveying the.
scene of a criﬁe, theft or accident; and
- they have extensive privileged information to use or
sell to others, i.e., knowledge of business operations
and security arrangements, knowledge of citizen vacations

and home vulnerability, and so on.

On the other hand, if the police officer is not concerned about
his/her indebtedness or does not feel any pressure to relieve
the situation, the officer may be characterized by other asocial
behavioral tendencies and also may not accept the important

responsibilities associated with law enforcement.

Fourth, indebtedness due to financial immaturity is indicative
of such underlying undesirable personality characteristics as
general irresponsibility, immaturity, impulsivity, and poor

self contrel.

And lastly, police officers are expected to act as models in
their personal conduct. Officers who become delinguent or over-
indebted could create a negative image for all Houston police
officers. Business establishments feel it is the Department's
responsibility to assure that police officers are financiallf

mature and many creditors will complain to the Department when
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officers are behind in their obligations. Current Department
rules provide for disciplinary action in the event officers do
not meet their just financial obligations. See Appendix C10

for examples of relevant job analysis findings.

Legal Considerations: State Statutes

This requirement was not specifically cited by TCLEOSE or

in Articles 1269m or 4413(29aa) v.T.C.S.

Legal Considerations: Court Precedents

The use of credit records as selection devices, on the surface,
seems to have encountered major difficulties whén evaluated

by the courts. Aan employment policy of screening job applicants
or discharging employees based on their indebtedness or credit
references has been found to create an adverse impact upon
minorities. Unless an employer can demonstrate that such a
policy is warranted by "business necessity", job relatedness or
validation research, any such policy will be declared unlawful

(Johnson v. Pike Corp. of Am., 4 EPD 7517} Wallace v. Debron

Corp., 7 EPD 9246).

A recent case, however, may be the beginning of a new trend in

the area of credit rating as an employment standard. In Robinson

V. City of Dballas, 514 F.2d 1271 (5th Cir. 1975), a Black city
employee, alleged violation of Title VII by his discipline and
discharge for "failu;e to pay just debts" under a city personnel

rule. The Plaintiff's arqument was that people who do not pay
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their just debts tend to be poor people; Blacks comprise a
disproportionate large propertion of the poor in Dallas; and,
therefore, the rule disciplining and discharging employees who
do not pay their debts has aan adverse impact on Blacks. The
Fifth Circuit expressed doubt with the argument that poveity
and failure to pay just depts were correlated, and rejected
the conclusions based upon insufficient proof of a connection

between race and credit.

Research Findings: HPD Study

Applicants' overall financial condition and credit management
behaviors were found to have statistically significant relation-
ships with each of the essential job performance constructs.
In addition, the following specific items had significantly
valid relationships with two or more of the performance
criteria:

- att@inment of having established credit;

- number of "bad" checks ever written;

- applicants' perscnal ev;luations of their current

fiﬁancial condition;

- Credit Bureau rating;'

- number of accounts behind one month or more

- number of months behind on worst account;

- - number of repossessions incurred;

- number of times refused credit; and

- age applicant became financially self supporting.
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similar findings were obtained for other topics related to ®
maturity and sense of responsibility (see emotional adjust-

ment, criminal behaviors, alcoholism, references, etc.).

| ®
Other Research Findings

Several concurrent validation projects with police officers

found no relationship between job performance and financial @

status (Levy, 1967; Cohen & Chaiken, 1972). Again, it must
be notéd, however, that the use of current police officers
causes a great restriction in range on the variable being
investigated. That is, applicants with really bad credit
histories probably were never selected to become police
officers in the first place, so these research conclusions do

not apply to applicants for the position of police officer.

Logical Considerations @

The requirement of "no delinquency on any just financial

obligation" is used only as a temporary disqualifier, and

applicants are allowed to reapply once their financial delinquencies
are resolved. Therefore, the adverse impact effects on Blacks

are only temporary and can be reconciled by payment of just

debts.

The validation research completed for the Houston Police
Department strongly supports the contention that financial ' ®
habits are related to basic personality traits of maturity,

Sense of responsibility and acceptance of society rules and
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regalations. Exclusion of such a predictive group of.items

would unwisely hamper the selection process.

HPD officers in the past have been disciplined for theft,
acceptanée of bribes and for not paying their just obligations.
If financially irresponsible or deeply indebted applicants are
allowed to become police officers, the incidence of such behavior

might increase.

Whenever police officers are delinquent, their creditors may
contact the Department to demand satisfaction. Because of its
responsibility to uphold the law, HPD regards such delinquent
behaviors as coﬂduct unbecoming an officer and will take
disciplinary actiont Such improper behavior on the part of one

police officer tends to discréedit the entire Department.

.Lower socioeconomic individuals tend to have poorer credit

histories because of their economic and environmental circum-

_stances. Financial difficulties, therefore, do not always

reflect undesirable behavioral patterns.

Recommendations and Conclusions: Financial History

In spite of its potential adverse impact, the validation research
indicates that the Houston Police Department should continue to
evaluate the applicaut's current financial condition, i.e.,
current indebtedness, number of acéounts behind and duration 6f
delinquencies. Current financial delinquencies should not be

used to automatically disqualify applicants, but should be used
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- ILLEGAL DRUG BEHAVIORS o
either as: 1) a temporary disqualification until the T
delinquencies are resolved, or 2) as an indication of general ' . Current HPD Requirements and Considerations
financial maturity and responsibility. " . ) : .
e The applicant's character and reputation must be of the highest
order as established by the background investigation and must
When evaluating the applicant's general financial condition Zgziggsof such a nature as to cast a question on his future
nd histor items such as Credit Bureau ratings, number of .
a ¥ IS« ‘ "There must not be any evidence of any emotional disturbances or
3 - : 1]
bounced checks, incidence of repossessions, etc., should be @ psychotic or neurotic tendencies.
considered, but should be moderated by the applicant's socio- ' "Applicant must be temperamentally and emotionally stable."
economic status, age at time of occurrence, frequency, recency Applicant's trafficking in or personal use of marijuana,
hallucinogens, other "hard" narcotics and unprescribed
and other extenuating circumstances. For example, applicants ® medications are considered by frequency, recency and circumstance:
with delinquencies caused by sudden illness, an automobile L )
q 4 ! Evidence of Differential Impact
accident or job layoff may have very different personality
characteristics than applicants who are habitually behind on ® There was evidence of disproportionate impact against male
and White applicants.
payments or who write many "bad" checks. .
There was no adverse impact.
L Job Relatedness
Most types of drug offenses aside from possession of small amountf
® of marijuana are felony behaviors in Texas. Importation, sale
of controlled substances or personal use of "hard" drugs are
illegal, with penalties similar to those for other types of
P felony criminal activities.
Any police officer who illegally uses controlled substances or
"drugs" may not enforce the community's drug laws. Such an
@ .
officer might not arrest drug users or drug "pushers". Further,
the police officer might be susceptible to blackmail or bribery
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by "pushers" to maintain secrecy.

Police officers frequently have to transport confiscated drugg
’
so it would be tempting for a drug user to take some before

turning in the evidence to the Department.

Any police officer may be required to testify in cases inv01v1n
. g

illegal drugs. Officers who currently use or who have been

heavy users of drugs might lose their credibility as witnesses

under the questiqning of a skilled defense attorney.

Using drugs while on duty could impair police officers'

senses and have harmful effects on pursuit driving behaviorg
’

decision making abilities and functioning in emergency condit i,
<’ns,

See Appendix Cll for examples of relevant job analysis findin..

for drug behaviors.

Legal Considerations: State Statutes

"Every peace officer appointed by a department shall: ... 4, ;..
have been convicted by any state or by the federal goVernmeérh'”

of ... Driving Under the Influence of Drugs within
t
ten (10) years ... (TCLEOSE)" d he last

TCLEOSE recommends that drug addiction be considered an indins-.
of a personality disorder. ik,

Trafficking in or personal use of illegal drugs are crimes

Texas, varying from misdemeanor to felony offenses. -

Legal Considerstions: Court Precedents

Although some court rulings support the judicious considera+:.

vt

of drug usage offenses, no rulings were found which directly

involve law enforcement organizations.

0

Research Findings: HPD Study

Statistically significant relationships were obtained between
the following drug use items and job criteria:
- frequency of ever using marijuana; -
- frequency of marijuana usage during last 12 months;
- frequency of ever using "hard" drugs;

" frequency of using "hard" drugs during the past year; and

use of non-prescribed medicines during the last year.

Additional support for these findings is provided by the
research presented for topics relating to use of alcoholic

beverages and emotional adjustment.

Other Research Findings

A considerable ngmber'of researchérs are investigating the
effects of drugs on personality characteristics and behaviors.
Typical conciusions from these efforts are that drug dependence
is related to criminality (Guze et. al., 1969; Cloninger &
Guze, 1973), sociopathy (Guze et. al., 1969) and various types
of emotional problems, particularly emotional instability and
poor adjustment (Steffenhagen et. al., 1971; Spevak & Pihl,
1976) . These conclusions usually refer to drug addiction,
heavy drug use and use of "hard" drugs, not to single episodes

of experimentation or occasional marijuana usage.

In recent studies marijuana usage was not found to be related

“to use of heroin or other "hard" drugs (Brecher, 1972; Zentner,
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1975). Furthermore, marijuana was not found to be physically
addictive, it has no physiological effects nor an associated
overdose problem; and there is no evidence of a relationship
with lung disease. However, there is some evidence for

psychological upset in extreme users (Brecher, 1972).

As reported in The Houston Chronicle (March 20, 1977, Section

l, p. 22), two new research projects of "heavy, daily, long
time users of marijuana have failed to reveal any evidence of
brain damage”". Both studies were better controlled than pfior
research and both failed to corroborate "a relationship between
impairment of central nervous system functioning and heavy,
prolonged marijuana use“.‘ in conclusiog, therefore, the
effects of marijuana appear less than originally assumed, but

have not been completely determined; additional research still

is needed.

Since a large percentage of applicanté have experimented with
drugs, and since certain types of drugs (i.e., marijuana)
have become more acceptable to the public and courts, "minor"

drug use should not be an automatic disqualifier.

Logical Considerations

The Department cannot risk hiring persons who are "drug"
users because of the potential risks to the public if a police

officer uses the drugs while on duty, and the potential harm

to the Department's'image if such behavior became pﬁblic knowledge.
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Use of illegal drugs, especially the "hard" drugs, may be
symptomatic of, or lead to, severe personality disturbances.
Individuals who use hallucinogens might at any time have a

v"flashback" which could incapacitate them.

Recommendations and Conclusions: Illegal Drug Behaviors

Because the use of controlled substances has implications for
emotional stability, asocial behavior patterns and other
essential personality characteristics, the Department should
assess applicants' drug usage and associated drug behaviors.
While automatic‘disqualification is not appropriate for certain
behaviors, it is recommended for applicants who were ever
"addicted" tc drugs, who ever imported or sold illegal drugs
for profit (i.e., "pushers"),.and who had recently used any
type of hallucinogens (i.e., within the past year or within the
period expected for flashbacks). Other drug usage behaviors
should be considered by type of drug(s), frequency of use,
recency of use, probabilities of reoccurrence, and so on. Due
to the drug experimentation tendencies of today's youth, it

is not in the Depaftment's best interest to be overselective;
rather, "minor" drug behaviors need to be evaluated along

with other indications of basic personality makeup.



PERSONAL (NON-EMPLOYMENT) REFERENCES

Current HPD Reguirements and Considerations

"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
actions."

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

"Applicant must be temperamentally and emotionally stable."

Applicant's behavior patterns, personality traits and image
in the community are obtained via comments of neighbors,
family members, friends, etc.

Evidence of Differential Impact

There was evidence of disproportionate impact against White
applicants.

There was no adverse impact.

Job Relatedness

Various types of information obtained from personal references
are directly related to the job performance of law enforcement
personnel. Somé obvious examples include data about the
applicant's honesty, ability to relate to others, temper and
self control, overt prejudices, criminal behaviors, drug and
alcohol wuse, driving habits, and so on. See the other sect:ions
in this chapter for specific examples of relevant data that

might be obtained from references and the Tables in Appendix C.

kg
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- Legal Considerations: State Statutes

"Every peace officer appointed by a department shall: 5) be
of good moral character as determined by a thorough background
investigation (TCLEOSE)."

TCLEOSE also recommends that applicants be rejected for the
following causes: "Character and behavior disorders where it
is evidenced by histecry and objective examination that the
degree of immaturity, instability, personality inadequacy, and
dependency will seriously interfere with t@e pgr?ormance of
police duties as demonstrated by repeated inability to maintain
reasonable adjustment in school, with employers, and fellow-
workers, and other social groups." ’

Legal Considerations: Court Precedents

A cursory review of pertinent court decisions revealed no
significant findings regarding the legality of this item

for screening police officer applicants, except for the
previously reviewed job relatedness issues and the need for
specific criteria to evaluate information obtained during the
background investigation and reference checking (Arnold v.

Ballard, 9 EPD 9921).

Research Findings: HPD Study

As intended by the study methodology, research on applicant
background characteristics focused on information content
rather than on how the information was obtained. Consequently,
research efforts were directed at validating specific types of
applicant‘background data, not whether the information was
obtained from applicant records, the applicants themselves, or

from their friends, neighbors, employers, coworkers, or teachers:
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Ssince the essential question is to identify the types of
information the Department should be seeking from references,
HPD validation results reported in other sections of this
chapter are alsoc appropriate for this topic. In particular,
personal references are able to provide a great variety of
information which might relate to thevapplicant's honesty, drug
usage, criminal behaviors, driving habits, emotional stability,

marital stability, interpersonal effectiveness, and so on.

In addition to the findings from other topic areas, the
research conducted for the Houston Police Department did study
one aspect of personal references - probable ratings by others
about the applicant's prejudices. As reported for the topic of
emotional adjustment, ratings for racial prejudices, religious
prejudices and other prejudices (youth, hippies, etc.}] were
significantly related to each of the three job criteria of

socialization, responsibility and emotional adjustment.

Other Research Findings

Since personal references overlap many topics covered in this
chapter, the reader~should refer to these other sections for

other research findings which pertain'to the specific informa-
tion that can be obtained from references. In particular, the

sections for emotional adjustment and employment history/

references should be reviewed.
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Logical Considerations

The importance of public attitudes toward law enforcement of ficer:
is evidenced by the results cited in Project Star. Obviously,
therefofe, public input into the selection process is not

only desirable, but necessary.

As with employment references, the applicant's friends,
neighbors and relatives are in the best position to know the
applicant well and can provide valuable information not

obtainable from any other source.

However, one "bad" reference from an antagonistic neighbor

should normally not be justification to disqualify an applicant.

When considering data obtained from personal references, care
must be taken to appropriately "weight" the information and

to seek confirmation of any negative findings.

Recommendations and Conclusins: Personal References

The Houston Police Department should require applicants to have
satisfactory references from neighbors, counselors, teachers,
relatives and friends. Information covered with these

personal references should emphasize those topics and items
validated in this research (see sections on emotional stability:
employment, alcohol and drug usage, honesty, marital stability.
and so on). When evaluating this information, it is important

to consider the source of negative data, its .extensiveness,
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frequency, recency, and any extenuating circumstances.

For conducting perscnal and employment reference checks, a
standardized form (or forms) should be developed, similar in
composition to the Preliminary Interview Checklist form developed
for this project. The purpose of this form should be to
standardize interview questions, to assure comprehensiveness

in data collection, and to focus the interviewer on éssential

topics and follow~up questions.:
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.APPEARANCE AND BEARING DURING THE INTERVIEW

Current HPD Requirements and Considerations

"Applicant must be temperamentally and emotionally stable."

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

Applicant's appearance and ability to express his/her views are
considered. '

Evidence of Differential Impact

There was no evidence of differential impact.

There was no adverse impact.

Job Relatedness

Officers have extensive contact with all types of people and .
must be able to communicate effectively, to present a good
impression and to instill confidence in themselves and in
the Department. Specific activities which are related to
appearance and bearing include:
- communications and interactions with people in
business, citizen groups and the‘public;
- testifying in court in a clear, objective manner;
- gaining the confidence of witnesses and informants;
- explaining legalities to persons involved in disputes,
accidents and family problems;

- interrogating witnesses and actors; and

)

- acting as a deterrent to crime and riots by the

officexr's "command presence."”




Other examples of job analysis findings are presented in

Appendix Cl2.

Legal Considerations: State Statutes

TCLEOSE recommends the rejection of applicants for "stammering
or stuttering of such a degree that the individual is normally
unable to express himself clearly or to converse in a normal
manner."

Lagal Considerations: Court Precedents

At least two court rulings exist which support the use of

the selection interview. In Bailey v. DeBard (10 EPD 10,389),

the courts accepted the police agency's use of a six-person
interview board which evalvates applicants on a six-part
interview form (physical appearance and grooming; voice and
speech; ability to express ideas; emotional reaction and poise;

friendliness; general attitude and interest). In U. S. v.

Bricklayers, Local No. 1 (8 EPD 9445), such evaluations as
motivation, interest, willingness to accept directions and
attitude toward related instructions (which were measured
during a selection interview) were accepted by the courts. The
key defense in both cases seemed to be the syséematic recording

and scoring of the interview for all applicants.

Research Findings: HPD Study

Appfopriate data for investigating this topic was not obtained

during the HPD research project.
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Other Research Findings

Landy (1976) reports that the Dade County Public Safety Depart-
ment, Florida, identified appearance as an essential job
component. Using interviewer assessments of police officer
applicants, Landy correlated the interview evaluations of
appearance against supervisory ratings of job performance.
Although results were only presented by factor scores, the
factor primarily composed of the applicant appearance evaluation
was determined to be significantly related to ratings of officer
"demeanor". Thus, interviewer ratings of applicant appearance

were found to have predictive validity.

Other investigators of law enforcement positions also have
identified appearance and demeanor as essential job components.
As part of job analysis research and criteria development,
Barrett et. al. (1975) bbtained a dimension called "Professional
Appearance and Conduct”; Landy et. al. (1973) obtained
"Demeanor"; the Atlanta Regional Commission (1974) found
"Personal Appearance"; Baehr et. al. (1969) found "professional
Appearance"; and the Selection Consulting Center (1973) found

"Appearance".

Logical Considerations

Because appearance and impression are so essential, the Depart-
ment requires each officer to maintain his/her appearance,

clothing and personal grooming and holds inspections on a
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daily basis.

when testifying in court, the jury's impression of the officer's

testimony is related both to the facts and to his or her poise

and demeanor in presenting those facts.

The public's attitudes toward law enforcement and toward the

Houston Police Department are the direct result of dealings with

individual police officers. Police officers who do not create
a favorable impression by their appearance, ability to express
themselves and general demeanor will place themselves, the
Department and ultimately the citizens of Houston at a

disadvantage,

Reccmmendations and Conclusions: Appearance and Demeanor

Applicants' ability to express themselves during a screening
interview should be considered along with their demeanor,

appearance and ability to instill confidence.

The interview evaluation process itself should be standardized,
using a series of structured questions or probes and evaluated

according to explicit criteria.

AGE REQUIREMENTS

Current HPD Requirements and Considerations

"Applicant must have reached his/her nineteenth 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.” '

Evidence of Differential Impact

There was no evidence of differential impact by race or sex.

There was no adverse impact.

Job Relatedness

Age limitatons for HPD applicants are primarily based on an
assumed relationship to job performance and on business

necessity.

The 19 year old age requirement is related to the important job
constructs of maturity, emotional control, sense of responsibilit
and stability. Furthermore, police officers must have a

commanding preéence'to influence citizens and businessmen, ard

when confronting actors and rebellious groups.

The requirement of being less than 36 years old was developed
primarily because of the physical activities reguired of
police officers. In order to perform the required running,
jumping, climbing, self-defense, and other essential physical
tasks, police officers must be in good health and physical

condition. Both health and conditioning tend to deteriorate



Ballard, 9 EpD 9921). However,

with age.

Furthermore, because of high training costs, business necessity

requires that the officer be able to function in the patrol

position for 10 or more years. Typical patrol activities would

be quite demanding for most 45 to 50 year olds.

See Appendix Cl13 for examples of job analysis findings and see

Section 1I of this Volume for discussion of critical physical

activities.

Legal Considerations: State Statutes

"Every peace officer appointed by a department shall: ... (2) Be
at least nineteen (19) years of age (TCLEOSE)."

"No person shall be certified as eligible for a beginning
position with a Police Department who has reached his thirty-
sixth birthday unless the applicant has at least five (5)

years prior experience as a peace officer. No person shall

Legal Considerations: Court Precedents

A brief review of court rulings in relation to minimum and

maximum age selection requirements revealed consistent findings.

Minimum age requirements have not been found to have adverse

impact and, therefore,‘typically are considered legal and

non~-discriminatory (Carter v. Gallagher, 3EPD 8335; Arnold V.

a state law requiring police

officers to be at least 21 years old was found to be superseded

by that same state's general majority statute which establisheg
18 years of age as the minimum for ~ublic employment (New

Jersey State Policemen's Benevolent Association, Inc. v. Town

of Morristown, 8 EPD 9624).

In cases of maximum age requirements, rulings on both sides of

the adverse impact issue exist (Arnold v. Ballard, 9 EPD 9921;

Armstrong v. Howell, 8 EPD 9570). The accepted defense for

upper age limitations is that maximum age is a bona fide

d
occupational qualification (BFOQ). In Hodgson v. Greyhoun

Lines, Inc. (7 -EPD 9286), Greyhound's policy of not hiring bus
, L]

drivers over 35 years of age was sustained because of public
welfare considerations and statistics comparing age and years
of experience with accident rates. Furthermore, in police
agencies such BFOQ arguments have been accepted for a maximum
entry age and a mandatory retirement age when based on the |
fitness and agility requirements of the officer's job (Ridaught

v. Division of Florida Highway Patrol, 11 EPD 10,953; Common-

i D'
wealth of Massachusetts Bcard of Retirement v. Robert

Murgia, 12 EPD 10,988).

Research Findings: HPD Study

The HPD validation research clearly demonstrated that age is
related to the applicant’'s emotiongl maturity and sense of
responsibility. These findings argue for a minimum age leVél
above the current 19 year old standard. The.upper age require-

. . o of
ment could not be tested adequately in this study because o
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restriction in range limitations.

Other Research Findings

Several studies reported by other investigators confirmed the
HPD findings and demonstrated that officers young at time of

hire are less able job performers.

~ differences between age at appointment and current employment

status. She concluded that: "Officers who are terminated for

cause by their departments tend to be younger at the time of

appointment (p. 274)."

Similarly, Cohen and Chaiken (1972) found officers younger at
time of appointment had higher absenteeism and were more likely
to incur civilian complaints for the use of unnecessary force,
in spite of the fact that all subjects were at least 21 years
of age at time of entry into the department. On the positive

side, officers younger at entry tended to advance beyond patrol

more frequently than those hired when older.

LWFW (1975) likewise obtained indications of curvilinear
relationships between age and job performance criteria. State
patrol officers 25 years old and younger were found to have
lower ratings for overall job performance, general driving
ability and pursuit driving skills. The study also revealed
that older officers had significantly lower ratings for physical
agility (those aged 44 or older), for physical stamina (over
40 years old), and fér both general driving and pursuit driving

skills (age 50 or older). The researchers concluded that
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Levy (1967) found significant

®

performance in certain essential job dimensions decline as the

officer approaches the 40 to 50 year age range.

Logical Considerations

Due to the nature of law enforcement activities, it is obvious
that some minimum age level must be established for police
officer applicants. Although an imperfect index of adulthood,
age appears to be a useful measurement for emotional stability,
ability to handle the difficult responsibilities of police work
and other essential job constructs. Based on the U. §. public
educational system, as well as societal norms and attitudes, a
logical age cutoff would be in the 18 through 22 year old range.

Based on HPD and other research findings, the standard could

be higher than the current age requirement of 19 years of age;

The upper age requirement is also logical because of the
physical attributes necessary for effective functioning as a
police officer. Such attributes include reaction times
(necessary for pursuit driving), general physical agility and
stamina. Health is also related to age, with incidence of
heart disease and other medical problems increasing with age.
In a similar manner, visual acuity decreases with age. See

Section II of this Volume for additional details.

Business necessity considerations clearly require a maximum age
limitation. Recruitment, selection and training costs are

well over $20,000 per police officer. Since officers should be




expected to perform all physical demands placed on them for a
pericd of 10 to 15 years from time of hire, an upper age limit
of 36 seems appropriate. Although physical condition varies
with individuals, it 1is logical to assume that most 45 to 50
year olds would have some difficulty handling all the physical
activities encountered by police officers in‘the entry level
position. An upper age limit somewhere between the early and
late 30's would likely yield a reasonable payoff on the $20,000

investment in hiring.

Recommendations and Conclusions: Age Requirements

It is recommended that the Houston Police Department continue
to require all applicants to be at least 1% years old prior to
making application with the Department. Research data also
suggests that this standard could be raised, if deemed desirable
by the Department. Raising this standard, however, could

substantially iﬁpaét the flow of qualified job applicants.

Due to the nature 'of the applicant pool and typical research
constraints, the upper age requirement is not readily amenable
to validation research and may not be possible to justify with
empirical data. Therefore, business necessity may dictate a

raticnal solution and, consequently, the upper age limit of 36

appears to be both logical and necessary.
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COMMISSION OF IMMORAL BEHAVIORS

Current HPD Requirements and Considerations

"Applicant must not have been convicted of a felony offense
or of any crime involving moral turpitude.”

"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 actions."

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

"Applicant must be temperamentally and emotionally stable."
Applicant admissions of adultery, common law relationships,
homosexual experiences, sexual abnormalities, and other

immoral behaviors are considered as to frequency, recency,
circumstances, etc.

Evidence of Differential Impact

There was evidence of adverse impact for female applicants.

There was evidence of disproportionate impact for White applicant:

Job Relatedness

Job relatedness for the broad topic of immoral behaviors comes
from threevprimary areas: public image and expectations,
opportunity for performing immoral acts and credibility as a

witness.

As previously indicated in the discussion of other selection
criteria and as specified by Project STAR, the public expects:
Houston Police Officers to conduct themselves in a highly

objective, ethical and professional manner and to enforce all
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laws impartially. Applicants with homosexual or other immoral

tendencies may be hesitant to enforce laws relating to homosexual

practices or other immoral or abnormal sexual behaviors in which

they are presently involved. Furthermore, such behaviors

increase the individual's susceptibility to blackmail or

bribery.

Police officers are constantly exposed to immoral and abnormal

activities, making it especially important that they be objective

and detached with respect to such issues. Examples include:

etc.y

being alone with victims, juveniles and defenseless

persons;

- being propositioned by "groupies" and others who are

attracted to officers and uﬁiforms.

And lastly, the credibility of an officer's court testimony
could be undermined if the officer's conduct were questionable.

See Appendix Cl4 for additional examples of job analysis

findings.

Legal Considerations: State Statutes

"Every police officer appointed by a department shall: ...

5) be of good moral character, as determined by a thorough
background investigation (TCLEGCSE) ."

TCLEOSE recommends rejection for the following causes:

"Homosexuality or other forms of sexual deviant practice such
as exhibitionism, transvestism, voyeurism, etc.".
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apprehending actors, suspects, prostitutes, homosexuals;

transporting actors, suspects, prostitutes, homosexuals,

Lo G s

Legal Considerations: Court Precedents

No relevant court cases were found for the commission of
immoral offenses by applicants to law enforcement agencies.
When this topic is ruled on, most likely the ruling will
depend on job relatedness information. In at least one case,
the potentiél importance of all applicant background data was

noted:

... A trooper's ultimate task is to appear as a
witness in criminal prosecutions. Any b§51c deficiency
in the trooper's character could be_detrlmegtal to the
outcome of the litigation. Any basic def1c1ency of the
trooper's character in the hands of a gklllful'defenie .
lawyer will be used unmercifully and with telling ef ic
because of the required degree of progf placed‘upon the
State and because of the public's belief that its servants
should leave no doubt as to their conduct and the accuracy
of their investigations and testimony. The trooper
becomes the accuser in a criminal t;lal and'ls subject 3
to being tried by the defense in trials (Bailey v. DeBard,
10 EPD 10,389).

It is noted that one court decision did uphold the dismissal of
a police officer fired for having an adulterous affair. The
formal charges against the officer were immorality and conduct
unbecoming an officer. Judge Harry A. Kramer of the Pennsylvas:’
Commonwealth Court held that "police officers are held to a
higher standard of conduct than other citizens, including other

public employees."

In cases not involving law enforcement agencies, situations

involving unwed parenthood have typically not been found to

. s he
be job related. As in Andrews v. Drew Municipal Separate Scht

District (9 EPD 9945), the courts seem to consider the use




of this issue as a means to deny employment a discriminatory
act which adversely impacts minorities and women. Also see

Reinhardt v. Board of Education, Alton Com. United School

District (7 EPD 9057).

Homosexuality, on the other hand, has met with mixed con-

Y

clusions. Only in situations where individuals publicly

flaunted their homosexual life style (Singer v. Civil Service

Commission, 11 EPD 10,630; McConnell v. Anderson, 4 EPD 7543;

and Safransky v. State Personnel Board, 7 EPD 9391), where

they sought national security clearance (McKeand v. Laird,

6 EPD 8896) or where homosexual involvements adversely reflected

upon the organization (Williams v. Hampton, 7 EPD 9226),

did the courts support dismissal or disapproval for public
employment. In most other cases, such a sexual preference was

not considered legitimate grounds on which to deny emplovment.

Research Findings: HPD Study

The overall admission of immorél acts had statistically
significant relationships with the job related construct

criteria of asocial behavior patterns qnd sense of responsibility.
A number of items . were impossible to investigate, however, due

to infrequency of admissions (i.e., commission of prostitution,
illegitimate parenthood, and commission of blackmailable

sexual acﬁivities),vwhile other self-report items relating to
sexual behaviors were severely restricted (i.e., homosexual

experiences) or not included in the analysis (i.e., sexual

idabns s s i)
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relations with young children, sex with animals, voyeurism

and other deviant practices).

Nevertheless, the following individual items were significantly
related to job criteria:
- admission of dating a married person (single applicants);
- number of different married persons dated (single
applicahts); %
- admission of committing adultery (married applicants);
- number of spouses applicant "cheated on;"
- number of persons applicant "cheated with" (non-linear
analysis);
- total number of adulterous activities (non~lineér
analysis); and
- months ago last time applicant "cheated" (non-linear

analysis).

Items such as homosexual behaviors, use of prostitutes, admission

of abnormal sexual behaviors and number of abortions were not

significantly related to research constructs, perhaps due to
research limitationé. In particular, homosexual admissions
appeared to be severely restricted, with extensive falsification
of responses as evidenced by discrepancies between interview

responses and polygraph admissions.

Other Research Findings

Several other investigators have identified the general topics




of morality and ethical standards as essential job related

behaviors for law enforcement officers. The Atlanta Regional
Commission (1974) noted that officers should maintain "respectability
by exhibiting acceptable moral standards"; the Selection Consulting
Center (1973) found the need:for "showing strong moral character

and integrity in dealing with the public"; Baehr et. al. (1969)

noted the importance of "a high level of personal integrity and
ethical conduct"; and LWFW (1975) identified maintaining chastity

as part of "Personal Responsibility".

Logical Considerations

The commission of homosexual activities is defined by the Texas
Penal Code as "deviate sexual intercourse" and designated as ‘a

misdemeanor punishable by a fine of up to $200.

Any applicant who admits being a homosexual also admits to
engaging in misdemeanor offenses and suggests the possibility
that such occurrences may continue. Under Texas law any

homosexual, even if a police officer, could be arrested for

his/her conduct.

The hiring of homosexual officers would be contrary to public

expectations and could harm the Department's image in the

Community.

Adulterous behaviors are indicative of other undesirable 7

Characteristics such as irresponsibility and asocial behavioral

patterns,
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A number of HPD applicants with prior law enforcement experience
admitted engaging in sexual relationships while on duty. Hiring
these individuals or other promiscuous applicants would
increase the probabilities of such unprofessional conduct
occurring within the Houston Police Department. Verification
that such incidents do occur is evidenced by the fact that
several HPD officers were disciplined for their immoral sexual

behaviors; see the critical incidents cited in Appendix Cl4.

Recommendations and Conclusions: Commission of Immoral

Behaviors

The Houston Police Department should evaluate the applicant's
promiscuity and adulterous behaviors. Specific criteria need
to be established for interpreting such behaviors and #he items
should be considered with respect ﬁo frequency of occurrence,
recency, probabilities c¢f reoccurrence, notoriety of the

behavior, and other contextual considerations.

Data relating to unwed parenthood and abortions normally should
not be grounds for automatic disqualification. Such incidences
should be considered very cautiously, referring to the
legality of any abortions, frequency of illegitimate children,
responsigility assumed for supporting such children, etc.
Because of the potential adverse impact of these items, it

is recommended that they only be used as secondary data, to

provide insights to the background investigator for areas

requiring further study.
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aAlthough data relating to homosexuality and abnormal sexual
practices did not attain statistical significance, the findings
are ambiguous due to applicant response falsification and
restricﬁion in range problems. While disqualification for
sexual behaviors cannot be justified by current research, there
is reason to suspect that many types of sexual abnormalities
are related to basic personality deficiencies. Thgrefdre,
when applicants display tendencies toward sexually deviant
behaviors, it is recommended that the Department consult with
a certified clinical pscychologist or psychiatrist as to the
applicant's suitability for the Housﬁon Police Department.
Obviously, any sexually deviant pehaviors involving harm to

others (i.e., sex with minors, rape, etc.) should automatically

disqualify the applicant.
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FAMILY INSTABILITY: IMMEDIATE FAMILY CRIMINALITY

AND MARITAL STABILITY

Current HPD Requirements and Considerations

"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 actions."”

"Applicant must not have been convicted of ... any crime
involving moral turpitude."

"Applicant’s background must reflect family ... stability."
For the topic of family stability, HPD considers the felony
conviction record of.the applicant's close family members;
seriousness of the applicant's marital problems and disputes;
and frequency and recency of adulterous behaviors.

Applicants must not be separated from spouse at time of applica-
tion to the Department.

"Applicant must be temperamentally and emotionally stable."”

Evidence of Differential Impact

There was evidence of adverse impact against female applicants
for family instability. :

There was evidence of adverse impact against Black and female
applicants for separation from spouse.

~Job Relatedness

Personal stress or tension cén have an adverse effect on an
officer’'s functioniﬁg, particularly with respect to demanding
and potentially explosive situations such as domestic
disﬁurbances, arrests, riots, etc. Important contributors to

officer stress include current marital problems and other

~173-

+
r
t
|
i
|
|



immediate family problems. In addition, a history of family
or marital instability might be symptomatic of a more general
emotional instability, irresponsibility, or pathology.
Applicants with close personal ties to felons increase the
risk that dual loyalties will result in additional family

stress and/or improper performance of duties.

Applicants currently separated or living common law may
experience excessive stress ar other problems which, if

selected as cadets, could interfere with Academy attendance

and performance.

Examples of relevant job analysis findings are presented in

Appendix C15.

Legal Considerations: State Statutes

This specific requirement was not specifically cited in

Articles 1269m or 4413(29aa) V.T.C.S., but may be indirectly
covered by the TCLEOSE requirement that "every peace officer
appointed by a department shall: ... 5) be of good moral
character, as determined by a thorough background investigation."

Legal Considerations: Court Precedents

Based on a cursory review of pertinent court decisions, no
significant findings were revealed regarding the legality of

these items as selection topics for screening police officer

applicants.
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Research Findings: HPD Study

In general, this topic was a difficult one to research because
of self selection and restriction in rénge. That is, at the
time of application, few applicants were separated or divorced.
Nevertheless, certain items pertainihg to marital stability
did attain statistical significance with'job'construct criteria:
- amount of arguing with current or last spouse;
- number of times applicant beat his/her spouse; and

- commission of adultercus acts.

Frequency of divorces and separations, and current marital

status, were not significant, perhaps due to research limitations

Stability of immediate family members was not researched except

‘ 10t
for their arrest/conviction records. Although results are no
strong, they indicate that felony arrest behaviors of

immediate family members do relate to applicant asocial

behavior patterns.

Other Research Findings

studies by other investigators have linked unstable immediate
family backgrounds to criminal behavior patterns. Cloninger
and Guze (197Q) characterized female criminals as haviﬁq
unsettled parental environments (one or both parents absent frew
househoid), parents with antisocial behavior patterns (heavy
drinking and criminal activities), and fathers diagnosed as

: .
\ C e . a1, (1%
suspected sociopaths or alcoholics. Similarly, Guze et. al
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found a high prevalence of sociopathy, alcoholism ang a
rug

dependence in immediate family members of Criminals; g
i Kahn
(1971) found that family disturbances such as broke h
N homeg

(divorces, desertion and death) were common among i
Criming]
S;

and Warburton (1965) found parental rejection, broken p
n homes,

crime, vice and poverty in families of Criminals. p

to Cloninger et. al. (1975), sociopathy tends to clust
Ster in
families and to relate to instances of
parental Separa .
tion,

absence and heavy drinking.

Marital instabil.:ty factors also have been associated
€d with

criminal personality traits. Cloninger et. al (1970) ¢
—_— = ung
female felons to have high incidences of marital probpl
ems,

including beatings, unfaithfulness, divorces, separat i
1onz zng

unsuitability for parenthood; Warburton (1965)

Characterjizes
male psychopathic criminals as having "chaotic Marriagezn., .-
Kahn (1971) found conyicted murderers to have high frp"un’h?u‘
of marriages and to be separated at time of murder Dlenties
In police related research for marital stability, ¢z,
findings are mixed. Baehr et. al. (1971) foung early £,
stability and the establishment of a stable heme o 4. ,,:~j .

“Corelzves
to officer success for both White and Black paten e, h
213 Saere

neither Cohen and Chaiken (1972) rnor Levy (1%¢7,

Sar
8

significant relationship between marital sta+«is
performance, although Levy did demonstrate trat rce:

terminated on the basis of failure tended t7 nyve :
AR UG ATy o R

o -
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than current officers and officers who terminated for "non-

failure" reasons.

Logical Considerations

Separation from spouse and common law marriages are not used
by HPD to disqualify applicants, dnly to temporarily reject
them. Once the marital situation is resolved (i.e., applicant
reconciles with or divorces spouse; or appliéant marries or

gseparates from common law mate, the applicant will be re-

"considered for selection by the Department.

Information on family background and upbringing can provide
essential insight into the applicant's moral fibre and ethics.
Such data is useful to help evaluate the applicant's
acceptance of authority, willingness to conform, sense of

responsibility, etc.

Police officers need understanding spouses to minimize the

stresses and strains occurring on the job. Without under-

standing, supportive and accepting family members, the pressures

of law enforcement can destroy officers' marriages, or at least
place them under extra stress and tension. Such added stress
can affect officers' judgment, handling of family disputes,
emotional control, syﬁpathy, empathy, ability to relate with
peers and citizens, and other job activities. Evidencé that a
career in law enforcement might cause excessive marital stress

is apparent from the high divorce rates of police officers.
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Therefore, applicants prone to marital problems and family-caused
tensions must be protected from this stressful job and the public
must be protected from frustrated and emotionally tense police

officers.

Adultery can be an indication of lust, irresponsibility and
immaturity. Applicants who exhibit adulterous behaviors might
be tempted to abuse their responsibilities as a police officer
when confronted with sexually oriented actors or suspects,

bribery offers from prostitutes and the like.

According to Project STAR, the public expects officers to
conduct themselves ethically and professionally at all times and

to set a good moral example for the public.

Recommendations and Conclusions: Family Instability

Current marital status (married, separated, divorced, widowed

or living common law) was not validated in the research project
conducted for the Houston Police Department. Although the
insignificant findings may be attributed to infrequent cases of
instability and restriction of range phenomena, the results do
not support automatic disqualification due to separation or
common law marriages. Because of the possible adverse impact
of these items, it is recommended that disqualification because
of current marital status alone be eliminated. Such information
should continﬁe to be collected, however, and considered with

other indications of instability and unreliability.

- 7
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The characteristics of an applicant's current and past

marriages are important for subsequent performance as a

police officer and should be investigated with particular
reference to amount of arguing, physical fighting, child

abuse and adulterous activities. Negative data should be
interpreted with consideration given to age at occurrence,
frequency, recency and other important circumstances. Number

of divorces and separations has some support from other
researchers and should be considered along with other indications
of emotional and psychological stability, sense of responsibility,

and so on.

Family background with respect to immediate family members'
moral values and criminal behaviors are also important. Such
information, however, is typically not as important as applicant
behaviors and shwuld be considered very cautiously, primarily
referred to as support data. An exception to this might be
in areas of seriocus illegal activities of immediate relatives
causing a potential loyalty problem (e.g., close relative is a
drug pusher). When evaluating the arrest and conviction
records of immediate family members, consideration should be
made of the closeness and potential for the family member to
influence the. applicant, severity of crime or undesirable

activities, recency, frequency and other contextual characteristl-

The Department should develop specific criteria for evaluating
family stability data, particularly for the areas of adulterous

behaviors and marital instability.
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CONTRADICTORY INFORMATION AND POLYGRAPH ADMISSIONS

Current HPD Requirements and Considerations

"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
actions."

"Applicant must be temperamentally and emotionally stable."”

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

Applicant admissions during poiygraph are considered as well
as contradictory information from one stage to another.

Evidence of Differential Impact

There was evidence of disproportionate impact against White
and male applicants for polygraph examination admissions.

There was evidence of disproportionate impact against male
applicants for contradictory information.

There was no adverse impact associated with the polygraph or
contradictory information.

Job Relatedness

Applicants who conceal information or who distort the truth
during the screening process indicate a potential for dis- ,
honesty. Such behavioral tendencies impact police officer
performance in four ways: appropriate enforcement of the law,
public image, relationships with Department personnel and

credibility as witnesses.

Police officers often witness serious accidents,; offenses and

<1ON
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actor behaviors before apprehension, and are expected to report
their observations without subterfuge or intentional distortion,
Failure to be completely objective and factual would promote
the stereotype of "dishonest" police officers and seriousl§
erode community support and assistance. In addition, current
and future police officers ﬁust be honest and must not falsely

"create” a case against a suspect.

With respect to court testimony, police officers must appear
honest and must give clear and objective testimony, capable of
withstanding exhaustive scrutiny and cross-examination. Revealed

misrepresentation of facts or inconsistency in testimony by an

- officer could destroy an entire case against a defendant. 1In

addition, any questior: of police officer credibility due to pricr
behaviors could be used by skillful attorneys tc¢ impeach the

witness or defla'e the criticality of his/her testimony.

Lastly, applicants who distort the truth would be highly suspect
by the Department and other officers in cases of complaints
about excessive physical restraint, verbal abuse, use of
firearms, etc. Police officers must be trusted by superiors

and peers to function effectively on the job.

Legal Considerations: State Statutes

This requirement was not directly cited by TCLEOSE or Artlclea
1269m and 4413(29aa) V.T.C.S. : :




Legal Considerations: Court Precedents

Where the polygraph examination has been used as a selection
tool, the courts have ruled that utilization of these devices
by police agencies is not illegal if the equipment is operated
according to nationally recognized standards by qualified
technicians, and the operator is not allowed to make a final

accept or reject decision regarding the applicant (Shield Club

v. City of Cleveland, 8 EPD 9614; Bailey v. DeBard, 10 EPD

10,389). Thus, standardized usage of the polygraph examination

seems acceptable.

Research Findings: HPD'Study

Due to research methodology, the polygraph examination and
contradictory information from one selection phase to another
could not be studied. However, in certain cases it was possible
to compare the applicant's initial interview responses with data
obtained after the poiygraph examination, background investiga-

tion and/or final interview.

Table 3 summarizes some of the applicant comments made either
during the pclygraph examination or final selection interview.
Only applicant comments or admissions are cited in the table.

By the nature of these comments, it is clear that most applicant
statements occurred during the polygraph interview. It should
be obvious from the examples that the polygraph is an excellent
tool for obtaining critical information about applicants,

especially for topics pertaining to commission of serious illegal
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TABLE 3

EXAMPLES OF APPLICANT FACTS
OBTAINED DURING BACKGROUND INVESTIGATIONS
AND FROM POLYGRAPH TEST ADMISSIONS
(N = 131)

Applicants with prior law enforcement experience:

Several applicants admitted engaging in sexual intercourse or
homosexual activities while supposedly on duty.

Applicant admitted stealing prisoner possessions.
Applicant admitted using marijuana.

Officer admitted stéaling marijuana.

Applicant has been suspended for brutality to prisoners.
Applicant admitted taking a bribe.

Applicant had been fired for beating up his wife.

Apolicant admitted being under much tension and stress and
requiring drugs to relieve pain from his ulcers.

Sexual habits of a recent nature:

Applicant admitted fondling five-year old next door neighbor.
Applicant admitted committing oral sodomy on seveﬁ-year old.
Applicant admitted being a male prostitute.

Applicant admitted having sexual relations with a married woman
while her husband slept in the next room.

Various admissions of homosexuality, transvestism, and abnormal
sexual behaviors. .

Drug usage:
Many applicants admitted to extreme drug usage.

Applicant's father was an illegal drug transporter and drug
pusher,

—1 Qe

TABLE 3 continued

Theft of a recent nature:

fipplicant admitted to committing armed robbery. .
. 3

Applicant admitted to fraudulently collecting unemployment
compensation checks and was apprehended.

Applicant admitted to being the driver at a number of
burglaries.

Applicant admitted being involved in a black market ring
during his military service.

Morals and emotional stability:

Applicant was a wife beater and once "whipped" her with a
loaded pistol.

Applicant had a history of alcoholism and three-day binges.

Applicant admitted hiring a person to set fire to his
father-in-law's car.

Applicant admitted setting a building on fire while a
volunteer firefighter.

Applicant recently attempted suicide.

References said applicants need psychiatric care, should be
committed to a mental institution, are extremely violent and

brutal, etc.

References revealed extreme prejudice to minorities.

Applicant fought with police once when stopped for a traffic
violation. . .

Applicant gave assumed name to police.

Applicant obtained false I.D. and passed himself off as a
police officer.

Applicant admitted to being a gamblexr by occupation.

Applicant is far behind in debts and was filed on for non-payment.

Applicant admitted having 14 jobs in last 3 years and 5 jobs in
the last 12 months.
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activities (theft, arson, burglary), drug usage, alcoholic
consumption, emotional control, acceptance of bribes and sexual
abnormalities. It should also be noted that data cited in
Table 3 are only for those applicants who "passed" the initial

interview phase and were advanced to further screening stages.

In addition, the polygraph was a good method for checking

disputed data between the applicant and his/her references.

Other Research Findings

In studies by other researchers, honesty typically is defined
with integrity as a job related, essential trait for police
officers (see Barrett et. al., 1975; Selection Consulting
Center, 1973; Baehr et. al., 1969; LWFW, 1975; Heckman et.

al., 1972; and the Atlanta Regional Commission, 1974).

Logical Considerations

The extensiveness of applicant falsification obtained during
the HPD research project strongly indicates the need for some
type of honesty measure and an in-depth investigation of all

applicants as to honesty.

Data in Table 3 reveal that some applicants lie on critical
issues relating to prior misconduct as a law enforcement
officer, theft and other criminal activities, abnormal sexual
behaviors, drug and alcohol addiction, physical violence and

other job related behaviors. Obviously, therefore, the polygraph

-] 85~
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examination makes a significant contribution to the selection

of police officers.

Applicant contradictory information of lesser notoriety is also
lmportant and indicative of such undesirable characteristics

as dishonesty, immaturity, irresponsibility, instability

and psychopathology.

Recommendations and Conclusions: Contradictory Information

and Polygraph Examination

It is recommended that applicants be disqualified for dig=-
honesty and purposeful distortion of information given during
the selection process. Conflicting data between the applicant
and one reference should be confirmed before the data is
accepted as valid. Furthermore, applicant motives should

be considered when contradictory information is uncovered,

l.e.,; are discrepancies due to accidental omissions, misunder-

standings or to dishonesty.

It is also recommended that the polygraph examination be
retained as part of the applicant screening process. However,
the examination needs to be carefully structured; its purpose
should be limited to certain critical topics and for checking
_the validity of any data discrepancies which arise. Only
topics which have been validated in this research or which
have other justification for inclusion in the selection process
should be covered by the polygraph examiner. Invasion of

applicants' privacy is warranted only when the questioning

10
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involves relevant job behaviors and focuses on revealing
essential information difficult to obtain by other means.
Following current Departmental policy, only confirmed lies
and serious admissions should be grounds for disqualification

by the polygraph examination.

In addition to standardizing the polygraph examination process,
it is recommended that polygraph examiners be monitored
periodically to ensure applicant rapport and azdherence to

structured procedures.

~-187-~
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SECTION IV

SUMMARY AND CONCLUSIONS




The purpose of this volume is to review and evaluate each of

the Houston Police Department's selection requirements for the

entry-level Class A officer position and to make recommendations

for the continuance, modification or elimination of each
entrance standard. Final recommendations are based only on
research data obtained during this study. This data includes
information pertaining to the potential adverse impact of each
currentlstandard, job analysis results, validation research
findings and data related to logical assumptions or business
necessity. The other information reported in this summary
volume (i.e., considerations due to current state statutes and
past court rulings) did not influence the researchers’
conclusions, since it is recognized that state statutes can be
overruled and court decisions may change based on future

validation research findings.

For clarity, the conclusions and recommendations have been

grouped into four general categories:

1. Absolute minimum selection requirements
2. Important selection considerations
3. Requirements with inconclusive research findings

4. Other recommendations

- -189-

ABSOLUTE MINIMUM REQUIREMENTS

Selection topics and variables which are included in this
category refer to those absolute standards which should be
imposed on all applicants equally. Applicants not satisfying
the following recomﬁended entrance standards should be rejected
automatically as candidates for the Class A entry-level officer

position.

1. Residency Requirement

As long as the Department continues ﬁo conduct persocnal
background investigations, applicants should live within
a 500-mile radius of Houston. This requirement could be
narrowed to residency within Texas, the Houston SMSA, or
Harris County. In situations where other extensive back-
ground investigation data sources are available (i.e.,
applicant had prior law enforcement experience), this

requirement may be waived.

2. Age Requirements

Applicants should be at least 19 years old at time of
application to the Department. If desired, this require-
ment could be raised to 20 or 21, but such an increase

could significantly affect applicant flow.

Applicants should be no older than 35 years of age by the
time they would complete the Academy unless they have prior

law enforcement experience. With relevant police
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experience, the maximum age could be increased, depending

on the length of experience.

Education Requirement

Applicants should have at least a high school diploma,

GED or equivalent. Careful consideration should be

given to eliminating the GED or equivalency part of the
requirement. There is some evidence from the readability
analyses and validation research to suggest that the
education requirement could be raised to some level of
college course completion. However, the research findings
were not definite in establishing an education requirement

beyond the completion of high school.

All applicants must have the potential to complete the

Department's Academy curriculum.

Criminality Requirements

Applicants should not have been convicted of any serious,

violent or felony crime in either civilian or military life.

Applicants should not héve engaged in any unapprehended

criminal behaviors of a felony or violent nature.

Driver's License and Driving History Requirements

Applicants should have valid driver's licenses from

their states of residence and, if not Texas residents,

they shouid have a valid Texas license prior to the

beginning of Academy classes.
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Applicants should not be in danger of having their
driving licenses revoked or have received more than two
moving traffic violation tickets in the preceding l2-month

period.

Applicants should not have been convicted of either D.W.I.

or D.U.I.D. violations. )

Drugs and Alcohol Requirements

Applicants should not now be nor should have ever been

addicted to alcohol or drugs.

Applicants should not have used any type of hallucinogenic
drug (LSD, cocaine, etc.) recently; "recently" being
defined as the period of time in which "flashbacks"
reasonably occur or within the last 12 months, whichever

is greater.

Applicants never should have engaged in the trafficking

or sale of illegal drugs for profit.

Mental Health Requirements

Applicants should not have a history of serious mental
illness or emotional problems requiring hospitalization

or treatment.

Applicants with questionable background data not clearly
justifying disqualification should undergo a psychological

assessmént by a certified clinical psychologist or

=192~




psychiatrist familiar with the job requirements, demands,
duties and responsibilities of the police officer posi-

tion in the Houston Police Department.

Falsification Requirements

Applicants should be disqualified for dishonesty, serious
distortions or purposeful omissions during the selection

process.

Medical History and Physical Condition Reguirements

Applicants should not have any serious medical problems
which could incapacitate them or interfere with their
accomplishment of job demands. Disqualifying medical
conditions include history of stomach or duodenal ulcer,
convulsions, diabetes, migraine headaches, recurrent
jaundice, chronic malaria, true arthritis, heart trouble,
chronic or recurring acute anemia, asthma, important
physical deformities (loss of eye, thumb, big toe, arm,
etc.), poor general health and disprcportiocnate overweight

or underweight conditions.

Applicants should undergc a complete physical examination
by a licensed physician familiar with the job requirements,
demands, duties and responsibilities of the police officer
position in the Houston Police Department. The physician
should evaluate applicants' general health and medical

history and make the final determination as to importance
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of minor deformities and defects (i.e., loss of minor
finger digit), and the effects of tuberculosis, syphilis,
hay fever, rheumatic fever, polio, skin diseases and other
1llnesses which could incapacitate an officer and preveﬂt
the successful completion of his/her job duties and

responsibilities.

vision and Hearing Requirements

Applicants should have visual acuity correctable to 20/20,

with uncorrected acuity in each eye no worse than 20/100.

Applicants should not have astigmatisms or any type of
active or progressive organic eye disease. Applicants
should have normal color vision, depth perception and

peripheral vision. Night vision also should be normal.
Applicants should be capable of normal hearing.

Work Sample Testing

Although validation research has justified a number of
different work sample tasks, it is anticipated that some
tasks will need to be discarded due to administrative
problems, redundancy or cother considerations. However,
once the final work sample tests are selected from the
tasks listed below, applicants should be required to

successfully pass each of the content valid tests.

e Running, either in an obstacle course or a straight

path
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® Jumping over barriers and across an obstacle
® Clinmbing over a barrier

© Running up and down stairs

e Lifting a "person" to standing position

® Carrying and/or dragging a "person"

® Walking across a balance beam

® Pulling up and holding the position

® Changing a spare automobile tire

® Climbing up a ladder

IMPORTANT SELECTION CONSIDERATIONS

The topics and items included in this category make an

important contribution to the overall selection process and
should be considered when evaluating police officer applicants.
These items normally should not be established as "hard and
fast" rules or absolute requirements, however. Rather, the
topics and information cited in this category were found tb
be indicative of relevant job behaviors and essential under-
lying personality constructs important to the police officer

job. Consequently, these topics and items should be considered

together with other background data.

Nonetheless, severe or extremely negative information for
these variables and topics could be groﬁnds for rejecting an

_applicant. Table 4 presents a summary of these topics and

items.
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TABLE 4
SUMMARY OF TOPICS AND ITEMS WHICH SHOULD BE CONSIDERED

WHEN EVALUATING APPLICANTS

CRIMINAIL BEHAVIORS
Juvenile arrests and convictions
Adult arrests and convictions
Misdemeanor arrests and convictions
Felony arrests and convictions
Non-~apprehended criminal behaviors
Military convictions and criminal behaviors .

THEFT
Number of times stolen things
Purchases of stolen goods
Recency of thefts

MILITARY HISTORY
Reenlistment and discharge codes
Number of disciplinary actions received
Adjustment for military life

EMPLOYMENT STABILITY AND EMPLOYMENT REFERENCES
Currently employed
Past employment tenures
Why left last job
Times fired
Times guit without proper notice
A variety of employer reference ratings
Peer ratings

HIGH SCHOOL HISTORY
Highest grade attained (if GED)
High School grades
Times placed on probation
High School attitude/seriousness
Probability of completing the Academy

COLLEGE HISTORY
Ever attend college
Number of law enforcement courses
Times drcpped out of school
Number of courses failed
Overall grade point average
Type of degree attained
Attitude toward studies
Percent education financially self supported
Probability of completing the Academy
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FINANCIAL CREDIT AND MATURITY
Ever establish credit
Age financially independent
Number of bounced checks written
Current financial condition _
Credit bureau rating !
Number accounts behind one month or more
Number of months behind on worst account
Number of times belongings were repossessed
Number of times credit was refused

EMOTIONAL CONTROL AND PSYCHOLOGICAIL ADJUSTMENT
Ever have psychological problems
Have an active temper
Times lost temper during last year
Number of physical fights as adult
Number of times hit spouse

PERSONAL REFERENCES AND PREJUDICE
Racial prejudice
Religious prejudice
Prejudice toward other groups
Evaluations from personal friends, neighbors, relatives, etc.

DRINKING HABITS .
Average number of drinks per week
Number of times drunk in last year
Number of times D.W.I. in last year
Number of times high in last year
Number of times drove while high in last year

DRUG USAGE
Use of marijuana
Use of hard drugs
Recency of drug use

MARITAI, STABILITY AND ADJUSTMENT
Ever married
Times hit spouse
Amount argue with spouse
Ever cheat on spouse (adultery)

IMMORAL BEHAVIORS
Date married persons (single applicant)
Number of married persons dated
Ever cheat on spouse (adultery)
Number of spouses cheated on

-197-

DRIVING HISTORY
Number of accidents in last year
Evaluation of driving habits

RESERVATIONS ABOUT POLICE WORK
Using force to subdue actors
Injuring someone
Following all orders

RADICAL GROUP MEMBERSHIP
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When evaluating the items in Table 3, it is important to
consider any extenuating circumstances which could affect
interpretation of the applicant's behaviors. The most common
extenuating circumstances include severity of incident or
behavicr, age at occurrence, recency and frequency of
occurrence, reasons for behavior and probabilities of

recurrence,
REQUIREMENTS WITH INCONCLUSIVE RESEARCH FINDINGS

Due to restricted ranges, falsification and other research
problems, certain requirements were difficult to study, although
an attempt was made to investigate them. Of these requirements
the following were particularly affected by research limitations
and resulted in inconclusive findings: homosexual behaviors,
other sexual abnormalities, marital status, unwed parenthood,

abortions, military draft code, height and weight.

Sexual Behaviors. Although data relating to homosexuality and

abnormal sexual practices did not attain statistical significance,
the findings were ambigquous due to applicant response falsifi-
tion and restrictidn in range problems. While disqualification
for personal sexual preferences cannot be justified by the
current research findings, there is reason to suspect that

many types of sexual abnormalities are related to basic
personality defects. Furthermore, since there was no adverse

impact for items related to sexual preferences, such topics can
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be used in the selection process. Therefore, when applicants
display tendencies toward non-harmful sexually deviant
behaviors, it is recommended that the Department consult with
a certified clinical psychologist or psychiatrist as to the
applicant's suitability for a position with the Houston
Police Department. Obviously, any sexually deviant

behaviors involving harm to others (i.e., sex with minors,

rape, etc.) should automatically disqualify the applicant.

Marital Status. Current marital status (married, separated,

divorced, widowed or living common law) was not validated in
this research probject. Although the insignificant findings
may be attributed to infrequent cases of instability and
restriction of range phenomena, the results do not support
applicant disqualification due to separation or common law
marriages. Due to the possible adv{rse impact of these items,
it is recommended that disqualification because of current
marital status be eliminated as a selection requirement.
However, such information can be considered as support data
for other indications of instability and unreliability. 1In
addition, prior marital history (i.e., number of divorces

and separations) has some support as being important in
police officer selection from other researchers and can be
considered along with data reclated to stability, sense of
responsibility, and other essential background and personality

characteristics.
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Unwed Parenthood and Abortions. Data relating to unwed

parenthood and abortions should not be grounds for dis-
qualification and should be considered very cautiously, refer-
ring to the legality of any abortions, frequency of illegiti-
mate children, etc. Because of the potential adverse impact
of these items, it is recommended that they only be used as
secondary data to provide insights to the background

investigator for further checking.

Height and Weight. Due to restriction in range problems, the

research findings for minimum height standards were in-
conclusive. Although there is some support for a minimum
height requirement for male applicants, findings were not
consistent and are of unknown validity for females. Since
height standards adversely impact both female and Hispanic
applicants, it is recommended that this requirement be elim-

inated until further research can be conducted on this topic.

Militafy Draft Code. Use of unfavorable draft codes as a

selection requirement was not validated and should not be
used by the Department. (Since elimination of the draft,

this is a moot issue anyway.) Whether or not the -.pplicant

served in the military, likewise, should not be a disqualifier.

Summary. Since none of the items discusse’ above has been
validated, they are not justifiable reasons for disqualifying

applicants. Nevertheless, information on some of these topics
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might result in important "leads" for further queries by the
background investigator. For example, an unfavorable draft
code itself should not be disqualifying, but a follow-up
probe of the reason for the draft code which revealed signifi-
cant mental or physical problems might justify rejection.
Similarly, probes into prior marital difficulties might reveal
applicant tendencies toward violence, hostility, prejudice

or immoral behavior.

Citizenship and Appearance. Two current selection requirements

could not be investigated due to research limitations:
citizenship and appearance. Although no recommendation can

be made for the citizenship requirement, appearance and bearing
have been validated in independent research studies for other
law enforcement positions. Therefore, it is concluded that thé
applicant's appearance during the selection interview should
be considered when evaluating the applicant's potential for the
entry-level officer position. Appearance should be defined
broadly and should include demeanor, ability to express himself/
herself and ability to instill confidence in the public. No
adverse impact Qas found for this variable, so its continued

use, along with applicant's other background data, is recommencesd
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OTHER RECOMMENDATIONS

Standardization. The Department should standardize to the

extent possible all aspects of the applicant selection
process. The purpose of this standardization should be to
standardize or formalize all interview questions, to
assure comprehensiveness of information obtained and to
focus the interviewer on essential topics and follow-up
questions. It is strongly recommended that the Preliminary
Interview Checklist, developed as part of this project
(see Volume VIT), be installed with appropriate modifica-
tions and used with all applicants. Forms and standar-
dized de .a collention technigues should be developed for
background investigators, polygraph examiners and final

interview board members.

Polygraph Examination. The polygraph examination should

be retained, but its use should be well defined and
structured. Topics covered during the examination should
be limited to those recommendad by this research and as a
check on discrepancies or the validity of any suspicious
data which arises during other selection phases. The
examination should be administered by a qualified polygraph

examiner, and the examiner should be monitored periodically

_to ensure applicant rapport and adherence to structured

procedures. Only confirmed lies, conflicting self report

data and serious admissions should be grounds for dis-
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qualification on the besis of the polygraph examination

data.

Specification of Selection Criteria. The Department

should have frequent meetings with interviewers and
background investigators to discuss selection problems
and to update investigators as to Department policies.
Although selection criteria seem clearly established and
understood in most areas, particular emphasis for
clarification purposes should be given to those

areas having adverse impact (e.g., marital stability, adultex
behaviors, etc.). In addition, certain topics are sensi-
tive to public opinion and values and, therefore, should be
reviewed on a regular basis (e.g., drug usage, immoral

behaviors, etc.).

Sequencing of Selection Procedures. For efficiency and

economy to both the Department and job applicants it is
desirable to sequence selection requirements so that the
automatic disqualifiers are in the beginning of the process.
The Department's current sequencing of procedures is quite
reasonéble and efficient. An alternative is possible,
however, which might take even greater advantage of the
work sample test requirements. Since the work sample

tests are shorter in duration than the typical preliminary
interview, it may be useful to sequence thé screening

process as follows:
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1) Civil Service screening and referral;

2) brief interview to answer applicant questions and to
check for driver's licensé, education, age, felony
convictions and other automatic rejection requirements;

3) work sample testing;

4) personal interview (i.e., current in-depth "Preliminary
Interview") to obtain data on employment stability,
driving record, educational behaviors, etc.; and

5) the remaining background investigation, polygraph and
final interview procedures.

Given the above seqﬁehce, applicants would be screened

on those selection fequirements which are easiest to

administer and which would take the least amount of time

on the part of both applicants and Department personnel.

Future Research. It is recommended that the Department

initiate several types of additional research projects.
First, because of the importance of reading and other
communication skills for both successful Academy
completion and job performance, it is strongly
recommended that the Department install some measures of
reading ability to be used in the screening of job
applicants. Unless such a measurement‘pas been

validated for this purpose in prior research, it is

‘recommended that a readability test be developed and

administered experimentally to all new Academy cadets until
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it can be validated against Academy and/or job performance

criteria,

For similar reasons it is recommended that the Department
install other tests and measures on an experimental basis
with the intent of performing future validation research.
These tests should be administered to new cadets and
validated later against Academy or job performance
criteria. Such tests should include objective measures of
reasoning and common sense, interpersonal skills, and other
job-related characteristics. In addition, specific measure-
ments of physical characteristics (e.g., height and

weight) and psychomotor abilities (e.g., speed of running,
number of situps, reaction time, etc.) should be obtained

for validation against physical ability and self defense

criteria.

If potentially higher visﬁal acuity standards are desired,
the Department should con@uct a fuller investigation of
visual acuity, using a broad sample of current officers.
The methodology for such a research study is presented in

Volume VI, Appendix J.

Development of Criteria. Academy and job performance

data should be collected to serve as criteria in future
research. Academy performance criteria should include

course test grades as well as criteria for self defense .
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skills, general physical conditioning, pursuit driving,
marksmanship, etc., and perhaps some simulation exercises.
Job performance evaluations for officers should be more
structured and developed similar to the procedures used
in constructing the Police Officer Performance Evaluation
scales utilized in the validation research with entry

level officers (see Volume VII).

In order to conduct future research studies of height and
weight, and other physical characteristics, job performance
data relating to "officer presence" and physical ability
should be collected. Such data should include incidence

of assault, injuries, actor resistance, use of weapons,
citizen compiaints pertaining to physical abuse, and so

on.

Continuing Fitness. Due to the physical nature and

importance of the police officer job, it is essential that
officers in entry-level positions be capable of performing
each critical task as defined by the job analyses. There-
fore, a continuous reviéw and development program for

entry~level officers is needed to maintain vision, general

health and physical ability standards.

Although such a program can take many forms, it should

result in periodic assessment and maintenance of officers'

visual acuity, medical health, physical fitness and

~2N7~

- R

abilities, pursuit driving skills, marksmanship and self
defense abilities, It is particularly recommended that
the Department develop a "refresher" self defense training

program that would be conducted on a periodic basis.
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APPENDIX A
COPY OF
REQUIREMENTS FOR APPLICANTS FOR CLASSIFIED POSITIONS

IN THE HOUSTON POLICE DEPARTMENT

%3

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 makin
appllcation at the Civil Service Department; and must not have reachedg
his/her 36th birthday before receiving the Oath of Office.

PH?SICAL AGILITY TEET: 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 TexXas 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-
ceived 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 rejected 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 illresses or injuries. 'The
following may be disqualifying, but must be considered:

a. Stomach ulcers i. Hayfever

b. Convulsions Jj. Chronic malaria
¢c. 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 ord:
as established by the background investigation and must not be of s
a nature as to cast a question on his future actions.

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 investigatic

Form No, RECR-0011

Bl.
B2.
B3.
B4.
BS.
B6.
B7.

BSI

APPENDIX B
EXAMPLES OF PHYSICAL JOB ANALYSIS DATA FROM:
TASK ANALYSIS INVENTORY
CRITICAL INCIDENT QUESTIONNAIRES
NEWSPAPER REPORTS
PHYSICAL CRITICAL INCIDENTS
PHYSICAL CRITICAL INCIDENT QUESTIONNAIRES
DIRECT OBSERVATIONS BY JOB ANALYSTS
POSITION ANALYSIS QUESTIONNAIRE

COPY OF CIVIL SERVICE MEDICAL EXAMINATION REPORT
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TABLE Bl
EXAMPLES OF PHYSICAL TASKS AS CITED IN THE TASK ANALYSIS INVENTORY*

PERFORMED BY ENTRY-LEVEL OFFICERS

PHYSICAL ABILITY/PHYSICAL STATURE/HEALTH

Subdue suspect using knowledge of physical restraining techniques
and defensive tactics which may include use of baton or any common
item which may be used as a weapon.

Handcuff prisoner in such a manner to ensure safety of all parties
concerned. :

Pursue fleeing actors on foot.

Physically restrain members of either party at a strike or demonstration.
Control fights among prisoners.

Protect self if physically attacked and subdue prisoners.

Work overtime.

SENSORY ABILITIES (VISION AND PSYCHOMOTOR TASKS)

Pursue violator with red lights and engage siren if violator fails
to stop.

Engage in high-speed driving when regquired.

Provide emergency escorts to area hospitals.

Drive car for visiting dignitaries.

Drive prisoner's vehicle to police lot or substation.

Draw sidearm, in accordance with Departmental policies, when extreme
violence seems imminent.

Discharge firearm when threatened with danger to life or serious
bodily injury.

*See Volume IV for complete listing of task analysis activities and the
" time spent performing each activity.

TABLE B2
EXAMPLES OF PHYSICAL ACTIVITIES

FROM THE OVERALL CRITICAL INCIDENT ANALYSIS*

POSITIVE INCIDENTS

Officer subdued several attackers.

Three officers formed train by grabbing waists and end officer pulled
man back from ledge.

Officers chased, caught and apprehended actors.
Officer held onto actor and defended self from bystanders' assault.

One officer fought two actors, apprehended one but was unable to
apprehend the second.

Officer chased, caught and apprehended two actors.

Officer apprehended two actors.

Officer chased, caught and apprehended one actor.

Officer fought/apprehended/subdued/handcuffed resisting actor.
Officer kicked in a door.

Officer carried people out of a burning building.

Officer pulled person out of a car.

Officer retrieved a body from the bayou.

Officer climbed in the window of a house from the ground.
Officer climbed o ladder.

Officer climbed to the roof of a building.

Officer climbed a tree and jumped to the roof of a building.
Officer jumped from a window to the roof of a building next door.

Officer lowered another officer into a building from a roof by rope
or water hose.




POSITIVE INCIDENTS (Cont'd)

Officer tackled a fleeing actor.

Officer disarmed an actor.

Officer forced an actor into a patrol car.
Officer restrained a mentally ill person.

Officer held the arm of a mentally ill person to prevent him from
shooting someone.

Officer apprehended two people at once without using firearms.
Officer pulled man from stoppad car who refused to get out.
Officer shot out tire of actor's car during a high-speed chase.
Officer hit actor during exchange of gunfire.

Officer hit man who was about to stab baby that he held in his arms;

NEGATIVE INCIDENTS

Officer fought two or three actors and was unable to apprehend any
of the actors. :

Officer chased, caught but could not apprehend actor.
Officer chased actor, but could not catch actor.:

Officer let actor run away and didn't try to catch him (officer was
overweight) .

Officer could not apprehend/subdue an actor (not enough strergth).
Officer was beat up and pinned down by an actor.

Officer could not rxeach gas pedal in patrol car to drive it.
Officer was not able to climb back yard fence while chasing az-tor.

After catching up to a fleeing actor, officer was too out of rreath
to apprehend him.

Officer was thrown through plate glass window.

Officer was unable to subdue actor alone.

pppm——
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NEGATIVE INCIDENTS (Cont'd)

Officer wrestled actor for gun and lost.
Officer hit actor with what was supposed to be a warning shot.

Officer missed target that he shot at.

*zze Volume IV for complete listing of overall critical incident findings.



TABLE B3
EXAMPLES OF PHYSICAL ACTIVITIES AS REPORTED IN HOUSTON AREA

NEWSPAPERS JANUARY 1976 TO DECEMBER 1976

Officers engaged in high speed auto chases and running gun battles
with burglary suspects.

Officers pursued fleeing burglary suspects until suspects' vehicle
crashed. :

Officers shot and wounded/killed suspects reaching for a weapon.
Officers were shot at/wounded by a;tors.

Officers struggled with and subdued actors.

Officers struggled with and disarmed suspacts.

Officers were assaulted and injured by actors.

Officers pursued on foot and caught fleeing actors.

Officers pursued on foot and lost fleeing actor.

Officers kicked door in during apprehension of actor.

Officer lifted heart attack victim into helicopter during
emergency rescue.

Officer dodged actor trying to run him down with an automobile.

TABLE B4

COMMONLY REPORTED PTI CRITICAL INCIDENTS

INVOLVING PHYSICAL ABILITIES

Incident

Chasing and subduing
an actor

Subduing an actor(s)
unassisted

Subduing an actor(s)
assisted

Investigate commercial or
industrial alarm

Recovery and movement of
stolen mexrchandise

Scene of an accident

Physical Demands

Running

Climbing over obstacles

Jumping over obstacles

Combat and/or restraint of an actor

Combat and restraint
Lifting actor
Carrying or dragging actor

Combat (one or several)

Assisted restraint

Assisted 1lifting, carrying, or dragging
the actor

Pulling up to visual vantage point

Climbing over guard fences

Climbing through windows

Climbing to roof

Jumping down from fences, roofs, or
windows

Lifting objécts
Carrying objects
Dragging objects

Pushing vehicles
Prying open doors
Lifting objects and persons
Carrying objects and persons
Dragging objects and pexsons
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TABLE B5

SUMMARY OF PHYSICAL ACTIVITIES
REPORTED IN THE PTI

Tvpical Demand Range*

% Officers
Activity Mentioned Full Demand Range
Running 87% 7 yards ~ 4 miles
Climbing ' 62%
e In pursuit 49% Over: 3-12 feet
e Investigative 13% Over: 4-~12 feet
Onto: 2 stories
Jumping 53%
e In pursuit 49% -Across: 2-8-feet
Over: 1-6 feet
Down: 4-20 feet
e Investigative 4% Down: 4-20 feet
Lift, Carry, Dfag 67%
e Actors, unassisted 19% 110-205 1bs
e Actors, assisted 51% 100~300 1bs
e Objects, unassisted 8% 20-350 1bs
e Objects, assisted 5% 75-350 lbs

* Defihition of typical: Exclusion of approximately upper and lower 10% of

full range.

25-800 yards

Cver: 4-8 feet
Cver: 6-10 feet

Onto: 1 story

Across: 3~6 feet
Over: 2-4 feet
Down: 3-6 feet

Down: 6-12 feet

'

140-170 1bs
140-210 1bs
50-100 1bs

100-150 1bs

P U

TABLE B6

EXAMPLES OF PHYSICAL ACTIVITIES OBSERVED BY JOB ANALYSTS*

Pushing a stalled automobile off the street (alone) (with assistance)
Breaking through a door to gain forcible entry (with assistance)
Handcuffing prisoners (alone) (with assistance)

Climbing over a five-foot fence to enter property (alone)

Subduing and controlling a struggling actor/intoxicated actor (alone)
(with assistance)

Controlling several intoxicated persons (alone)

Lifting and carrying a resisting actor into the patrol car (with
assistance)

Running approximately 100 yards and catching a fleeing actor (alone)
Lifting and carrying portable scales (alone}

Lifting injured person from automobile onto a stretcher

Forcing a resisting actor to the patrol.car (alone) (with assistance)

Pulling self up through attic entrance and hanging there with
flashlight in one hand (alone)

High speed driving
Pursuit driving
Flying helicopter

Drzawing weapons to have ready for use

*See Volume IV for complete listing of observed activities.



TABLE B7

PHYSICAL, PSYCHOMOTOR AND SENSORY ATTRIBUTE REQUIREMENTS

DETERMINED BY THE PAQ FOR THE ENTRY LEVEL PQLICE OFFICER

POSITION UNDER BOTH "RQUTINE" AND EMERGENCY/PHYSICALLY

Attributes
Explosive Strength ‘
Dynamic Strength
Static Strength
Speed of Limb Movement
Rate Control
Susceptibility to Fatigue
Stamina
Body Orientation
Kinesthesis
Spatial Orientation
Eye-hand-foot Coordinatidn
Simple Reaction Time
Far Visual acuity
Movement Detection
Deéth Perception

Sensory Alertness

ACTIVE CONDITIONS*

Percentile**
"Routine" Conditions

Emergency/Physically
Active Conditions

42
32
36
35
50
61
56
37
35
51
50
72
62
62
54

65

*See Volume IV for discussion of all PAQ results.

**The percentile is the level or amount of each attribute required by the
entry-level police officer position in comparison to the attribute require-
ments for all jobs found throughout the world of work.
a physical, psychomotor and sensory nature that are required more than
averidge under emergency conditions (i.e., the 60th percentile or above) are

reported in this table.

66
60

6l

67

83

81
64
62
69
67
86
72
69
64

79

Only attributes of
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APPENDIX BS

C3 FORM aa

CIVIL SERVICE COMMISSION

CITY OF HOUSTON

REPORT OF MEDICAL EXAMINATION

NAME l FEX RACE AGE | PURPOSE OF EXAMINATION | DATE: .
ADDRESS TELEPHONE
DEPARTMENT I POSITION o
l er——
Medical History
Please check “yes” or “no” after the following questions and fully explain any ‘‘yes" answers.
1. Is there a history of the following ilinesses in your family?
a. Diabetes ... ... Yes O No C
b. High Blood Pressure ...... ... ... ... . . . . . e Yes O No [T
C. CaNCEr .. Yes O No C
d. Heart Disease .. ... ... . .. . i Yes O No C
e. Allergy (asthma, hives, hay fever) ..... ... ... ... .. .. ... ... ... .. ... Yes O No C
B Others ... e Yes O No C
2. Have you ever been hospitalized? .. ... ... ... ... Yes O No C
Where
When
Why
3. Have you lost time from work because of illness or injury in the past 2 years? ....Yes O No C
4, Have you ever received disability payments for any injury or illness? ......... .. Yes O No C
5. Have you ever been refused or rated up for life insurance? .................... Yes O No C
6. Have you ever been advised to have an operation not listed above? ........ ... . Yes O No T
7. Have you ever been rejected by a Selective Service Board or discharged from the -
Military Services because of a medical or nervous condition? ... ... ... ... ... .. Yes O No =
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8. (For Women Only.) Have you had any abnormalities of menstrual periods? . . Yes No 0O

Date of last period:

9. Do you have or have you had, any illness, injury, allergy or nervous or other condition

notlistedabove? ......... ... ... .....

10. 1 agree that the result of this examination shall be reported to the Civil Service Department for place-
ment,/promotion purposes. (Any false statement or willful omission made may result in termination
of employment,) | further authorize the City Physician or medical representative of the Civil Service
Department to contact my physician or hospital regarding present, past or future health information.

Name of personal physician:
Address:

Date:

Do- Not Write Below This Line

Signature:

Physical Examination

Physician's comments regarding medical history and review of systems,

HT. wT, T B.P. PULSE BOOY

[ ! © /UILD

H
(UNDERLINE IF NORMAL): Skin. Fundi Eyes Ears Mouth Pharynx Tonsils
Sinuses—_.______ _ Lymph nodes. Salivary glands. Thytoid Breasts Vesssls, Heart
Lungs Abdomen Liver. Kidneys Spleen Pelvis. Rectum, Genitalia
Prostate. Hernia Spine. Joints Extremities Reflexes Gait
Impression and summary of defects.
Laboratory studies:
Urine: VDRL: QOthers:
Sugar:
Albumin: Blood sugar:
pH:
Microscopic:
X-ray Studies:
Recommendation: Qualified Yes T No T
Signature of Physician —
DATE PROGRESS NOTES




APPENDIX C

EXAMPLES OF PERSONAL CHARACTERISTIC JOB ANALYSIS DATA FOR:

Cl.
c2.
C3'

C4.

C5.
Cé.

c7.

C8.

C9.

clo.
Cll.
clz.
Cl3.
Cla.

Cls.

CITIZENSHIP
SUBVERSIVE ORGANIZATIONS
CIVILIAN CRIMINAL BEHAVIORS

MILITARY HISTORY: GENERAL ADJUSTMENT AND DISCIPLINARY
ACTIONS

DRIVING HISTORY AND DRIVER'S LICENSE
EMOTIONAL AND PSYCHOLOGICAL ADJUSTMENT

EDUCATIONAL ATTAINMENT AND PREDICTED UNSATISFACTORY
ACADEMY PERFORMANCE

EMPLOYMENT STABILITY AND REFERENCES

EXCESSIVE USE OF ALCOHOL (AND INTOXICATION WHILE ON DUTY)
FINANCIAL HISTORY

ILLEGAL DRUG BEHAVIORS

APPEARANCE AND BEARING DURING INTERVIEW

AGE REQUIREMENT

COMMITTED IMMORAL BEHAVIORS

MARITAL INSTABILITY AND IMMEDIATE FAMILY CRIMINALITY

TABLE C1l

CITIZENSHIP

Examples of Relevant Statements from the Task Analysis Inventory

While escorting or accompanying celebrities or dignitaries,
survey crowds in order to detect and react to suspicious
activity. (Importance of single loyalty)

Familiarize self with business establishments on beat,
their employees, hours of operation, type of merchandise,
susceptibility to particular types of offenses, nature of
alarm systems and physical layout in order to minimize
susceptibility to crime and to increase effectiveness of
enforcement in the event of crime. (Importance of devotion
to common purpose)

Contact residents and businessmen in order *o establish
rapport, answer questions, exchange information of mutual
interest, build public confidence and become familiar with
situations, people and characteristics of beat. (Importance
of devotion to common purpose)

Testify in an objective manner before judge or jury abkout
the crime or violation that was committed or the arres
that was made. (Importance of single loyalty)

Protect the scene at disasters, weather emergencies and
explosions, patrolling through area to prevent looting and
to maintain law and order. (Importance of devotion to
common purpose)

Examples of Job Analyst Observations

Conduct undercover meetings.

Testify in court. (Credibility)

Examples of Critical Incident Responses

Positive Incidents
Apply the law equally to all.

Not allow prejudices to affect actions or decisions.




Examples of Public Attitudes from Project STAR

Protecting.the.rights of all individuals and groups to
equal appllgatlon of the law, a fair and impartial trial,
and appropriately dignified treatment.

Being.objective and ethical in personal behavior and in
function as a representative of the criminal justice
system. (Importance of single loyalty)

TABLE C2

SUBVERSIVE ORGANIZATIONS

Examples of Relevant Statements from the Task Analysis Inventory

Contact residents and businessmen in order to establish
rapport, answer questions, exchange information of mutual
interest, build public ccnfidence and become familiar with
situations,; people and characteristics of beat. (Dedication
to ultimate public welfare)

Familiarize self with business establishments on beat,
their employees, hours of operation, type of merchandise,
susceptibility to particular types of offenses, nature of
alarm systems and physical layout in order to minimize
susceptibility to crime and to increase effectiveness of
enforcement in the event of crime. (Dedication to ultimate
public welfare)

Check homes of people on vacation for signs of illegal
entry.

Plan and make arrangements for parade route.
Drive car for visiting dignitaries.

Speak with and gain trust of persons to develop them as
confidential informants and to gain information about
criminals and planned or committed crimes. (Proper use of
sensitive information)

While escorting or accompanying celebrities or dignitaries,
survey crowds in order to detect and react to suspicious
activity.

Examples of Job Analyst Observations

Conduct undercover meetings.

Receive information from informants.

Examples of Critical Incident Responses

Positive Incidents

Plan and carry out undercover investigations.




1L s e —— s o b

Examples of Public Attitudes from Project STAR

Enforces laws in an impartial manner agd.suppqrts.the
concept that all persons, including criminal jugtlc?
personnel, are equally subject to the law and will be

treated equally by it.

Attempts to foresee and prevent the occurrence of crime-
related activities and rule infractions.

Attempts to locate, apprehend, and return fugitives.
(Dedication to ultimate public welfare)

TABLE C3

CIVILIAN CRIMINAL BEHAVIORS

Examples of Relevant Statements from the Task Analysis Inventory

Contact residents and businessmen in order to establish
rapport, answer questions, exchange information of mutual
interest, build puklic confidence and become familiar with
situations, people and characteristics of beat. (Public
trust in the officer)

Familiarize self with business establishments on beat,
their employees, hours of operation, type of merchandise,
susceptibility to particular types of offenses, nature of
alarm systems and physical layout in order to minimize
susceptibility to crime and to increase effectiveness of
enforcement in the event of crime.

Inventory and assume responsibility for possession of
property and money found in wrecked wvehicles that have to
be towed off. (Dedication to rules and regulations)

Respond to felony-in-progress or "assist the officer” calls
as quickly as possible to protect officers, victims, and
bystanders; to apprehend actors; and to recover any
property or evidence. (Proper tagging and disposal of
property)

Conduct lawful search for evidence in buildings or motor
vehicles. (Unwavering execution of duty)

Place prisoner(s) in patrol car and deliver to booking
area of central jail or nearest substation. (Prompt and
unwavering execution of duties)

Survey crime scene to delermine the type of offense,
means of entry and exit, damage to property, theft or
property, etc., in order to determine investigative
procedures to follow and type of assistance required,
if necessary. (Proper use of sensitive information)

Take possession of recovered stolen property.

Speak with and gain trust of persons to develop them

as confidential informants and to gain information

about criminals and planned or committed crimes. (Proper
use of sensitive information)

Observe locations where stolen goods may be fenced in
order to identify suspects and trace goods.
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Protect the scene at disasters, weather emergencies and
explosions, patrolling through area to prevent looting and
to maintain law and order.

Check homes of people on vacation for signs of illegal
entry.

Analyze protective devices used to prevent unlawful entry
into residence or business, and instruct public on how to
defend against unlawful entry.

Take custody of, describe, record and account for
possessions or property of prisoners or others.

Examples of Job Analyst Observations

Check buildings for means of illegal entry.
Check abandoned vehicles,

Secure the scene of a crime.

Search residences, cars, etc., for contraband.

Issue tickets for traffic violations. (Opportunity to
accept bribes)

Search actors, suspects, and prisoners.

Conduct raids and busts.

Examples of Critical Incident Responses

Positive Incidents

Report and return all found, confiscated or recovered
money, drugs, goods, etc.

Report attempted bribes.
Negative Incidents
Accept stolen goods from a friend.

Solicit or accept bribes to ignore illegal actions or
practices.

Take goods while investigating burglary alarm call at
a store.

Keep confiscated or recovered money, goods, etc.,
for personal use. -

Commit burglaries or thefts.

Examples of Public Attitudes from Project STAR

Acquire and protect evidénce, including recording
observed and verbally reported data, in relation
to possible crimes or infractions of rules and
regulations. (Proper use of sensitive information)

Take necessary steps to locate, identify, and impound
lost or stolen property.

Build respect for law and the criminal justice system.
Display objectivity and professional ethics.

Testify as a witness in court. (Credibility)
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TABLE C4
MILITARY HISTORY: GENERAL ADJUSTMENT

AND DISCIPLINARY ACTIONS

Examples of Relevant Statements from the Task Analysis Inventory

Contact residents and businessmen in order to establish
rapport, answer questions, exchange information of mutual
interest, build public confidence and become familiar
with situations, people and characteristics of beat.
(Public trust in the officer)

Familiarize self with business establishments on beat,
their employees, hours of operation, type of merchandise,
susceptibility to particular types of offenses, nature of
alarm systems and physical layout in order to minimize
susceptibility to crime and to increase effectiveness of
enforcement in the event of crime. (Proper use of
sensitive information)

Inventory and assume responsibility for possession of
property and money found in wrecked vehicles that have to
be towed off. (Dedication to rules and regulations)

Respond to felony-in-progress or "assist the officer"”
calls as quickly as possible to protect officers, victims,
and bystanders; to apprehend actors; and to recover any
property or evidence. (Prompt and unwavering dedication
to duty)

Examples of Job Analyst Observations

Check buildings for means of illegal entry.

Check abandonéd vehicles.

© Secure the scene of a crime.

Search residences, cars, etc., for contraband.

Issue tickets for traffic violations. (Opportunity to
accept bribes)

Search actors, suspects, and prisoners.

Conduct raids and busts.

Examples of Critical Incident Responses

Positive Incidents

Report and return all found, confiscate’ or recovered
money, drugs, goods, etc.

Report attempted bribes.
Negative Incidents

Failure to perform assigned tasks.

Dis;egard @nstructiOns to wait for a supervisor before
taking action.

Do things.own way instead of following instructions
of supervisor.

Accept stolen goods from a friend.

SOlic;t Or accept bribes to ignore illegal actions or
practices.

Take goods while investigating burglary alarm call at
a store.

Keep confiscated or recovered money, goods, etc., for
personal use.

Commit burglaries or thefts.

Examples of Public Attitudes from Project STAR

Acquire and protect evidence, including recording observed
and.verbal;y reported data, in relation to possible crimes
or infractions of rules and regulations.,

Take necessary steps to locate, identify, and impound lost
or stolen property.

Assist the criminal justice system and other appropriate
agency personnel.

Build respect for law and the criminal justice system.

Provide public assistance and maintain order.
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TABLE C5

DRIVING HISTORY AND DRIVER'S LICENSE

Examples of Felevant Statements from the Task Analysis Inventory

Operate car oy motorcycle in safe and courteous manner
while on routine patrol,

Patrol in marked vehicle to discover unusual activities
and suspicious circumstances such as burglaries, signs of
forced entries, people sitting in automobiles for no
apparent reason and people who obviously want to avoid
contact with officer.

Patrol in vehicles or on motorcycle to detect violations
of traffic laws.

Log location, time and type of call; proceed to location
by the most direct route.

Drive to general vicinity of calls given to other officers
to furnish assistance and help apprehend suspects if
necessary.

Pursue violator with red lights and engage siren if violator
fails to stop.

Engage in high-speed driving when required.

Terminate high-speed chase when viclation of actor does
not justify the danger involved.

Determine what speed to drive and whether to use red lights
and siren, based on the nature of call and Departmental
policies and procedures.
Respond to felony-~in-progress or "assist the officer”
calls as quickly as possible to protect officers, victims,
and bystanders; to apprehend actors, and to recover any
property or evidence.

]
Engage in high-speed driving to scene.

Place prisoner(s) in patrol car and deliver to booking
area of central jail or nearest substation.

Drive prisoner's vehicle to police lot or substation.

Transport non-prisoners (example: taking witnesses to the
station for statements).

Escort vehicles of visiting dignitaries, wide loads,
funerals, etc.

Drive car for visiting dignitaries.
Return patrol vehicle to station or garage at end of tour,

report any damage, and have it serviced before signing off.

Examples of Job Analyst Observations

Routine patrol and observation in a motor vehicle.
High-speed driving.
Pursuit driving.

Transport prisoners to jail.

Examples of Critical Incident Responses

Positive Tncidents

Drive carefully in congested areas while pursuing fleeing
actor.

Not unnecessarily break the speed limit or ignore
traffic laws while on or off duty.

Examples of Public Attitudes from Project STAR

Carry out routine surveillance in vehicle or on foot and
determine the existence of actual or potential crime-
related situations.




@ Draw sidearm, ‘in accordance with Departmental policies
TABLE C6 | when extreme violence scems imminent. ’
EMOTTONAL AND PSYCHOLOGICAL ADJUSTMENT ' Discha;ge firearm when threatened with danger to life
or serious bodily injury.
Examples of Relevant Statements from the Task Analysis Inventory e | Physically restrain members of either party at a strike
or demonstration.
Effectiveness i
p301de whether to use force (and what type to use)
Protect the scene at disasters, weather emergencies 10 a'group(crowd control situation, taking into
and explosions, patrolling through area to prevent ® conglderatlon the size of the crowd and the number of
looting and to maintain law and order. officers at the scene.
prevent panic during bomb threat by convincing parties If othgr officer appears about to overreact or use
in building that nogessasy Stops are boing taken. excessive force at a disturbance, intervene and
use less forceful approach.
Attempt to persuade potential suicides and other @ :
mentally dintuchbod individuals not to harm themselves Intervene in and control domestic quarrels and brawls.

or others. )
Calm aggressive prisoners by talking to them.

Respond to incidents involving snipers. . .
Talk to juveniles to establish rapport and build mutual

Respond to incidents involving hostages. @ understanding.

Tgstif{hin an objective manner before judge or jury
abou e crime or violation that was committed o '
arrest that was made. T the

Judgment

Evaluate the violator's attitude and comments regarding

the vioclation.
o Safety

Make decision to (1) release driver without issuing _ .
traffic citation, (2) release driver after issuing Pursue violator with red lights and engage siren if"
traffic citation, or (3) take driver to jail. violator fails to stop.

Determine what speed to drive and whether to use red Engage in high-speed driving when required.
lights and siren, based on the nature of call and ¢ )
Departmental policies and procedures. Provide emergency escorts to area hospitals.
Terminate high-speed chase when violation of actor Engage in high-speed driving to scene.
does not justify the danger involved.
‘ Image
Interview drivers of wrecked vehicles to obtain versions * ) .
of how the accident occurred. Interview pedestrian traffic law violators and issue
citations if necessary.
Order violator to cease committing the violaticon and/or ’
inform the violator that he is under arrest.
; ° Examples of Job Analyst Observations

Decide what weapon and force, if any, should be used )
when faced with resistance to an arrest. High-speed driving.
Subdue suspect using knowledge of physical restraining

techniques and defensive tactics which may include

use of baton or any common item which may be used as )
a weapon.

Pursuit driving.




Reason with emotionally upset individuals.
Ignore verbal abuse.

Controi crowds and prevent violence.

Calm down mentally ill persons.

Be patient and polite to hostile people or prisoners.

Examples of Critical Incident Responses

Positive Incidents

Ignore verbal abuse from the public, a traffic violator,
or an actor,

Hold temper.

Communicate quietly and rationally while being verbally
assaulted.

Remain calm when actor spits in officer's face.

Remain calm enough to administer effective first aid.

Remain calm during gunfire..

Think rationally after being shot.

Be able to think and react quickly.

Remain calm when faced with physical danger.
Negative Incidents

Write tickets to get back at someone.

Slash tires of individual who brought charges against
officer.

Feel that no one should challenge his/her statements
or decisions because he/she is a police officer.

Overreact when someone does not listen to or obey
him/her.

Feel meals should be discounted.

Use uniform to collect overdue rent.

-

Use position to try to impress friends with authority.
Bring friend to ride in patrol car and make partner

sit in the back seat while officer shows off and hdrasses
citizens.

Become emotionally upset by an offense and beat up the
actor.

Handcuff bystander laughing at officer.
Argue with an actor.
Get into own family disturbance and pull a gun.

Spin tires and throw gravel when leaving traffic
violators.

Get very excited during a stressful siﬁuation.
Overreact to people with weapons.

Panic and flee when another officer is shot.

Shoot an innocent bystander when an officer is shot.
Freeze during gunfire.

Become hysterical when injured.

Forget to give dispatcher location when calling for
assistance.

Become confused and give incorrect information while
dispatching during a chase.

Overuse siren.

Interpret tire blow out as sniper and puﬁ out "officer
assist".
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TABLE C7
EDUCATIONAL ATTAINMENT AND

PREDICTED UNSATISFACTORY ACADEMY PERFORMANCE

Examples of Relevant Statements from the Task Inventory

Attend roll call, receive assignments and handouts andogake
notes regarding Department policies, enforcement area
special concern, etc.

i i i iewing such items
ther information useful on job by reviewinc : .
gz daily bulletin, offense reports and by talking with

fellow officers.

Check bars and entertainment establishments to inspect .
health permits and licenses and to detect wanted persons,
drunks, liquor law violations, etc.

Keep notebook of daily patrol activities.

Determine if there is enough evidence against an actor. to
justify an arrest and/or search.

Plan tactics for conducting traffic patrol.
Give directions to pedestrians and motorists.

Check trucks for permits, load, weight, width, height,
flaps and license violations.

5ibili for possession of
tory and assume responsibility ‘
;?Z;grtyyand money found in wrecked vehicles that have to

be towed off.

Use formulas to calculate pavement friction factors and
speed estimates in traffic accidents.

Write full, detailed reports describing accidents.
Fill out narrative complaint form on actor.

i individ i legal procedures, to
terview individuals, following ' Ces, on
igtablish the validity of a complaint, to ob?alg énfozﬁigior
to use as evidence in prosecution or to obtain inform
necessary for continuing an 1nvestlg§tlon.

Analyze and evaluate availablg information at the scene
(evidence, statements, etc.) in order to -
identify suspects.

' e e,

Discuss details of case with D.A.'s office to determine
whether a case should be classified as civil or criminal.

Based upon interview with complainant and/or witnesses,
determine whether case is real or fictitious.

Handle juvenile actors and decisions regarding juvenile

cases based on knowledge of civil and criminal law as
applied to juveniles.

Explain to, the court the circumstances of a crime, probable

cause, and other evidence and facts necessary to obtain a
warrant.

File charges in corporation court.

After discussing case with D.A.'s office, file higher
level misdemeanor or felony charges in J.pP. court,

Review offense and prosecution reports to become familiar

with the facts and circumstances of the case prior to
testifying.

Testify in an objective manner before judge or jury about

the crime or violation that was committed or the arrest
that was made.

Act as custodian of the records, taking records to court,

qualifying records as the original and reading part of
all of the text in court.

Compose and type letters or reports.

Reep informed about latest laws and technical developments

by reading appropriate journals, newsletters or other
publications.

Attend seminars, inservice training programs, etc., to stay
abreast of work-related technical issues.

Review the statistical reports prepared by the department
and other law enforcement bodies to remain aware of current
trends in crime and enforcement activities.

Keep abreast of court rulings and opinions as they relate
to police policy.

Examples of Job Analyst Observations

Advise citizens of the law.
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Prepare offense reports.

Question victims, witnesses, and suspeéts.
Gather information from written materials.
Measure dimensions of loads on trucks.

Complete arrest reports.

Prepare accident reports.

Prepare arrest reports.

Communicate with other law enforcement agencies.
Discuss status of cases/investigations.

Testify in court.

Perform calculations for reports.

Examples of Critical Incident Responses

Positive Incidents

Know correct procedures for securing scenes so a proper
investigation can be made.

Negative Incidents
Arrest someone for a civil rather than criminal matter.
Make an illegal arrest.

Not give a legal warning to actor, causing case to be
dismissed. ‘

Conduct search without a search warrant when one
should have been obtained.

Not keep abreast of current laws.
Not call -homicide in to investigate a shooting.
Not file on an actor for the strongest case.

Fail to write the proper ticket.

Examples of Public Attitudes from Project STAR

Transmits and receives information in the form of written
material and oral messages.

Collecting, analyzing and communicating complete and
reliable information from appropriate sources to appropriate
recipients.

Review legal statutes, codes, case decisions, and other
reference material to assist in case preparation.

Seeks to increase professiocnal knowledge and skill through
academic and self~improvement activities.

Talks with witnesses, victims, suspects, offenders, and
members of the general public to obtain information.

Presents factual information in court based on field
observations and investigation of criminal cases.

Instructs other persons in the classroom or while on the
job.
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Examples of Critical Incident Responses

Positive Incidents

Ignore verbal abuse from the public, a traffic violator,
or an actor.

Hold temper.

Communicate quietly and rationally while being verbally
assaulted.

Remain calm when actor spits in officer's face.

Remain calm enough to administer effective first aid.

Remain calm during gunfire.

Think rationally after being shot.

Be able to think and react quickly.

Remain calm when faced with physical danger.
Negative Incidents

Slash tires of individual who brought charges against
officer.

Feel that no one should challenge his/her statements
or decisions because he/she is a police officer.

Overreact when someone does not listen to orx obey
him/her.

Disregard instructions to wait for a supervisor
before taking action.

Do things own way instead of following instructions
of supervisor.

Neglect of duty.
Refuse to complete offense report.
Make excuses not to take calls.

Speed away from accident so will not have to make
report.

Refuse to arrest actor when off duty.
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Conduct quick investigation for cases not considered
important.

Cut an investigation short if it is close to quitting
time.

Use position to try to impress friends with authority.
Bring friend to ride in patrol car and make partner sit
in the back seat while officer shows off and harasses
citizens.

Become emotionally upset by an offense and beat up
the actor.

Handcuff bystander laughing at officer.
Argue with an actor.
Get into own family disturbance and pull a gun.

Spin tires and throw gravel when leaving traffic
violators.

Get very excited during a stressful situation.
Freeze during gunfire.
Become hysterical when injured.

Forget to give dispatcher location when calling for
assistance.

Become confused and give incorrect information while
dispatching during a chase.

Overuse siren.

TABLE C9
EXCESSIVE USE OF ALCOHOL (AND INTOXICATION

WHILE ON DUTY)

Exacples of Relevant Statements from the Task Analysis Inventory

Effectiveness

Attempt to perform duties while receiving negative
or abusive comments from actors or bystanders.

Radio information about direction of travel,
description of vehicle and occupant(s) and what
suspects are wanted for, to alert other officers
in the area.

Direct traffic under emergenzy conditions,

Assume command of the scene of an accident, denying
access to the vehicles and scene if necessary.

Interrogate traffic law violators if commission of a
crime or assault by motor vehicle is suggested.

Coordinate activities of other officers at a crime-
in-progress scene to prevent escape; protect officers
and citizens by engaging in activities such as clearing
the area and positioning officers.

Execute a planned raid.

Subdue suspect using knowledge of physical restraining
techniques and defensive tactic.: which may include
use of baton or any common item which may be used as

a weapon.
Pursue fleeing actors on foot.

Discharge firearm when threatened with danger to life
or serious bodily injury. _

Testify in an objective manner before judge or jury
about the crime or violation that was committed or the

arrest that was made.

Decision Making

Evaluate the violator's attitude and comments regarding
the violation.
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Make decision to (1) release driver without issuing
traffic citation, (2) release driver after issuing
traffic citation, or (3) take driver to jail.

Terminate high-speed chase when violation of actor
does not justify the danger involved.

Determine best method of handling situation and whether
assistance from others (such as supervisors, detectives,
ambulance service, medical examiner, etc.) will be
necessary.

Decide what weapon and force, if any, should be used
when faced with resistance to an arrest.

Safety

Operate car or motorcycle in safe and courteous manner
while on routine patrol.

Determine what speed to drive and whether to use
red lights and siren, based on the nature of call and
Departmental policies and procedures.

Respond to felony-in-progress or "assist the officex”
calls as quickly as possible to protect officers,
victims, and bystanders; to apprehend actors; and to
recover any property or evidence.

Pursue violator with red lights and engage siren if
violator fails to stop.

Engage in high-speed driving when required.

Zpproach violator's or actor's vehicle watching for
unusual or potentially dangerous behavior on the part
of the vehicle's occupants.

Provide emergency excorts to area hospitals.

Image

Contact residents and businessmen in order to establish
rapport, answer questions, exchange information of
mutual interest, build public confidence and become
familiar with situations, people and characteristics

of beat. ‘

Prevent disturbances by being conspicuous and making
police presence felt.

Give directions to pedestrians and motorists.

Interview pedestrian traffic law violators and issue
citations if necessary.

Take statements or depositions from witnesses or violators
in traffic cases.

Talk to juveniles to establish rapport and build mutual
understanding.

Examples of Job Analyst Observations

Control several intoxicated persons (alone).

Subdue and control a struggling actor/intoxicated actor
(alone) (with assistance).

Run approximately 100 yards and catch a fleeing actor
(alone).

Force a resisting actor to the patrol car (alone) (with
assistance).

High~-speed driving.

Pursuit driving.

Advise citizens of the law.

Give verbal warnings to traffic violators.
Give directions to lost motorists.
Process DWI.

Administer breathalyzer test.

Draw weapons to have ready for use.

Examples of Critical Incident Responses

Negative Incidents
Intoxicated while on duty.
Wreck a patrol car because officer was intoxicated.

Come to the station intoxicated while off duty and
cause arguments and fights.

Fire weapons at others while off duty and intoxicated.
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TABLE C10

FINANCIAL HISTORY

Examples of Relevant Statements from the Task Analysis Inventory

Contact residents and businessmen in order to establish
rapport, answer questions, exchange information of mutual
interest, build public confidence and become familiar with
situations, people and characteristics of beat. (Public
trust in officer)

Familiarize self with business establishments on beat,
their employees, hours of operation, type of merchandise,
susceptibility to particular types of offenses, nature of
alarm systems and physical layout in order to minimize
susceptibility to crime and to increase effectiveness of
enforcement in the event of crime. (Proper use of
sensitive information)

Inventory and assume responsibility for possession of
property and money found in wrecked vehicles that have
to be towed off.

Respond to felony-in-progress or "assist the officer"
calls as quickly as possible to protect officers, victims,
and bystanders; to apprehend actors; and to recover any
property or evidence.

Conduct lawful search for evidence in buildings or motor
vehicles. (Unwavering execution of duty)

Place prisoner(s) in patrol car and deliver to booking area

of central jail or nearest substation. (Unwavering execution

of duty)

Survey crime scene to determine the type of offense, means
of entry and exit, damage to property, theft of property,
etc., in order to determine investigative procedures to
follow and type of assistance required, if necessary.
(Proper use of sensitive information)

‘Take possession of recovered stolen property.

Observe locations where stolen goods may be fenced in
order to identify suspects and trace goods.

Accept monetary bonds on prisoners.
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Protec@ the scene at disasters, weather emergencies and
exploslons, patrolling through area to prevent looting and
to maintain law and order.

Check homes of people on vacation for signs of illegal
entry.

Take custody of, describe, record and account for
possessions or property of prisoners or others.

Examples of Job Analyst Observations

Conduct undercover meetings. (Proper use of sensitive
information) ‘

Receive information from informants.

Measure dimensions of loads on trucks. (Unwavering execu~-
tion of duty)

Issue tickets for traffic violations. (Unwavering execution
of duty)
Search actors, suspects, and prisoners. (Unwavering

execution of duty)

Examples of Critical Incident Responses

Positive Incidents

Report and return all found, confiscated or recovered
money, drugs, goods, etc.

Report attempted bribes.

Pretend to accept a bribe so actor can be prosecuted.
Negative Incidents

Accept stolen goods from a friend.

Solicit or accept bribes to ignore illegal actions or
practices.

‘Take goods while investigating burglary alarm call at
a store.

Keep confiscated or recovered goods, money, etc., for
personal use.
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Commit burglaries or thefts.

Examples of Public Attitudes from Project STAR

Being objective and ethical in personal behavior and in
functioning as a representative of the criminal justice
system.

Protecting the rights of all individuals and groups to
equal application of the law, a fair and impartial trial,
and appropriately dignified treatment. ’

Enforcing laws in an impartial manner and support@ng the
concept that all persons, including criminal justice
personnel, are equally subject to the law and will be
treated equally by it.

Acquiring and protecting evidence, including recording
observed and verbally reported data, in relation to
possible crimes or infractions of rules and regulatlions.

Taking necessary steps to locate, identify, and impound
lost or stolen property.

Examples of Relevant Statements from the Task Analysis Inventory

TABLE Cll

ILLEGAL DRUG BEHAVIORS

Take possession of confiscated drugs or narcotics.

Collect information from and about persons who are over-
dosed on drugs to determine if foul play was involved.

Interview individuals,

following legal procedures, to
establish the validity of a complaint, to obtain information

to use as evidence in prosecution or to obtain information
necessary for continuing an investigation.

Make narcotic buys in undercover role.

Search clothing and possession of prisoners, according to
procedure, to discover weapons and contraband.

Engage in high speed driving to scene.

Examples of

Job Analvst Obsevvations

Receive
Conduct

Conduct

Examples of

information from informants.

undercover meetings.

preliminary tests on suspected drugs.

Critical Incident Responses

Positive Incidents

Report and return all found, confiscated or recovered
money, drugs, goods.

Negative Incidents

Keep marijuana taken from actor and smoke it off duty.

Examples of Public Attitudes from Project STAR

Acquires and protects evidence, including recording
observed and verbally reported data, .
possible crimes or infractions of rules and regulations.-

in relation to




Carries out. routine surveillance in vehicle or on foot and
determines the existence of actual or potential crime-
related situations.

Administers tests to suspects or offenders to determine
drug and alcohol use.

TABLE C12

APPEARANCE AND BEARING DURING INTERVILEW

Examples of Relevant Statements from the Task Analysis Inventory

Contact residents and businessmen in oxrder to establish
rapport, answer questions, exchange information of mutual
interest, build public confidence and become familiar with
situations, people and characteristics @f beat.

Familiarize self with business establishments on beat,
their employees, hours of operation, type of merchandise,
susceptibility to particular types of offenses, nature of
alarm systems and physical layout in order to minimize
susceptibility to crime and to increase effectiveness of
enforcement in the event of crime.

Maintain appearance, clothing and personal equipment to
satisfy inspection requirements.

~Ask traffic violator or actor for identification and explain

why it was necessary to stop his vehicle.

Locate, interview and establish credibility of witnesses
to traffic accidents.

Interview injured parties at hospital (and medical personnel
if necessary). a

Patrol through area containing labor pickets, marches, or
demonstrators; observe their actions and talk with them
to maintain peace and order and to document information
about their activities.

Patrol on foot at large gatherings of people such as
sports events to observe and serve as a deterrent to
violence and disorder.

Physically search for and interview voluntary witnesses to
crimes, accidents, etc.

Answer questions of interested parties about prisoners
regarding charges, release procedures, transfer status
and similar topics.

| Talk to juveniles to 2stablish rapport and build mutual

understanding.

Testify in an objective manner before judge or jury about
the crime or violation that was committed or the arrest
that was made.
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Examples of Job Analyst Observations

Advise citizens of the law.
Help a stalled motorist.
Talk/counsel with juveniles.

Investigate traffic accidents.

Advise victims of their rights and procedures for f£iling

charges.

Routine patrol and observation.

Issue tickets for traffic violations.
Direct traffic at intersections.

Direct traffic at the scene of an accident.
Testify in court.

Control crowds and prevent violence.

Examples of Public Attitudes from Project STAR

Handles small or large 'groups of peoplg involved in
potential or actual disturbance situations.

Meets with citizen groups in programs directed Foyard
understanding law, crime prevention, and the criminal

justice system.

Presents factual information in court based on field
observation and investigation of criminal cases.

Examples of Relevant Statements from the Task Analysis In

TABLE C13

AGE REQUIREMENT

PART I - 19 OR OLDER

Protect the scene at disasters, weather emergencies and
explosions, patrolling through area to prevent looting and
to maintain law and order. (Public trust in officer)

Implement search, evacuation and manning plans after
receiving or hearing of bomb threat or other emergencies.
(Command respect and attention)

Prevent panic during bomb threat by convincing parties in
building that necessary steps are being taken.

ttempt to persuade potential suicides and other mentallly
disturbed individuals not to harm themselves or others.

Order violator to cease committing the vioclaticn and/or
inform the violator that he is under arrest. (Command
respect and attention)

Patrol through area containing labor pickets, marches, or
demonstrators; observe their actions and talk with them
to maintain peace and order and to document information
about their activities.

Contact residents and businessmen in order to establish
rapport, answer questions, exchange information of mutual
interest, build public confidence and become familiar with
situations, people and characteristics of beat.

Examples of Job Analyst Observations

Obtain and serve warrants.
Conduct raids and busts.
Reason with emotionally upset individuals.

Control crowds and prevent violence.

Examples of Public Attitudes from Project STAR

Handle small or large groups of people involved in
potential or actual disturbance situations.

vantory
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Examples of Critical Incident Responses

; Positive Incidents

Chase a fleeing actor approximately one mile over
i fences and drainage ditches.

Apprehend actor after long chase.

Apprehend a screaming, kicking, biting, struggling
actor.

Tackle a fleeing actor.

Disarm an actor.

¢t et it ey

Force an actor into a patrol car.

Restrain a mentally ill person.

! Hold the arm of a mentally ill person to prevent him
from shooting someone.

Apprehend two people at once without using firearms.

ST ASCT A ety Serlesiert

PART II - LESS THAN 36

Examples of Job Analyst Observations

Push a stalled automobile off the street (alone) (with
assistance).

Break through a door to gain forcible entry (with
assistance). ‘

Climb over a five-foot fence to enter property (alone).
Control several intoxicated persons (alone).

Subdue and control a struggling actor/intoxicated actor
(alone) (with assistance).

Lift and carry a resisting actor into the patrol car (with
assistance). ’

Run approximately 100 yards and catch a fleeing actor
(alone).

Lift and carry portable scales (alone).
Lift injured person from automobile onto a stretcher (with

assistance).

Examples of Critical Incident Responses

Chase a fleeing actcr approximately one mile over fences
and drainage ditches.

Apprehend actor after long chase.

Apprehend a screaming, kicking, biting, struggling actor.
Tackle a fleeing actor.

Disarm an actor.

Force an acto; into a patrol car.

Restrain .a mentally ill person.

Hold the arm of a mentally ill perscon to prevent him from
shooting someone.

Apprehend two péople at once without using firearms.
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Pull man back from ledge of building.

Pull man from stcpped car who refused to get out.
Pull unconsbidus man from burning car.

Lower partner into building on rubber hose.

Lower self into building from rubber hose.

Carry unconscious people out of burning apartments.
Kick in door.

Jump ten feet down from a window onto the roof of a
next door building.

Retrieve body from bayou.

Negative Incidents

Not able to climb back yard fence while chasing actor.

Not able to run as fast as actor and lose him in the
chase.

After catching up to a fleeing actor, too out of
breath to apprehend him.

Unable to subdue actor alone.

Wrestle actor for gun and lose.

Examples of Public Attitudes from Project STAR

Engage in the necessary verbal and physical actions to
protect himself and others in the presence of physical
threat from persons or circumstances.

.
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TABLE Cl4

COMMITTED IMMORAL BEHAVIORS

Examples of Relevant Statements from the Task Analysis Inventory

Search prisoners and strip them of everything but clothes
when they are brought to the jail.

Check prisoners for injury and see that prisoners receive
medical attention.

Transport non-prisoners (example: taking witnesses to
the station for statements).

Escort or guard prisoners while in transfer (vehicle).

Place prisoner(s) in patrol car and deliver to booking
area of central jail or nearest substation.

&

Guard hospitaliied prisoners.
Control cell blocks.

Monitor the general behavior of prisoners in the cell
blocks.

Physically search for and interview voluntary witnesses
to crimes, accidents, etc.

Speak with and gain trust of persons to develop them as
confidential informants and gain information about
criminals and planned or committed crimes.

Talk to victim(s) of crime to explain procedures that will
be followed in the investigation, to reduce anxiety and
to provide victim(s) with needed information.

Collect information from and about persons who are
overdosed on drugs to determine if foul play was involved.

Attempt to comfort emotionally upset persons such as
rape victims or relatives of injured persons.

Talk to juveniles to establish rapport and build mutual
understanding.

Check bars and entertainment establishments to inspect
health permits and licenses and to detect wanted persons,
drunks, liquor law violations, etc.
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Examples of Job Analyst Observations . .g TABLE C15
. ey it
Escort a distressed citizen home. ; MARITAL INSTABILITY AND IMMEDIATE FAMILY CRIMINALITY
Help a stalled motorist. !
) ) ) ‘ Examples of Relevant Statements from the Task Analysis Inventor
Talk/counsel with juveniles. ®! = < Y
t . .
: Intervene in and control domestic quarrels and brawls
. o . I .
Check on motorists who are sleeping, ill, etc. :
. ot i f Protect the scene at disasters, weather emergencies and
Console victims. ‘r explosions, patrolling through area toc prevent looting
£ . e and to maintain law and order. (Calm response to stress-
Check persons for possible injuries. o ful situation)
Search actors, suspects, and prisoners. | Prevent panic during bomb threat by convincing parties
- sport prisoners to jail in building that necessary steps are being taken.
ran : . .
1 with Juveni ~ Attempt to persuade potential suicides and other mentally
Counsel with juveniles. @, disturbed individuals not to harm themselves or others.
Examples of Critical Incident Responses Respond to incidents involving snipers.
N tive Incidents g Respond to incidents involving hostages.
ega A -
: i@
: i i have ,
Tagiaiu‘;:?;iioﬁz O"f”éhhﬁzi to spend the night and A Examples of Job Analyst Observations
se wi . ’ ;
£ 1 . Discuss status of cases/investigations. (Proper use of
Rape a female while on duty. ' sensitive information) .
Force prisonhers in jail to commit oral sodomy on O.' .
officer. “ : Examples of Critical Incident Responses
. . . i Negative Incidents
Examples of Public Attitudes from Project STAR | 3 .
’ » 1] 0]
Interact with families of suspects and clients to obtain ‘; ggg%?guigetgrggiiswiihélvorce officer became very
and provide information and to make plans. : .
1 .  Lives § While having problems at home officer became very
Attempt to locate, apprehend, and return fugitives. § irritable, used firearms more than necessary and
co threatened to shoot actor who would not confess.
o
z
{
|
o






