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SUMMARY 

The objective of the research . t proJec was to develop an en-

trance-level patrol officer selectJ..·on program relevant to job per-

formance and free from minority group factors. This report 

describes how this goal was accomplJ..·shed within the time and re-

The research effort was successful 

performance of patrol officers using a concurrent validity design. 

from black and white ap

June 1974~ The Court decision 

In addition, data are presented 

plicants taking the examination in 

which found the test battery to be valid, job related, practically 

significant, and non-discriminator~ is also discussed. 
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• 

• 
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CHAPTER 1 

ISSUES IN PERSONNEL SELECTION 

P~blic policy and personnel selection 

Traditionally, industrial/organizational psychologists have 

concentrated their efforts on personnel selection in the private 

sector of the economy. Only within the past five years have 

industrial/organizational psychologists become involved w~th public 

policy and personnel selection issues. Personnel selection for 

public organizations entailS greater complexity and has had a more 

direct influence in formulating public policy. The Civil Rights 

Act of 1964 and the establishment of the Equal Opportunity Employment 

Commission has had a great impact upon personnel selection practices 

of both pUblic and private organizations. Personnel selection for 

public organizations must take into consideration the diverse in· ... 

terests of many constituencies within the social and political 

framework. Issues such as residency requirements dnd preference 

for veterans operate as selection factors in the public ~ector ,. 

Personnel selection in the public sector is therefore more \,;:omplex 

due to these constraints and contingencie~ which are 'not present 

in the private sector of the economy. 

The establishment of public policy for personnel selection 

should be guided by the -following series of recognized procedures 

(Barrett, 1973). First, a model is required describing how indi-

viduals function on the job. This implies that the job being per-

formed must be understood in suffic~~ent depth to formulate an ad-

equate model. A complete and detailed job analysis and description 
prov.ide this in:formation and allowed definition of the expected level 
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of job performance. The problem of establishing performance criteria 

is especially acute in public organizations since jobs in this sector 

are often service oriented making objective criteria, such as sales 

volume, profits, units produced, etc. inappropriate. 

The second procedure involves the isolation and definition ~f 

the individual attributes which are required for suqcessful per

formance of the job anQ the relative contribution of each attribute 

to job success. This determination will operationally define the 

tests or selection procedures which are most effective in predicting 

the specified criterion behavior. 

Third, it is necessary to estimate the validity of each of 

the specified measures of individual attributes against each cri

terion of performance. 

Fourth, any value judgments or decisions related to public 

policy and personnel selection should be explicitly stated and if 

possible quantified. This step is typically not performed in the 

personnel selection field. Instead implicit values or assumptions 

are allowed to operate. The specification and quantification of 

these values is critical for personnel selection in public organi

zations ~ince numerous divergent value systems exist within the 

community. Each value system must be taken into consideration in 

developing appropriate per~onnel policies. It must also be realized 

that cost factors implicitly limit the number and types of selection 

tests used and the procedures employed to establish the validity' of 

these instruments. 

~------ ---- ---~~~-~---~~~--~--"-..::.:.-,;~=:...:;;. 
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Fifth, a p~l:Lcy statement or a plan of actilon should' be 

developed and formalized. 

While it is possible to c~nceptualize the clbove procedures, 

there are a numbE~r of additional cc.unplexities inherent in the 

personnel selection of patrol officers as this job is perhaps one 

of the most sensitive public service positions. The complexities 

in the selection of patrol officers clearly demonstrate that the 

development of public policy in the area of personnel selection is 

quite different from that encountered in private organizations. 

Some of these complexities require that the industrial/organizational 

psychologist redefine and reformulate usual procedures, techniques, 
. 

and definitions used in personnel selection in private industry. 

Traditionally, the psychologist is concerned with relating cer-

tain test scores, broadly defined, to some measure of job performance 

or criteria. The selection decision is then based upon composite 

weighting of test scores with the individual rec~:dving the highest 

test score given first preference for the position. In public 

service organizations the situation is often quite different~ While 

a typical civil service c0mmissionwill have a test battery prepared 

as an integral requirement for a position, other considerations are 

incorporated into the final hiring decision. For example, residency 

is often a prerequis~te for application for a position in a public 

organiza·l:ion. In many:\.cases, points are added on to the test score 

based upon whether or not the applicant has completed military 

service. This veterans preference is obviously a selecti~n' device 
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is very real. Society has decided that those serving in the 

military forces should be given special consideration over those 

who have not. There may be a presumption that being a veteran will 

add to job proficiency, or the preference may be cons idered a rewar l 
...J 

for past service to society. The latter might be called a pOlitica'l 

validation measure as contrasted with the more usual predictive, 

content, con$truct, and concurrent v~lid~ty as d d b ~. un erstoo y indus-

trial psychologists. 

There are other types of variables which have been incorporated 

into the personnel policy of many police departments. These variables 

have been established by a process of "consensual validation" -

everyone aggrees they are essential police requirements. These 

variables are physical standards, medical examinations, and background 

checks. Various height and weight ranges have been specified for 

patrol officers by a number of different police departments. The 

height and weight standards are particularly bothersome, as are 

any measures which have been adopted by consensual validation, since 

the philosophy and rational for these types of measures have typically 

not been well articulated in either the private or public sector. 
.-

Perhaps the case of the vision test for the state drivers license 

examination might serVe as a focal poL~t and relevant analogy. 

Everyone in our society agrees that a blind man Should not be given the 

right to drive a motor vehic;le' '. E . veryone aga~n WQuld agree tha.t 

soxueone "",ho could only see 100 feet in front of him should not 

be allowed on the highways. The problem occurs when you attempt 

• 

• 

• 

• 

• 

• 

• 

• 

• 

• 
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to ~Btablish a cutoff point on a variable of this nature. 
I 

If it 

were u variable used by psychologists ,for prediction, ideally every

one would ~e allowed to drive on the road for a period of time and 

a correlation would be established between visual acuity and per

formance on the highways as measured by the number of accidents 

individuals were involved in over a five year period. 
This of 

.' 

. course is not 'feasible in our society and no responsfble individual 

would advocate such an approach. What our socie'ty has done is to 

reach a consensus that to drive a motor vehicle an individual 

typically must have a visual acuity equal to 20/30. 
This is not 

to imply, nor does the empirical data support the view, that in-

dividuals with visual acuity above this minimum cutoff point are 

4n the dr;v~ng task than those at the cutoff point 
more competen t ~ ~ ... 

(Barrett, Alexander, and Forbes, 1973). 
The difficult decision 

for society is to determine the basis of an appropriate cutof.f 

point. 

A similar situation exists when establishing police department 

personnel policy for both height and weight. In the past, there 

that patrol officers should be at least 5' 6" . 
may have been consensus 

, b d on tbe rational view that a patrolman below 
This was probably ase _. 

h dl h imself in those situations 
this height would not be able to,; an e 

which would require the use of p~ysical force. 
However, one can cite 

cases where particular individuals below a required height might be 

. th use' of necessary physical restraint •. 
extremely p~oficient ~n e 

1 ;n o' ur society would agree that an in
But again, most individua s ~ 

three feet tall would never be able to develop the 
.aividt),al who is 

, 'i' "," ~, ~,' 

\ . 

.... 



• , 
physical prowess required, at times, by patrol officers in the 

performance of their duties. So again, society is left with am-

• biguity resulting from the height standard they have established 

since it does not imply that the taller the individual the more 

proficient he will be in performing any of the functions of a 

• patrol officer. 

Medical examinations present a similar problem. Again, 

society must face the issue of consensual validation and determin-• 
ation of an acceptable cutoff point which minimizes the risk to 

society but does not discriminate against individuals on irrelevant 

• criteria. Here the situation is very analogous to that of the 

vision test used in driver's license examinations. Society, for 

example, could specify that the vision test should show minimum 

• acuity of 20/10. This would, of course, insure society that all 

individuals who are deficient in visual slcills would not receive a 

• license. This standard though would also eliminate all those with 

20/20 vision who would be quite acceptable drivers. There are evi-

dent risks of having both false positives (individuals selected into 
. 

the system who fail) and false negatives (individuals not selected 

who would.-succeed). The solution to these problems is complex. 

• 

• 

• 
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Possible Models of Personnel Selection 

Conceptually there are a number of methods by which individuals 

can be selected for jobs in our society. One model would involve 

hiring on a probationary basis all in~ividuals who apply for a job. 
-' 

After a specified period of time these individuals would be evaluated 

on. their probationary job performance. The ol.'ganization could then 

retain only those indi.viduals necessary .to fill the number of actual 

available positions. Retention would be a function of the individual's 

training and/or job performance. This model is analogous to the 

one used by many state universities with open admission policies 

which allow all residents of the state with a high school diploma 

to enter the state university system. The chief drawback to this 

model, particularly in the context of personnel selection, is one 

of practicality and cost to both society and the individual. In 

view of current economic conditions there may be a thousand applicants 

for one hundred job positions. The cost of training and evaluating 

all of these applicants would be prohibitive. In addition, placing 

unqualified probationary employees in responsible jobs may entail 

too great a risk for the organiz~tion or society as ·a whole. 

A second model would involve a random selection of applicants 

equal to the number of position openings. On the surface this 

would seem to be a very "fair" method of selecting individuals 

for positions. However, the fairness of this selection procedure 

is based on a .. number of assumptions. First, this model may be based 

on the assumption that everyone could p~rform the job in qUestion 

with equal proficiency. There are probably a few jobs of this 

" 

" : ~ 
, ). 

" .. < 
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nature in our society but they are extremely small in nun'iber and 

represent the rare exception. Conversely, this method of selection 

could be based on the assumption that eVeryone in our society is 

equally qualified to do any job and there are really no individual / 

differences in the potent~al f . • per ormance level of any member of~r 

society for any position. A large body of empirical evidence in

dicates that this assumpt;on of no " d' "d ~ ~n ~v~ ual differences is unten-

able (Tyler f 1965). 

A third selection model would be based upon some form of a 

quota system. Applicants would be classified acoording to demo

graphic varibles such as sex and race and then hired so as to 

select a predetermined proportion from each of the designated 

categories. This model has a number of inherent difficulties in 

implemen ta tion. Firs t d"' I , a ec~s~on must be reached relative to ,tthe 

appropriate categories for the quota system. Should the categirieS . 

include sex, age, religion, education, ethnic group or other vJrious 

demographic factors? When th . . e ca~egor1es have been established, 

a decision must be made as to the proportion of each category that 

should be selected for the position openings. 
, 

Should this pro-

portion ~e based on the number of applicants or on some broader 

population base? This decision will drastically effect the pro

portion of individuals hired in each category. For example, we 

would expect that proportionately fewer women would apply for certain 

'jobs than their actual number in the population. If only l~fo of 

• 

• 

• 
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• 

• 

• 

• 
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of the appl~cants are women, should that be the proportion 

hired or should the proportion of women hired be 5~fo which equals 

their representation in tha population at large. After decisions 

relative to the establishment of quota categories and proportions, 

a third judgment must be made regarding the method of selection of 

individuals from each category. A random choice method ~ay be em-

ployed or applicants may be selected on the basis of individual 

attribute measures which reflect the probability of later job success. 

A fourth model would be a procedure based strictly upon selection 

of individual~; "dth those intrinsic attributes (Gulliksen, 1950) 

'that are predictive of job success. This model assumes that there 

are individual attributes which can be measured prior to employment 

and that these individual attributes predict subsequent performance 

on the job. A second assumption of this model is that selection of 

individuals for positions in our society should be based solely 

upon the probability of success. This model specifically rules 

out the use of coincidental extrinsic predictors such as age, pro-

fession, race, sex, residence, occupation of parents, and other 

variables which are not intrinsic to job pe r'iormance.. A distin ction 

must be made between intrinsic attributes and extrinsic variables. 

If one were to take a purely empirical approach and sta.te that any 
I 

individual variable or characteristic which can be measured is a 

legitimate basis for job selection, the resulting selection model 

would be totally different and might be potentially discriminatory 

from our point of view. 

An example will help to clarify this point. Assume that we are 

.-Il':..J:e::.li:! .... rwt""'l.l .... •• tJ..J.."",,· n.l..loWo-...cAul..lobu:.al.l.n.I..Jiua;LIp.&.,:..... t.l..r;&..aa.L.IosQ.,l,l.JOlaOoAoto}.our ... sl... ...... fI.1Q.xl;,. ..... t.l:or..hu· s;;.e..;.J.ijU"'nk,i/,i.;.l,toJij.ei.!od ... , .... NjJ.IA.tlol;.JoIol· 0lilonl.l· h.:.!=i_-,--' _' ....::.:.....-. 
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involves translating Albanian into English. Usiny a strictly 

empirical, arm-chair approach we might determine that 

first generation America.'1. Albanians could perform better in this 

position than those individuals whose parents were not originally 

from Albania. We would then have two groups based solely upon 

the national origin of the parents. The first group would be 

composed of first generation Albanian Americans and the second 

group composed of all others whose parents were either native Amer

icans or from some other nationality. A very efficient selection 

process might involve selecting individuals from only the first group. 

This select1.·on procedure us 8 s a ~ coincidental variable as a 

predictor of job performa.nce and may be considered discriminatory. 

It is probably true that, relative to the population in general, 

a larger proportion of the first generation Albanian Americans 

would be able to efficiently translate Albanian into English. The 

group of Albanian Americans would be expected to receive a much higher 

mean or average score on a test of translating Albanian into English 

than would the overall population. However, there would be individuals 

in the first group of Albanian Americans '''ho would be completely inept in 

the translation of Albanian into English and conversely a very small 

number of individuals from the second group might be'extremely 

proficient in translation. If we. were to confine our selection .. 
procedure only to the first group, based upon the coincidental 

variable of nationality of parents., then we would be clearly dis

criminating against a very small proportion of proficient indi

viduals from the second group. However, an argu ment could be '. 

made that selection of indiv.iduals from the first group only 

would insure a higher probability of successful hiri~g and would 

be more efficient from a cost criterion standpoint. 
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It might be quicker and cheaper to recruit and select only 

individuals whose parents were from Albania because their mean score 

, on the test would be higher. We reject this concept because it is 

quite conceivable that an individual who~e parents were not from 

Albania could become quite proficient in the language and have a 

high probabil:l,ty of success in the position. This indivigual 

should not be denied that opportunity because of his parents' na-

tionality. 

If we eliminate coincidental vari.ables and adopt an intrinsic 

validity approach to this problem, we should be concerned only with 

the ability of an individual to efficiently translate Albanian into 

English, regardless of parental nationality. From our perspective 

the only nondiscriminatory way to select applicants for the posi-

tion of Albanian translator would be to devise an appropriate instrument 

which is related to success at the task and allow all applicants to 

take that test. Selection of' applicants would then' be based entirely 

·upon their test proficiency. 

This f.ourth model, identifying intrinsic attributes of individuals, 

will be the basic model followed in the present investigation. 

Selection Ratio, Restriction of Range and Percentage Considered 

Satisfactory as Policy Issues 

This section of the report will focus on police issues re-

lated to selection ratios, restricti~n of range and percentage 

considered satisfactory in organizations. The total selection 

. d' d 'n F~'gure I I (Bass and Barrett, placement process ~s 1. agr amme 1. ~ • 

1972). 
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FIGURE 1. 1 An overview of phases and decisions in the se)cction-p)act:
ment process. 

Phases 

Performance 
appraisal 

Information and 
doclslon reqlliramenta 

Task roqulremllnts and Job 
value: Location. travol: 
age, ed,.lcatlon,·>IIlCperlencli • 
skills; salarv, etc. 

Cost of recruiting: M!tdla, 
personnel funlltlons; 
Salectlonratio: Acceptable 
range of qualifications and 
desirad number of applicants 

Testing and other Informlitlon: 
Validity, accoptablllioveis 
of presllnt lob performance: 
costs of testing, etc. 

Additional testln~i assessment, 
14---+---~ training: Relevance and reliability 

of measurement: criteria and cost, etc. 

Selection Ratio: 

Th~ importance of the selection ratio to personnel selection 

was first fully emphasized by Taylor and Russell (1939). In the 

conventional conceptualization of selection ratio, a ~ow selection 

ratio is considered favorable for the o:l:'ganization. r11.1is is a 

situation where there are a large number of applican~s relative 

to the number of positions available in the organization. An ex-

ample of a low selection ratio would be a'situation in which only 

• 

• 

• 

• 
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• 

• 

• 
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one individual is selected out of a pool of ten applicants. A 

high selection ratio is considered to be less favorable for the 

organization and would occur in a situation in which ni . indi-

viduals were selected out of a pool of ten applicants. When 

there are a large number of applicants for a small number .• of po-

sitions it is expected that a psychological test will have its 

greatest utility for the organization. 

This generalization follows the conventional conceptualization 

of the selection ratio. However, this generalization implies that 

there are other factors which are implicitly assumed to rewain con-

stant. The most important implicit assumption is that you continue 

to sample from the same population when you increase the number of 

applicants. 

The total selection placement process, as illustrated in F'ig-

ure 1, indicates that a number of other factors enter into the 

selection process. The most important factor in determining the 

·favorableness of the selection ratio is the,recruiting function. 

Typically, the implicit assumption is that as a result of the re-

crui tment more applicants will he drawn from the same population 

as those who are presently applying for a pOSition in the organi-

zation. If recruitment results in attracting applicants with 

markedly different individual attributes, then one of two possible 

results might occur. If superior applicants are recruited a more 

favorable selection ratio will result thus increasing the utility 

.! 
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of using some selection process. 
Conversely, if applicants 

inferior' d' 'd ~n ~v~ ual attributes are recruited 
this will have 

little affect on the utility 
of the selection process. 

of 

The following hypothetical 
example illustrates this point. 

A well known engineering school 

utility of their sele t' 
is attempting to increase the 

c ~on process by 
an expanded recruiting 

campaign which will give them a more 
favorable selection ratio 

for the fixed number of openings in 
their entering freshman 

class. Past research has indicated 
repeatedly that the quanti-

tative se t' 
c ~on of a schola~tic apptitude test, 

in combination 
with high grades in science and 

mathematics was h' h" ~g _I..y predic-
tive of suc ' , cess ~n eng~neering Th ' , . e recru~t~ng 
in t ' 

process results 
W~ce the number of applicants 

but these newly recruited appli
cants are students who have extremely 

low scores on the scholastic 
aptitude test and low grades in high 

school science and mathematics 
courses. Therefore, little . 

overlap ex~sts on relevant individual 
attributes between the u 1 . 

Sua " appl~cants a d th nose who applied as a 
result of the recruiting program. 

If we further assume that the 
; engineering college routinely 

admits only the top 20% of students who 
apply then it is evident 

that the increased recruiting effort 
will have no 'utility for the 

organization. 
This is true despite the f 

act that the selection 
ratio has become much more f bl avora e in th e conventional sense 
(~electing one out of ten 

applicants as oppo d t se 0 one out of 

I 
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five). This increased selection ratio might really have neqative 

utility for the organization since an increased number of students 

have been encouraged to apply for an educational experience which 

exceeds their qualification$. Clearly there is almost no probab-

ility that they will be selected into the academic institution. 

This could cause resentment among those students who have been re-
-' 

jected because they have been encouraged to apply to. the engineering 

college with the expectation that at least some of them will be se-

lected for the available openings. 

This problem is especially acute for public organizations 

since they invariably operate under a system having a fixerl num-

ber of openings and a variable number of applicants. An increased 

number of applicants as a result of recruiting is of value only 

if the applicants being recruited are drawn from the same distri-

but ion of individuals as the usual applicants on the relevent in-

dividual attributes or if they have superior qualifications. 

Decreasing the number of applicants may also be of value in 

certaincircumstances~ stromberg (l948) found that testing pro

grams tend to draw better applicants. The results indicated that 

inclusion of tests in a selection program tends to result in a 

voluntary screening pl:ocess whereby individuals who are least 

qualified do not apply for available openings. On this basis alone 

tests may have positive utility for an organization. 

Restriction of Range: 

The problem of selecting from a restricted range is often 

severe in many public organizations. Restriction of range occurs 
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when job nppll.cnnts are fairly homogenOtlS in those aLtributes which 

arc predtctive of success on the job. When a very large number 

of qualified applicants apply for positions in public organiza-

tions only those who are highly qualified and have an extremely 

high probability of success are hired. This situation is analog-

ous to a very select university which only admits those students 

who have a high probability of success as demonstrated by their 

high school grades and s cores on scholastic aptitude tests . stu-

dents with low high school grades and low scholastic aptitude 

test scores are not admitted into the university. This restricts 

the range of those admitted, creating problems in prediction and 

lowering the validity coefficients found betl..;een predictors and 

the criterion of successful academic performance. In such a selective 

university you must predict success or failure among students who are 

all highly qualified. Prediction would be much easier if the students 

had a wider range of both high school grades and scholastic aptitude 

test scores. (This will be illustrated for ·the present study in Chapte;r: 5.a , 
The restriction of range found in a select university is 

. 
often apparent in public organizations 'whar-e a large number of 

individua"ls apply for a limited number ot available positions. 

The result of this restriction in range is a lowered validity co-

efficient relative to the one that would exist if a total hetero-

geneous population of applicants were performing the same job. 

Percent considered Satisfactory: 

The efficiency of the selection process is also a function 

of the number of individuals who can successfully perform the job. 

. , 

• 

• 

• 

.' 
• 

• 

• 

• 

If everyone can successfully pe~form the job in question ob

viously no selection device is' required. Conversely, if the job 

is extremely demanding, such as that of an astronaut, then only 

a few individuals may have the necessary qualifications to per-

19 

form the tas"k. Wh r . b . e e a JO ~s very demanding, and many individuals 

would not be successful, the utility of a selection program may be 

enhanced. 

In private organizations it is often easier to determine 
.. 

the percent considered satisfacto;y in performing their job duties 

based upon available objective standards. For example, to be con

sidered a satisfactory salesman in some private organizations, the 

salesman may have to generate a certain number of sales each month. 

The situation is often more difficult in a public organization 

since the jobs are often service oriented. In a service oriented 

organization it is frequently mOlta difficult to specify the distinc

tion between a satisfactory and an unsatisfactory employee. 

Plan of the Present Report 

This introduction has reviewed the general complexities of 
. 

personnel selection research in public organizations. The tech-

nicc:1 report will present, a chronological discussion of a vali

dation study conducted for Akron patrol officers. Separate Sec

tions of this technical report will present discussion$ of the 

development of a job description, a review of the research lit-

erature, criterion development, selection of tests, and the con~ 

current validation study... There was considerable overlap in 
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these various aress during the course of the project which started 

in early September of 1973 and was completed in June of 1974. 

Upon completion of the validation program the t~st battery was 

administered to applicants in June 1974. The decision of the 

Federal District Court was announced in January 1975. 

.-
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CHAPTER 2 

JOB ANALYSIS 

The initial phase of the project involved completion of a job 

analysis and job description for the Akron Police Force. This 

part of the project was started in September 1973 and concluded in 

December 1973. It was the primary responsibility of Mr. Thomas 

Garver with assistance from Mr. Edward Barber and was reviewed by 

all members of the research team. The job analysis p~ovided the 

framework for the identification of job dimensions to be used in 

the selection and performance evaluations of patrol officers. 

\ T-ne job analysis consisted of five related yet diverse proce-

dures which were used to obtain a comphrehensive information base \ 

from which to derive, specify and write a complete set of job re-

quirements and descriptions. First, a review was completed of 

previous survey results obtained from a position Analysis Question-

naire (Appendix A) which was administered in 1968 to all members of 

the Akron Police Department. The second step involved conducting 

in-depth in't:erviews with twenty-five Akron patrol officers. The 

interviews provided insights into the actual job duties, experien-

ces and responsibilities of the patrol officers. The third pro-

" 
cedure consisted of obtaining data from field observation (48 

hours) of patrol officers performing their assigned duties. 

Fourth, a review was completed of the curriculum and training 

manuals of the Akron Police Department Academy. This study of 

trai.ning materials and procedures extended the job analysis by 

providing further insight into the diverse number of duties, 

responsibilities and contingencies that police work involves • 

. ...2,' 
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The fifth procedure consisted of verification and clarification 

of the information obtained in the previous four steps ·of the job 

analysis process. One hundred and ten (110) hours were spent at 

the Akron Police Department reviewing and verifying the job analys's 

data by interv~ew~ng ~ . . superv';sory personnel, reviewing records and 

making observations. 
0' 

and ·~a' ta wa~ then classified, organized and The information u ~w. • 

written into a detailed job description •. ThreE~ drafts of the job 

description were reviewed by the research team and subsequently 

modifi$_ and rev~se • ~ d • d The f';nal version of the J'ob description 

includes a comphrehensive statement of all activites which were 

identified as important in the job performanc~ of police officers. 

The job description was reviewed by police supervisors repre

senting all organizational levels including the Police Chief. A 

number of Akron patrol officers also reviewed the job description 

and indicated that it represented an accurate and complete state-

mente 

The final job description presents specifications of job 

duties (including the percentage of time devoted to each duty), 

. job requirements" job ability; skill prereqUisites a~d job train-

ing. 

were 

All these areas which have been identified. and described 

found to be important to the overall functioning of the 

Akron Police Department. A copy of the job description is pre

sented in Appendix B of this report. 

Ona aspect of ~he job description which requires special 

consideration is the specification of high school graduation or 

. . ~ d at';onal requ';rement for the the equivalent as ·the m~nJ..ll\um e uc.... ,..., 

(, ., 

,~_,,;"il'tt'jji~:i~;";"'i.~j~"~,K~;;Jlm~~'to>"'''A'':~''t1.·@b%MCM"tttwe """;'''ftft"mttiiMu,it.net:'ft'.'' ,e,.""''''' .,", .. """",.~. rf':_ .. "- .."--.:"-
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selection of patrol offic~rs. Th\~re are five lines; of empirical 

and logical evidence which support the position that the minimal 

educational requirement must be set at this level. These lines 

of evidence included reports by independent review boards and 

commissions.f research stUdies relating edUcational level to police 

proficiency, an evaluation of the reading level required to mas.ter 

police training and job duties, 'an examination of the complexity 

of police work and a review of initial and Ongoing police training 

requirements. Each one of these lines of evidence will be ex-

amined individually. 

The public expects a high level of competence from profes

sional patrol officers since they provide the community with 

essential services. Recommendations have been made by indepen-

dent commiSSions and review boards which advocate and support 

the position that educational experience beyond high school it

self is highly desirable for the modern professional police offi-

cer (President's Commission on Law Enforcement, 1967). 

Research evidence indicates that an increased educational 

level is beneficial in producLn~ effective police performance. 

In at least one large police force it was found that college 

graduates performed better on the criterion measures of perform-

ance than those who were non-high school graduates (Cohen and 

Chaiken, 1972). 

This fin8ing is quite understandable when one carefully ex

amines the training materials Which the modern police officer is 

required to comprehend in order to effectively perform his duties. 

This was empirically demonstrated for the Akron Police Department 
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by applying a reading grade level index to a representative sample 

'Of the required training material~. Employing the SMOG Index, an 

an.alysis of 100 word samples from eight required training bulle

tins o~ the Akron police Department revealed that the required 

reading u\ the Akron police Academy ranged from values of 6.68 to 

26.0. A score which is above 12 is considered to be difficUlt 

/ 
and above a 12th grade reading level. The specific index em

ployed ,in this «nalysis was equivalent to other reading level 
, , 

indexes (McLaughlin, 1969) and demonstrated that the requ~red reading 

level of police training bulletins is equal to or above that: of 

a high school graduate. 

An examination of the job duties of patrol officers indicates 

that performance of critical duties requires both written and ver-

bal communication skill. A patrol officer may spend 10-15% of 

his. daily time in the completion of comprehensive and detailed re

ports which will form the basis for f,urther investiga.tive work by 
\ 

others. Daily activities of the patrol officer usually involve 

extensive interaction with a wide variety of individuals to gain 

pertinent information and data whic~will form the basis for both 

prevention and detection of crime. The written and v·erbal mater-. 
ials gathered by the patrol officer often form the basis for court 

appearances where detailed testimony must be given concf~rning specific 

situations. These job duties are based upon skills which can only be 

obtained through a high school education or its equiv~lent. 
Police officers undergo continuous training; in order to 

upgrade and maintain treir skills. The initial 400 hours of pre

liminary training build upon the educational skills ctnd knowledge 
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obtained in high school. The training course f or the Akron patrol 

officer is implicit ly built uponstibject knowledge in ar~as such 

as History, English, , C~vics, and Soc;a1 ... Studies. The expanding 
role of the l' po ~ce officer is one which requires continual train-

ing and at times special training to ,br ing h is knowledge in 1 ine 

with new legislation, court decisions, and improved investigative 

and forens i\-;! procedures. All of this training builds upon the 

knowledge gained in high h se. 001 or its equivalent. Many patrol 

officers find that, , ~n order to more adequately perform their 

the high school level is required duties, training beyond 
to up-

grade their skills. 

With acceptance f o the need for this basic educational re-

quirement, several potential areas of testing can be removed from 

the program employed to select patrol officers. For 1 examp e, the 

inclusion of this edUcational requirement lends aSSUrance that 

the tested candidates will possess the fundamental grammatical 

capabilities required making f urther tests of the~r ... reading and 

writing sk~ll ... s unnecessary. 

Afte •. r completion of the J'ob d . escription and analysis the 

research te;.un focused on the development of criteria for the 

aSSessment of police performance and a continuation of the on

going review of research literature in three ,major areas. First, 

studies dealing with pol' ,l 10e selection, police performance ap-

praisal l , or studies generally concerned with police officers 

The object of this part of the were re~riewed. revi.ew was to 
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d and specifically to 
of the art in the fie1 

ascertain the state 
criterion development. 

of test selection and 
a id in the activities 

d ith differences 
. d which were concerne w 

Second, studies were rev~ewe 
1 when dealing with subgroupS 

. the validity of tests in 
l.ll 

genera , 
'dei'ed this information was cons~ 

W
.;thin the population. Again, 
... of test selection stnd" cri-

the activi.ties 
potentially useful for . t' OI1\S in tes t 

Third, methodological consJ.;dera J.; 

consideration to th~ area 
terion development. 

reviewed with special 
validation were 

labeled differential validity. . 
f ';nsuring the • d the funct:Lon 0 • 

h literature reV:Lew serve . 
T e . t with the published l:Lt-

h team that they were conversan 
researc nt with all of the unpub-

~ the field and also conversa 
erature :Ln . t f 

obtained through a var:Le y 0 

1 " hed a~ticles which could be 
:LS - . k' in the s arne 

'th other investigators wor :Lng 
personal contacts Wl- . 1t'ng from each of 

f the outcomes resu l-
A detai.led account 0 . 

area. review will be presented in the next 
these areas of literature 

chapter of this report. 
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CHAPTER 3 

LITERATURE REVIEW 

Police Validi ty Si~udies 

This section describes police test validity studies which 

were reviewed in the attempt to identify possible predictors and 

criterion measures for the selection program. 

Intelligence Tests: 

In the past it was assumed that patrol officers had to be of at 

least average intelligence. Therefore Civil Service Tests or other 

screening instruments have been routinely used to measure this attri-

bute (see Table 3.1). A number of descriptive studies exist in which 

it is reported that patrol officers hGive high I.Q.' s (e.g. Matarazzo, 

Allen, Saslow & Wiens, 1964). However, these officers represented 

only a small subset of the total applicants who passed a number of 

hurdles inch;tding a written Civil Service examination, illustrating 

the restriction of range problems discussed in Chapter 2. 

Several standardizeo. intelligence tests have been used in 

validity studies. The Army General Classification Test (AGCT) 

has been found to predict academy success in studies by DuBois 

and Watson (1950) (st. Louis) I Mullineaux (1955) (Baltimore) 

Mills, McDevitt and Tonkin (1965) (Cincinnati), and Hess (1972) 

(Cincinnati) • 

Frie&land (1973) has found that both the Wonderlic Personnel 

Test and the California Test of Mental Maturity (CTMM) predict 

police academy grades and that low, but significant correlations 

exist between the CT~~ and ratings and objective criteria Qf per-

formance. 

Earlier, Bass, Karstendiak, McCullough and Pruitt (1954) had found 

non-significant positive relationships between the wonderlic 

Personnel Test and performance ratings of Baton Rouge patrol officers 

and deputy sheriffs. 

I 
I 
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AGCT 

• • 

N 

st. Louis 129 
Police Dept. 

Baltimore 
Police Dept. 

Cincinnati 
Police Dept-. 

Cincinnati 
Police Dep.!-. 

50 

a)-42 
b} 25 

122 

• • • • TABLE 3.1 • • • • 
GENi<' .:.AL INTELLIGENCE TESTS 

* ** 
criter~~n Method Results V CV References 

--------r-~~~----~--~~~~=-----------~~~~ 

a) Academy 
grades 

b) Achievement 
test 

c) Marksmanship 
". d) Service 

ratings 

a) Final Acad
emy Exam 
Averages 

b) Final Train
ing scores 

c) Report writing 
d) Spelling 

Academy 
rank 

a) Academy 
score 

b) Commendations 
c) Superior Rat

ings 
d) Disciplinary 

Actions 
e) Peer Evaluatior 

Correlation a) Tota·l .52, Verbal 
.53, Numerical .42 
Blocks .33. 

b)Total' .47,Verba1 
.55, Num •. 36, 
Blocks .23.' 

c)N.S.+ 
d)N.S. 

Correlation a) .73 
b) .66 
c) .60 
d) .56 

Correlat~on a) .595 
b) • 708 

Correlation a) .375 
b-e) N.S. 

'. 

P No DuBois & 
watson (1950) 

P No Mullineaux 
(1955) 

P !Yes Mills, Mc
Devitt & 
Tonkin (1965) 

P ~o Hess (1972) 

+-______ ~ _____ i __________ ~ _________________ ~ ___________ ~---------------------L~--~------------___ _ 
* Validity: P=predictive validity, C=concurrent validity 

** Cross-validation, "yes" or "no" 
+ N.S.=not significant 
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I a) Academy 

average 
r b} First year 
1 ratings 
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I d) Days off 
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These studies indicate that general intelligence tests con-

sistentlypredict academy perfor.mance and mayor may not be re-

lated to subsequent job performance. The typically severe re-

striction of range with respect to general intelligence may have 

limited the relationship beh'leen this variable and job performance. 

~. 

Specific Ability Tests: 

A number of specific ability tests have been used in previous 

research (see Table 3.2).OuBois and Watson (1950) found that scores 

on the Bennett Mechanical Comprehension Test and the Minnesota Paper 

Form Board predicted police academy grades, achievement test per

formance, and marksmanship. These tests were not significantly 

related to service ratings. 

Holmes (195l) found the General Mechanical Aptitude Test to 

predict supervisor ratings of security guards. The sub-test scores 

of Technical Reading and Spatial Relations (Paper Form Board) were 

the best predictors. 

Baehr, Furcon, & Froemel (1968) used a number of specific 

intellectual and perceptual ability tests. The Non-Verbal 

Reasoning,and Understanding Communication tests were generally not 
I 

<.' 

predictive. Two tests of creativity were used. Correlations from 

the AC Test of Creative Ability were rather inconsistent. The 

Artistic scale of the cree Questionnaire was negatively related 

to performance ratings, especially for black officers. 
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Bennett st. Louis 
Mechani-. Police Dept. 
cal 

Minn.l?ape St. Louis 
Form I Police Dept. 
Board f 

1 
I 

I General Security 

I -~:~h~~~:1 Guards 

t itudes 
l Test I 

! i 
; Closure IChicago 

3 Speed Police Dept. 

f 

f. 
-- , ._." ...... 1 

3.2 
!FIC ABIL!TY lrESTS 

I N . J Criteri ... I Me:h~ Results ¥ 
f 
l' _ ... -. r i 

\ 1 
i l' a) .. 28,.29 _,129 Corre at~on 1

* ** 
V CV References 

, a)Academy grades 
r b) Achievement ~ I b) .20 
f Test : 

~C No 

f 

DUBois & 
Watson (1950) 

I c) .. 27 
c) Marksmanship ~ { d)N.S.+ I d) Service ratings·· 

i 

f 
1 : r i 1 ! 

! I 
> 

129 \see above) I f 

f f 

I ! 
t 

i 
. 
I 56 ! • 

I SupervJ.,sor 
.' f , Ratings 

i 

I 
l . ~ 
l 212 i a) Paired Compari-
l(151 whitEd son Rating 

f 
59 blacklb)Depa~tmental 

I 'Rat:J,.ng 
I 11 c) Awards 
i . ,d) Complaints 
1 ie)Discip~inary 
f 1 Actions 
I. I -
J :~)Arrests 
J 19)Absences 
f ~ 
t 

, , 
.I 

Correlation j a). 38, .29 
. f b) .30 

f c) .26 I I d) N.S. 

~ ; 
• I 

~ C INo f DUBois & 

i I ! Watson (1950) 
i I' i 
, I 

1 
.. ~ . 
:Correlation t Mech .Comp. .38 : C !NO ; Holmes (1951) 

I • 1 ~ , ! Tech. Readl,ng .47 r! ! 
! Spatial Relations.43~ ~ 
f Shop Arithmetic .39 :' i 
1 - - - - - - - - - '-" ~ 
! Spatial + Read .. 50 ~ 
.~ , 

------~l~--------·---------~t~~~------------------
;a)N.S. :;P :Yes; Furcon ~ al. : Multiple 

; Regression , 

I 
! 
j 
! 

~b)-.13 (whites) : : (1971) 
{c)N.S. 
·d)-.19 (total) 

- .. 24 (whites) 
ie)N.S. 
!f)-.22 (whites) 
! +.43 (blacks) 
'g)N.S. 
(figures are stand
ardized regression 

:weights) 

*Validity: P=predictive validity, C=concurrent validity 
**CroBs-validation, lIyes" or IIno" 
+N.S.= not significant 
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I' 

. . 
I , 
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percept,! Chicago 
: ual f l?oliC)e Dept" ' 
,Sp~ed f 

212 a)Paired Compari- ~ 
(151 W son Ratin9 

59 B) , b)CPD Rating 
c) Awards 
d) Complaints 
e) Disciplinary 

" Actions 
f)Arrests 
g) Absences 

i 
Multiple .: a)-.16 (total) 
Regression; -.16 (whites) 

i b)-.22 (total) , 
; - .19 (blacks) 

c) -.15 ('",hi tes) 
d.) .12 (total) 

.16 (whites) 
e) .13 (total) 

.33 (blacks) 
f)-.62 (blacks) 
g)-.37 (blacks} 

. (figures are .s tand
ar,dized regression 

-i .• ,' ~ weights) 
,f-f"_ .... ~~~ ~_ .~., ......... ~, .~. ..W- .. . 

212 
(151 W ~ 

59 B) : 

Same as above MU.ltip1e 
Regression 

a) • l2 ( to ta 1 ) 
.13 {whites) 

b) .14 (blacks) 
c) • 08 ( total) 

.20 (whites) 
d) .19 (blacks) 
e)N.S. 
f) .37 (whites) 

.14 (blacks) 
g)-.ll (total) 
(figures are stand
ard~zed regression 
weights) 

I I J 
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P: Yes Furcon ~ al~ 
, (1971) 

p'Yes Furcon II al 
(1971) 
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A follow-up study (Purcon, Froemel, Fr.~nGzak, and Baehr, 1971) 

investigated the relationship of percept:ual tests to performance 

criteria. Closure Speed was negatively related to performance 

ratings, complaints, and number of arrests for white patrol officers 

and positiv~ly related to arrests for black officers. Closure 

Flexibility was negat~vely related to the Chioago Police Department 

ranking (total and blacks) f awards (whites only), arrestf$ (blacks 

only) and absences (black only). This variable was also positively 

related to complaints (total and whites) and to disciplinary actions 

(total and blacks). Perceptual Speed was positively related to paired-

comparison rating (total and white), Chicago Police Department 

ranking (blacks only); awards (total and white), complaints (blacks), 

and arrests (blacks and whites but not total). 

Personality and Interest Measures: 

Studies involving personality and interest tests are summarized 

in Table 3.3. The General Activity scale of the Guilford-Martin 

Temperament Inventory was found to be related to the performance 

ratings of Los Angeles deputy sheriffs (Marsh, 196~), and in a later 

study with a sub-sample of the same deputy sheriffs,' it was related 

to turnover (Azen, Snibbe, & Montgomery, 1973). "Cn Marsh's study, 

the Mech,anical and Social Service s;cales of the .Kuder Vocational 

Preference Record were related to auto accidents, while in the 

Azen et~. study the Mechanical scale was related to promotion 

status and supervisor's ratings. 
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~ii~:Martin j Deputy ratings I I p < .05 I ' 1 
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)nen t In- I I II I \ I 
~~ventory ! i j I' i ~ t 
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+ N.S. = not significant 
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ALITY AND INTEREST MEASURES 
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lcorrelation! Hypersens itivityN. S·lc No .. Bass ~.El. Gordon 
Personal 
Profile 

Humm
Wadsworth 

t 

Tempera- ! 

ment 
Scale 

Baton Rouge 
city Police 
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Rouge deputy 
sheriffs 

Los Angeles 
Police Dept. 

" 

37 

22 

669 

Chief ratings 

Buddy ratings 
& chief rating 

Termination 
VS Success 

l (1954) 
Ascendency N.S. 
Sociability N.S. 
Responsibility N.S.: 

~Correlation HypersensitivityNS:C ~o 
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'vent precise inter
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. (Blum, 1964i 
Ruch, 1965) 
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'b) N.S. 
c) Police Interest 
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Occup. Level .30 
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Sterne (1960) correlated the Kuder Preference Record -Personal 

Scale wit.h supervisor ratings for a small municipal police force 

but found no significant relationships. 

nass, Karstendiak, McCullough & Pruitt (1954) correlated 

the four Gordon Personal Profile scales \tJith ratings of Baton 

Rouge patrol officers and deputy sheriffs. '1lhe Responsibility scale 

significantly predicted the performance ratings of deputy sheriffs. 

Humm and Humm (1950) reported successful prediction of patrol 

officer success based on the Humm-Wadsworth Temperament Scale. 

However, the study has been criticized on the basis of a number of 

statistical and experimental problems by' Blum (1964) f and others . 

preventing any objective evaluation. 

The Strong Vocational Interest Blank (SVIB) has been used in 

several studies. DuBois and Watson (1950) found achievement test 

performance correlated positively with Occupational Level and 

negatively with POlice Interest. Kates (1950) found non-significant 

correlations with job satisfaction for a small (25) group of New 

York City patrol officers. Blum (1964) found several significant 

correlations. For instance, the Physician scale was' positively 

related to auto accidents and negatively related to misconduct . . ' 

A study of Chicago police used a wide variety of personality 

and interest measures (Baehr ~ al., 1968). The Artistic lnterest 

Scale o~ the Work Interest Inventory waS negatively related 

to police performance. Some significant relationships were found 

i .,~ 
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for the Edwards Personal Preference Schedule. The only consistent 

relationship was a positive correlation between the Deference scores 

of black officers and their performance ratings~ The Behavior 

Inventory, the Hand Test, and the Mauds1ey Personality Inventory 
" , 

showed a few scattered significant correlations. ~he above tests 

were given to only one subgroup of the total patrol officer sample 

and were not included in the 1971 follow-up analysis. 

The 1968 Chicago study was followed up by an additional study 

(Furcon et al.,I97l). The PresS Test and Arrow~Dot Test showed --
scattered inconsistent relationships for the various criteria and 

for the three groups of patrol officers (total, whites and blacks). 

The Temperament Comparator contributed heavily to the regression 

equations mainly because of the large number of scales (24). Many 

of the correlations were inconsistent across racial groups but a 

few consistent relationships were found. The Consistency scale was 

positively weighted for predicting complaints and arrests for all 

three groups. The Self-Confident scale was positively relclted to 

bot.h paired-compg.rison ratings and absenteeism for all grQ'Ups. The 

Socially-at-Ease scale was negatively related to pai.red-cl')mpari$on 

ratings for all groups and positively related to absentei(~ism for 

the total group and the white grou~ but negatively rela'J:ed to 

absenteeism for the black group. 

The Test of Social Insight was described by the authors as 

"second only to the persc:mal History Index in the predj.ction. of 

the performance criterion meaSures" (Baehr ~ ~.¥ 1968.; p. 11 i) . 
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This test is notable in that two scales out of six (Withdrawal 

and Total Score) were negatively 1 t d re ae to the paired compariso, 

ratin~fo~ all three groups. It should be noted'that the lowe 

th~ score on this test, the greater the "Social Insight." The 

lQadings on the other criteria are rather inconsistent, however. 

In another study using multiple prediction, Colarelli and 

Siegel (1964) administered the California Test of Mental Maturity, 

the Study of Values, the Edwards Personality Preference Schedule 

(EPPS) and the Minnesota Multiphasic Personality Inventory (MMPI) 

to members of the Kansas State Highway Pat~ol. ~ Successful prediction 

for a group of new recruits was cla;med but no 'f' • spec~ ~c correla-

tion or regression weights were reported making an evaluation of 

the utility of the' individual tests impossible. 

Mormon, Hankey, Heywood ~ Liddle (1966a, 1966b, 1967) have 

used the T-A-V Selection System in several studies of police in 

the Los Angeles area. The T-A-V is a three hour battery of tests 

which yields 15 predictors. In the three studies by Mormon 

little validty was found for specific tests as predictors of 

academy performance, or supervisor ratings and rankings. Signifi-
.-

cant multiple correlations were found. However, these often 

included personal history data such'as age, education, and police 

. experience in addition to a large number of test as prediotors. 

Relatively small samples were used in the study and the findings, 

\'lere not cross valida ted. 
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An encouraging study which used the California Psychological 

Inventory (CPI) was reported by Hogan (1971). The test was ad

ministered to three groups of Maryland state Police cadets and 

one group of patrol officers who had been on the job for one year. 

Significant positive correlations were found between C.B.I. scales 

and ra~ings by the academy staff of cadet suitability. Eight out 

of 18 scales correlated significantly with a,'erage supervisor ratings 

of the patrol officer performance. Three of these correlations 

were greater than .50 and .a multiple R of .66 was found. A 

multiple R of .50 was found for 60% of the total sample which 

shrank to .29 when cross-validated on the remaining 40%. 

Other evidence for the validity of the c. P. I., comes from a 

study by Gough (1956, cited in Blum, 1964) in which the Socialization 

scale correlated with performance ratings of correctional officers, 

and from an unpublished study by Hogan (ci·ted in Megargee, 1972) 

in which the C.P. I. discrimina,ted between acceptable and non-

acceptable candidates for the Oakland'police force, and in which four 

scales correlated with academy standing. 

More clinically-oriented instruments such as the MinnesotA 

Multiphasic Personality Inventory (MMPI) and various projec't:tve 

techniques have been used as psychiatric screening devices. The 

validity of such an approach is suggested by a study by Blum (1964) 

in which significant correlations were found between cases of 

,t 

, ,. 
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serious misconduct and the M.M.P.I. scales. The Manic (MA) and 

Depression (D) scales have been shown to differentiate patrol officers 

with respect to auto accidents over 10 and 20 year periods (Marsh, 

1962, and Azen, Snibbe, & Montgomery, 1973). Marsh (1962) also 

found the Manic (MA) and Hysteria (HY) scales to be related to 

performance ratings. However, little validity for the M.M.P.I. 

was found in research studies reported by Mandel (1970) and 

Hess (1972). 

Projective techniques have also been found to be related to 

police performance criteria. Rand and Wagner (1973) found six 

significant correlations between scales of the Hand Test and super

visor rankings for Cuyahoga Falls patrol officers. In, their study 

in st. Louis, DuBois and Watson (1950) found three significant 

correlations among 35 calculated between scores on the Rosenzweig 

Picture Frustration Test and several criteria. Kates (1950) found 

a relationship between adjustment as measured by the Rorschach and 

the job satisfaction of 25 New York City patrol officers. 

Biographical Data: 

Since our :r.:esearch program focused on intrinsiC' prediotors 

an attempt was made to identify and us'e only those measur~s of 
f\ 

psychological variables that seem to be causally related, to successful 

police performance. Biographical data was not considered as an 

intrinsic predictor due to the frequent occurrence of'what appear 

to be only coincidental correlations between such data and job 

performance. However, a large number of studies have beell done 
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using tl1ese types of predictors and 

et al., (1966a, 196Gb, & 

these will be briefly reviewed. 

1967) used personal data in 
Mormon -- ' 

the T-A-V Selection system (des
addition to predictors from 

l' experience we .• re found 
cribed previously). Age and previous po 1ce 

to be related to performance criteria. 
1 l t to be related to turnover 

Levy (1967) found biographica ca a 

among 4,500 patrol officers. 
Those ~~o remained as police officers 

l ess education, were older when 
had more work experience, 

Indicators of 

appointed, 

emotional 
and tended to have police science courses. 

d ' t' of police turnover. 
instability were alSo pre 1C 1ve 

et al., (1971) found that numerous 
Baehr et al~~ (19GB) and Furcon -- --

-- .-.- ,~ ess as a patrol 
Personal History Index pred1cte~ suce 

items on a 
, less "liking 

predictors included such 1tems as These 
higher "professional-Successful 

officer. 

for and aeheivem'ent in school, \I 

Parents," and little previouS saleS experience. 

McAllister (1970) found no differences on seven 
criteria be-

tween New York City police recruits after 18 months on the job 

the background investi
who had been apPl":'oved or disapproved by 

gation committee. 
if - t correlationS among lOS Mandel (1970) found 208 sign ~can 

biographical items a'nd 29 J'ob related criteria for 114 Salt Lake 

City patrol officers. 

would be expected •. 

. 157 s~gnif~c,ant correlations BY ,chance alone, ........ 

,', 
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Performance of New York City patrol off;cers • has been related 

to background information by Cohen and Chaiken (1972). Age was 

found to be predictiv,e of career progression. Earlier disciplinary 

problems predicted later problems of a similar nature. Education 

was positively related to most of the performance criteria. 

Kelly and Farber (1974) identified two ext reme groups of Dis-

trict of Columbia' I' ff' po ~ce 0 . ~cers on measures of respens iveness to 

community needs. The least responsive policemen were all white, 

while the most resp.onsive group was 56% white. Neither level of 

education nor rank were related to responsiveness. There was a 

tendency for more responsive otficers to be older but the differ

ences were not significant •. Finally, there was significant diff

erences with respect to place of residence, w;th those 
.l. living in 

the city being more responsive (and more likely to be black). 

Police Aptitude Tests: 

So-called IIpolice aptitude ll tests are widely used but rarely 

validated. They seem to rely heavily on content and face validity 

and typically sample general abill.'ty and h' ac J.evement levels. Re-

cently, Wallack, Clancy, and Beals (1973) valJ.'dated· two new police 

aptitude trests with samples of police officers from numerous Cal-

ifornia and Nevada police departments. The Police Officer A-I 

~~orm, prepared by International Personnel Ma·nage· ment· Association, 

and the Law Enforcement Aptitude Form 51-X, prepared by Cooperative 

Pe.rsonnel Services, California State l?'ersonnel Board, were both 

found to predict ratings of communica'tion sk-llls, 
.l. problem solving, 
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and learning ability. In addition, the validity coefficients for 

blacks were greater than for whites. Analysis of covariance 

yielded no significant racial group di'fferences. 

Situational Tests: 

Situational tests were not seriously considered for operational 

use in the present study due to the cost factors involved if!. this 

type of evaluation. Mills, McDevitt, & Tonkin (1966) have des-

cribed the appl~cation of this type of testing in cincinnati. The 

situational tests included a "Foot Patrol Observation Test, II a 

"Clues Test, II and a two-hour informal group "Bull Session. II How-

ever, the only reported evidence for the validity of this approach 

was a correlation of .38 between the Clues Test and academy standing. , 

Hess (1972) later found that psychological team interviews 

predicted academy score and "most recent efficiency" ratings. 

Summary: 

Two general, classes of criteria have been uBad in most val-

idation studies. One is academic performance during training and 

the other is actual job performance. 

with respect to these classes, it appears that general in-

telligence tests consistently predict academy success but have not 

'been shown to relate ~o later job performance. This may be the 

result of restriction of range, however, since intelligence tests 

haV'e be.en widely used as screening devices • 

. 
! 
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. -..... . 

Spatial and mechanical ability tests have shown some isolated 

cases of validity with respect to both academy performance and 

subs~quent job performance. 

Perceptual tests seem to relate to on-the-job criteria in a 

complex fashion and differentially for social subgroups. 

The Test of Social Insight seems to r~late to performance 

ratings for both blacks and whites. 

A number of personality measures have been found to relate 

to academy and on the job performance. Of these the California 

Psychological Inventory appears to be the most promising. 

·Descriptive Police! Studies 

A number of studies have been done in which police 

groups hav~ been described in terms of variables measured by paper 

and pencil tests (intelligence, personality, interests, etc.). 

While these studies provide no evidence for the predictive validity 

of the tests used, they do provide a picture of the typical police 

officer or police applic'ant, and will be selectiVely reviewed here. 

Intellig~nce: 

The testing of the intelligence of police dates back to 1917 .' 
.when Terman found that 30 San Jose,Cali~ornia police an~ fire 

department applicants had a median I.Q. of 84 on the Stanford Revision 

of the Binet-Simon Intell.igence Test. 
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In 1922 I Thurstone administe:r;ed the Army Al:pha scale to 358 

i He found that patrol officers scored higher Detroit patrol off cers. 

i t In addition, a negative relation-than sergeants or 1 eut;enan s. 

ship was found between mean Alpha Scores and leng'th of ~olice service. 

More recently, Matalrazzo,~ al (1964) found that the average 

total score on the Wechsler Adult Intelligence Scale fl,r a group 

of 116 Portland police applicants who had already been extensively 

screened (there were 1928 or.iginal applications) was 113. 

Gordon (1969) found that the average I.O. of 252 non-screened 

was 93, as measured by the Large-Thorndike Test police applicants 

of Intelligence. For those who passed the Civil Service Examina-

ation f the, average I.O. was 104. 

Personality and I~terestsl 

. study in thl.·s area was completed by. ~~e most extensive 

Matarazzo,!t!; al. (1964) •. With respect to emotional adjustment, 

the successful police applicant group is described as very healthy as 

measured by the~Taylor Manifest Anxiety Scale, ~e Saslow Psycho

somatic sc~eening Inventory, and the Cornell Medical Index. 

Ninety-three of the applicant~ were given the Edwards pe~sonal 

Preference Schedule (EFPS). They scored higher than the norm in 

h ' t Exh· ibition, Intraception; Dominance, their neeqs for Ac l.eve~en, 

Endurance, and Heterosexuality and lower than the norm in their . . 
needs for .Autonomy, Succorance, Nurturance, and Aggression. On 

the Strong Vocational Interest Blank, the group scores Were high 
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in the technical, social service, and business detail areas. 

The MMPI profile for 84 of the applicants showed elevations 

on the ! scale which indicates defens:l.veness in self evaluation 

and elevations on the Psychopathic Deviate (PO) and Hystex'ia (HY) 

scales with low Social Introversion sc,)~es, a pattern typical of 

"the lower socioeconomic groups t stereotype of the' 'man's man til 

(p.131) • 

This MMPI profile has been consistently found with police 

applicant groups in all parts of the country_ Rhead, Abrclms, 

Trosman, and Margolis (1968) report that the group profile of over 

a thousand applicants for the Chicago Police Department exceeded 

the average on the Psychopathic Deviate and Manic scales indicating 

a willingness to take chances with a propensity for acting out. 

There was also a less pronounced but more pervasive deviation on the 

Pat-anoid (Pa) scale. 

Gottesman (1969) analyzed the MMPI profiles of 203 applicants 

from an urban ~ew Jersey police force and found significant ele

vat~ions on the !, !!l., ~d, and Ma scales with a low Si score. -
The police grotl.p profile was compared to that of 100 demographic-

ally similar male veterans and found to be 'less deviant, or "more 

normal" • 

More r~cently, similar MMPI profiles have been found for 114 

Salt Lake City patrol I:>fficers (Mandel, 1970), for 102 Philadelphia 

pa'l:~rol officers (Savitz, 1971), and for 122 Cincinnati officers 

(Hess, 1972). It must be concluded that the men who are att.racted 

to patrol officer positions have rather distinct.personality 
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structures as measured by the Mt4PI • 

Goldstein (1971) has found certain scales on a Pe~sonality 

l ' nt who passed and those who 
Inventory to differentiate between app 1ca s . 

failed a New Jersey civil service examination. Those who 

passed were characterized as less likely to avoid dangerous 
.-

to trus t others, and more likely to listen 
situations, more pron~ 

to and assist others _ Applicants who failed were mo,re interested 

in situations which might r'esult in harm to others, were more 

negatl.' ve feelings toward others, and ~fere more 
likely to repress . . 
likely to present themselves in an unrealis'l:ically favorable 

light 0 

In two recent studies, Fenster and Locke (1973 a & b) have 

found that New York city patrol officers obtain higher Masculinity (MF) 

scores than civilians as measul:ed by the M.M.P. I. and by the 

Wechsler Interest Inventory; and that they score lower than civil-

. ians on Neuroticism as measured b~r the Eysenck personality Inven-

tory and the Rokeach Dogmatism Scale • 

In conclusion it seems that the intelligence and,~motional 

stability of police are typically determined b.3 rigorous se

lection procedures. However, there also seems to be a process 

. of self-selection through which men wifh ce~tain distinct 

personality patterns and needs are attracted to police work as 

the means of fulfilling these needs • 

._.~ __ L ____ -'--'_·'~_ • 
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General ... Dif.,ferential Validity Studies 

This' section contains a review of s tt\dies in which t;es ts were 

validated for black and white subgroups of the population. 

Prior to the mid-1960's there were scattered studies indicati" r 

that tests might be differentially val.id for different racial groups. 

For example, in 1949.' Michael reporteq the results ofa factor ana

lytic study of paper and pencil tests, apparatus tests, and pilot 

proficiency for two samples - 815 West POllnt Cadets and 356 Negro 

cadets. In general, it was concluded that the factor loading of 

the tests were comparable. However, the three most valid factors 

for the West Point group were 'pilot interest, spatial relations, 

and psychomotor coordination, while for the Negroes the most valid 

factors were kinesthesis, perceptual speed, and spatial relations. 

The more recent deluge of studies on differential validity was 

started by Lopez (1966). . 
His subj'ects were female toll collectors 

(80 white and 102 black). The Differen.tial Aptitude Test _ Clerical 

Speed and Accuracy, a custom-built Mental Ability Test, a standard-

ized biographical interview, and a composite score were correlated with 

absenteeism, toll accuracy rate, tenure, and Supervisor ratings. 
.-

For the total rated group, only two significant correlations 

were found. Lopez baseq the corre la tions for the s,epara te grQupS 

on the total applicant population. He found opposite 'Validity for 

all four measures as predictors of accuracy and found that while 

the two paper and pencil tests predicted supervisor r~tings for 
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wh:i,tes, thEire was no relationship for blacks. High scores on the 

t re for both groups and predictors were n~gatively related to enu 

negatively related to attendance for blacks. 

d the basis of the rating sample, If these data are analyze on 

rather than the applicant sample, there are still four p~edictor-

criterion relationships wh~re validity e~isted for whites ~nly, one 

1 d three cases of significantly case of validity for blacks ony, an 

different validity (Boehm, 1972). 

'k Ew' en, Barrett, and Katzell (1968) :Qave reported Kirkpa tr J.C c, 

the results of five studies of differential validity. The first . 

136 female Clerical employees of an insurance comstudy involved 

( d 34 blacks). Scores on a fOUr-part Short Em-pany 102 whites an 

d l' nterviewer rating scale were correlated with ployment Test an an 

termination of employment, merit rating, job grade, current pay, 

pay controlled for tenure, and pay increases. No significant 

Were found on either predictors or differences between groups 

criteria, and in general no predictive validitY,was found. 
' .. 

In the second study by Kirkpatricket al. the subjects were 

39 white and 33 black female clericals employed by the same insurance 

company as the subjects in the above study. 'rhe predictors wet'e a 

company selection battery with vocabulary, numerical, checking, and 

coding subparts, plus two nonverbal tests: Differential Aptitude 

Test - Abstract Reasoning,and Science Research Associates - Non

Verbal Form. The criteria were a three-part rating form developed 

by the researchers plus a company rating scale used for salary 

purposes. validity for blacks only was found in four instances. 

While there were no differences on the ratings used for re-
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for whites and not blacks. None of the predictors were valid in 

the black groups only. 

The fifth study involved 431 white and 98 black female clerical 

employees of various insurance companies. A seven ... part clerical 

selection test was related to salary level and supervisor ratings. 

No instances of differential validity were found. 

In their summary of the five studies,' Kirkpatrick et ale claim 

that in 221 comparisons" between ethnic groups there were 117 in

stances of validity for only one' group, 45 instances of significant 

differences in degree of validity, and 90 instances of unfairness 

(i. e. , under- or over-prediction for either group,.). 

Mitchell, Albright, and MCMurry (1968) studied a large sample 

of male semiskilled workers at a large southern i?dustrial plant. 

, Turnover and supervisor ratings were related to scores on, the 

Wonderlic Personnel Test and biographic items. No significant 

correlations were found, but blacks scored lower On the tests. 

Ruda and Albright (1968) found that in a large, highly auto

mated office with high turnover rate, a weighted application blank 

predicted tenure for both blacks and whites. Wonderlic scores. were 

directly related to turnovE~r rate for whites (i. e., higher score 

higher turnover) but there was no relationship found for blacks. 

It was foun~ that blacks tended to longer tenure than whites, and 

they scored lower as a gt'oup on the Wonderlic. Therefore, since the 

company had been using a cutoff on the Wonderlic in hiring, it was 

both discriminating against blacks and at the same time selecting 

applicants who were more likely to leave the organization. 
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In a study of administrative personnel, Wollowick, Greenwood, 

and McNamara (1969,) compared a group of 60 blacks with 3 groups of 

60 whites matched on total test $cores, supervisory rank, and 

salary. A company test battery which was not used for selection, 

consisted of tests of verbal ability, nonverbal reasoning, and arith-

metic reasoning plus a total score. 

with supervisor ratings and salary. 

These scores were correlated 
of 

The only valid predictor for the 

blacks '"las the arit.hmetic reas\oning score. For the white group 

matched on total test scores with the black group there were 

5 significant correlations. The authors also report that when blacks 

were matched with whites on the basis of rank and salary the 

blacks had significantly lower test scores. This indicates that 

black performance would have been underpredicted by these tests. 

It also appeared that the criteria ranges were restricted for 

blacks. 

An extensive test validation study for the Chicago Police 

Department was conduc~ed by Baahr, Furcon, and Froemel (1969) 

(see also Baehr, Sau7,lders, Froemel, and Purcon, 1971). They de-

veloped multiple regression weights to relate an extensive test 

battery to the following set of criteria: performance rating, 

tenure, awards, complaints, disciplinary actions, arrests, ab-

sences, and a specially designed paired-.comparison performance 

rating. There was a primary validation sample consisting of 129 

whites and 47 blacks and a cross validation sample of 126 whites 

and 66 blacks. Significant multiple correlations were obtained 

for the total group. However, when weights based on one group 

were app~ied to the other group some correlations dl':opped to zero 

. e'. 
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or ,became negative and when weights based on the total group were 

applied to separate groups the results were inconsistent. As Ruch 

(1972) has pointed out, the criteria in this study ~re probably con

founded since blacks 'tended to be ass igned to predominantly black 

high crime districts. This means that the differences may be a 

function of differing ,working conditions rather than racial group 

membership. 

Several studj.es involving telephone company employees have 

been conducted. Grant and Gray (1970) studied a group of tele

phone installers and repairmen consisting of 211 blacks and 219 

whites in 5 geographically distinct company locations. One_half 

of the applicants in both groups would normally have been rejected 

and not hired in the selection process. The two groups were 

fairly well matched on the predictors which consisted of the 

Sch901 and College Ability Test, the Test f M h . o ec an~cal Comprehen-

sion, the Bell System Qualification Test, the Abstract Reasoning 

Test, and the Crawford Small Parts Dexterity Test. The criterion 

was the craft level for which the employee was qualified following 

training. This was determined by the score on a test of knowledge 

acquired during training. 
.-

All tests correlated significantly with the highest craft 

level passed and there were no significant differences between 

groups. Multiple correlations of approximately R= .50 were obtained. 

Similar slopes were found for bnth b h 
y groups ut t e intercepts 

Were lower for the minority group_ This indicates that a co~non 

regression line will overpredict the performance of the minority 

group. However, the authors concluded that the difference was 
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not great enough to justify the use of separate J:'egression lines. 

Gael and Grant (1971) conducted a validation sttldy of the 

Bell System Quaiificat.ion Test for the position of telephone 

operator. Predic,to:r and criteria data were obtained on 120 

blaok and 228 white operators. The blacks were lower than the 

whites on bath the test and on ratings of job performance. 

Even though t.he slopes of the regression lines were equal for 

both groups, the' higher intercept for whites indicated that use 

of a conunon regression line would result in bias agains.t whites. 

A third telephone company study was conducted by Gael and 

Grant (1972). The subjects. were 107 blacks and '193 white 

service representatives. The predictors were the Bell System 

Qualification Test, tests of spelling, number comparison, arith

meti(:, number transcription, and filing, plus the Service Repre

sentat.ive Aptitude Test (a role-playing interview). The criteria 

were a paper and pencil achievement test, the Job Knowledge 

Review, and an individually administered work sample (the Job 

Perfor1mance Review). Out of 35 predictor-criterion combinations, 

there were 14 cases of validity only for whites, and 1 ce,se of 

validity for blackS only. The aell System QUalification Test 

(BSQT), the Service Representative Aptitude Test (SRAT) , and 

the N'Ulti.ber Transcription Test predicted the composite score for 

both groups. The SRAT was dropped du~ to practioal considerations 

and a multiple correlat~on of .37 was obtained between the BSQT 

plus Number Transcription and the oomposite perfoxmance index. 

Regression line slopes and intercepts were not significantly 

different between the groups. 

'. 
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Lefkowitz (1972) has conducted a study of 593 f.€'..male production 

assembly workers : (256 white, 289 black, 40 Spanish, 5 Oriental, 

and 3 not classified). This group included virtually all applicant 

for the job during a 6 month period. The tests used were the 

Purdue Pegboard, the Science Research Associates Non-Verbal.F 

and a biographical information blank. Tenure was the only 

criterion measure. There was an increase in the number of signi-

ficant correlations plus an increase in the magnitude of the 

multiple correlations when ethnic groups were studied separately. 

In general, valid predictors for one group were invalid for the 

other. For instance, there was a negative corre'lation between 

the SRA Non-Verbal score and tenure for whites but not for 

blacks. There were four cases of significantly different 

correlations between groups. 

In this study, educational levels and S.R.A. Non-Verbal 

test scores were comparable between groups. The author feels 

they were all equally culturally disadvantaged and yet differential 

validity still was demonstrated. Lefkowitz attributes the 

difference to greater perceived job mobility for whites than ft')r 

minority group members. such an explanation could apply to 

several other studies where tenur~ was the criterion measure. 

A number of studies are described by Farr, O'Leary, and 

Bartlett (1971). The first study involved three separate state 

civil service occupations. The first group was comprised of 

115 white ahd 44 black toll collectors. A clerical checking and 

ati arithmetic reasoning test were correlated with. attendance, 

termination, extension of probation, and accuracy. Aritluttet.ic 

'. 
',. 

reasoning was negati'\lely correlated with absenteeism fol:;' blackS 

only, and clerical checking was negatively correlated with 

dollar accuracy for whites only. 

The second civil service group consisted of 322 white and 

49 black correctional officers. SCOres on the California Test 

59 

of Mental Maturity were related to attendance, extensio~of proba

tionary work period, promotion, and supervisor ratings. Only 

one significant correlation was found and that was between the 

test score and attendance and occurred for blacks only. 

Toll facility officers were the third group studied. There 

were 56 whites and 18 blacks. It was found that the Otis Quick 

Scorj~g Test predicted extension of probationary work period for 

whites but not blacks. 

The second £?tudy involved two groups of clerical worke:t's ~ 

The first group consisted of 363 whites and 46 blacks. The 

Thurstone Test of Mental Alertness and the Picture S~lection 

Index (a custom built non-verbal test of reasoning ability) 

were related to ratings obtained from ~,ediate supervisors and 

office managers. In general, the correlations weJ:'e higher for 

whites than blacks. 

The second group was composed of 107 white and "28 black key

punch operators. Two company-developed tests and the Th,ul:'stone 

Temperament Schedule were relatad to supervisor ratings on six 

dimensions plus keypunching speed and percentage of errors. Few 

significant correlations were found. 

Bartlett and O-Leary's {l969} model 5 (no differences between 

groups on the predictor or the criteria but significant validity 

for one g~oup only) was found in twelve of the predictor-criterion 
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(1968), In a summary similar to that done by Kirkpatrick et al* 
--' Farr ~ g.,(19"/1) claim that' 151 

~n comparisons between ethnic groups, 
there were 56 instances where the test was valid for one or more 

groups, 44 instances of validity for only one group, 4 instances 

of significantly different validity, and 48 instances of unfairr -ss 

(over or under-prediction for either group). 

Tenopyr (1967) has reported that ~or a random sample of 500 

applicants for machine shop trainee jobs, with socioeconomic 

status controlled, whites scored significantly higher than blacks 

on the Verbal Comprehension, Numerical Ability, and Space Visuali

zation tests of the Employee Aptitude Survey. A subsample of 84 

whites and 83 blacks ~Tho had been selected on the basis of a 

composite score on the spatial and numerical tests were used in 

the validation of the three tests against 10 criteria of training 

SUccess. There were no regression slope differences between 

b1~cks and whites and black performance would have been over-

predicted by the white t' , group equa 10n or the total group equation • 

Wood (1969) validated a "Psychiatric Aide Selection Test" 

for a large group consisting of 545 whites and 223 blacks
o 

Similar correlations with involuntary t~rnover were found for 

blacks and wh£tes. 
'j 

Camgion and Freihoff (1970) used the 10 tests of the 

Employee Aptitude Survey as predictors of the level of learn~,,"ng 

difficulty of the highest job for which an em~loyee had qualified. 

The sample consisted of ~np1oyees of a food processing cQmpany. 

Depending on the specific test, the number of' minority group 

members varied from 42 to 95 while the number f " o non-ml.norl.ty 
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group membe~s varied from 61 to 69. Significant correlations 

between all predictors and the criterion were found for the total 

group. Howeve'r, subgroup validation yielded four tests as 

significant for the minority group only, and one test significant 

for the non-minority group only. The non-minority group scored 

significantly higher on all tests and on the criterion meas-q,re • 

Campbell, Pike and Flaugher (1969) used an eight test aptitude 

battery to prediot performance on a Job Knowledge Test for medical 

technicians. Their fJample consisted of 287 white and 168 

black medioal technicians. Regression analysis revealed that 

errors of estimate were not significantly different for all 

tests, slo~es were not sig~ificantly different on 7 out of 8 tests, 

but intercepts were consistently different. Therefore use of a 

common regression line would over-predict black performance. 

A validation study of a similar nine test aptitude battery 

was conducted by Campbell, Pike, Flaugher and Mahoney (1970) 

using supervisor ratings from all four possible black-white 

rater-ratee combinations. It was found that the validity coef~icients 

were generally higher for blacks than whites. Furthermore, 

supposedly "cult.ur~-bound" tests (arithmetic and vocabulary) were 

consistently more valid for blacks than whites while" IIculture-free" 

tests (finger dexterity and picture number) were more valid for 

whites than blacks. 

The U.S. Department of Labor (1969) has reported on the 

subgroup validity of the General Aptitude Test Battery for the 

positio~ of production line welder. All nine aptitude scales 

correlated significantly with supervisor ratings for the total 

group (N::.1116). However, for the non-minority subgroup (N=59) 
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only one scale s~gnificantly predicted the criterion, and fo~ the 

minority sub-sample (N=57) six scales signifioantly predioted the 

criterion. 

Guinn, Tupes, and Alley (1970) related aptitude indexes 

derived from the Airman Qualifying Examination (AQE) to teobnioal 

training school grades. Data were, oollected on 19,734 airmen 

from 10 technioal school groups (including Air Polioe). Regress

ion analysis was performed in which racial, educational, and 

geographioal data in addition to aptitude index were used to 

predict final school grade. For five technical school groups no 

cultural bias was found. In the other five groups intercept 

differences were found with respect to area, race, and/or 

education. For the Air Police group all three.variables affected 

the intercept levels. The authors concluded that the regression 

equations showed technical school grades of blacks to be over

predicted~ 

In a:n attempt to avoid the problems of cultural bias 

wi th pap~~r and pe~o il tes ts, Siegel and Berman (1972) have developed 

six "minlLature job learning tests" for use with low aptitude 

naval personnel. Although these tests appear less culturally 

loaded than the usual classification tests, final va'lidation has 

yet to be ~ompleted. 

Farr, O'Le(~ry, Pfeiffer, Goldstein, and Bartle1;t (1971) 

report eight studies in which "less traditional predictors" were 

used. The first study was a reanalysis of data reported by 

Edwards p Hahn, and Fleishman (1969) in which the sample consisted 

of 152 white and 151 blaok taxicab driVers. Predictors inoluded 

driving simulator performanoe and measures of psyohomotor abilities. 
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Criteri~were: observed errors in aotual driving, number of accidents 

and number of moving violations. In general, the validity of 

the predictors was not supported (of 117 correlations only 8 were 

significant). Therefore, those cases of single group validity 

that were found can be best attributed to chance. 

The second and third studies were from purely academic 
0' 

settings and will not be discussed. 

The fourth study was done in a large health insurance company. 

The sample consisted of 158 whites and 51 blacks who worked as 

approvers, coders, ke~punC!h operators, special assistants, and 

computer operators. Scor.es on the Tfiurstone Test of Mental 

Alertness (TMA) and the Science Research Associates - Pictorial 

Reasoning Test were correlated with supervisory ratings of seven 

criteria. Significant differences between blacks and whites were 

found on the verbal, quantitative and total TMA scales, but 

no significant difference was found on the Pictorial Reasoning 

Test. 

The overall correlation trends were quite different for 

blacks and whites. All of the correlations for the white group 

.were positive while 25 of 28 correlations for the black group were 

negative. Quantity of work was predicted by all three TMA scales 

and by the S~. test for whites. Quality of work was predicted 

by the TMA quantitative and total scores and flexibility was 

predicted by the TMA verbal and total SCOl::'e for whites only. 

The only significant correlation for the black group was a 

negatlve correlation (-.28l! between SRA score and overall 

effect~veness. In a number of cases there were significant 

differences between the validity correlations for blacks and whites • 

" 
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tests predicted turnover for whites but net blacks. The Work 

sample showed little validity for turnovel;" or for training. 

It has been proposed that differential reinforcement 0;( 

learning between racial groups ma,y bias the results of trad:L tional 

tests. In an attempt to control for this, the eighth st~dy used 

actual learning tasks as predictors. Three types of learning 

tasks were used: a paired-associate task, a concept learning 

tast, and a principles/learning task. , ( 

In addition, the Wonderlic, 

French's Wide Range Vocabulary and Addition Test, and a Digit Span 

Test were used as predictors. The criteria were various measures 

of performance on a programmed instruction text presenting 

basic statistical concepts. Subjects were 46 white and 48 black 

University of Maryland students. 

While learning ability on the paired associate task was 

similar for blacks and whites, the test was not predictive. On 
the more valid concept and principles learning tests

t 
whites 

demonstrated superior performance. The Wonderlic was the most 

valid overall predictor, predicting most of the criterioh measures 

for both groups. The Digit Span Test did not predict post-test 

performance or gain in proficiency for either group, but did pre

dict errors fo~ the black group. The authors concluded that 

these learning tasks were not the solution to test bias and 

differential validity problems. 

Arvey and Mussio (1973) have Used the mu'ltiple regression 

approach to develop an unbiased test battery- for culturally ad-

vantaged and culturally disadvantaged employees. 
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Their. subjests were 266 female clerical workers, five of 

whom were blacks. The criterion was supervisor's ratings. Their 

original predictor set included the Strong Vocational Interest 

Blank, the Gough Adjective Check List (ACL), the Short Employ-

ment Tests (SET), the Minnesota Multimode Analogy Test, and a 

Bi0graphical History Form. 
0' 

Using a developmental group of 168, a set of predictors was 

chosen "rationally" based on (l) significant zero olrder corre

lations with the criteri~n, (2) "logical" relationships, (3) 

absence of "isolated" relationships, and (4) face validity. The 

final regression equation included the ACL Endurance, Order, In-

traception, and Autonomy scales~ the Mult~ode Verbal and Pict-

orial scales1 and the SET Verbal and Clerical Tests. 

Multiple correlation with the developmental sample was .36 

and with the cross-validation sample .38. 

Culturally advantaged and disadvantaged groups were identi-

fied based on father's education and score on the Environmental 

Participation Index - a measure of cultural exposure. Multiple 

correlations of .37 and .44 were found for the disadvantaged and 

advantaged groups res~ectively. There was no significant under 

or over prediction for either group. 

There was no significant difference on the criterion between 

groups, however, th'e advantaged group scored slgnificantly higher 

on ACL Autonomy and Multimode Verbal and Pictorial. Thia did not 

result in bias, however, due to the compensatory nature of mul-

tiple regression. While the Pictoriiil score waS positively weighted, 

- ----~ . 
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the Autonomy and Verbal Scores 
received negative weights. 

Zero order correlations between the el.'ght 
predictors and 

the criterion showed instances 
of Bartet t and 0 'Leary's (1969) 

differential validity models. 
Howe:ver, these eight predictors 

resulted in unbiased d" 
pre l.ctl.on when used in a multl.'pJ,.e regress 1 .)n 

equation. 

While many examples of differences in test 
va~idity for 

J:"a~:i;;(l s~bgr.oups have been cited, 
these represen~ only a small 

fraction of all the validities 
calcula,ted in these studies. A 

number of other reviews have' . 
l.ndl.cated that th:i.s phenomenon may 

be a rather rare exception. 

In 1970, Rosen reviewed most of th 
e earlier studies 'discussed 

here. 
At that point, the basic conclusion was that more 

' research 
was need~d. 

Boehm (1972) has rev.i,ewed 13 of the studies reviewed here 

and has concluded th t d' 
a l.fferential validity (strictly def:i.ned as 

the case where ' 'f' sl.gnl. 1cantly different va11'd'~' . 1.l..l.6S occur) is a 

rare phenomenon and that the Occurrence of 
,f single-group validity" 

(Where validity i$ significantly different . 
from zero fOr one group 

but not significantly different 
from the validity coefficient of 

the other group) may be related to the 
use of subjective criteria 

or to inadequate sample size. 

In a revie~ of 20 studies on 
differential validity, Ruch 

(1972) has concluded that "th ' 
. - ere l.S no such thing as differential 
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validity but there is a tendency of tests to overestimate black 

job pe'rformance" (p.9). 

Most recently, Schmidt, Berner, & Hunter (1973) have shown 

that cases of single group validity found in 19 studies a~e ad-

equately accounted by a statistical validation model that assumes 

no true differences in the validity of tests for blacks and 
.f 

whites, and that takes sample size differences intQaccount . 

It seems that the ocdurrence of differential and single 

group validity is associated with methodological problems such as: 

restriction -of range; small sample sizes, especially for blacks; 

possibly biased criteria; and possible confounding of race with 

other variables. Furthermore, although equal validity does not 

preclude test bias, in studies in which regression analyses 

indicate intercept bias, this bias is often against the white 

s\,,'J,bgroup (Grant & :aray, 1970; Gael & Grant I 1971; Campbell, Pike, 

& Flaugher, 1969). 

Although differential validity studies should be carried out 

whenever possible, this report concurs with Humphreys (':'973) that 

"~n a priori expectation of highly similar validities for majority 

and minority groups is justified by the avaiL.lable data" (1'. 3). 

This conclusion could be extended to a cross-national level. 

Barrett and Sass (1975) in a ~ecent review of cross-cultural issues 

in Industrial/Organizational Psychology considered cross-national 

assessment tests. They reported that Western tests which predicted 

job performance in one nation would predict job performance in 

another country when appropriately modified. 

Methodolq.9ica1 Issues in Validation 

The stateld. obJective of fair or nondisc;r.iminatory employment 

practices is I/:.O ~:elect individua~s for a particular job basedI~ .' 
'" 'p' '-I· ,- .• :.,. \.""'.''''j"",~if'''''h"""",._ .• ,;;,s,,,hi~~l~.", j 
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solely on their ability to perform that job. As .is often the 

case, the apparent simplicity of this goal becomes quite complex 

upon attempted implementation. The employer's desire to hire 

the best possible people for particular jobs, imperfect knowledge 

regarding the relationship between indiviCiual characteristics an,", 

the ability to perform those jobs, and imperfect measurement of 

both individual characteristics and job performance all con

tribute to this complexity~ 

Early studies in subgroup validation of selection instruments 

focused on bias in the instruments themselves. These early studies 

assumed that a test was fair only if the mean test score of 

population subgroups was the same. This assumpt.ion eliminates 

the use of any variable for Hhich real between group differences 

exist. 

The basic problem wlth testing minority group members is 

that they often tend to score lower on certain standard paper and 

pencil tests than do non-minority group members (Dreger and Miller, 

1960; Miller and Dreger, 1973). One explanation for this test 

performance difference is that standardized tests, expecially 

verbal tests, are culturally loaded or cultUrally biased and cannot 

accurately measure tho abilities of minority group ~embers. In 

response to this charge, a number of so-called culture-fair or 

culture-free tests have been developed. In order to eliminate 

verbal content, spatial tests have been proposed in place of verbal 

abili ty tests. Unfortunately, the gap betw,een blackS and whites 

on such tests is often greater than on verbal tests (Moore, 

MacHaughton, and Osburn, 1969)~ Other culture-free tests have 

succeeded in reducing racial group 'differences but either have 

Shown little validity or the resulting differential validity 
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patterns are the opposite of what would be expected. For instance, 

Campbell, Pike, Flaugher, and Mahoney (1970) found "culture bound ll 

tests were more val;l.df"C)r blac~:s than whites. Farret al.,(1971) 

have concluded from their study of "less traditional predictors", 

such as work sample and learning tasklS t that these meaSures did 

not result in a reduction of poosible cultural bias. 

In light of the evidence for the wide-spread existence of 
of 

group differences (Tyler, 1965), and the almost universal re1a

tionships,between identifiable group properties (such as race, 

sex, etc.) and psychological variables (Meehl, 1967) the early 

concentration on test bias per ~ has been dropped. It was soon 

recognized that the real purpose in attempting to define discriminatory 

testing was to evaluate the use to which test results were put. 

The fact that one subgroup may score below another on a selection 

test does not in itself necessarily result in bias. 

Virtually every recent discussion of discriminatory testing 

or discriminatory employment selection has centered around the 

statistical basis and definition of between-group bias for subgroups 

of a particular population. The majority of the discussions of 

methodological issues as well as reported empirical results have 

been based on one or more of the thz:'ee following ope,rational 

definitions: differential validity, comparative predictability, 

and proportional selection (c f. Cole, 1972). 

D:i.~ferential Validity: 

Simply stated, differential validity examines whether a 

particular test or battery of tests has a significant non-zero 

correlation for one .subgroup but a nonsignificant correle.tion for 

another subgroup using the same criterion. Differential validity 

studies were reviewed by SChmidt, Berner and Hunter (1973) 
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and their conclusion was that differential val~dity bas not been 

empirically demonstrated. A number of other reviews of minority 

research studies have expressed serious doubt about the existence 

of differential or single ~roup validity (Boehm, 1972; Ruch, 1972'. 

It has been suggested (Boehm, 1972) that reports of validity 
differences are more likely to be the result of small sample 

sizes, restriction of range, and poor criteria measures. 

C")mparative Pr1edictability: 

Recent methodological literature tl on 1e subject of discrimina-
tory selection has focused on the statistical question of 

comparative regression. There is a question of whether or not 

the regression lines from ~ priori identified subgroups are 

likely to have come from the same popUlation. Cleary (1968) has 

defined discrimination based . on comparat~ve regression: 

IIA, tes~_is b~ase~ for meml:>ers of a subgroup 
of,a p~pulat~on ~f, in the prediction of a 
cr~t7r~on for wh~ch the test was designed, 
cons~stent non-zero errors of prediction 
are made for members of the subgroup. In 
oth7r words the t 7st is bi~sed if the cri
ter~0I?- sco:e p:edl.cted front the common re
gres~~on l~ne ~s consistently too high or 
too J.ow for members of the subgroup." (Page 115) 

Gulliksen and Wilks (1950) advanced three hypotheses for 

experimental testing of this question. The first w~s the 

hypothesi~ ~hat all standard errors of estimate are equal. ' The 

second was the hypothesis that the regression lines are paral

lel given that the first hypothesis is true. The third w~~~;.'. the 

hypothesis that the regression lines are identical given that the 

second hypothesis is true. The most important consideration is 

the first: hypothesis, namely that of equality of standard errors 

of estimate. The first hypothesis must be met for either of the 

other two hypotheses to be tested, or at least'th';s . ... assumptl.on 
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must be made. It is practically never the case that this assump .... 

tion is tested in the literature and often it is not recognized 
• > 

that the assumption is even necessarYG 

Einhorn and Bass' (1971) have shown that differences in 

standard errors· of estimate are the most relevant factor in de-

termining the probabilities of success for members of differeht 

subgroups. ,-
Bartlett and O'Leary (1969) graphically depict many of 

the instances of nonhomoge~eity of regression in populatibn 

subgroups and much of the work in validation of selection instru

ments has referred ,to the various "models" described in their 

discussion. 

There appears to be a more fundamental issue involved in a 

comparative predictability definition of discriminatory testing. 

In the absence of perfect predictability of criterion performance, 

cases of misclassification (over and under prediction of criter-

ion performance) will always exist~ Therefore, Cleary's defini

tion of test bias allows a clever investigator to find some 

common property among those tested which occurs more frequently 

in the underpredicted group and ther~by automatical~y define 

a class of people being discriminated against# 

Reilly (1973) has shown that if one assumes a trivariate 

normal distribution (test variable, criterion variable, and a 

-third "sociocultural ll variable underlying the group categoriza~ 

tions), then regression lines for groups chosen on the basis of 

this third variable will be expected to have equal slopes but un-

equal intercepts. 
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In view of Meehl's (1967) conclusion of the universal exist

¢nce of relationships between group membership and Psychological 

variables I the likelihood (:If findl.' ng- some h . c aracterl.stic common to 

that group is quite hJ.'gh. I~l v" f th .. J.ew 0 e reality 0 f imperfect 

prediction and the lack of a clear operatJ.'onal d f" . e l.nJ.tion of dis-

crimination f the area is ambiguous. 

Proportional Selection: 

An alternative definition of test bias has been adVanced 

recently by Thorndike (1971). ~is definition suggests that a 

selection test is fair only if, for a given criterion of Success, 

the test admits or selects the same proportion of applicants from 

each subgroup as would be admitted by selection on the basis of 

the criterion alone or on th b . e asJ.s of a perfectly valid test. 

Idealistically, this is an excellent restatement of the fa!rness 

doctrine. 

implement: . 
In practice, however, it is virtually impossible to 

In the absence of extensive empirical research , " there 
is no way of determining (nor even ratl.'onally t' , es l.matl.ng) What 
proportion of any given. subgrou~ l.'S ll.'kely to b 

.t e succesSful at 
any particular job. 

Schmidt 'and Hunter (1974) review the discrepancies between 

Cleary's ~nd Thorndike's definitions of discriminatory testing. 

Their conclusions are essentially two: First, that while the 

two definitions appear to be identi,cal they are, in fact, quite 
different and in most t' 1 . prac . ,~ca Cl.rc::l.llllstances will yield confl~ct-

ing conclUsions about the fairness of a selection' system (even 

if the necessary data were avail. able to t t b es· oth definitions). 

They conclude that at some point agreement must be reached among 

the participants in this discussion as to what constitutes a 
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prAQtiCq~ qefinition of unfair bias. As Barrett (1972) has 

po.ihted'out, however, this kind of consensus is seldom reached. 

The ~oregoing discussions of statistical definitions of 

bias,ed selection are all predicated on the single I fundamental 

assumption that it is possible to define the population of 

interest. 1A momellt I s reflection, however, shows that in practice 

this may be virtually impossible to do. For example, the 1970 

census for the city of Akron showed a ratio of total blacks to 

whites of 17.5/82.5 but the ratio for the two groups age 20 

and above was 14.,6/85.4" Any factor which results in self 

selection for one of the subgroups (employment availability, 

job mobility, recruiting techniques, etc.) and which is even 

partially related to a valid selection test will serve to change 

the statistical conclusion reached about selection bias~ The 

simple expedient of redefining the parameters of the subpopulations 

of interest will be sufficient to serve the purposes of those 

attempting to show either the presence or absence of discrimin

atory selection. 

Given the present problems with defining either the subpopu

lations of interest or discrimination, one is left with the con

clusion that purely statistical treatment.s of this subject are 

inadequate. It is also unlikely that this situation will 

improve much in the foreseeable future .. 

Traditionally, test theorists and individuals concerned with 

the use of test data in selection processes have directed their 

attentipn primarily toward concerns of forecasting accuracy or 

predictive validity. More recently Gulliksen (1950) and Guion(1965, 

1974) among many others have criticized the overemphasis of 

observed predictive validity. The distinction must be made between 

correlations which arise from the fo:d:.uitous correspondence of 
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events (coincident.al validity) and those which. are the res-qlt of 

genuine causal relationships (intrinsic validity) ~ Dunnette (l963} 

goes. so far as to propose that predictive validity coeffici~nt$ 

in the absence of construct validation should be accorded a much 

lower status among the body of measurement evidence. 

Intrinsically valid selection tests, then, are those which 

measure those individual characteristics which are necessary for 

the successful performance of the job under scrutiny. 

The foregoing discussion leads to three fundamental conclusions. 

The first is that the development of a set of c:r,iteria for job 

performance is essential to the process of non-discriminatory 

selection. 

There is considerable evidence that criteria differences 

may be responsible for reported cases of differential validity. 

In the Chicago police study for example, black officers wer~ 

usually assigned to high crime al:'eas resulting in a higher 

number of arrests and more complaint.s being filed against them 

(Baehr .. ~ al ... 1968). On the other hand, Christal (1972) found 

no black-white differences among Air Force securi,ty police on: 

numbel:' of tasks assigned, task and job difficulty, job interest, 

and percei.ved utilization of talents and training. 

The effects of race of employees and supervisors on evaluation 

ratings has ~.een studied using a sample of medical technicians 

(F 1augher, Campbell and l? ike i 1969). White supervisors f ratings 

of white and black employees as well as black supervisors ratings 

of black employees were associated with factors measured by Ii 

Job Knowledge Test. However, black supervisors' ratings of whites 

were not related to the test. 

Wollowick, Greenwood, and McNamara (1969) have noted gl."eater 

restriction of the or iter ion range for black administrative 
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personnel. than for whites. Lefkowit~ (1972) has suggested that 

blaok-whit~ differences in turnover may be due to greater job 

mobility:eor whites than blacks. 

Bass'~nd Wurrter (1973) found that white supervisors of 

bank te11~r~ seemed to base their evaluations on objective data 

to a gre~ter extent for blaok subordinates than for whites~ 

Miner' (1974) has reviewed A .. T. & T. IS selection testing pro-

gram which was not disapproved. despite intensive federal scrutiny 

and a large settlement against the company. Of particular in

terest was the use of job simulations and training criteria for 

test validation - criteria which maximize motivational and in-

I f upon rev ~ew~ng s. orne 31 validation stUdies, tellectua' actors. ~ ~ 

Miner found a higher percentage of valid studies where training 

criteria were used than where job performance measures were used. 

The differences were not significant however. 

In the nine studies in which both black and white subjects 

were used, there was only one case of validity for whites only 

. f 'teria The author's and this occurred with Job per ormance cr~ • 

conclusion is that there is no reason not to use objective 

training or job simulation criteria. 

It seems most likely that many cases of di.fferential '\ralidity 

are due more to difficulties' in the criterion measures than to 

.differenceS in either the test scores or the validity of 

selection instruments. 

~he second conclusion is that the selectidn instruments 

used must have more than statistical validity tt) recotlUllsnd them. 

~he indi,:"idual ~haracteristics measu:x;ed by the selection devj.ces 
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must be necessary for the successful performance of the tasks 

involved in the particular job for which people are being selected. 

The final conclusion is that these two requisites are not 

independent of each other. The entire process of careful and 

thorough job analysis, the development of performance standards 

based on that analysis and the derivation of selection devices 

designed to measure individual skills, abilities and character

istics that correspond to the job components must be undertaken 

as a composite. A statistical statement of the corx'elation between 

predictors and criteria is but a single bit of inforl:nation (i.e., 

a numerical index) of the usefulness of a particular instrument 

toward selecting those individuals most likely to perfoxm well 

at a job without respect to non-valid (e.g., r~ce, sex, etc.) 

characteristics. The study reported here attempted to.achteve 

this overall goa·l of systematic development and evaluation of the 

selection-appraisal system for ~atrol officers. 

It should be noted that the problems discussed above are 

especially' prevalent within the police selection literature • 

In fact, the poor quality of most previous research has led 

certain reviewers to conclude that, "a usefully valid and un

biased procedure for selecting police officers has not been 

demonstrated yet (Kent & Eisenberg, 1972, p. 28)." The present 

" research project is an attempt to develop the first such pro-

cedure • 
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CHAPTER 4 

CRITERIA DE~LOPMENT 

Selection of Candidate Performance Evaluation Dimensions 
ior the Akron poJice-Department. 

The criterion phase of the research project involved the 

construct.ion/analysis, modification and evaluation of meaningful 

and reliable patrol officer performance evaluation measures. This 

activity was carried out between December, 1973 and APl:il, 1974. 

Three slets of data which were already being col~ected on 

patrol officers were evaluated as potential criterion measures 

of performance. The first was the City of Akro~, Employee Service 

Rating Reports for patrol officers. Ratings of members of the Akron 

police force for May and November 1973 were analyzed. Summary 

data for the most recent ratings are presented ih Table 4.1. It 

was determined that the variance among those ratings was far too 

small for the ratings to be of value in the context of selection 

validation. In fact, more than 90 percent of all patrol officers 

re,\ceived a rating of either 90 or 95 on all five dimensions. 

The second set of existing data examined was the monthly 

activity police summary reports. These contain numeric counts of 

activities such as mileage driven, number of calls made number . , 
of intoxication arrests,number of suspicious p~rsons arrested,total 

arrests, number warned and released, number referred to juvenile 

court, number referred to the detention home, nUmber of subpeona 

served, number of accident re~orts/n~ber of moving violations, 

number of parking tickets, number of field report~s cQmpletecl, 

confidential reports, and all other reports completed, for each 

patrol officer. Data were examined for the period 'of September 

1972 to December 1973. Month-to-month comparisons of each data 
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TABJ:..E 4.1 

Meas~res of Central Tendency and Dispersion on the city of Akron, 
Employee Service Rating Report for 304 patrol officers for 
the Most Recent Rating Date (November, 1973) 

Quality Work 

Quantity of Work 

Work Habits 

Relationship with 

Personal Fitness 

* point Value: 

Mean* w_ 
92.7 

93.5 

91.1 

others 94.0 

93.2 

60=unsatisfactory 

70=improvement needed 

8 O=s ~;t;,i.s factot:y 

90=very good 

95=outstanding 

std. Dev. 

1.02 " 

0.91 

0.97 

1.04 

1.11 
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c~tegory showed this data to be highly inconsistent over time. 

'Table 4.2 presents the average month-to-month correlations for 

these data. Further investigation indicated that this d.ata is 

highly dependent on shift assignments, transfers, district assignmen 

etc. The contamination of these objective measures indicates that 

these cannot adequately serve as criterion measures. 

The third set of data investigated was employment history in

formation such as disciplinary actions taken, number of absences 

without leave, sick leave and so on; Table 4.3 presents summary 

data for these measures. On ex~nination, it was clear that these 

data SUffered from the defects found in the two other data sets. 

All three kinds of data were eliminated on these bases as potential 

criteria measures. 

Obtaining reliable and meaningful performance evaluations for 

any job is difficult, but obtaining evaluations for patrol officers' 

performance is part.icularly arduous beca'l.;1se of the mobility and 

freedom of action inherent in this type of work. It would seem 

that a patrol officer's value depends not only on how well he 

performs his routine tasks such as making arrests, but also upon 

his attj.tue toward police work and the way he carries out a large 
. 

and varied set of functions recognized as police d.uties. This 

diversi~y of activities indicated that th~ development of criteria 

for performance evaluation of Akron patrol officers should incorporate 

and build upon previous work in this area. 

Several j ~.r"estigators have recently been involved in the de

velopment of suitable criteria for the evaluation of patrol officers. 

Personal contacts were established with Dr. Frank J. Langy, Depart

ment of Psychology, Pennsylvania State University and Dr.~Obert W.· 
\\, ' 
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'l'ABLE 4.2 

th I tiona for Data collected by Av~tt . .;\~c Month-fl'o-Men cor~e a. c 
M.'atls of the Monthly Activl.ty poll-ce summary Reports for '> 

tho<'x..~test Three Month period (October 1973 to I)ccember 197,,) > 

ActiVit~nescription 

Number of Calls ',C;:1ken 

Mileage 

Intoxication Arrests 

Suspicions Peraon Arreats 

Other Arrests 

Narrant.s and Arrests, Total 

Refferals (auvenile) 

Detention 

subpoenas 

Accidents 

1-10ving Violations 

Parking Tickets 

Field Interrogations 

Conferences 

Reports 

Number of Offenses 

" 

Averagc r 

~55 

.47 

.44 

.01 

.35 

.13 

e04 

.07 

.37 

.80 

.62 

.63 

.33 

.21 

.67 

.65 
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TABT .. E 4.3 

Measures of Central Tendency and Dispersion and Year-to-Year 
Correlations for Desciplinary Action, Abse~cesl and Injuries 

Variable Mean Std. Dev. r* 
Number of disciplinary a~tions 0.031 0.0007 ** 
Number of days sick leave (1973)+ 6.94 7.16 0.372 
Number of days injury leave (1973) + 2.07 9.59 0.075 
Number of injuries (1973)+ 0.175 0.404 0.068 

* average year-to-year correlation for this variable for 19~0 through 
1973. 

**. ff" ~nsu ~c~ent non-zero data to compute correlation coefficients. 

+ Mean and standard deviation are for the calendar y.ear 1973. 

.' 

~ ..... 
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Heokman, Vice President, Personnel Decisions Incorporated, Minneapolis, 

Minnesota.. Both of these individuals have been involved in funded 

researcb projects ,to develop performance rating scales for patrol 

officers. The measures and procedures from both of these projects 

were supplieq for modification and use in the Akron area. Since 

.J the~e two projects differed significantly in their approaches, the 
• .t 

• 

• 

• 

• 

• 

• 

• 

• 

results of each produoed related, yet somewhat diverse sets of ra..ting 

scales and recommendations for criterion evaluation. 

Dr. Landy's research effort has been involved with the develop

ment of appraisal fox:ms covering police officer's performance as 

viewed from two distinct levels; that of the superivsor and that of 

the coworker. After determining the present state of performance 

appraisal strategies, hiz group constructed performance appraisal 

scales relevant to identified areas of professional performance. 

Conferences were held where pat:r~')l officers and supervis(')rs 

identified and defined the dimensions of patrol officer's job 

performance. From the supervisor's perspective the critical dimensions 

were identified as Job Knowledge, Judgment, Initiative, Dependability, 

Demeanor, Attitude, Relations with others,and conunurtications. '1he 

patrol officers identified the critical jeb dimensions as Job 

r~owledge, Judgment, Use ·of Equipment, Dealing with ~e Public, 

Reliability, Demeanor, Compatiability, Communication, and Work 

Attitude. 

After identification of the relevant critical job dimensions 

a set of behavioral items describing the above dimensionS' were ob ... 

ta!ned froIn 19 police supervisors and 17 patrol officers. The be .... 

havioral items emerged from separate conferences attended by sup-

. 2 h 't 
. ..: t t 
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ervisors and the patrol. off~cers. The a·t" t • P L ~c~pan~s responded to 

mailed requests for information. 

The total of 151 items which resulted from the supervisory 

conference and mail-ins were then assigned to the critical 'di

mensions by supex:'Visory officers from 12 different departments fol 

lowing an allocation procedure developed by Smith and Kendall (1963). 

The initial procedure resulted in 93 of the original 15,1 items being 

allocated to critical dimensions. The criterion for allocation 

was that at least 60% of the judges agreed on the assignment of 

that particular item to the same critical job dimension. The 

items which did not meet this criterion due to ambiguity in word

ing were rewritten in an attempt to overcome such problems. In 

addition, new items were also written for those dimensions which 

had less than ten behavioral items allocated to them. Following 

this a new allocation of this pool of items', includj"nS1the'93 

which had origina.llY':Jsen found acceptable I was administered. 

All items which successfully met the allocation criterion in either 

the first or second procedure were retained for further study. 

Groups of supervisory officers then rated these behavioral items 

on a numerical scale. 

A similar allocation procedure was used for beh.a.viora! items 

resulting from the patrol officers' conference. Two allocation 
," 

procedures were employed to classify items originally provided and 

those that were .added or rewritten after the first allocat:i:.on 

procedure. Groups of peer patrol officers then rated the.behavioral 

items on a numerical scale. As d,escrihed above, the reseq~¢h pro

ject conducted by Dr. Landy developed two behaviorally- anchol:'ed 

• , 

I 
1 

• 

• 

• 
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evaluation forms - a supervisory scale and a coworkers scale. 

These scales, in the form received from Dr. Landy, are presented 
,,-:', 't 

in App~ndiX c. 
Dr., Heckman used a critical incident appr:oach in the develop-

ment of his police rating scales. 
Behavioral examples of effective 

and ineffective police officer job perfor\\'\ance (cri tical ~~cidents) 
were obtained from job incumbents or immediate supervi~ors. The 

research staff and a small group of police officers read the incidents 

ar~d ident.ified the major dimensions of performance. Officers 

independentlyas$i~ned these incidents to the dimensions and scaled 

the effectiveness of t,he behaviors mani.fested in the incidents. 

Incid?ots which were. assignea to the same dimension by 66% of 

the police officers and which also received rating~ with a standard 

deviation of less than 2.5 were included in the scales. AS a final 

check, the scales were shown to officers to determine if they agreed 

with the choice and order of incidents that composed the scales. 

TWent.y-five (25) precinct patrol officers and eight (8) 

sergeants were involved in developing these patrol officer scales. 

A total of 430 critical incidents were written with 158 of these 

meeting requirements in terms of percentage of allocation agree-

ment and mean rating, and standard deviation. Eleven critical 

dimensions of performance were identified and scales were created 

for each of theme These scales in the form received from Dr • 

Heckman, are presented in Appendix D. they 'included. Crime Prevention, 

Investigating, Detecting, Following up on Criminal Activity; using 

Force AppropriatelY~ Dealing constructively with the Public; 

Handling Domestic Disputes; Traffic Maintenance and Control; Main-

." 
&E" 
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<1,., • 

taining Public Safety and Giving First Aid; Integrit~ and Pro

fessional Ethics; Conunittment, Dedication, Conscientiousness; !l'earn-

work; and Report Writing. 

DeveloEment of Scales for the Akron Police Department. 

Performance appraisal scales need to be adopted to specific 

local organizational characteristics. They are not universally 

suitable for all police departments throughout the country. 

/ 
In an attempt to develop such performance appraisal soales the 

comprehensive job descriptions and analysis of positions within the 

Akron Police Department discussed earlier in this report (Chpt.2), 

,.,as used as'a ref'arence. To assure that all areas of this job 

d .. ~scription would he adequately represented in any' final t/er.fo~

mance appraisial fOrl\l, items from the Landy study and the HiA'9kman 

study were assigned to each job description category developed for 

Akron patrol officers. In allocating the Landy and Heclqnan items, 

each, sta-tement from the 'pattol of'ficer I s job description was con-.... ( " 

sidered i'ndependently and all items of the Landy and Heckman scales 

that related to that area of police behavior Were listed b~low it. 

Items from the Heckman study which were us\ed Were rephrased so that 

the wording would be consistent with items from the Landy study~ 

Upon compl.etion of this procedure, additional items were oo.~,u:.tb:::uoted .. 
for those job duties not c.\dequately covered by th.e Tandy o~.lleckman 

items. The resulting job description statements and related item$ 

are presented in Appendix E. 

Following this categorization of performal1.ceeval'l,4ati<;ln 'i.tems
l 

three members of the research t.eam systematically reviewe&":~i;:tCh 

job statement ahd all behavioral performance evalua,tionitefti$, 

~-. 
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related. 'to those statements. In each case only those i terns on 

a. s to 'che item IS direc;t relationship whiCh tbel:'f3. wa$ mutual consensus 

. ad This set' of performance evaluation to the job statement were reta~n •. 

t d to supervisory personnel of the Akron scales w~s then presen e 

Police Department for their cOJIUnents. They were asked to eva,luate 
of 

each scal$'and eaoh behavioral anchor within the scales on the 

basis of relevance, clarity 1 ambiguity and completeness of 

coverage a After their set 

the performa.nce evaluation 

of recommendations had., been incorporated 

form, it was presented to the six members 

into 

of the research team. ... Aga ';n., those items not. receiving mutual agree-

ment from the researoh team were deleted. Finally, the behavioral 

st:atements cOl'ltained in each of these scales 

into a single performance evaluation form. 

were randomly sorted 

ti f rm f.'o.!':,. the first administration The final performance evalua on 0 

is presented in Appendix F. It consisted of a 149 item performance 

conta ';n' 1.' ng 12 items from the La1~dy study, 65 modified appraisal form ... 

k d 12.,·new items written specifically for. items from Heckman's wor .an 

The 1 49 behavioral items were presented the Akron Police Department. 

,in, Likert-t,ype rating format employing the following five anchor 

points to describe the frequency of the behaviors being evaluated 

(alwaYfl (5), very eften, (4), fairly of.'ten (3), oocas,ionally (2) ( 

never (1» Ii Num.erical values for the Likert frequency ratings had 

been previously determined by the work of Bass, Cascio and O'Connor 

eV'aluatibn,~o included an alternation (1974) • This p~~rformance 

h · each sergeant was to rank-order the patrol ranking procedu.re w ereJ..n 

officers be sUlpervised. in terms of overall performance .. This 

e""a' luation fornl was administered to 28 Akron police serperformance " 

, t! 
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geants who used it to evaluate over 220 Akron patrol officers. 

Each sergeant rated from 4 to 14 patrol offi~ers. Results of this 

first performance evaluation are p~esented in Appendix G. 

The results from this first administration of the performance 

evaluation form were then analy~ed. Th' l' 
Q ~s ana ys~s was conducted with 

the goal of reducing the set of 149 it~ns to the smallest useful set 

that would adequately represent the dimensions of job performance for 
patrol officers. 

~he first step in this type of analysis is to cluster items 
into some set of dimensions. 

This step is often carried out b¥ 

means of factor analysis (GUilford, 1954). Such a statistical 

procedure was infeasible in. the present study due to the extx'ernely' 

low ratio of persons to items (223:149). An alternative method for 

Clustering items Was available for th 4 s analys~s. ' 
... ... S~nce all but 12 

of the 149 items were drawn from the behavioral anchors of the scal~s 
developed in previous performance evaluation studies, these items 

could be clustered on the basis of the dimensions in those studies. 

Inspection of the dimension definitions and content of the Landy 

and Heckman studies (Appendices C and D)' , 
~nd~cated that the trwo 

studies had several dimensions ~n conunon h'l 
... w ~ e other~ were unique 

to one study or the other. Retaining all dimensions from both 

studies and q~mbining th~se 'th d' • 
v w~ common ef~nJ.tioir.l ,and content .r~'" 

suIted in a set of 20 dimensions. Those dimens~ons are." 
... Oepel1\l'" 

ability; Traffic Maintenance and Control,. J b Kn 1 d 
o ow e gei Using)!'orce 

Appropriately; Handling Domestic Disputes; Conununicatioll; C;r;iJne 

Prevention; Work Attitude; Dealing Constructively with the. Publiol
o 

....... ,: "0" • 

Maintaining Public Safety and Giving First Aid; Judgnient; PemeMo):,; 
\~ ,.' . 

, 

~
i 

" 

j. ,. 
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":j 

'\ 
~~; 

."":: 

,', 

f 

. \, 
I
I 

L , 

. ,.' 

89 

Report W1;;i.tinq; Use of Equipment; Investigating, Detecting, and Fol

lowing u~ onCrimin~l Activity; Committment, Dedication, and 

conscientioUs~ess; Relations with others; Integrity and Professional 

Ethics; Initiative; Teamwork. Each item was then assigned to the 

dimension for whic;:h it had been a behavioral anchor itl either the 

• 1 These 20 dimensions and the items com-Landy or H~ck1nan sea es. 

prising them are presented in Appendix H. 

The 12 new items that were written specifically to cover job 

duties ~or the Akron Police Department were handled somewhat dif

ferently. Inspection of the content of those items suggested that 

h ld 1 ' 11 b come part of the content of the many of them sou ogkca y e 

previously described dimens ons. a ~s i st t ' tical analysis of these items 

during the item analysis (described later in this chapter), however, 

indicated that none of them met the statistical requirements for 

inclusion in any dimension. In spite of this, it was felt that the 

duties and responsibilities covered by these items was sufficiently 

important to retain them for overall evaluation purposes. Ther~fore, 

" d' . While the item they were aSSigned tO,a "miscellaneous ~mens~on. 

analysis, to be described, was performed on this dimension as well 

as the 20 dimension just discussed, all 12 items were retained for 

this dtmension. On further analysis it was found that the retention 

of this "miscellaneous" dimension did appear to enhance the statistical 

properties of the performance evaluation form. 

At this point a detailed item analysis of each dimension was 

performed in two distinct phases. The first phase of the item 

analysis consisted of eliminating items from further consideration 

if th~y were either ambiguous or neutralo Items that were omitted 

J! 
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as ambiguous met two crtteria. The first cri.terion was in the form of 

comments from the supervisors who performed the evaluation. If one 

or more of 't.he sergeants indicated that an item was sufficiently 

ambiguous as to make it difficult to rate his subordinates on that 

item it was marked for further evaluation. The second criterion, then, 

• was based on an analysis of the distribution of ratings on that item 

for the total pool of patrol officers ratedo A commented item was 

omitted as ambiguous if supervisor ratings were not given on that item 

• for more than 40 patrol officers. In practice, the distinction between 

omitted and retained items on this basis was nu~te 1 ':1,.... c ear. For no omit-

ted item was rating data missing for fewer than 76 patrol officers and 

• for no retained item was data missing for more than 10 cases. Items 66 

and 98 are examples of items omitted as ambiguous because of excessive 

failure to rate. (see Appendix G). Items called to the investigators' 

• attention by rater comments were also omitted as ambiguous if the : 

distribution of ratings were severely bimodal, indicating substantial 

unceJ:'tainty as to the- t.lesirahi1ity qf the described behavior. Operation-

• ally, an item was defined as bimodal if the relative frequency of both 

values was at least ten percentage poi.nts higher than the most frequent 

value between them and the two modes occurred onecn either side·of 

• the neut:ral value (3) •. Item 77 is an example of the items omitted as 

ambiguous becau~e of sergeants' responses and distribution ch~racter~ 

istics •. The relative frequency of responses for that i~~em wasil=15%, 

I. 2=34%, 3=17%'- 4=30%, 5=4% (see Appendix G). 

Ite,ms which were neutral (neither positive nor negative behaviors) , 

were omitted from the dimensions since their. inclusion in. fur·t:h.er., . 
• ", "', ,'3; 

• analysis would simply introduce random error into the rna themat~ici1:lly 
: .. :: ... ', .. ; ~ 

derived dimension v.allles. Neutral values were defined as ;i.~~i}~'~ 

• 
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mediate' ·(m;f.ddle 25%) scale values. in the studies from which they were 

originally taken and,within the 2.7~3.3 mean rating range in the 

pJ:'esent study. Items which met both criteria were presented to the 

six members of the research team. Those items for' which there was 

mutual consensus as to the items neutral content for that dimension 
.' 

were omitted from the dimension. 

The second phase of the item analysis for each dimension was 

essentially statistical in nature. The procedure for,statistical 

item analysis was as follows: 1) scoring for negative items (instances 

of negative behavior) were reversed by subtracting the actual rated 

value from 6; 2) item values for a particular dimension were summed 

for each patrol officer, yielding a dimension total; 3) item-total 

correlations were computed for each dimension; 4) item statistics 

were inspected and items omitted either because of redundancy or 

unreliability; and 5} steps 2-4 were repeated with the reduced set 

of items until no further adjustment;: of item content wa.s deemed 

necessary (Nunnally, 1967). The criterion for eli~inating items as 

redundant was that the item have a high corre1at~on (Irl~.90) with 

another item in the same dimension and that the (';orrelation between 

the-dimension total including that item and t.he t.otal excluding 

that item be high (r~.90). If an item met both criteria it 

essentially meant that that item was providing no new information 

about the persons being evaluated relative to that job pe~formance 

dimension. An item was deemed to be contributing to the unreliability 

of a dimension ;(adding irrelevant/error variance to that dimension) 

if its oorrelation with the dimension total was low (ri· 50). In 

the majority of cases; items which were omitted as unreliable were 

items ~hich came very close to meeting the criterion of response 



92 

• 

• 

• 

• 

uncertainty or value neutrality in phase one above. Decisionst(.) 

omit items as redundant or unreliable were, howe'lTer, tempered b~r the 

necessity of attempting to maintain a balance between the number of 

positive and negative items w~thin each dimension .. 

The final step in the item analysis consisted of treating each 

dimension total (in its form after .item analysis) ilS if it Wiere a 

single item, and performing the same type of statistical it.~em analysiu 

for the overall performance evaluation total. Two method~ of arriv

ing at an overall evaluation total were used: 1) sunmlation of the 

raw dimension total scores, and 2) summation of the standardized 

dimension total scores. Standardized dimension scores were computed 

• by subtracting the mean dimension total from the raw score and divid·· 

in.g that difference by the standard deviation of the raw scores for 

that dimension (Table ~.4 presents the means and standard deviations 

• for the dimension totals). Results from from the item analysis for 

both methods were identical in terms of final results and virtually 

identical statistically, indicating that the dimensions appear to 

• . meet the homogeneity of variance requirements and that a simple swu-

• 

• 

• 

• 

mation of raw scores may be used. Using the same criteria as gescribed 

above for the item analysis of individual dimensions, the statistical 

item analysis of overall performance scores resulted' in the elimination 

of four dimensions (Traffic, Using Force, Work Attitude, and ~e~work) 
" 

due to unreliability and two scales (Communication and Public Safety) 

dne to redundancy. The. correlation between the composite perfQrrn~l'1ce 

scores using all 20 dimensions and the composite using the 14whioh 

remained after item analysis \'1as quite high (r=. 996) indicatil').g' that 

the omission of those 6· scales resulted in virtually no loss of:· in'" 

formation. 
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~ABLE 4.4 
':,-' li,S ion 

. . nd.m·· . el'lo5.ionJ.:lC9r tJle... J;)~e 
M.easU~ea of central TendF:t'fath~ ~~st Adminl.stratl.on 
Totals After. Item ~a1ys s 0 
p~rfotmance Evaluatl.On • 

" 

Mean Std. DeV. 

Dimension -
16.25 2.69 

Dependability 
25.61 3.92 

Job KnO\i1edge 
24 .. 12 2.99 

Domestics 
20.74 2.88 

communicati.on 
J.7.65 3.32 

Crime Prevention 
26.49 3.21 

Dealing with PUblic 
23.83 2.59 

Judgment 
18.05 1.97 

Demeanor 
14 .. 64 . 2',~ 61 

Report w~iting 
21.83 2.23 

Equipment 
17.69. 2.27 

Investigation 
20.50 2.99 

commi.tment 
16.04 2.43 

R.elations with others 
2 .. 90 28.15 

Integrity 
13.78 2.74 

Ini tia.ti va 
16.34 1.80 

Traffic 
1.3.15 1.76 

Using Force 
15.11 

1.53 

work Attitude 
17.45 2.51 

public Safety . 
15;66 1.42 

Teamwork 

. t 
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Tbe 14 job performance dimensions and items comprising those 

dimensions together with appropriate st~tist~cs after item analysis 

are presentad in Appendix I. A summary of those results are pre

sented in Table 4.5. Intercorrelations of the final dimension score 

are presented in Table 4.6. 

A part of the performance evaluation done by the police sergeants 

required them to place their subordinates in rank order in terms of 

overall performance (a detailed description of the ranking proceaure 

is contained in Appendix F). Since the number of subordinates ranked 

by each sergeant ranged from 4 to l4~ it was nec~ssary to convert 

each patrol officer'soverall performance rank to a standardized value 

for p~poses of comparability. These were converted so that, over

all, the performance rankings would have a mean of SO and standard 

deviation of 10. This standardization was performed by the following 

formula' (Guilford i 1954): 

.-

SRL= (SiX 10.) + 50. 

wbere; Sf is the ordinate of the normal proba~ility density 

function corresponding to p.; and; P,. = 1 - (n-- ,..;. 0.5) 
.... .... ( :.a. n ._-) i 

Ri is the rank of the ith person ranked by one supervisor, 
n is the number of persons that supervisor rankeq, 'and 
SRi is the standardized rank of the L~ person. 

All future references to "overall performance ranking ll wt.tl be 

taken to mean the standa~'dized rank as above. Table 4.1,'pi"e$ents 

the correlations between the performance evaluation and Q~:ietall per-

formance rank. . '. ' 

," ' . 
''che overall results of the analysis of this first, adilllidstration 

y" r ~ 

of t~h~ job performcmce evaluation were used to construc~"'fC,~~vised 

ve:rts;l;;on of the performance evaluation for a seoond admiri~s~fGJ.tion" 
.. ;~ ::.:'. ; .. 

. . ~. 
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TABLE 4.5 

corr~lations Between Job Performance Dimensions Befo:e vs. 
After ,ltem Malysis, and Dimensions vs. Overall C0f!1pos~te for 
th~ First Administration Job Performance Evaluat~on. 

of 

Dimension 

Dependability 

Job Knowledge 

Domestics 

crime Prevention 

Dealing with Public 

Judgment 

Demeanor 

Report Writing 

Equipment 

Investigation 

commitment 

Relations with others 

Integrity 

Initiative 

"Miscellaneous" 

Correlations (r) 
r 

Dimension total before 
item ~nalysis v~ after 
item analysis 

.94 

.87 

.89 

.92 

.83 

.97 

.96 

.96 

.94 

.96 

.97 

.90 

.96 

1.00 

:c-'--__ ' '_'_' ___ '_' ~-~-' '----".-'--, 

Dimension total vs 
overall composite 
performance total 
after item analysis 

.81 

.87 

.77 

.69 

.82 

.76 

.68 

.82 

.So 

.83 

.81 

.77 

.69 

.84 

.89 

" -'·c_··~· ____ _ 
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" TABLE 4.6 

~ ~r' 
1 ~, 

Intercorre1ations Among Job Performance Dimension~ From the first Administration Performance Evaluation. 
i~ [i'q, 

til • • f..4 jtt 

'J 
u (\) 

r 
..... ..d 

..~ 
'; 

r-I ..., 
" 

.-~' . ~ 

if 0 ,"I :;ll 0 

i1 .J : ¥J I:rI , 
t 

..... 
> d t::: " 

(\) ..jJ 

t~ 
I:rI d ..d ..... 0 ..... : ,~ 
~ ~ 

..jJ ..jJ ''; ~ Q.I I,1 ~ • ..... ..... 01-1 ..jJ 

~ I> ,l r-I til (\) ~ ~ .;J as 
ffi til 

''; if ~ 0 f..4 01-1 f..4 d I:rI d 
·IJ .~ (\) ''; .B 0 ''; "" 

..... III I:rI ~ 0 
ItJ ,~ 

~ ..jJ d (\) 
~ ..jJ a ..., ..... 

~ ..... lr Ul (\) ..... 
~ f..4 til ''; ti} ..jJ f~ 0 ·rf (\) 

~ 
(\) 

';' 
(\) .~ r-I (\) 

-lJ .r4 }~J, ,Q 5 as 'l:I m ~ :;j 
~ r-I 

~ 
,d ~~' 0 H ell .; (\) bi 0 (\) 
H ~ I':, • I-J A U A A ~ 111 H U 

1~ • 
F Dependability 73 58 41 '7 59 49 66 58 65 58 76 50 66 ~i 

',' Job Knowledge 62 58 70 62 49 71 63 75 70 64 55 76 ') 

~ 
'} Domestics 57 63 62 45 64 50 59 55 60 40 57 .! • • Crime Prevention 50 52 44, 52 50 54 57 45 39 60 

Dealing with Public 55 53 57 60 62 61 7~ 59 64 .,,' 
~ 

55 44 65 I: Judgment 44 61 55 56 53 r • • r 
I' Demeanor 57 58 53 53 55 57 53 I, 

i' Report Writing 57 65 67 63 50 66 !: 
r: Eq\l.ipment 

6,8 66 55 60 69 1; • · , I, 

h Investigation 
71 53 55 73 i" 

57 54 71 " 
Commitment 

; 

Relations with others 
53 54 • • 

i Integrity 
52 t 

" 
~ 
I, 
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TABLE '4.7 

Dimension 
.45 

Dep~ndability 

.42 
Job Knowledge 

.35 
Domestics 

.40 Crime Prevention 

.46 Dealing with public 

.35 
Judgment 

.37 
Demeanor 

.45 Report writing 
.40 

Equipment 
.45 

Investigation 
.48 

Commitment 
.38 

Rel~tions with others 
.30 

Integrity 
.49 

Initiative . 
• 45 

" "~iscellaneCrus 

• • .53 composite ~valuation 

" 

• • 
lpecimals omitted 

• • " 

.. ~, , 
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The purpose of 'che second aCL'1l.itlistration was first to provide a test 

of the reliability of the performance evaluation, and second to ass eSt 

the rating format for the performance evaluation. 

While the items comprising the first administration performa.ce 

eValuation were presented in such a way that each Was individua.ly 

evaluated in a. Likert-type format, the items themselves had original

ly been drawn from performance evaluations developed as l>ehavioraJ.ly 

anchored rating scales (Smith & Kendall, 1963). Evaluation of 

alternative rating 'formats have been performed for several oc

cupations (for a review, see Peters & MCCormick, 1966) but to the 

authors' knowledge, no similar evaluations have been performed to 

date on performance ratings for patrol o:Eficers.. The decision was 

made, therefore, to present the second administration of the per

formance evaluation in two formats, both of which Here different 

from the first administration. This second performance evaluation 

form is presented in Appendix J. 

Section I of that performance evaluation contains 15 job 

performance dimensions - the 14 dimensions which resulted from the 

previous item analYSis plus the Communi-cation dimension. ~he 
dimension covering Communication was included since the mutual 

consensus of the research team was that even though stati~tical 
analysis andicated it was a redundant dimenSion, the data were 

marginal andl'with some reviSion, the scale could possibly tap unique 

variance in the performance evaluation. These 15 dimensions were pre-

sented as behaviora'1;ly anchored scales. Each ~'upervisor, then, was to 

rate each of his subordinates giving a single :X:<at!P.g for that 

dimenSion by marking the behavioral statement that best described tne 

" 

• 

• 

, 
j 

~ • f 
l' , 
I 
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• 

• 
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behavio~e~p~cted. The behavioral anchors for each dimension were 

selected' by ,mutual agreement of the research team. The pool of 

ilab· l·e' items Was the dimension content from the ava .. .... . first administration 

'. ,. " 1 t d from this pool to make up the (Appendix ~). Items were se ec e 

" , . so that the statements w.puld re-behavioral anchors for adllnensl.on 

~ 1 11 spaced range of behaVior desirability present a relatl.ve y equa y 

t ' ) Where possible, behavioral (positive through neutral to nega ~ve • 

anchors were selected from the set of items compriSing the final 

1 · Where necessary I items dimensions after statistical item. ana ys~s. 

were reworded to render them more appropriate fo~ the Akron Police 

t 'o reduce anlbiguity in meaning as indicated by the feedDepartment. or 

back received from the sergeants who conducted the first performance 

h f ~nal form of the behavioral anchors evaluation. In a few cases, te • 

f th t item, in its bears very little resemblance to the wording 0 . a 

original form. The number of behavioral anchors for each dimension 

ranged from 4 to 7. 

Ssction II (of Appendix J) contains.the 12 items which were 

written specifically for 'the Akron POlic~ Department ("Miscellaneous" 

d werp. to be rated in the same Likert-type format in Appendix H). an _ 

~sed in the first administration (item #4 in this section should be 

ignored since it was included in the perf,ormanca evaluation form 

as a result of cle+ical error)_ 

contains 12 Likert-type items that Sectic:>n III (of Appendix J) 

d d abilities required of patrol measure broad, ~eneral attitu es an 

officers. s .! ..... :i.lar in meaning to the xlature .These are traits t.hat are .L1U 

of the behavioral dimensions. in Section I. 

i f"orm also includes the alternation This performahce evaluat on 

. ,- : 
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overall perforlmance that was contained in ' 
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ranking of subordinates on 

the first administration. Finally, each sergeant was asked to Lank 

order each of the 15 dimensions (from Section I) in order of 

importance for overall job performance. A detailed description of 

each ranking procedure is' contained in Appendix J • 

'This second performance evaluat:i.on form was administered to 

the same sergeants rating the same subordinates as for the first 

administration. The time between evaluations w~s 8 weeks. Each 

behavioral dimension (Section I) was scored by assigning the value 

to it that corresponded with the number assigned to the behavorial 

statement which had been checked. This value was then subtracted 

from one plus total number of items making up the scale. This 

scoring reversal was necessary to render the second administration 

scoring compatible.with the first administration (i.e., higher values 

indicating better or more desirable performance). Individual item 

statistics for this second administration performance evaluation 

are presented in Appendix K. Summary data for these 15 dimensions 

plus the "miscellaneous" dimension (Section II) are presented in 

Table 4.8. 

Initial item analys~s indicated that the Communication dimension 

was redundant for the second administration just as it had been for 

the first.·' It was therefore omitted from further analysis.. Summary 

statistics for the correlations (produc1=-moment) between the 'f~X'st 

and second administration ar6\ presented in Table 4.9'. Asean 
, 

be seen fJ;ornthe results in Table 4.9 , "alternate fOl."ms,1 ,cQrrelation 

indexes for the 14 individual performance \9valuation dixnellsions 
, ,: :~\ ;,i' 

ranged from a low of .28 (Equipment) to a high of • 57 (Ii.d.~iative). 
i .," .• i 

" ~ ~ 1: .. ~ 
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TABI"E 4 .. 8 

Measures of Central Tendency and Dispersion for 15 Behaviorally 
Anchored Dimensions From the second Administration Performance 
Evalua'.tion. ,. 

Dimension Mean Std., Dev. -
Dependability 5.982 1.062 

Job Knowledge 30393 0.768 

Domestic$ 4 .. 106 0.939 

communications 2.978 0.971 

Cr ime Preven.tion 2.603 0.706 

Dealing with Public 5.678 0.749 

Judgment 4.084 0.959 

Demeanor 3.497 0.850. 

Report writing 4.191 1.007 

Equipment 3.464 0.647 

Investigation 2.609 0.673 

Commitment 3.503 0.774 

Relations wi.th others 3.486 1.355 

Integrity 4.966 1.043 

Initiative 1.799 0.968 
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TABLE 4.9 

Intercorrelation B 
First and Second etween.Performance Eval . 

pimension 

Dependabiltiy 

Job Knowledge 

Domestic'!:; 

Crime Prevention 

Dealing with Public 

JUdgment 

Demeanor 

Report Writing 
.. 

Equipment 

Investigation 

Commitment 

Relations wJ.· th 

Integri,ty 

Initiative 

II Miscellaneous 11 

others 

Composite Evaluation 

Performance Ranking 

PerformanQe Evaluat. ua~~on Measu~es 
. ~on "Adm~nistra"" .. 

r 

.56 

.36 

.4l 

.35 

.41 

• 32 

,.41 

.55 

.28 

.44 

• ;40 

.38 

.43 

• 57 

.64 

• 7l 

• 85 

... J.ons. 
in 0 le 

• 

I • 
• 

• 

• 

• 

• 

! ., 

All correlations were significant (p~05). The alternate forms 

correlation for the composite evaluation (14 dimensions plus 

"miscellaneous" summed) was .71. The test-retest reliability for the 

"miscellaneous 1f dimension was .. 64, and for the overall performance 

ranking .85. Intercorrelations among the dimensions for the second 

administration are presented in Table 4.10 {c. f., Table 4" I for the 

first administration). Table 4.11 presents the correlations of the 
.' 

dimension scores with the composite evaluation t.otal and with the 

overall performance ranking (c.f., Tables 4.5 and 4.7). Table 4.~2 

presents the correlations between the 12 trait ratings (Section III, 

Appendix J) and the performance dimensions from the second 

administ:t'ation • 

Summary of Results 

In summary, the reliability of the performance evaluation is 

quite good, certainly adequate for use as a criterion against which 

to perform an investigation of the concurrent validity of a potential 

battery of tests for predicting job performance • 

The alternation ranking of overall performance had the highest 

test-retes~ reliability { r=.85} of any measure investigated. The 

alternate-forms correlations of the individual job p~rformance, 

deminsions was· quite variable. However, it should be noted that a 

very different rating format was used in the two administrations • 

Those scales for which the correlations were lowest were also those 

scales for which the content of the behavioral anchors (at tL~e two) 

Were substantially different from the ori.ginal item content (at 

time one)' after item analysis. In spite of this, the correlation 

of the 'overall composite performance evaluation measure was actually 

slightly higher (although the difference was non-significant) thAn 

the coX'relation for the "miscellaneous" scale total. 
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• TABLE 4.10 

Intercorrelationsl Among Job Performance Dimensions 

·f: 
From the Second Admihistration Perfo~~ance Evaluation. 

I. tI) 
14 

tI) Q) 

~ 
$.4 f1 Q) 

~ :S 0 
0 ..... 0 b'l :5 (j) oj.) r:: d 

b'l d :S ..... 0 ..... 
I'd ~ 4J ..... ~ '. Q) ..... ..... 4J .jJ 

~ 
U) Q) ~ ~ 4J rei s:: (il .fjt 0 $.4 .jJ $.4 ~ b'l Q) ~ 

0 ..... Pot b'l d 
~ ~ 

..... jj .~ oM 

~ 
.jJ r:: ! .jJ .jJ J..I 
fJl tJ) .,.. $.4 U) .... iti b'l 
Q) .~ r-I 

m 
0 ..... Q) 

m 
Q) 

.0 a ,rtf rc 0.. & ~ r-I .jJ 

g o· S-I Q) .s ~ 0 & ~ 
CI C) '0 A pq H U H 

• Dependability 28 37 33 33 49 49 49 26 25 15 33 45 
... Tob Knowledge 34 27 30 38 41 34 42 40 27 22 31 
Domestics 28 35 31 43 36 33' 31 22 35 31 .' Crime Pre~ention 14 45 37 35 22 35 34 14 41 
Dealing with Public 19 22 26 07 20 26 27 33 
Judgment 

50 54 25 36 37 17 46 

• Demeanor 
45 36 39 22 27 39 

Report Writing 
28 39 35 09 43 

Eq.uipment 
50 22 12 30 • Investigation 

4·4 19 36 
Commitment 

12 33 
Relations with others 

40 

• Integrity 

.-

• 

e.t. 
Deoimals omitted 

• 

0' • 

'"' ta . .-/ 
.jJ .... 
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H 

43 • 
33 

40 

35 • 
35 

39 

33 • 
52 

27 

41 • 
38 

32 
I" 

42 
, • 
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TABLE 4.11 

Co.rr~ationsBetweenperformance Evaluation Dimensions, 
composite Per;formance and Overall Performance Ranking for the 
SecandAdministration Performance Evaluation. 

Dimensions 

Dependability 

Job Knowledge 

Domestics 

Crime Prevention 

Pealing with Public 

Judgment 

Demeanor 

Report Writing 

Equipment 

I.nvestiga.tion 

Commibtlent 

Relations with Otl),ers 

integrity 

Initiative 

IIMisoellaneous" 

Composite Evaluation 

Correlation with 
Composite Performance 
Evaluation 

.70 

.55 

.62 

.54 

.50 

.66 

.65 

.69 

.45 

.57 

.48 

.50 

.67 

.69 

• 73 

Cor~elation with 
Overall ?erformance 
Rank . 

.49 

.28 

.40 

.41 

.28 

.49 

.41 

.43 

.32 

.46 

.26 

.31 

.34 

.59 

.49 

.62 

'''"-. 
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'l'AaLE 4.12 

1 
Correlations Between -Trait Ratings and Behavioral 

Dimension Ratings for the Second 

Administration Pe~formance Evaluation. 

'l'raits2 

Dependability 

Job Knowledge 

Domestics 

Crime Prevention 

Dealing with Public 

Judgment 

Demeanor 

Report Writing 

Equipment 

Investigation 

Commitment 

1 2 3 . 4 5 6 7 8 9 10 11 

42 27 37 63 60 26 50 32 37 34 38 38 

31 36 31 21 28 2$ 36 37 34 35 34 22 

32 29 26 36 27 17 41 34 30 29 24 ,24 
o? , '':''-

33 45 31 39 31 30 38 36 33 34 29 32 

23 29 23 32 32 24 34 31 21 28 23 15 

42 49 53 57 51 42 5~ 47 46 39 48 41 

45 33 33 48 49 22 51 31 40 35 32 31 

48 43 45 51 45 35 51 45 43 46 48 38 

34 18 33 20 31 32 36 24 30 24 34 32 

42 40 40 26 35 28 39 42 39 41 43 3~ 

32 43 32 30 28 39 32 44 48 43 33 42 

Relations with Others 30 25 22 28 26 19 2 . 6 29 36 25 25 28 

Integrity 

Initiative 

34 34 32 39 40 37 45 30 41 41 36 36 

57 52 48 46 50 32 49 63 60 61 57 55 

Sum of Traits vs. Overall Performai"lce Ranking: r=.65 

Sum of Traits vs. Composite Evaluati~n (Time 2): r=.75 

Sum of Traits vs. Composite Eva,luation (Time 11: r=.57 

1 
Decimals omitted 

:2 
See Section III, Appendix J for item Content 

• 
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A final note is in order by way of comparing these two per

formancs ovaluation formats. The behaviorally anchored l':;-ating scale 

haR. been cited as a substantial improvement over other methods 

(particulC\rly Likert-type scaled items) for job performance evaluation 

(Campbell, Ourmette, Lawler, & Weick, 1970). Few studies have been 

performed, however, to compare the properties of the two m~thods and 

none f,or the job of patrol officer. Several investigators have begun 

to find that i~ some settings, behaviorally anchored scales will 

produce substantially greater rating leniency than will summated 

Liltert ratings (Borman & Vallan, 1974). Also, Zedeck, Imparato ( Krausz, 

and Oleno (1974) found that behavioral incidents which form the 

anchors for behavioral rating scales may be valued differently by 

mambers of different organizational levels. 

Inspection of the results of this study lead to essential~y 

the same conclusion. For individua.l scales or dimensions, the 

frequency distributions of the behaviorally anchored scales are 

substantially' skewed toward positive ratings while the distribution 

properties of the summated Likert dimensions in no case deviate 

significantly from normality. On the other hand, when the 'two formats 

are compa~ed on the total composite performance evaluation measure 

(the summed dimension totals ), the distI.'ibution properties of the 

• two methods are vi:ctually identical with neither deviating significantly 

• 

• 
,. , 

from normality. 

It would appear, therefore, that the choice of rating format, 

at least in cases where severe rating leniency is likely to occur, 

will depend on the use to which the re'sults are put. If ratings, on 
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. individual d.).Illens ons are . . , "i to be used the Likert-type format would 

5J.'nee severe skewedness can create major appear to be preferred, 

problems in statistical ana YSJ.S. 1 · If, on the other hand, only 

. J.·s to be used, the behaviorally anchored overall cornposJ.te 

may be preferred, 5J." nce the time neC('iSsary to perfrom an evaluation 

in that format is substantially less than for the Likert-type format. 

• I 

.-
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CONCURRENT VALIDATION 

Selection of Candidate Test~ 

DUring Decemher, 1973 and January, 1974 relevant literature 

was reviewed and appr~priate candidate tests selected. The choice 

of candidate tests wa~ based upon the following information: 

(1) Previous Police validity atudies 
(see Chapter 3) 

(2) Previous black-white differential V~lidit¥ 
studies (see Chapter 3) 

(3) Reviews of Buros' Mental Measurements Yearbooks 
(1972, 1965, 1959) 

(4) Reviews of test publisher patalogs~ 

Tests were chosen that measure abilities or traits required 

for satisfactory performance of police duties as identified in 

the Job Description. An additional criterion for test selection 

was evidence for the lack of bias or differential validity as 

shown in earlier studies. The third criterion for selection was 

psychometric soundness as evidenced by 'adequate reliability and 
validity. 

The tests chosen ,for inclusion in the battery are all pub-

liehed by reputable tes t PDbl.ishers. The reHabili ty .. l1d "alidi ty 
.-

of these tests have been well established and substantial norma-

tive data exists for every test. Where differential 'Validity studies 

have been conducted using these .tests. the validity for black groups 

has been equal to or grepter than the validity for the ~hite groups. 
Validation Sample 

.,' 

Two hUndred and fifty (250) of the 304 officej::S intp;e . .Pattol 

! 
I, 

I 
; 

f , 

1 

I 
i 
j 
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and Tr~~f~c divisions of the Akron Police Department were randomly 
,~ hI 

'I ,~, > • " 

selected and a~keq to volunteer to take the battery of candidate 

tests, ,pf ,the:ae, 223 actually took the test battery. The sample 
~f . ',-. "< 

was furth~r" reduced by the necessary elimination of those officers 

who failed to complete all of the tests Or for whom performance 

evaluation data (see Chapter 4) was missing due to recent~transfer. 

In addition, examination. of the relationship between length of 

service and perfonnance ratings showed curvilinearity due to the 

unreliability, and possible contamination of the criteria for 

those officers who had more than 20 years of service as patrol 

officers. For this reason, these men were eliminated from the 

validation sample. 

The 186 patrol officers remaining after this sample shrinkage 

were randomly divided into a derivation sample of 80 officers and 

a hold-out sample of 106 officers. This approximate 40%/60% 

spl'it with the o.erivation sample smaller than the hold-out sample 

was chosen due to statistical power requirements. (Tversky and 

·Kahneman,197l). 

,The final validation sample consisted of 180 white and 6 

black, officers (of the 13 black officers on the force only 6 are 

assigned to paLtrol). The officers were all mcHes. 

Table 5.1 shows the means and standard deviations of the test 

battery and the criteria measures (performance evaluations from 

the first administra~ion) broken down by race. None of these 16 

variables showed a significant (p < .05) between-group differ-

encase 
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TABLE 5.,1 

Measures of Central Tendency and Dispersion 

by Racial Subgroups on the Performance Dimensions and Test Battery 

For the First Administratio~ Performance Evaluation 

Performance Criteria Dimensions: 

White Sample 
(N' = 180) 

X ~~.D .. 

Dependability 16.2 

Job Knowledge 25.6 

Domestics 24.1 

Crime Prevention 17.7 

Dealing with the Public 26.5 

Judgment 23.8 

Demeanor 18.1 

Report Writing 14.7 

Equipment 21.8 

Investigation 17.7 

Conunittment 20.5 

Relations with Others 16.0 

Integrity 28.2 

Initiative • 13.8 

"Miscellaneous" 47.5 

Composite Performance Evaluation 333.6 

Over.a1l performance Ranking 50.9 

Police Academy Grade Ranking 50.2 

Three-Test Bat''Cery:. (.'1'otal . Sample 51.4 
. Regression-Weighting) 

Fotlr-Test Battery (Total Sample 32.3 
Regression-Weighting) 

2.7 

3.9 

3.0 

3.::1 

3.2 

2.6 

1.9 

2.6 

2.2 

3.0 

2.4 

2.9 

2,,8 

7.7 

37.7 

9.5 . 

9.9. 

1.7 

Black. Sample 
(N :::: 6) 

X S.D. --
1.9 

24.0 3.5 

24.7 2.8' 

2.3 

26.7 2.9 

22.6 1.7 

16.8 2.9 

3.5 

2.9 

16.0 2.0 . 

17.8 3.2 

16.7 2.9 

27.2 2. 9 

1.8 

6.7 

300.8 25.2 

47~O 9.5 

1.6 

r 
I 
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CGncurrent. V~l~dgJ,t.ion 

concut.'t'~nt validity involves relating selection tests to 

performance criteria for present employees. The first necessary 

step in such a procedure is to determine the relevance of the 

criteria. 

In the study undertaken here, present patrol officers.we~e 

rated by their supervisors on each of several behavioral dimen

s ions ~ attd were also ranked in 'terms of overall performance (the 

precedure is detailed in Chapter 4). Each of the performance 

dimensions was correlated with the overall perfo~ance ranking. 

These results are presented in Chapter 4 (Tables 4.7 and 4.10). 

Each of these correlations was found to be positive and signifi-

cant (p <.05). 

Once the relevance of the performance criteria dimensions 

had been determined, it was possible to proceed with the valida-

tion of the test battery against this se~ of criteria. 

The fir~t step in the validation analysis was to select a 

'test battery which would predict patrol officers' overall per-

formance
t 

academy rank, and the performance eV"aluatfon criterion 

which were developed from the job analysis and criterion evalua

tion study (Chapter 4). An intercorrelation matrix was generated 

relating the entire test battery to all criteria (using the first 

administration performance evaluation). From this intercorrelation 

matrix, a final ~~e4 Battery of tests was selected which accounted 

for maximum variance in the criter'ia. 

". , ., 
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An overall standard score for· police academy training was 

derived from the six separate grades eal:'ned by the cadet during 

training. The training scores were summed and then ranked within 

academy class. These rankings were then converted to percentiles 
(Ri-.5) 

by the following formula: P=l- n' ; where Ri is the rank value 

and n is the number of entities ranked (Gu,ilford" 1954). COl;'res

pondine"; g values were fonnd for the perc~,mtile ranks from normal 

curve tables (Hays, 1963). The g values were then transformed to T 

scores with a mean of 50 and standard deviation of 10 based on the 

following formula: T=gi (10) + 50. For example, if a student was 

ranked first in an academy class of 8,P=.9315, g=1.53,and T=65.3. 

The next step entailed determining alternative approaches for 

the combination of the predictive test battery information. A 

number of statistical techniques were consider'ed for combining 

predictors. These techniques were: unit weighting~ standardized 

unit weighting, logical weighting, standardized logical weighting, 

stepwise multiple regression, and straight regression procedures. 

Unit weighting involves simply algebraically su~~ing the raw SCores 

on the subtests. Standardized unit weighting refers to the Pro

cedure of first converting all subtest scores to standard scores 

with equal means and standard deviations, and toe summing the 
,-

standard scores. Dogical weighting and standardized logical 

weighting both involve rationally determining the rela.tive impor

tance of various skills or traits and weighting theacbree accord

ingly. StepWise multiple regression involves adding'pred1ctors 

sequentially in order of variance accounted fol". given ·the :contri ... 
, ' 

butio~ of the otheJ:1, predictors already in the equa.tion~~. Straight 
• • > ~1, 

regression refers to the procedure of forcing all Pt'e<i:tctor vaJ;"i .... 

,/ 

·00· 
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ables s,in\ultap:eQusly into the equation. On both regression tech

niques weight.s are statistically determined that maximize the 

variance accounted for in that particular sample. (Bass & 

aarrett, 1972; Draper & Smith, 1966). Comparisons of the signi

ficance levels a these six statistical procedures revealed that 

'the $trai~ht regression weight approach was superior. 
.f 

Due to the relatively small sample size (N=6) of the blacks 

in this sample, separate inferential statistical analyses for the 

blacks and whites were not feasible. 

A IIDouble Cross-Validation", is a traditional method commonly 

employed in concurrent validation studies. This method involves 

randomly dividing the concurrent subject sample into two groups 

of equal size. Regression equations are then computed for each 

sample separately. Next these equations are applied tofue op

pvsite samples and a statistical test is made of the extent to 

which the regression equations remain significantly predictive'of 

the criterion in the opposite samples. At the time that this ap

proach was recommended (Mosier, 1951), its logic appeared to be de

fensible. Recent empirical and statistical developments, however, 

indicate that under certain conditions, this procedure is no 

longer consistent with the current state-of-the-art." 

Wiggins (1973) discusses several of the problems of "double 

cross-validation". For example, the procedure is inappropriate 

when dealing with a fixed set of predictors (as is the case in 

this study) since estimated validity coefficients are typically 

less accurate than those based on the total sample. Early in the 

development of cross-validation procedures, Baker (1952) noted that 

the significance tests performed on the cross-validated validity 

J • ,. 
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coefficients would be spuriously conservative. He showed that the 

correct significance test in such a procedure WaS the compound 

probability (i.e., the probability of that the entire s~t of ..,. validity 
coefficients could have occurred by chance}. 

A second approach to dealing with the cross-validetiC:ln problem 

is recommended by Tversky and Kahneman (1971) among others and is 

described below. This second approach was selected f or the present 
study for two reasons. F" t 't' 1rs ,1 1S more conservative (less likely 

to demonstrate statistically significant validi,ty) than Baker I s 

approach. Second, it is more easily understood in light of the 

goals of this study. 

Specifically the regression weighted cross-validation was 

performed as follows. The overall performance ranking measUre 

from the fir t d .. . s a m1n1strat10n of the performance evaluation was 

regressed onfue set of subtes~s which had previously been se-, 

lected from the total intercorrelation matrix. This statistical 

regression was performed using the derivation sample. There

gression weights found from that analysi~ was applied to the sub

tests to form a composite test battery· score for each individual 
in the total sample. F' 11 l' .1na y, corr'e at10ns between this compos-

ite test battery and each of the criteria were run fpr ~oth the 

derivation sample and the cross-validation sample 0 The,same re-

gression analysis \lIas repeated' using the total sample. " 

Prior to the statistical analysis of the second a~in*$tration 

perfo;rmance eValuation, the psychometric properties O~1;htee of 
!~ , ' 

the performance evaluation dimensions' from the first a..d~¥\~~tra ... 
tion were sufficiently suspect as to be excluded. ,f~pfu\:v-~l~4;!.ty 

.' ,,' " 

analysis (see Chapter 4). Two of the three (Dealitl9.',"';t#;;;~.\1bli<l1 

and ~elations with Othersl were borderline case's inte~:~N~:d.i' 
possible redundancy. The lImiscellaneou$'" scait;! sili:>W:¢d;'~,~';ibla . 
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unreliability, principally due to the lack of negative items • 

The raw $co~eregression equations were: 

(1) ¥' (Derivation Sample) = (Test 1 x 0.264) + (Test 2 x 0.075) + 
(Test 3 x 0.017) + (Test 4 x 0.022) 

(2) Y' (Total sample) = (Test 1 x 0.149) + (Test 2 x 0.091) + 
(Test 3 x 0.006) + (Test 4 x 0.337) 

Table 5.2 presents th(\ summary of those results. 'As can be seen, 
.' 

nine of the 12 validity coefficients for the individual performance 

evaluation dimensions are significant (p ,1.)5) as'are both of the 

overall criteria measures. The "postdictive" correlation with 

Academy grades was not significant. 

Following the analysis of the second, administration performance 

evaluation and statistical comparisons of the two administrations, 

the three excluded dimensions appeared to warrant inclusion. In

spection of the multiple regression analysis (Formulas 1 and 2 

above) indicated that while the inclusion of Test 4 was statistically 

significant, it may be of limited practical significance, partic

ularly on later cross-validation. For this reason, and due to its re

latively lengthy administration time, the decision was mad'e to re

analyze the data using only'the other three tests. The raw score re

gression equations are as follows: 

(3) Y' (Derivation Sample) = 37.36 + (Test 1 x 0.234) + 
(Test 2 x 0.007) + (Test 3 x 0.099) 

(4) Y' (Total Sample = 43.05 + (Test 1 x 0.140) + (Test 2 x 0.002) 
+ (Test 3 x 0.061) 

Results of those analyses are summarized in Table 5.3. Table 

5.4 presents the validity coefficients for the regression-weighted 

(~rom formUla 4 above) battery against the criteria for the second 

administratio~ performance evaluation. 

As can be seen from Table 5.3, 11 of. the 15 validity coef

ficdents for the individual performanc¢'criteria dimensions are 

,', 

.~ . 

i: 
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• 
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TABLE 5.2 

ProdUct-Moment Correlations of Regression-Weighted 

Test Battery (Four Tests) Against Crite,rJ.'a from the First 

Administration Perform'ance 

Performance Criteria Dimensions: 

Dependability 

Job Knowledge 

Domestics 

Crime Prevention 

Judgment 

Demeanor 

Report Writing 

Equipment 

Investigation 

Conunittment 

Integrity 

Initiative 

.' Composite Evaluation 

Overall Performance Ranking 

Police Academy Grade Ranking 

Derivation 
Sample 

(N :: 80) 

r -
.14 

.21* 

.17 

.21* 

.18* 

.23* 

.34* 

.22* 

.10 

.22* 

.18* 

.21* 

.28* 

.24* 

.12 

Evaluation 

Hold-Out 
Sample 

(N :: 106) 

r -
.10 

.13 

.05 

.21 

.03 

.16 

.00** 

.13 

.04 

.07 

.16 

.07 

.10 

.oe 

Total 
Sample 

(N ::186) 

r+ -
.10 .30 

.16* .46 

.11 .. 33 

.20* .55 

.09 .27 

.18* .51 

.15* .45 

.15* .45 

.06 .18 

.14* .40 

.1'.5* .45 

.1S* .51 

.16* .46 

.16* .46 

.10 .30' 

* = Correlation coeffici~nt 
tes t) significant at the ~ 0$ le~~l (one-tailed 

" . 

** = Significant difference at the 05 1 1 b ' ,'. , 
ou~ sample and r for the der! ;at . eve 'letween l:' f f~i: th~ hold-
r J.S s· . f . ,J.on samp e whe .... o ..::t ..... rJ·va"" ~ J.gnJ. J.cant.. (t.:wo-tailed test) , ,,"v y"" ;.I, .l.ilOn 

Correlations corrected for restriction' Of 'X'al1ge " 
+ = 
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TABLE 5.3 

~roduet-Moment Correlations of Regression-Weighted 

Te~t Battery (Three Tests) Against All Criteria from the 

First Administration Performance Evaluation 

Derivation Hold-Out Total 
Sample Sample Sampl 

Performance Criteria Dimensions:(N = 80) (N = 106) (N = 186) 

r !. of r r+ 

Dependabil.ity .11 .15 .11 .33 

Job Knowledge .21* .16 .17* .49 

Domestics .14 .10 .12* .35 

crime Prevention .25* .18 .20* .55 

Dealing with Public .21* .15 .18* .51 

Judgmet c .18* .08 .11 .33 

Report Writing .35* .06** .18* .51 

Equipment .18* .16 .16* .46 

Investigation .06 .07 .04 .16 

Conunitment .20* .11 .15* .45 

Relations with others .15 .11 .11 .33 

Integrity .19* .08 .12* .35 

):nitiative .21* .22 .21* .57 

"Miscel.laneous" .19* .12 .14* .40 

Composite Evaluation .25* .14 +16* .46 

Overall Performance Ranking .23* .16 .16* .46 

Police Academy Gxade Ranking .14 .09 .11 .33 

* = Correlation coefficient significant at tbe .05 level (one-tailed 
test) 

** ~ si~nifi~ant difference at the .05 level between r for the hold" 
out sample and r for the derivation sample where derivation r 
.:tu s-:i':g11.ifi.dant. (two .... tailed test) 

" . 
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TABLE 5.4 

Product-Moment Correlations of Regression-Weighted 

Test Bat'cery (Three Tests) Against All Criteri'a from the Second 

Administration Performance Evaluation 

Total Sample 
Performance Evaluation Dim~nsion (N = 136) 

r E.± 

Dependabi1i ty .05 .17 

Job Knowledge .20* .55 

Domestics .17* .49 

crime Prevention .01 .10 

Dealing with Public .20* .55 

Judgment .13* .37 

Demeanor .17* .49 

Report Writing .04 .16 

Equipment .04 .16 

Investigation .13* .37 

Commitment .08 .25 

Relations with others .21* .. 57 

.18* .51 Integrity .-
Initiative .08 .25 

"Miscellaneous" .15* ..45 

Composite Evaluation .20* .55 

Overall Performance Ranking .20* .. 55 

* Significant at· the .05 level lone-tailed .tes.~): ,/ 

+ = Correlations corrected for restriction of range:" 
, "t, 

" 
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significant (p < .05) and both of the overall crl.terl.a dimensions 

measures a~esignificant (p < .05) in the derivation sample. Only 

one (1) of ttlOse J.l significant validity coefficients shm'1ed S1g

nificant (p < .'05) shrinkage and the reduced battery performed 

well in the hold-out sample. A!so, 11 of the 15 indl.vidual per

forma.nce evaiuation dimensions were signl.ficant for the total 
•• 

sample as were both of the overa!l criter1a (p < .05) . 

Restriction of Range 

In Chapter! of this report, the issue of attenuated validity 

coefficients resulting from restruction of range in the predictor 

Variables was discussed. Gui!ford '(1965, p. 342) pres/ents a co

herent summary of the logic for dealing with the restriction of 

rang.e issue ill validation studies and provides clear I graphic 

demonstration of its occurrence (1965, p. 465) ~ Mathematical 

proofs for the phenomenon have been derived from several view

points - among the more recent derivations in Finney (1961). 

The question still remains, however, whether or not such 

validity shrinkages resulting from restrictipn or range, have been 

demonstrated empirically. To demonstrate that it is not unreasonable 

to expect severe shripkages' in~practice, an example from the Army Air 

Force studies (Thorndike, 1947) wi!l be discussed. A large group 

(n=!,036) had been ,permitted to enter pilot training without any 

seleotion whatever. Each of the trainees had taken the training 

qualification and classification test battery prior to entering 

training. At the end of tral.ning, the elements of this test bat

tery Were correlated with the graduation-elimination criterion. 

The same set Of correlation coefficients was computed for a 

subaample (n=l36) of ,this group - speoifically the 13%, scoring 

". ..:..~ ~ t ~... ,t' " It • "''''. ~ ". .,. 
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highest on the training qualification and cla~sification test 

battery (i.e., as if they had been selected on the basis ot the 

predictor battery). The data are presented in T bl 5 5 a e • • .As can 

be seen, the substantial validity Goefficients in the unselected 

group shrank markedly (often to nea~-~e~o) in the ... ~ ... selected group. 

In view of the logical, gr,aphic, mathematical and empirical 

evidence supporting correction for restriction of range in real world 

validation studies, co~rected validity coefficients were oomputed 

for this study. The computational procedure used was identical 

to that used by Barrett, Alexander and Forbes (1973). A detailed 

description of the mathematical procedure is pr(~sented in that study. 

The method is based on the mathematios developed by Finney (1956, 

1961, 1962). In the present study, the sample of patrol offioers 

was treated as a random sample from a trunoated (restricted) bivariate 

normal population and the obtained validity coeffioient ~ms treated 

as the "first produot-moment H (product-cumulant) of that trunoated 

par'tial volume. Using the method referenoed above, it was then 

possible to work baokward to estimate the population validity for a 

non-truncated (unrestricted applicant population) distribution. 

Since the present study was a concurrent validation with pre~ 

sent patrol offioers, the following range restriotions.(truncations) 

were used: .-

1) The 10% of the total population scoring highest em the 

pX'ediotion battery is unavailaple due to self-selection (,i.e., the 

likelihood that they will even apply for this Position is extremely 

low) . 

2) Of' those ;t:'emaining, the 70% soor:1.ng lowest on the pre

dictor battery were eliminated from further consideration. 

"""'i 
~,~, ';~ 
:~ ",; 
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TABLE 5.5 

';PI!:' . 
~fie~· 
.;~~·i~)· Validity Coe~ficients for Clas.sification Tests and a Composi.te Score 
< ~.t~, • 

:~~n;· -For the Selection of pilot Students With and Without Restriction 
:'.~.' ~,., "," 

, "" ~~ , , of Range (Adopted from Tho~ndike, 1947). 

'.' , " 
Variable 

Pilot stanine 

Mechanical principles 

General lnformation 

Complex coordination 

• Instrument comprehension 

Arithmetic reasoning 

Finger dexterity 

• 

•• 

• 

• 

• 
I' 

I.' " : i:·· .. ;;; '" .: 

Correlation 
in the total 

group 
(N=1,036) 

.64 

.44 

.46 

.40 

.45 

.27 

.... 18 

Correlation in 
the selected 

highest 
13 per cent 

(N=136) 

.18 

.03 

.20 

-.03 

.27 

.18 

.00 . 

• 

, ,.1.; :;, , 
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3) Of those hired the lowest 10% in performance are elimin-

ated (quit, transferred, fired, etc.). 

4) The top 15% in performance are promoted to sergeant or 

above. 

The usual formulas for correction for· restriction of range 

(e.g., Guilford, 1960, pp. 342-345) were not used in th1s case 

since they require some empirical knowledge of the population vari

ances in both the range-restricted and unrestricted groups, and 

such information was not available. It should be noted, however, 

that prior correct10n formul~s (e.g., Michael, Jones, Gaddis & 

Kaiser, 1964!) are approximations to special case~ of the generaJ, 

soulation by Finney. Due to instabi11ty in population variance 

estimates made from sample data, prior formulas used in practical 

circumstances will give more biased corrected coeff1cients than 

will corrections based on estimates of the cumulants of partial 

volumes. As shown in Tabl@S 5.2, 5.3, and 5.4, the estimated 

validity coefficients (after correction for restriction of range) 

of the test battery against the criteria· range from r=.l6 to .57 • 

Tests for Linearitl 

The question of l1nearity was approached in three ways. 

First, rank-order correlations (Spearman's rho) were- calculated 

(these correlations for the first administration perfOI:'ll\ance evalu-
.-

ation are presented in Tables 5.6 and 5.7) and compared to the pearSon 

product-moment correlations. While no statistical procedures exist 

for testing the differences, Kendall and Stuart (.1.967) have re

commended· comparison of the values Obtained from t.hel!,l~. two techniqu~.~,. 
,', 

as a test of the linearity of the data. The values W'~pe:foutid, to be " 
~ .:: 

highly similar, lendin:g support to the assumption' of ~::t~ear1ty., 
,1,.' 

j~ : 
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']!ABLE 5.6 

Rank-Order Correlations of Regression-Weighted Spea~an 

Test Battery . . F th (Three Tests) Against All Cr~te~~a rom e 

First Administrat;on Performance Evaluation 

Derivation 
Sample 

(N = aO) 

Performance criteria Dimensions: 

D~pendability 

Job Knowledge 

Domestics 

Crime Prevention 

Dealing with Public 

Judgment 

Demeanor 

Report Writing 

Equipment 

Investigation 

Commitment 

Relations with others 

Integrity 

Initiative 

"Miscellaneous" 

Composi.te Evaluati<:)Il. 

Overall Perfo~ance Ranking 

Police Academy Grade Ranking 

.12 

.23 

.16 

.13 

.22 

.20 

.27 

• 37 

.2~ 

•. 09 

.21 

.12 

.30 

.25 

.21 

.. 14 

-'2;4 

.32 

Hold-Out 
Sample 

(N = 106) 

:A 
.17 

.. 15 

.12 

.11 

.18 

.05 

.14 

.0:8 

.08 

.11 

.09 

.17 

.12 

,,15 

.08 

.18 

.' 
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Total 
Sample 

(N =186) 

.14 

.17 

.14 

.16 

.19 

14 .. 
.19 

21 

.15 

.09 

.14 

.10 

,,22 

19 

.18 

.12 

.16 

.20 

• 

• 

• 

• 

• 

• 

• 

• 

• 

• 
~ 
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TABLE 5.7 

Spearman Rank Order Correlations of Regression-Weighted 

Test Battery (Four Tests) Against All Criteria 

From The First Administration Performance Evaluation 

Performance Criteria Dimensions: 

Dependability 

Job Knowledge 

Domestics 

Crime Prevention 

Judgment 

Demeanor 

Report Writing 

Equipment 

Investigation 

ConlIni tmen t 

Integrity 

Initiative 

Composite Performance Evaluation 

Overall Performance,Ranking 

Police Academy Grade Ranking 

.-

Derivation 
Sample 

(N = 80) 

.16 

.23 

.16 

.18 

.20 

.27 

.39 

.27 

.11 

.20 

.30 

.• 25 

.12 

.25 

.36 

Hold-Out 
Sample 

(N == lOG) 

~ 
.12 

.12 

.06 

.17 

.(}3 

.14 

.03 

.07 

.07 

.07 

.17 

.06 

.06 

.11 

.07 

Total 
Sample 
(N =: 186) 

~ 
.11 

.17 

.10 

.16 

.11 

.19 

.19 

.15 

.08 

.14 

.25 

.16 

.12 

.16 

.20 
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The second approach involved comparing the "eta" correlation 

ratio (a general index of correlation suited for curvilinear data) 

with the Pearson produce-moment correlations. For all criteria, 

an F test for deviation from linearity was performed as described 

in Guilford (1965, pp. 308-314). It should be noted that this 

may be a conservative test of linearity. The value of the ., 

correlation ratio (eta) is a function of the number of categories 

into which the test battery scores were grouped. In this instance, 

10 categories were used resulting in what may be an overly con

servative test of linearity. ( i.e. a higher-than-usual liklehood 

of finding significant curvilinearity). 

Using dds technique, none of the predictor-criterion re-

lationships were found to be curvilinear for either administration 

of the performance evaluation (see Table 5.8 for the three-test 

battery) and three were significant( p<.05) for the four-test 

battery (Table 5.9). 

The third approach to ~urvilinearity is a qualitative 

analysis and involves inspection of expectancy tables. By com

puting the proportion of people expected to be successful (based 

on the predictor battery) relative to the number rated successful 

(based on performance criteria) it is possible to assess the re-

. ~ lative adequacy of the predictor battery. Curvilinearity will be 

• 

• 
I, 

indicat.ed by expectancy "reversals"; a lower predictorscc:>re bein~ 

related to a higher proportion of expected success. Expectancy 

charts are discussed in greater detail later in this chapter. In

spection of those chart.s gave no indication of curvilinearity. 

Alternative. Test Battery'. Wei"ghtil!,[ 
. i 

Since certain authots have suggested that standardized unit 

·'to 
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Table 5 .. 8 

Linear and Curvilinear Correlation Coefficient.s 
. 

Between the Test Battery (Three Test) and Criteria for 

Both Perfo~ance avaluation Administrations. 

First Administration Second Administration 
.. --...... 

Criteria Dimension 

Dependability 

Job Knowledge 

Domestics 

Crime Prevention 

Dealing with Public 

Judgment 

Demeanor 

Report Writing 

Equipment 

Inve~tigation 

Conunittment 

Relations with Others 

Integrity 

Initiative 

1It-1iscellaneOllS II 

Composite Evaluation 
.-

Overall Performance Rank 

Eta 

.22 

.26 

.18 

.37 

.24 

.21 

.24 

.27 

.20 

.15 

.23 

.25 

.17 

.27 

.24 

.21 

.23 

* F (. '=.05;df = 8,176) =1.94 

R 

.10 

.16 

.11 

.20 

.18 

.09 

.18 

.15 

.15 

.06 

.14 

.12 

.15 

.1B 

.20 

016 

.16 

. F* 

0.78 

0.83 

0.37 

0.33 

0.51 

0.62 

0.51 

0.89 

0.35 

0.45 

0.65 

1.17 

0.22 

0.56 

0.34 

0.13 

0.57 

Eta -' 
.21 

.28 

.29 

.19 

.33 

.24 

.26 

.29 

.16 

.25 

.28 

.32 

«32 

.26 

.30 

.30 

.30 

.,~ , 

R' 

.11 

.17 

.12 

.20 

.18 

.11 

.17 

.18 

.17 

.04 

.15 

.11' 

.12 

.21 

.14 

.16 

.16 

Ftf --0.87 

0.62 

1.04 

0.61 

1.28 

0.75 

O. SQ 

1.72 

0.46 

0.95 

'1.36 

0.91 

1.32 

1.ZS 

1.49 

1 .. 51 

1 .. 25 

.', " 
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TABLE 5.9 

l.inear And curvilinear Correlation 

Co~fficients Between Test Battery (Four Tests) 

And Criteria from The First Administration 

Performance Evaluation. 

.CriteriC!, ETA R F 
., 

•• 'Job Knowledge .35 .16 2.78* 

Crime Prevention .37 .20 2.54* 

Demeanor .26 .18 1.20 

• Report Writing .30 GIS 1.43 

Equipment .26 .15 1.44 

commitment .30 .14 1.96 

• 
Integrity .28 .15 1.62 

Initiative .30 .18 1.69 

• Overall Performance .17 .16 .00 

Composite criterion .35 .16 2.55* 

(standardized) 

e' .05 level * Significant at 

'. 
• 

•• 

.> - ., .. ,., 
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weighting of the tests in a predictor battery is more likely to 

hold up under cross-validation, this approach was attempted. An 

analysis similar to that using the multiple regression approach was 

carried out. However, the multiple regression weighting resulted 

in higher and more stable relationships, particularly on cross-vali

dation (Tables 5.10 and 5.11). 

Performance Expectancy 

Subjects in the con.current validation sample were cross-class

ified in terms of both the test battery score (e.g., tpp 20%, bottom 

20%, etc.) and the ov.erall performance ranking (e.g., top third, 

bottom third, etc.). Linear extrapolations based. on the frequency 

distribution in that cross-classifi.cation and the validity coefficient 

(uncorrected) were then used to estimate the expectancies if the min-

imum acceptable test battery score were lowered. These expectancy 

charts are presented in Figures 5.1 and 5.2 for the four test battery 

(formula 2 above) and in Figures 5.3 and 5.4 for the three test 

battery (formula 4 above). 

It is estimated that the present sample of patrol officers re'" 

presents approximately the top 30% of the applicant popUlation 

(based on available population norms for the test battery), assuming 

that the top 10% of the general population is eliminatedtht'ough salf ... 

selection. Thus, each 20% grouping of the present sample represents 
.' 

approximately 6% of the total populati,on on the 'b~st· batteJ:"Y. These 

expectancies were then extrapolated to groups sCQring just below the 

present sample in increments of 6% of the tota,l population .. 

, . 

\'. ""-i 

..--r ," 
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TAaLE 5.10 

Prti,duce-Moment: Correlations of Unit- Weighted 

Test Battery (Four Tests) Against All Cri.teria For the 

First Administration Performance Evaluation. 

Performance Criteria Dimensions: 

Dependability 
~<~. 

'8 Job -Knowledge 
1"'i~ 

",'" ,~ 
M Domestics 

~~ Crime prevention 
"-1 
';~i Dealing with Public 

;( Judgment 

.: Demeanor 

q Report Writing 

:I Equipment 
'l 

.. Investigation 

Committment 

Relaticms with others 

Integrity 

!nitiative 

"Misoellaneous" 

Composite Evaluation 

Overall performance Ranking 

Police Academy Grade Ranking 

, 

Derivation 
Sample 
(~ = 80) 

r 

.00 

.11 

.13 

.26* 

.13 

.14 

.21* 

.31* 

.13 

-.01 

.14 

.17 

.02 

.12 

.15 

.21* 

.14 

.24* 

Hold-out 
Sample 

(N = 1.06) 
r 

.15 

.09 

-.06 

.19** 

.11 

-.06 

.08** 

.03 

.13 

.03 

.07 

.01 

.17 

.15 

.10 

.04** 

.20 

.11 

131 

Total 
Sample 

(N = 186) 
r .- r+ 

.07 .23 

.10 .30 

.02 .07 

.21* .56 

.02 .07 

.03 .09 

.13* .38 

.16* .46 

.12* .35 

.00 .00 

.10 .30 

.04 :12 

.1.1 .33 

.14* .40 

.12* .35 

.11 .33 

.17* .48 

.17* .48 

1{ = correq.ation Coefficient significant at the .05 level (one-tailed te'st) 

• 
** == No. significant difference bet\'teen r for the ho1d .... O.ut sample and 

r fO.r i the4erivation sample where derivatil.O.n sample is Significant 
{t\tto ... t~iled test) 

+. :=\C!orrela:t:iQns corrected for restriction of range 
, .. J., 

• 

• 

,~-,. OJ' _" •••• , • ,VJ :a .... ••.. 'l.. " 

132 TABLE: '5.11 

Product-~oment Correlat~ons Of Un~t-Weighted 
; i 

Test Battery (Three Tests) Ag~inst All criteria For the 

First Administration Pe~formance ~valuation. 

Derivqtion 
Sample 

Performance criteria Dimensions: (N = 80) 

Cross~Validation 

Sample 
(~ = 106) 

Total 
Sample 

(N :; 186) 
-L 

Dependability .• 06 

Job Knowledge .17 

Domestics .18* 

Crime Prevention .24* 

Dealing with Public .09 

Judgment .13 

Demeanor .28* 

Report Writing .16 

Equipment .15 

Investigation .08 

Commitment • 26* 

Relations with Others .16 

Integrity .02 

Initiative 

"Miscellaneous II .-
Composite performance Evaluation 
I 

Overall Performance Ranking 

Police Academy Grade Ranking .2J;.* 
i 

. ...L 

.12 

.,11 

.01** . 

.19** 

- •. 12 

-.06 

.07 

~04 

.13 

~02 

.;05 

,,04 

.19 

.13 

~12 
: 

.04 

~07 
I 

.OJ 

.l4 

.07 

.~l* 

.0). 

.03 

.. 16* 

.19* 

~12* 

~04 

~15* 

.05 

.15* 

,.12* 

·· •. 25* 

* = Correlation coefficient significan;t at the • 05 ~evel (one ... tail.ed 
test) ! 

. i 

r+ -
.23 

.40 

.23 

.56 

.05 

.09 

.46 

.54 

.35 

.• 12 

.43 . 

.15 

.43 

.38 

.35 

.35 

.. 59 

** = No significant difference between lr for the ctoss-validatiQp., '~:ample 
and r for the derivation sample w~ere derivatiori sample is ~p~nj.;fioant . 
(two-tailed test) , i 

1 ,,~ 

+ = Correlations corrected for restri~ti,on of range! . 
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Figure 5.3 
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!!tl.lit;y 

Qnce the concurrent vall.datl.on study had been completed, it 

was then possib.Le to begin approaching the questl.on of the useful-... 

ness Or benefit to be gained from emploYl.ng the se.Lection battery. 

Z ' Many authors have pointed out that validity is on.Ly one of sE~veral 

, 

factors which :\').'1fluence the utility of a selection instruinent. In 

addition to validity, both the proportion of applica,nts who are 

hired (selection ratio) and proportion of present employees who 

are successful (base rate) affect the utility of the selection 

.; device. Since the base rate among patrol officers appears to be 

qU1te hl.gh (an extremely small number fail to succes~fully comp.Lete 

the proba·t.ionary period and dismissal is a rare event) we "1ill con-

I. sid,er only the selection ratio question. Cronbach (1970, p. 4:50) 

.i' treats uti.Lity as the average productivity of persons hired and graphs 
i . , 

• 

• 

• 

~'~ '."" .. 

this as a funol:::.ion of selection ratio and validity. Guion (1965, 

p. 1~2) deals with utill.ty as the proportion of selected individuals 

W1:)..o are superior and graphs it as a functl.on of the same two vari

ables. An adaptation of the latter graph is presented in. Figure 5.5. 

As oan be seen from that figure, even relatively low (if si9-

nifl.oant) validities may have substantial benefit, particularly'.in 
. 

those oaSeS ot a very low selection ratio. Logically, for extremely 

high (e.g., ~90 or 1.0) selection ratios, the organization is 

acoepting '<'i '~;;>'tually all applicants and even an inst:r:urnent extremely 

high validity is of limited value •• On the other hand, wl.th very 

favorable (e.g., .2 or .1) selection ratios, only a small proportion 

of appli<::ants are selected and almost anl additional predictl.ve 

information will have value. 

. '",. "'~' '.~ ,..,.,' ''''/'''-' : "., . ~", 
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Figure 5.5 
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Sinoe 1967, the selection ratio for the Akron Police Depart

ment has ranged from approximately .08 to .12. Thus, a selection 

device wi.th a validity between .10 and .20 will have substantial 

ut~litl' fO'r the organizat~on. 

Adverse Racial Impact 

On June 13-15, 1974, the four test batt.ery was admixaistered to 

548 applicants and scored and weighted a descr~bed earl~er in this 

chapter. The total sample was then divided into 20 equal size 

groups based on the weighted~st battery score. Next, each of the 

20 groups was divided into white and black examinees. The result

ing (20 by 2) matr~x was submitted to a chi-square analysis to 

determine whether or not there was a significant difference in the 

distribution of scores between racial sUbgroups. No signif~cant 

difference was found X
2 

(19) = 22.94, £ >.24. In addit~on, a 

t-test of means was performed between the two racial subgroups and 

no s~gnificant difference found. 

Thus, no evidence of adverse racial impact was found for 

this group (389) white, 159 black) examinees. 
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CHAPTER 6 

Conclusions 

This final section of the report discusses the conclusions 

reaohed by the: investigators within the frame;;·.,ork of the EEOC 

guidelines and recommendations for a personnel program. 

Public Policy, Personn~1 Selection and EEOC Guidelines: 

During the rec~.mt period of rapid social change there has 

been a correspondin,9' increase in the number of government regu

lations which spell out the policy for nondiscrimination in organi

zational personnel practices. The chronology of events in the 

1960 r S include a nl.lmber of executive orders and laws t-•• ssed by 

Congress. The first 1egis1a'tion was th~ Equal Pay Act of 1963 

(an amendment to the Fair Labor Standards Act) which forbids 

discrimination between sexes in the \-/ages paid to employees doing 

the same \'lork. The second important move to end discrimination 

was Executive Order 11141 issued in 1964 which stated that govern .... 

ment contractors could not discriminate based on age. The t:tdrd 

important piece of legislation was the Title VII of the Civil 

Rights Act of 1964. This was a broad piece of legislation which 

was aimed at preventing discrimination in any form. This speci

fically stated that JLt would be an unla.wful employment practice 

to discriminate against an individual because of that inCiividua1's 

race, color, re1igio1l'l" sex, or national origin~ The fourth major 

policy statement was enumerated by Executive Order 11246 and its 

amendment, Exeoutive Order 11375, which stated that al.1. ~overnment 

contracts should include provisions requirin9 th~t tneX'e'be no 

discrimination a~Jainst an employee h(.\caupe of race t dolox:, religion" ~ , 

L 
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""'ional origin. Recent legislation includes the Age 
sex or nal;.< ,," 
Discrim~,Jl'ation Employment Act of 1967 and Equal Employment Oppor-

, "~'~' ' . h d d Title VII (The conference Board, 
turtity ~ct9f ~972 wh~c amen e 

1973). 
One ).m~ortant outgrowth of Title VII was the establishment 

of the EqUal EmploYment opportunity commission (EEOC) which has, 
. ~ 

" of Title VII. 
been char9'ed with the administration of prov~s~ons 

As part'of the administrative process the EEOC issued employee 

selection 91lidelihes in 1970 as well as, a document elaborating on 

and interpreting these gUidelines (Anderson and Rodgers, 1970). 

In 1973 a new draft of Uniform Guidelines on Employee Selection 

Since these latest guidelines spell 
Procedure was distributed. 

out in more detail the standards for selection, they will form 

dl.'scUSs 40n here as they pertain to the present 
the basiS for the ~ 

research project • 
The following will be a review of the present 

th arch and operational 
project with a discussion of how e rese 

h 1 t ' procedu'"es follows these guidelines. 
use of t e se ec ~on ~ 

Job Analysis: 

A systematic and comprehensive analysis of the actual 

duties performed by patrolmen was conducted. This 'analysis included 

the leyel of difficulty at which the duties were performed and 

the circumstances and conditions under which these duties were 

perf0r.:med. Each job duty ~lso included the proportion of time 

spent performing that function. The exact procedures emplo~ed 
in the job analysj.s are described in Chapter 2 and the resulting 

dooumett~ation is contained in Appendix B. 

Tesh Administ~ation: 
"'tl~~ tt1t:fts for -the' research portion of the present project 
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None of the resultant test score's we.re available to ~y operating 

personnel of the police deparf' ,3 ;,t.. The performance measures anc:l 

criterion data used in the val it. ... a ",ion of these tests were collected 

approximately two weeks before the administration of the test 

battery. Thus there was no pos'sibility of criterion contamination 

by anyone having any knowledge of the test sCOres of any individual. 

Prediction of Performance for patrolofficers. 

The test battery has been validated using ourrent patrol 

officers. The test battery was designed to predict performance 

of patrol officers and not the performance at the next level, the . 
sergeants. Following the guideline~ and the analysis of the progress-

ion in the police department, it was evident that the majority of 

the persons initially selected as patrol officer will not have pro

gressed to the sergeant I s job i.n a reasonable length of time. It 

is also doubtful that 1/3 of the patrol officers will eventually 

become sergeants~ In reviewing the organization structure of 

the police department it would appear that a patrol offi.cer typi

cally takes longer than five years to progress to the level 0:(: 

sergeant. Therefore, the test battery has not been designed to 

predict or qualify a selected patrol officer for the position of 

sergeant .. 

Job-Relatedness, Face Validity, Content Validity I Cons.truct Validity 
and Empirical Validity: 

The concept of .validitv is a oonfusing one to ~lany :f..nCli:viduals 

in the field' of testing_ The term "job-relatedness·i has recently 

been introduced due to the legal issues facing the:tield'of,test

ing (Guion, 1974). This has added a whOle new dimet1siont;.o· the .' 
confURion. 
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Guion (1974) defines job-relatedness as the extent to which the 

hypothesis: of ,the relationship between the hiring requirement and job 

behavior can be accepted as logical. This definition poses several 

problems for the investigator. First, the question is by whom is 

this logioal decision being made and second, at what level is this 
, . , 

decision being made in terms of abstraction. This brings in the 
.' 

concepts of face validity, content validity, and construct validity, 

Since this topic is sO complex we will first define briefly each of 

the terms and then give an example to attempt to clarify this issue. 

Fa.ce valid'ity 1S usually thought to be the degree to which the 

items making up a test appear, upon casual inspection, to be related 

to the job behavior. content validity is concerned \'lith the degree to 

whiCh the test can be considered a sample of the job being performed. 

In other words, the items of the tests are really some subset of the 

job benavior. Construct validity is a much more difficult concept and 

. refers to a l1ypothet1cal attribute of an individual measured by the • 

• 

• 

• 

test items which is hypothesized to be related to job performance. 

This is not to J.mply that these terms are mutually exclusJ.ve nor that a 

face valid, content valid, and construct valid tests might not be 

'empirically valid. One of the basic problems in thJ.s area is that if a 

test does not appear to be "face valid ll the layman j?dging the adequacy 

of the test might feel that it is not really job related and is there

fore inappropriate for hiring decisions whiCh are designed to predict 

subsequent job performance. An example might help to clarify some of 

the key issues. 

Let us assume, for a minute, that we are interested in predict-

II ing success of commerical drivers and, in 'particular, we want to 
l ..,' 

;: . select drivers who have a l0W probability of being involved in 

~a££10aeOid<!llts. If we were to rely solely on", "bee validity" 

r J ,.f l 

• 

I ,. 

• 

• 

.' 
• 

• 

• 

• 

H4 
.: :'l .... 1'~'i. 

approach the following quotation would apply: "If you want to kno\V' 

how well a person can drive a car (the criterion), l' samp e hl.s ability 

to do so by giving him a driver's test" (McClelland, 1973). On 

the surface this seems very logical and rational but in reality 

the empirical data tells quite a different story. It has been well 

documented that the usual driving tests adntinistered to individ~a1s 

are not effective predictors of accident involvement (Miller & Dim-

ling, 1969). A driving test would also seem to have content validity 

since you were sampling, or would appear to be sampling, from 

behavior actually performed by the individual while on the job of a 

commercial driver. But app b d earances can e eceptive when you realize 

that the :typj,cal driving tests sample minimum levels of competence 

under routine situations and are not designed to put someone into 

an emergency situation where he would have to use his maximum 

capabilities. Indeed, it is probably not feasible to SUbject 

individuals to a kind of driving situation which would put the' vehicle 

and driver at risk. 

A recent study by Mihal and Barrett (1975) illustrates some of 

the points which are relevant to the different concepts of V(l,lidity. 

A battery of tests was given to 75 commercial drivers on whom accident 

records for a period of fiv'e years were available. Three of the 

tests c'7'tld be considered to have high "face validity" since thf!y 

were measures of reaction time rangi~ng from Very simple sit~ations 

to actual photographs of dri~ing sQenes. The. material was .pref$ented 

to each driver while seated in a mock-up of an autoinobile,'with the 

usual controls. Two other tests had 1it:tle face orcon~~~t,:v~l;i.dity. 

One task was concerned with- measur'ing perceptual style. Wh'edriver 
·~Jt~' . >'~ 
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was asked:toadjus,t, a luminescent rod surrounded by a frame to a 

true vertical position. The room was dark and the only cue available 

to thedriv:er was the tilted rod and frame' (Witkin et al., 1962). 

There are large individual differences in performance on this task 

and on the surface the test appears to have nothing to do with driv-

o· ing behaVior. 
In the same manner, a selective percept~on test was used wh1ch 

required tne individual to respond to 24 dichotic messages conveyed 

through earphones. Again, this task would appear to have little face 

or content validity. It snould be noted that the d1ohotic messages 

invol.ved presentinq ope sound to one ear simultaneously w1th a dif

,ferent sound to the other ear (Gopher & Kahneman, 197i). This is an 

auditory task and does not involve vision Wh1Ch is assumed to be the 

most important sensory modality in driving. 

While ne1ther the sel.ective perception no the perceptual styl.e 

test has face or content valid1ty they have a very high degree of 

construct validity. Foil.ow1ng a perceptual information-processing 

model both of these tasks should theoretically be related to effective

nes's in the driving sit~J.ation. The empirical. results indeed showed 

that both of these tests were related to accident involvement to a 

much hiqner degree than any of the other three more ·face valid driv-

ing tests. 
This study demonstrated that the tests which one would logically 

believe to be job-related were not as predictive of accident involve

ment as tests which would appear to be unrelated to the job of a 

commercial driver. Here we have a clear e:x:ample of a case where 

the face valid tests were not empirically It:'elated to job performance 

while the !Eparently non job-related tests were the best predictors 
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01! the jelb performance1n question. 

The ma1n concl~sion that one can reach from this is that it is 

extremely diff~cult for Laymen to look at any test or SUbset of 

tests and decide, based upon some log~cal . • analys1s, that indeed 

the test is or is not job-related. The more defens~ble approach l.S 

one which has the test battery select~Qn b • ased upon construot va1idit~ 

and then emp1rically validated. 

A second example, is from a series of t d ' s u l.es rev1ewed py Flel.Shman 

(1967). The point is made that for a variety of perceptual-mo~or 

tasks performed by 1ndividuals the ahl.lity which is predl.ctive of 

success at an early stage in the acquisition of the skill may change 

as ecomes we~l learned and a and become less fmportant as the t k b 

different ability may come to the fore. Th t' ~ e prac 1cal applications 

of this for d1scussion are evident if we consider that content 

validity often involves the prospective employee perform1ng on a 

sample of the task to be performed on 'the job. On the surface this 

would appear to be a very effective and fair way of predicting success. 

In some sense this is also quite naive unless we can make the very 

simple assumption that the abilities which are most important when an 

1ndividual first begins a J'ob ~~l' cont~nue to ~. ~ • be most important as 

the person learns and pr09resses satisfactorily in the positiOn. In 

re?-lity, Fleishman (1967) has presented SUbstantial evidence indicating 

that an abil1ty, such as spatial relations, which might l?e important 

in first learn1ng and performing a psychomotor task ~~y become less 

important with time wh1le a different capacity; such·a,$ ,kinesthetic 

ability, w1ll become more important. The point is tb~t it m1ght be 

a more effective selection procedure to hire an iilcti,tj.Qua,l who is hi<Jh 

on the kinesthetic ability factor knowing that th:iJ:r wi;l.L be the most . . 
important for high performance 'once a tasJs; is leatn~c1.<tn tn$: 
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Flei$hman (.1.967) example, if criterion data was collected shortly 

afte't',t;he iiidivl.dual began work, those high on spatial relations 

mightiB'e~in to p~rt:orm well but tlu.s would not be predl.ctive of 

suoce$ ~nce th~ job as been learned. 

A~atn, tne main po tnt •• that the selection process is a compl~ 
one invol'Vl.ng the interaction between PsyChological theory and ap

plication. Sl.mple Illogical" re.lationshl.ps concerning the job-related-' 
.' 

ness of. a test may demonstrate results contradictory to those which 

are expected. 
Cri teri,on-Related Validity: 

The validation s·tudy was conducted with present employees and 

had not been aa~iinistered to applicants prior to this study. The 

patrol officer performance criteria have been detailed in Chapter 4. 

In view of the possible bias inherent in supervisory subjective 

evaluations of patrol Officer behavior the criterion employed were 

carefully developed. The method of their development is also 

detailed in Chapter 4 and the actual forms used by the sergeants in 

rating each of their men are contained in the Appendices • 

Concurrent Validation Test Scores as Influenced by Job Experience 
and Training: 

Concurrent validation studies have been criticized c),ue to the 

problems that arise from using present employees to validate a test 

battery intended for job applicants. It is pOSSible that the test 

scores from job incumbents may reflect only training and job 

experience. What assurance do we have that such a test will be 

prediotive when given to untrained and inexperienced individuals 

applying for the position? 

We will discuss two "logical" approaches or conceptualizations 

of the problem and then present some empirical dat~ on this issue. 

One way to think abo-ut thiS proposition is to make the assumption 

that individuals who score low on a test will, with proper training 

or experience, raise their test scores at a faster rate than individuals 

,',.'-------
:1 
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should raise the test score of the low scoring individual to that 

of the high scoring individuals since there is a great deal of room 

for improvement for the low scoring individual and little room for 

improvement for the high scoring individual. Th' t' f' . ,].s ass1lI\lp .10n 1ts 

very well with a traditional idelogy which postulates the ability 

of individuals to compensate fully for their deficiencies. ,This 

concept has a lot of intuitive appeal and would appear "logical" to 

many individuals. But there is second "logical" way we can look at 

the same probl.em which leads us to quite different conclusions .. 

Let's assume that we are selecting individuals for a sports team. 

Based on research and 'the use of a testing ,procedure we ha,ve identified 

individuals who have a high degree of psychomotor coordination, good 

perceptual motor skills, fast reaction time, and exceptional visual 

acuity. In addition these individuals have the required motivational 

characteristics to be very competitive in the sports situation, 

Let's further assume that we have a group of ,individuals scoring 

relatively low on the same attributes. Both groups hav(a simililr. 

experience in playing basketball. Now we'can give both ,groups of 

potential athletes the same training and~perience in pl~ying pasket-

ball. It is "logl.' cal" to bell.' eve that those with th b t . d" . e .6 tel:." .J..n, 3. vl.dual 

attributes will progress at a much faster rate in terms of d¢~elop

iug basketba:J.l skills as a result of training and experience ;J,n·play

ing the sport. In contrast, those with lower test ·scores may 

reach a ,certain level of proficiency but not advance as far4~·t.l10se 

with more talent. Those individuals scoring low on the tested..' 

attributes will never reach the prOficiency of a Walt Frazi:e~;~:Q~ 0'000 

Halvechik 11;0 matter how much training and experience the:~t"'ha~~,,;:i,;n 

playing basketball. In fact, those with the lower test :jsdStEa:~"{.~QUld, 
, '. ' i r :~:'i·: . ':, :".'.{ 

probably nev'~r even r.each the level of profici~ncy whidhioJ6Ulq;"~11.ow 
, " J.', < • ,~ 
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them t~ pl~y o~ a good high school team • 

. ' f th t~o examples above that simply applying It is evident rom e " 

some so~t of i'logical" analysis to the situation does not give us a 

clear c~£ answer to the questions which have been raised. Therefore 

it is well'toexamine the empirical evidence which bears upon this 

issue. of . 
t h ' h looked at these issues was One of the earLiest pr~jec s w ~c 

conducted at the Minnesota Enlployment Stabilization Research Institute 

in the 1930s (DVOrak, L935). Th~s extens~ve study was one of the 

h large d~fferences among occupational groups on first to clearly s ow ~ 

°1 t t t As part of their analysis they also a variety of ab~ ~ y es s. 

that the patterns of both low and high abilities they demonstrated 

were not a function of time on the job itself. found ort tbE'i: t.asts . 

The assumption that if there are group differences on a tested 

attribute~ then training on the attribute will tend to narrow the dif

ference in achievement levels between the two groups has also been 

tested empirically. Gordon f Ar.vey, Daffron 1 and Umberger (1974), 

studied the impact of mathmetical training during a manpower deve19P-

They f ound that the training actuallJ( accented the difmen t prog:r: am. 

'ference between the two groups. 

t ' often m~de ~s that if an indi~idual has a Another assump ~on ~. 

deficiency on some attribute which is considered to be or found 

empirically to be important for success on the job that training can 

automatically remedy that deficit. Even if it were true that train

ing could completely modify all attributes which are pecessary for' 

sucessxul performance of all jobs there is good evidence that the time 

in training would be.greatly lengthened for those individuals with 

lower test scores. :l?erhaps'a simple example will illustJ:ate this 

I 
I' 

• 

• 

• 

• 

• 

• 

, ~.~.'" ~,~,y::,.~, 

1.')0 

this point. If a position requires reading comprehension and writinC] 

skills which are ordinarily obtained during the high school years 

and an individual does not have these skills then it is certainly 

true t,:hat a remedial p:t'ogram could be initiated which attempted to 

bring, the applicants up to the required levels. Although this 

proc~~ss is certainly possible it must be recognized that thelre is 

a cost to both the organization and t.o society in taking this route. 

It was demonstrated a number of years ago that the cost of training 

can be reduced by selecting more qualified applicants for the job 

(Doppelt & Bennett, 1953). The training cost can be substantial 

for an organization if the applicants are only ma~ginally qualified 

for the position. 

In Summary, while the. issue can be lOoked at from two opposite 

"logical" positions the best evidence we have would indipate that 

first, actual job experience does not greately modify sc~res on 

tests which measure individual attributes important fo~ success 

on a job and second, the individuals most like~y to profit from 

training and experience related to a job are those who score higher 

on attributes which are important for Success on the job. 

Training and experience on the job may actually accent the dif

ference between those with initial high and low test scores. 
.-

Differential Prediction: 

Differential prediction is an extremely complex tQpi,c;t 'With a mul

titude of technical ramifications. For the pr~sent.stud¥,aifferential 

prediction was not a factor Since subgrouping of th~ sampl~ was not 

possible in the concurrent validation study. In l;ecomm~tl.C1~d 
, ." ,.~, .. , 

subsequent validation studies these tet,,;hnical isspes, wh!c4 have been 
, "~4' 1 .'~J ~, . 

discussed in Chapter 3, will become more prom'il'lent., 

" 

, \~~ ; 
,~~ 
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Prac-cicaJ.. 'tiS$tulness of the Test Battery: 

At lea~t.'tnree factor!'3 are important in determi:ning the 

operationa~'Q.sefl,1lness of a test battery. Tnese include the sel.ection 

ratJ.o, tne l?t'oportion successful in the positJ.on who have not been 

seleoted on the basis of a selection test, the magnitude of the 

relationship between test performance and J?b performance. Together 

they influence the total utility of the test battery to the organization. 
0' 

The se.leotion ratJ.o is extremely favorable for the organization 

since only a. small percentage of tne individuals who actually apply 

fox the oy;anings are ultimately selected 0, This means that even a 

moderate relationship between the test score and performance will 

make the test useful. to the pOLice department. HJ.stor~cally, the 

selection ratio has ranged from .O~ to .12 (approximately one in ten 

selected fpi: each position). 

The present empLoyees of the police department have always 

been selected by some form of civ1l service test. Therefore, 1t 

is not feasible to determine the proportion of 1111'·-'!ividuals who have 

become satisfactory or superior employee? whe~ not selected on the 

baSis of a test •. 

The obtained relationship between test performance and job per

formance in the validation study shows the potential usefulness of 

the test battery. This has been graphically illustrated by tne 

expectancy tables in Chapter 5. 

Oocumerttation of validity Evidence: 

The fo1lowing fourteen points relevant to criterion-related 

validity have be~n included in the report or are detailed below: 

(Ll Or~~nization, location, and date of study. 

I~hestudy 't~as conducted .for the Akron police department 

'q;. " 

,:",», ".,... ~; ~f~ ";.:~ __ • .t 
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between September 1, 1973 and June 
1, 1974 in Akron, Ohio. 

The time between the 
collection of test and criterion 

data was approximately two weeks. 
(2) Problem and setting. 

The validation stUdy was conducted to • 

ting cperationa,l test battery f ,prOVl.
de 

a llQn- disCl:'imin~~ 
or Use by the c. l.'.~¥~l 

Commission in selection of 
v"" Service 

(3) 
patrol offioers. 

Job Analysis. 

(4) 

(5) 

to 

The job analysis conducted for 
this validation ~Jtudy is 

can taindd ill Appendix 13. 

Job titles and cudes. 

The valiaation study was done for patrol of·f" . 
locers. This 

group has a job title and c04e 

Eational Titles, (3rd Edition) 

Employment Service
f 

1965} 

,from the Dictionar2: g! OccE,

(United States Training' and 

of Patrolman, 375#268. 
Criteria. 

A complete discription ofal.l 
criteria includin~ the 

rationale for their selection 
and how they Welre abserv.ed . . , 

evaluated,. and qua~tified is co~t::a,in~d~n 
Chapter 4 with th 

. e performance rating scales qp,nt,a:i.ried 
in the Appendices. Th 

e reliability estimates'r.md how 
they were derived is contained in Chapter 4',,-

recorded, 

(6) Sample. 

The sample Used f th' , 
'or 1.$ validcrbionstudi:tp: i.t~l:m$ of 

the rae.i..al, an.d se~" "'omposit' . i '. .' J '. '.' .... . .... "" loon s pro" .l.ded i:n,' . . . 

" , " 

.' r 
, I 

',,',;- " " 

1 
i , 
• 
\ 
% . 
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(12) Cut-off Scores. 

,;Chapter 5. 
Included in that is a description of hOW Cut-off scores are not a factor in the operational 

, 
the research sample was selected from the total group 

~ .~ " . . 
of patrol officers currently emp~oyed by the Akron police 

department. , 

(7) Number of Cases. 
; ~, Chapter 5 contains the number Q:t; l'atrol officers· tested in 

the validat~on ~rocess. 

(8) Tests and oth~p Selection Procedures. 

• ' All of the commercially available tests used for the 

validation. stijdy ancluding the title, form, and 

publisher) have' been provided to the Akron City Employment 

• Manager. 

• 

(9) Techniques and Results. 

Chapter 5 contains the complete method used in analyzing 

'the d.ata. Included in the cl:\.aQuasion are both the 

uncorrected correlation coefficients and t.hose which' 

have been corrected for restr,ictionof range, The 

• s.tatistical significance of the results are s'hown. 

• 

• 

I- • 
I . 

! ~ , 

, .,'., ,,,,," 

(,l.0) Normative Data. 

Measures of central tendency and dispers~on are reported 

for all tests and all c~iteria and are grouped by 

relevant racial, and sex subgroups. This data is contained 

in Chapters 4 and 5. 

(11) Uses and Implications. 

chapter 5 contains the spcecific operat:tonal use of the 

test battery along with the weiqhts used for each test 

.and the validity Of the weighted composite. 

situation since by Civil Service Reg'ulatl.'ons 11 l' a app l.cants 

are ranked •. 

(13) Source data. 

. Source 'data f maintained by the investigators I 

contains all pertinent information concerning the 

validation study. This data includes the test scores, 

criterion scores t age, sex, minority group status and 

experience on the specific job of patrol officer. ' 

Included is a work sheet show':Lng the pertinent information 

about each individual sample member with specific 

identifying information such as name and social security 

number deleted. 

(14) contact Person. 

Further information about the validation study can be 

obtained from 'the principal investigator. His name 

and mailing address are contained on the front cover of 

'chis report. 

Interim Use of the Test Battery: 

The clear support for the operational use of the recommended 
.-

test battery is contained in Section 9 of ~e dra~tofEEOC 

guidelines. ~be situation can best be described in the present caSe 

as one where the Civil Service Commission has condu6t~d'a vali

dation study for patrol officers demonstrating a ~ign.1,fioant cor-"~ 

relation between t~st results and performance on.var;'oUs dimen-

sions of the job. A complete validation study was'pa±:tied out 

with the exception of differential predicti~X). analy$l.s.fw;hi~h was 
. ..~ , ..... 1..:)\".,' :"; , , 

';:' <:~{i~1.11!r~~~"'~;~:~~~':~,(_":·~<:A' 
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. 
not condUci,:ed-,.due to technical infeasibility. The present study shows 

a significant correlation between test results and performance. 

Under the draft EEOC guidelines the Civil Service Commission may 

continue to use the test battery operationally until such a time 

as a differential prediction s-tudy is feasible. It is a specific '.; 
recommendation of this study that a differential prediction study 

be conducted when technically feasible .. 

• ' Develop a Total Personnel Selection Program Within a Public 

policy Framework: 

In the introduction to this report some of the difficulties of 

• integrating public policy and personnel selection were discussed. 

Five major points were raised concerning the appropriate approach . , 
to this problem. In the present study it was possible to consider 

• a limited number of these issues. It is the recommendation of 

this report that a total, integrated pers,onnel selection program be 

,. institu.ted with takes into account all of the factors previously 

discussed. This has not previously been done in the personnel 

• 

• 

• 
J 
!jot." ~~'l>' .. 

selection and pUblic policy area • 

In a di£fe~ent context, Barrett, Alexander, and Forbes 

(191-3) presented an i.ntegrated package for driver licensing and 

training which took into account many of the issues which have 

beert. discussed.. 'rhis involved a modification of the Cronbach 

and Gleser (l965) model along with the use of a Bayesian 

decision analysis model in order to evaluate public policy 

¢ohsidetatidns for .the Department of T.ransportation. 
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Conceptually, the same approach should be unde~taken in the 

area of personnel selection for the police department. This 

type of study is particularly important since there are a number 

of trade-offs to be made between the cost of a testing prog~am 

and the benefits to be derived from that program. As new information 

becomes available concerning the efficacy of various personnel 

selection programs these need to be integrated into a total model 

that quantitatively assesses the value of the alternative ap- . 

pro~ches. 

Continued Development ot Personnel Selection Programt 

The operational use anq sco~ing of the test battery requires 

continued study and development. Personnel selection and validation 

is not a static' process, but one wh~ah requires continued develop

ment and modification as new information becomes available. The 

operational use of the test battery and pl:ediction validity studies 

will be reported as the data becomes available. 

United States Disbrict Court Decision 

On January 31, 1975 the court (,Arnold vs .. Ballard) ruled that: 

(i) "The high school education requirement is a valid requisite 

for employment as a policeman,even i:f a .hi~her proportion 

of blacks are disqualified beca,useof it." 
.' 
(2) liThe concurrent validat;i.on study·· has praCltical signi-

;·l ficance for the selection of Ak:t;'on. police c:rf£;i.cer$ and 

(3f 

is substantially job relat~d." 

"The new examinat!on has ntot yet demonlil~rC;\t:~_Qa' dis .... 

proportionate impact on ~laok ,,appll.cf3.nt _i;lnQ.: _ i$ . job-

related." 

",' "',', .1 .. 
J 'J~i 

:/->'.~';::r~'~ 
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. 
JOB DEtSCRIPTION 
POLICE DIVISION 

Uniform Sub-Division (304)1 is the front ... line function of 
police force being the first to answer calls, first at the 
scene of crimes and traffic accidents, and responsible for 
helping citizens 8 solving traffic problems I' citing traffic 
violators, and arresting suspects. The uniform officers in
teract daily and continuously with the citizens. 

A. Patrol (247) The basic functions include preventing crimes 
(deterrence) and giving aid, relief, and information to all 
citizens as circumstances require. Patrol officers detect, 
report, question and arrest suspects observed or believed 
to :'3 involved in a crime. This requires the officer to 
know the routine activity of his assigned district, to de
tect offenders (past and suspected), to know the habits of 
people and bUS,iness in district, to be familiar with the' 
residential and commercial areas that are the most frequent 
scenes of crimes, and to evaluate the social environment 
and influences with which he must be familiar if crime is 
to be prevented. 'l'his may best be accomplished by con
sistently reporting for duty, maximizing the time on patrOl,. 
and by conducting oneself in a professional manner. 

% of 2 
Time 

, 6% 

2% 

2% 

1% 

1% 

5% 

WORK PERFORMED 

1. Attend roll call, view TV line-up, take notes on orders 
and instructions, review Daily Bulletin. 

2. Check out necessary equipment. 

3. 

4. 

.0 

Inspect equipment to insure a sufficient supply and to 
determine if all equipment is operating properly. 

Patrol district on random basis while being constantly 
alert for conditions which may facilitate or i,nvite the 
commission of crimes and other incidents that require 
police service. This requires initiative v problem solving 
capacity, and the ability to make prompt and eff~ctive 
decisions • 

Patrol Dut.ies: 

a. Examine accessible doors and windows in the patrol 
district at night time •. 

b. Examine vacant premises. 

c. Note conduct of suspicious persons and fill out 
Field Interrogat.ion Report when necessar~. 

" , 

r 
I 
" 

1 The approximate number of officers assigned,as of 1/1~/14 are within.t 
\ the parenthesis. I 

n , t "'I" , 

2 The percentages represent the app,ro~dn\ate proportion o~ ·titne apent 
performing each of the corresponding taskS • ,J 
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0.5% 

'O.s% 

5% 

4% 

1% 

5% 

5% 

1% 

1% 

4% 

10% 

1% 

5% 

4%. 

5% 

f. 

B-3 

Keep a record of all known or suspected gambling 
hQuses, houses of ill. fame, disorderly houses, 
resorts for persons of known bad character, etc. 

EXamine relevant places and persons in the district 
for licenses and compliance with city ordinances. 

Render information and aid to persons in need. 

9- Aid in handling traffic and emergency conditions • 

h. Su~press any disturbance in the district ~nd make 
arrests if necessary~ 

i. Enforce traffic and parking laws~ 

j. Care of lost children. 

k. Insure that the sidewalks and streets ar~ not 
" obstructed by persons or property. 

1. Keep alert for potentially dangerous situations. 

m. 

n. 

o. 

p. 

1. 

2 .. 

3. 

4. 

Note obstructions and defects in the streets or 
sidewalks and any other such conditions which 
might render the city liable. 

Be vigilant to prevent fires. 

Notify property owners of potentially dangerous 
situations and take appropriate actions. 

Make proper notifications when street lights 
are out or in need of repair. 

5. Report unsafe conditions of buildings. 

6. Report missing or damaged street and traffic signs. 

Make daily reports of all complaints,received during 
the shift. 

Conduct preliminary j.nvestigations at the scene of 
crimes as may be necessary. Search for and preserve 
evidence according to proper procedures. 

aender first aid as necessary. ' 

Appear in court and testify as required, relating the 
sequence of events acc.:ording to proper procedures. 

q. "Settle" domestic quarrels. . 

r. Search suspects and cars, and complete Weapon Reports 
when neoessary • 

< .... "'1.' ", ,- ,( .. , 

i 
I' , 

~. 

i 

• 

J . ? 

B-4. 

1% 

30% 

. 
s. Seek needed information from appropriate sources~ 

5. Answer all calls - Receive radio calls from dispatche t'; 
obtain all necessary information for completing log rand i; 
(Appendix VIII). Proc.eed to given address quickly wi~~et~ t 
regard f,?r. safety. Wh(il) e approaching t.he address observe ? 
any SUSp1C10~S person s or cars leaving. Interview ' 
suspects and victims. Fill out Incident Report 
and make arrest ~f needed. Report back to Dispatoh~r. 
When necessary f111 out Confidential Report. 

~ORKING CONDITIONS 

1. 

2. 

Primarily inside official automobile. 

In and out of auto many times a day • 

3. 

4. 

Exposed to all climatic conditions both in and out of auto. 

In and around many types of buildings and residences • 

5. In all kinds of traffic conditions, 

6. Often under pressure and in dangerous situations. 

Always under close public scrutiny. 7~ 

8. Work is performed wit~ pe~pl7 of differing personalities 
and backgrounds and w1th 1nd1viduals under emotional stress. 

9. Periods of monotony due to routine activities. 

.sUPERVISION RECEIVED 

1. Sergeant makes periodic checks to observe the alertness 
and location of Patrol Officers. 

2. Sergeant reviews reports made. 

3. Sergeant assists on certain calls (resisting arrest, mental . 
cases, suicide, sudden deaths, serious crimes and accident$) .. 

4. Sergeant is available upon request by OfficeJ;'s. 

SUPERVISION GIVEN 

1. Supervi~es new recruits assigned to him. 

2. Supervises reservists assig'ned to him for e:K:~erience. 

3. Supervises civilian observers that have bee~l r9ive~ 
permission to accompany him on du:ty. ; . 

. 
4. Supervises civilians at emergency situations. 

. , , 

~ . 
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:a1\SI~. Rru?UlREKE;NTS 

1., A ~esident of the City of Akron fo~ a minimum of one 
(1) year ~ediately prior to application and at the 

·time of appointment. 

2 Ii Graduation fx'om an accredited high school or voca
tional school or equivalent. 

.' 
3. Age 21 to 30 inclusive. 

4. In Souncl Physical Health as determined by a compre
hensive medical examination including the following 
major factors: 

A. Vision: Uncorrected distance visual acuity in 
each eye of 20/200, or less and correctable to 
at least 20/20 in each eye. Candidates requir
'ing corrective lenses of any type must possess 
a second pair of Break-Resistant glasses at the 
the time of appointment. 

B. Height: Minimum 5 i 6" (66 inches) to a maximum 
of 6'9" (81 inches) 
Note: Candidates not meeting this requirement 
will be required to demonstrate their ability 
to safely perform those tasks which have estab
U.shed the height requirements. 

c. Weight: within established limits bases on in
dividual body composition. 

D.. Good hearing. 

E. Capable of complex psychomotor skills - as required 
for s,elf defense, apprehension, auto control at 
high speeds, etc. 

F.. Perceptual ability - able to perceive differences 
in detail and maintain independence of the per
ceptt'al field. 

G. Stamina for working up to 16 hours a day. 

H. Physical attributes of strength; agility and speed 
as related to job performance. 

I. Memory as needed, to be familiar with the activities 
of his assigned distriqt and to recognize past offenders. 

-

,.,.".".......-, =.c~. ,_, _____ ., _. 
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5. Emotional maturity 

A. Able to deal effectively with others in divergent- . 
interpersonal situations. 

B. 

C. 

Coope~ative able to work with and assist ott ers. 

Matu~ity in judgment - able to properly handle 
position of authority and demonstrate a potential 
for leadership in diverse situationsc 

D. Able to deal successfully in stressful situa~ions. 

E. Capable of accurate and objective interpretation 
of situations, both involving and not involving 
self. 

6. Capable of expressing self clearly in written form. 

7. Able to read and comprehi:!nd written materials. 

8. Able to speak clearly and rationally. 

9. Possession of a valid Ohio Operator's License. 

10. Passing of written examination. 

11. Successful passing of det:ailed background check. 

TRAINING 

1. Academy 

a. 400 hours of in-cl~ss training with,passing grade 
on all exams, thereby demonstrating proficiency in: 

1. Departmental rUles and regulations 

2. City and Departmental orga~'lization 

3. Operation of Ohio State' Governn1ent 

4. ,constitution of United States and Bill of Rights 

5. Code of bhe City of Akron 

6. Operation of the Sheriff's o£fic~s 

.' 
• 

• 

• 

• 

• 

• 

• 
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7. Ordinances of the City of Akron 

8. State statutes 

9. Fix-st Aid 

10. Typing 

11. Report writing 
of 

12. Printing 

13. Notes and note taking in the field 

14. Legal terms and definitions 

15. Case preparation for trial 

16. Court room demeanor 

17. Jurisdiction and function of the Ohio State 
Patrol 

18. Community relations 

19. Pubic inquiries 

20. Control of the mentally ill 

21. Radio procedure 
. 

22. Care of firearms 

23 • Tactical use of firearms 

24. 'Federal laws 

25. Arrest procedures 

26. Crime prevention, equipment, and methodS 

2. Three to six months duty under the supervision 
of an experienced officer. 

3. Semi-annual handgun proficiency qUalification. 

4. 'Accident investigation school (two weeks). 

5. In service training- Special training as necessary. 

.~t'., 

• " 
:{ .. 

" 
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B. Trafffc (57): ~he basic. functions are.accident inve$tigatiQn, 
t~affl.,?1 assl.st~ng ~otorl.sts~and traffl.c enforcement, parking 
vl.olatl.ons, monl.torl.ng traffl.c speed by radar and "Vascar " 
and ~~recti~g traffic. Traffic officers also answer call~ and 
provl.~e assl.stance for patrol cars. Tihey are also alert to no _ 
traf~l.~ problems such as: intoxication, possession of mariju~ 
SUSPl.Cl.OUS persons, etc. The focus of attention is, however o'na, 
traffic. ' . 

a. Accident Investigation (3-9). Functions are to inves· _ 
gate all serious accident~ith a fatality or near fat~lity 
Other accidents may also be investigated depending upon the' 
work load. 

% of 
Time WORK PERFORMED 

6% 1. Attend roll call, view TV line-up, take notes on orders 
and ins'!:,ructions, review the Daily BUlletin. 

2% 

2% 

5% 

1% 

5% 

5% 

12% 

7% 

5% .-

25% 

5% 

5% 

4% 

8% 

2. 

3. 

4. 

Check out necessary equipment. 

~nspec~ eq~ipment to. insure. a sufficient suppl~ .:i~rJd to 
determl.ne l.f all equl.pment l.9 operating proper~;":!:, 

Accident investigation should· determine how, whS/ .;,.nd 
who was at fault. 

a. Protect the accident scene from fire (spilled 
gasoline) and traffic. 

b. Call the proper emergency equipment. 

c. EvaC~,late the injured. 

d. Apply first aid t:/hen necessary. , . 

e. Sketch all visible evidence making measurements 
as necessary. 

f. M~ke tri~ngulations by m~asuring from two nearby 
fl.xed obJects to the evidence (skid::narks, etc.) 

g. Photograph the accident scene and deceased victims. 

h. Take statements from witnesses and surviving 
vic~ims. " 

i. 

j. 

k. 

1. 

Transfer field sketch to a drawn diagram'when 
a fatality has occured. 

Write a Police Traffic Crash Report . . 
In a'~diticm, ~f a ~atality has occurred~ write a 
Detal.led Co.nfl.dentl.al Re1?ort to the traffic Captain. " 

Cite and arrest violator~~ 

Appear in court and testi~y as :requir~d; :relating th~ 
sequence of event~s accordl.ng to p~~Jterp':t<?cedu):e. 

-. " . " 

f 
l 
~ . 

, 

I 

\,-."' 

t .: 

.' . , 

• 

, , 

Give information to insurance t.!c~npanies and 
victims concerning accidents. " 

2% n. Fill out Daily Activity r.Jog. 

:WOlU{ING CONDITIONS 

1; ?rimarily ,inside official automobile. 

2. In and out of auto many times a day. 

B-9 

3. Exposed to all climatic conditions both in and~out 
of auto. 

~. In 'all kinds of traffic conditions. 

5. Under close public scrutiny. 

6. Under pressure and undesirable conditions. 

7. Work is performed with individuals of differing personal
ities who are often under emotional stress. 

SUPERVISION RECEIVED 

1. Sergeants assist on all serious traffic accidents. 

2. Sergeants review reports. 

3. 

4. 

Sergeants are available upon request by officers. 

Sergeants make periodic checks to observe the alert
ness and location of accident investigators. 

SUPERVISION GIVEN 

1. Supervi~es new recruits assigned to him. 

2. Supervises officers assigned to him who are not experienced 
in Accident Investigation. 

3. Supervises civilian observers that have been given' 
permission to a~company him on duty. 

BASIC REQUIREMENTS 

1. Must fulfill basic requirements (refer to Basic Re
quirements of Patrol). 

TRAINING 

. 1. Complete Academy ·(ref~r to Academy, Patrol). 

2. Accident Inve.stigation School-two weeks. 

3. Three to si~ months' duty under the superviSion of an 

" 

, ,'expE!riencedofficer ii .' . . .., '. . .' .. ... 
,' •. '"_~',,,,_. _. ~ . • ~.:o:f_~~!o_-,-~,---c~~.:"_·u<o-"._ .... ~~~,·:,~::}:",.~_,~~",_,~(!,:....;..}:'~:£~~~~;i.:·_!:'!'_·!~t;;'~>"'~I.~,~~t:a.:!l';n.li~~i.~~i~~!Wi:i(;)f!!1~t:~,.(!~iJ!\~i"~~,A~~~, . 
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4. Semi-annual handgun proficiency qualification. 

5. In-se~~Jice training- special ~raining as necessary. 

Three-wheeled motorcycle (6-10)~ The basic functions 
to patrol specified districts in downtown area while 
checking for parking violations, issuing parking t 
moving traffic citations,and assisting motorists. 
congesteds areas are patroled to keep traffic mov 

% of 
Time WORK PERFORMED 

6% 1. Attend roll call, view TV' line-up, take notes 
on orders and instructions, and review the Da~ly 
'Bulletin • 

2% 2. Check out necessary equipment. 

2% 3. Inspect equipment to insure a s,ufficient supply and 
to determine if all equipment is operating properly. 

75% 

2% 

2% 

1% 

4. 

5. 

Issue parking violations: restricted area ( may be 
towed), meter violations, parking too close to fire 
hydrant or crosswalk, blocking driveway, ets:. 

, . ' 

write citations for moving traffic violations: 
speeding, red light, stop sign, reckless opera
tion, etc. 

6. Inspect motor vehiclles for' safety. 
,J" 

7. Assist motorist with stalled autos. 'l'his may in
v.olve directing traffic around the car until it 
can be moved. 

1% 8. Assist at traffic accidents. 

1% 9. Ans\'1er other calls in the area., esp.ecially when 
a cruiser is unable to go. 

1% 10 •. Note other criminal activity and suspicious persons t 

and fill out Field Interrogation Report wheni 
necessary. .' 

1 % 11 .... Arrest. cr-iminal .. suspects-. ' . .,. ... 

5% 12. 

. 1% 13. 

14. 

Fill out Daily Activity Log sheets. 
. . 

Appear in court and testify' as ~~q\li~~,~ 

Clean and polish motorcycle, usua~iy, ,:~~ring off 
shift hours. 

, 
, f 

I 

.1 
1 

;. ,~ , B-ll 

, , . 

. ' WO~ING CONDITIONS 
:.~~~. 

, 1 d motorcycle between 6 A.M • :. :'.: '," ,'. -"" . lyon three-whee e . 1. ' " rrl.marl. . 
;' . _. "and 6 P.M. 

~.()n Q),nd off motorcycle many times a day. 

3. ~~posed to all climatic conditions. 

In all kinds of traffic conditions. 

Under close public scrutiny. .' 

d in dangerous situations. 
6 •. Und~r pressure an 

• 1 people of differing personalities 
7. Work performed Wl.t1 

and backgrounds. 

::.SU~P:;.;E;;.;R;.;.~;...;I_S_I_0!i 

1. 

3. 

4. 

Ser~eants assign districts. 

ts 
make periodic checks to obseEve the alert-

Serqean ' . f f . ness and locat~on of 0 1cers. 

Sergeants' review reports. 
." . checks to ensure the motor-

Sergeants make period1c 
. b' properly maintained. cycle 1S e1ng 

SUPERVISION GIVEN 

1. 
" f th three wheeled motor- cycle 

Since the operat1ePll 0 e th is little super-
requires that they work alone, ere 
vision given. 

BASIC REQUIREMENTS 
f t Basic ',.. Re

M~st fulfill basic requirements (re er 0 
1. 

2. 

quirements of patrOl). 
in Uniform, exhibiting evidence of 

Two to four years 
stabilitiy on the job. 

TRAINING 

1. 
Academy (refer to Academy; patrol). complete ...... . 

2. Ae~id~nt'I~~~;tig~ti~~-S~hool-two weeks • 

- 4. 

SaUli-annual hand9un proficiency <;IualificatiLon .. 

i ths duty under the superviision 
Three to s x mon . 
experienced officer. 

of an 
3. 

s. 
• 'II trainin.g .as necessary. 

In-service training - Spec1a~ . ' 



" 

• 
·c. 

• 

• 

• 

• 
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Solo motorcycle (10-20). The basic functions include 
traffic enforcement, directing traffic, issuing parking 
tickets, and assisting at traffic accidents. Rowever 
special assignments may include patrol escorts, £uner~l 
escorts, motor convoys, traffic enforcement of high ac
cident area, and traffic enforcement on streets where a 
complaint has been received from a citizen. They also 
may work as a "catcher" for a radar car. 

% of -...---']! ~me WORK PERFORMED -
6% l~ Attend roll call, view TV line-up, take notes 

on orders and instructions and review the 
Daily Bulletin. 

2% 2. Check'out necessary equipment. 

2% 3. Inspect equipl1leint to insure a sufficient supply 
and to determine if all equipment is operating 
properly. 

23% 4~ Direct traffic. 

16% 5. Serve as radar catcher~ 

23% 

2% 

8% 

6. Enforce traffic laws at high schools and high 
accident a:x:'eas. 

7. Issue parking tickets, 

8. cite and arrest moving traffic violators. 

I , 

1 

1% 9. Write Daily Activity'Log sheets (j\ppendix VII & XVI) 

1% 10. Arrest criminal suspects~ - , 

8% 11. Clean and polish motorcycle. 

8% 12. .Appear in court. and testify as reqqired, I;'elating 
-sequence of events. according to proper procedure. 

WORKING CONDITIONS ,.." 

1. Primarily on Solo motorcycle between 6 AM and 6 pM. 

2. On and off motorcycle many times a day. 
I,. ' 

3. Exposed to mild climatic co:n~i tions s.i,.nce solos dO,' 
not operate during the Winter seaSons or in heavy 
rains. (During winter season he .i.e.' assigned to .' 
other divisions in traffic.),' ' ' 

4. In all kinds of traffic condi.t~o~s~'~-' 
"<! '" • +', 

" 

• 

• 

• d. 

B-13 

5. Work is performeq under close public scrutiny. 

6;;. ,Often wo~\king under pressure and in dangerous si tU'M 

-ations .. 

7 iO Work performed wi tb. pe<?ple c;~f differing person~li tie,s 
and backgrounds, somet~mes under emotional stress. 

1. 

2. 

3. 

4. 

5. 

$ergeants make,periodic ~hecks to observe the a~ert-
1'\169$ and locatJ.on of offl.cers. 

Sergeants review reporL~. 

Slergeants are available upon req\llest. 

Sergeants assign special details. 

S'e];'geants make periodic! checks to ensure the motor
cycle is being properly- maintained., 

SUPERVISION GIVEN 

1. Si,nce the operation of the solo mot.o:r.'(.~ycle requires 
that they work alone there il~ little superv,is±'on given. 

BASIC REQUIREMENTS .. 
1. 

2. 

Must fulfill basic requirements (refe~'C' to Bas/ic Re
quirements of Patrol) 

Two to four years in Uniform, exhibi ting eviclence of 
stability on the job. 

TRAINING 

1. Complete Academy (refer. to Academy, Patrol). 

2. 

3. 

4/ 

5. 

Accident Investigation School-two weeks. 
, . 

Se.n.1i-annual handgun proficiency qUCllificatioln. 

Three to ,six months duty. under the supervisj.on of an 
experienced officer. 

In-service training - Special Traininq as' necessary. 

Vascar (9). The basic functions are to observe~~d ~ite 
speeders.hased ~n evidence ~athered by VascClr Whl.J.~ ~t 
is either stationary or mOVl.ng. They co~centra~e on . • 
freeways high accident areas or where c~tizens. compla~nts 
have bee~ noted. Other traffic violations are also noted 
as well as non-traffic crimes. 
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% of 
Time' WORK PERFORMED 

6% 1. Attend ~oll call, view TV line-up, take notes 
on orders ~nd instructions and review the Daily 
Bulletin. 

2% 

2% 

76% 

2% 

1% 

1% 

50% 

20% 

1% 

1% 

1% 

2. Check out necessary equipment. 

3. Check equipment, making sure there is ample 
supply and all is working px'operly. 

4. Vascar operation: 

a. Set up Vascar. 

b. Check radio transmission to catchers. 

c. Record in notebook the date, weather condi
tions, road conditions, number of traffic 
lanes I temperature., and speed zone. 

d. Observe and measure speed of cars with Vascar. 

e. Cite and arrest.v~olators as'is necessary. 

f. Check license number against stolen car.' sheet. 

g. Check cars passing for bumpers and bad 
mufflers. 

5. Investigate accidents and non-traffic;: calls. 

1%' 6. Fill out Daily Activity Log~ 

4% 7. Operate Breathanalyzer and fill in appropriate 
forms. 

8% 8. Appear in court as necessary~ relating sequence of 
events according to proper !JroQedure. 

WORKING CONDITIONS 

1. Primarily inside official auto~obil~ 

2. 'In ~and 'out, -C'Jf"~autb"'i1\any times 'a' day';' 

,3. Exposed to all climatic conditions bothi:n and· out 
of auto. 

.. 

• 

. , 
t, .' J, ~ 
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. 
4,. In all forms of traffic. 

5. Work is performed with people of differing personal
'. ,;', lti1es . and backgrounds. 
.. 

6. Work involves dealing with intoxicated drivers. . ' 

7. Usually alone (i.e. w:i;thout a.partner). 

,SUPERVISIONRECE~ 
(. , 

1. Sergeants review reports. -' 

2. Sergeants make periodic checks to observe the location 
ana alertness of Vascar operators. 

3. Sergeants are available upon request. 

SUPERVI~ION GIVEN 

1. Supervises new recruits assigned to him.· 

2 •. Supervises officers assigned to him who are not exper;i.
enced in Vascar operation. 

3. Supervises ci\rilians that have been given permission to 
accompany him on duty. 

BASIC REQUIREMENTS 

1. Fulfill basic requirements (refer to Basic Requirements 
Patrol) • 

2~ Accurate visual judgment. 

TRAINING 

1. Complete Academy (refer to Academy, Patrol). 

2. Accident Investigation School-two weeks • . 
3. Three to six months duty under the supervision of an 

experienced officer • 

4. Semi-annual handgun proficiency qualification. 

S. In-service training - Special Training as necessary. 

6& Breathanalyzer school. 

Radar Car (3). Functions are to observe and cite speeders 
,In high accident areas, areas where complaints ~ave be~n 
noted school zones, residential areas, and bUS1ness d1s
trict~. The radar unit consists of a radar car and catcher 
(either solo motorcycle or a cruiser). 

" . 

,i 
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• 

% of 
Time 

6% 

2% 

2~ 

83% 

2% 

4% 

1% 

53% 

1% 

20% 

1% 

1% 

5% 

1% 

" 1% 

WORK PERFORMED 

1. Attend roll call, view TV line-up take notes on 
orders and instructions a.nd review the Daily 
Bulletin; 

2. Check out necessary equipment. 

3. Inspect equipment to insure a sutficlent supply 
and to determine if all equipment is opera 

4. Radar or~ration: 

a. Set up radar car at appropriate distance 
from "speed meter ahead" sign. 

b. Set radar beam to clock oncoming traffic. 

c. Check radio transmission to catchers. 

d. Observe and measure speed of cars in radar 
beam. 

e. Record in notebook the date, weather conditions, 
road conditions, number of traffic lanes, tem
perature, and speed zone. 

f. Transmit to catcher information on traffic and 
pedestrain conditions and the speed, of cars 
identified by their license numbers, makes, 
colors 'and lane locations. The ca.t.:.cher cites and 
arrests violators. 

g. Check license number against stolen car sheet. 

h. Check cars passing for missing bumpers and 
had mufflers. 

5. Appear in court and'testify as required, relating 
sequence of events acoording to proper procedure. 

6. Answer non-traffic calls. 

7. Fill out Daily Activity Log, 

WORRING CONDITIONS 

1. Primarily from inside of official automobile_ 

2. In and out of auto several times a day_ 

3. ExpoSed ,to all climatic! condi;tions bot(;tin;'~dout of 
auto.". " 

4. 

5. 

" :'it, ~ I, ' 
", , ,~", ", , 

"',~" In all forms of traffic. 

Work is performed with people of di£ferin9"pe~som).lities. 
and backgrounds. \ 

, " . " 

f., 
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>; 6 .. ' 'iiu$t work' in coordination with other patrolmen (catchers). ... 
7~ Ra.dar cars operate between 6 A.M. and 6 P.M. 

SUPSRVISION RECEIVED 

1. ,Sergeants 'review reports,. 

2. Sergeants make periodic checks to observe the al~rtness 
and location of radar cars. 

3.. Serge~mts are available upon request. 

~OP!RVISION GIVEN 

1. Direct the catcher to the appropriate car. 

2. Supervises new recruits assigned to him. 

0' 

3. Supervises officers assigned to him who are not experi
enqed in. radar operation. 

4. Supervises civilians that have been given permission 
to aocompany him on duty. 

BASIC REQUIREMENTS 

1. Fulfill basic requirements (ref~r to Basic Require
ments "Patrol) • 

TRAINING 

1. Complete Aoademy (refer to Academy, Patrol). 

2. Three to six months duty under the supervision of an 
experienced officer. 

3. Semi-annual handgun proficiency qualification. 

4. In-service training - Special Training as necessary 

Send-FOr (2). Functions are to l.ocate and arrest all suh
jects wfio receive~ moving traffic cit.ations, but failed to 
appear in court on their designated date. 

''6 of 
TIiUe WORK PERFORMED 

5% ' 1 ~ .. ··Att'end· 'rOll' oall , 'view TV 'line':::'up ~ take notes on 
orders and instructions, and review the Daily 
Bulletin .. 

\ 

2% 2. Check out necessary equipment. 

2' 3... Check equipment. t to insure a sufficient supply and 
to determine if all equipment is operating properly. 

''J . t· _ 
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. 60% 

5% 

5% 

5% 

7% 

2% 

4 • 

5 • 

Conta.ct people by phone I in person, or mail. 
\~en contacts are in person, at home or work, 
an If.lrrest is often made. 

Se~ve fugitive warrants involving out-of-town 
police departments. 

6. Send out warrants to other police departments 
and maintain a file on thiso 

7. List and search for subjects wanted for s 
moving violations (most wanted). 

8. Keep record of abandoned cars towed because of a 
violation as denoted by the Building Inspection 
Department. 

9. Notify owners that their cars have been listed 
as abandoned ana will be removed in thirty days 
if not moved. 

6% 10. Arrange for the removal of junk vehicles located 
in residential areas. A Confidential Report is 
typed indicating action taken and final dispo
sition. 

1% 11. Write traffic citations, 

WORKING CONDITIONS 

1. Primarily divided bet.ween insj;.de official automobile 
and inside Safety Building. 

2. In and out of auto several times a day. 

3. 

4. 

5. 

6. 

Exposed to all climatic conditions both in and out of 
auto. 

In all areas of the city. 

Work 'is performed with people of differing personalities 
and backgrounds. 

Because of new laws (i.e. bonds handled by the State)l 
the Send-For, as other police officers (especially de
tectives), are becoming more involved in serving war
rants. 

SUPERVISION RECEIVED 

1. Sergeants check capias (failure to comply w1th a court 
order) and warrants served. 

2. Sergeants check disposition of complai~ts, ~~de regardinJ~ 
junk vehicles. 

II. 

~.' SuperiorS. check pr.'ogress in ar:cest.ing subject,s 
listed as most wanted for traffic violations~ 

'4. Superiors review reports and files. 

SUPERVISION GIVEN 

1.' Supervises new recruits assigned to him. 

BASIC REQUIREMENTS 

B-19 

1. Fulfill basic requirements (refer to Basic R@qUire
ments, Patrol). 

TRAINING 

l .. Comple,te Academy (refer to Academy, Patrol). 

2. Three to six months duty under experienced officer. 

3. Semi-annual hand gun proficiency qualification. 

44 In service training - Special Training as necessary. 

Services Sub-Division (31) The basic function if] to provide 
the auxiliary services (technical, special, supportive, and 
facilitative) necessary for the efficient functioning of the 
Police Division. This involves supplies (e.g., forms, reports, 
motor vehicles, etc.),comrnunications, records, and training of 
Pelice Personnel and Police Reserves. 

A. Communications (67) The basic purpose is t,o receive citizen's 
complaints ana requests for police service and to provide 
dispatching and related information services for all police 
field units. Communications also·provides non-police and 
police related information to the public. They provide 
the means by which the Police Division can swiftly and ef
fidiently learn of crimes, retrieve inforrn,ati<;m, and per
form other administrative and operational act~ons. Commun
ications encompasses three areas: Dispatcher, Telephone 
Operator (answerer) and Teletype Operator. 

1. Telephone answerin9. 
% OF 
TIME WORK PERFORMED 

90% 

10% 

a. Answer telep40ne calls from citizens making com-
.. ·.plaints- or, ·~equesting information; If a, crime is 

involved, all pertinent information (name, loca
tion, nature of crime, description of persons in7 
volved; type of car used, license number, etc.) ~s 
recorded on t.he Dispatch card t.fie D;t.ESpatoh 
card ~s then signed,_ stamped' b~ tha ttme clock 
and sent. to Dispatcher via the Sergeant 1n charge 
~f communications. 

b. . T:ransfer citizen' s calls to proper dep&:t;'!:ltt'snt in .I 
police Division. . c,., ",,, •• , .~ ". 

S • j' t !. ;,..:..:'---'._'----'-_______ _ 
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~. 
% of 
Time 

82% 

4% 

1% 

1% 

1% 

5% 

1% 

5% 

Dispatcher 

WORK PERFORMED 

A. Deploy car(s) in the area of a crime to the s 
relaying all pertinent information on Dispatch 
Card. Place card into time clock, then trans 
it to the appropriate slot which corre$ponds 
car number. This trips an·electric circuit 
displays a red s;tgnal indicating that the 
on call. 

B. After the car(s) have taken appropriate action and 
reported so, the Dispatcher completes the disposi
tion on the bottom of the Dispatch Card (Appendix 
XX). The time is then s tamped on the card and it 
is placed in a storage box. This action returns 
the display light for the car to a green signal 
which indicates the car is clear and ready to answer 
another call. 

C. When a car needs an ambulance or a tow truck, the 
Dispatch Card is removed and passed to the Sergeant 
who places the appropriate calls. The Sergeant 
writes in this information, and returns the Dis
patch Card to the Dispatcher who places it in the 
appropriate slot. 

D. The Dispatcher records on the Dispatch Card all 
hourly check ins of foot patrolmen and mobile units. 

E. Broadcasts the time and radio code letters every 
half hour as required by Federal law.' 

F. Observes bank alarm display on dispatchers board 
and sends cars to investigate any alar-me 

G. Relays police car requests for hook ups with the 
teletype operator. 

H. Makes the dispa tah cards for all t;caffic. violation 
citations. 

r 3. Teletype Operator 

80% 

3% 

a. 

, . 1;( 

;.;' , 

Receive requests from cars (traff.ic and patrol) 
and other Bureaus within the Police DiVision for 
motor vehicle registration i~nd driver License checks 
(Columbus) • 

b. Receive requests for record checks from. other police 
. agencies. ' . : , 

. , 
,;,' . 

: 

4% 
:-{.,.~ 

-. .. 

Jf1 

d~ 

e. 
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Teletype st')len car lists to ohio State patrol 
to be broadcast throughout the State 

Send messages to other Police Departments (e.g. 
record check). 

Maintain daily record file of in and out of State 
messages. 

5% f. Receive reports of stolen cars and Stolen or. 
los:t"licen'se plates from fields unl.ts~ 

.' 

MISCELLANEOUS DUTIES OF COMMUNICATIONS 

a. 

b. 

c. 

d. 

Operate information and complaint desk. This involves 
directing people to appropriate departments, taking 
,complaints and filling out appropriat~ reports. 

Building security: make rounds of the Safet~ Building 
particularly during hours when it is deserted at night. 

Search record room when no one else is available (at 
night) to obtain information needed by a unit in the 
field. 

Report to the appropriate utility company in case of 
equipment breakage and arrange for barricades. 

e. Notify owner of robbery or illegal entr.y on his property 
request that he come to the scene. 

f. Midnight shift: compile all records (radio messages) 
and then make a monthly report of calls dispatched and 
of teletyped messages sent and received. Teletyped in
formation is sent to Highway Patrol headquarters. 

WORKING CONDITIONS 

1. 

2. 

In communications room of the Safety Buildings. Verbal 
contact possible with other officers • 

Work pressure varies with number of calls received. 

Frequent rotation among the three functions of cO~fiuni
cations (Dispatcher, Telephone Operator, Teletype 
Operator). . 

SUPERVISION RECEIVED .. -. -
1. Sergeant moniters 'all ,dispatcher calls .. 

; .. 
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2. Sergeant' in charge checks dispatch card for accuracy and clarity. 

3. Sergeant handles problem calls. 

4. Sergeant checks alertness and efficiency on the 

SUPERVISION GIVEN 

1. Supervises officers assigned to him who 
perienced in services subdivision work. 

BASIC REQUIREMENTS 

1. 

2. 

3. 

Fulfill basic requirements (refer to Basic Requirements _ 
Patrol). . 

Capable of "Abstract yi~ual:i,zation'l: constru<~tlng mentallt 
what is confronting pol~ce o.fficers in the field. 

Memory: ability to recall the assignments of officers. 

TRAINING 

1. 

2. 

3. 

Complete Academy (refer to Academy, Patrol). 

Accident Imrestigation School-two weeks: 

Three,to. sixmo~ths duty under the sapervision of an 
exper~enced off~cer. . 

4. Semi-annual handgun proficiency qualification. 

5. 

6. 

In-service training. 

Four to. six years in Uniform to develop knowledge of 
the City and appreciation for situations which confront 
police o.fficers on call. 

Conunun~ty Rela~ions (2). The basic function is to promote 
,unaerst~nd1n~ ~n~ cooperation between the citizens and 
the P,?l::ce Dl.'f~s~on. ,This is accompliShed by providing 
the c~t~zells, ~~f<?rmatl.on and explanation's regarding the 
role and act~v~tl.es of the Police Division 

% of ' • 
. ~ T.im,e WORK PERFORMED '-

17%, 

38% 

10% 

1 .... Give .. tour~ ... o.f .. the. Safety, Building i ~xplaining 
the funct~ons of each department f and'answering 
all questl.ons. 

2. 

3 .• 

Speak at hi~h schools and' other otganizat.ions re
garding pol::ce functions ando~gantzAtion or to~ics 
of current l.nterest such aS'drugs or security p:t~ 
cedures. ' 

Provide vocational ceunseling on police wo:t:k at" 
high scheels. . 

.; 
• 
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communicate with ether pelice agencies re-
quest.ing an Akren Pelice Divisien Arm patch .• 

Organize Sl,lIlUt\er park pregrams. 

SpeQial assignment during civil disturbances, 
. strikes, etc. 

Organize annual report and evaluatien of recruit
ment program. 

WORKING CONDITIONS 
of 

1. Work primarily from. inside effice. 

2~ Work with organized greups. Requires frequent inter
persenal interactien. 

3. Sometimes under pressure and in tense situations. 
SUPERVISION RECEIVED -
1. Sergeant assigns duties. 

2. Sergeant periedically reviews the pregres's ef assignments. 

3. Sergeant frequently works with efficers neting their 
behavior and abilities. 

4. Sergeant gives aid and advice when requested. 

SUPERVISION GIVEN 

1" 

2. 

Supervises efficers assigned to. him who are net experi
enced in cemmuni~y relatiens werk. 
Due to the nature ef the job, there is little supervision 
given. 

'BASIC REQUIREMENTS 

1. Fulfill basic requirements (refer to Basic Requirements
Patrel) • 

2. Demenst;rate an ability to establish rapport with indi
viduals' and. civic greups. 

3,. Five to ten years ef varied pelice work enabling the 
efficer to. speak on.diverse police activities. 

TRAINING 

2. 

3. 

Camp,lete Academy (refer to~cademy, Patrel). 

Three to eight months duty under the supervision of an 
a'Kperie:nced efficer. 

Semi-annual handgun preficiency qualificatien. 

ih-service training - Special 'rrail'ling as necessary .. 

'1 
t 

. ~ 
" 

! 
1 
J 

1 
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Investigative Sub-D~vi~ion (~7). The ~asi~ function ~s ~o 
investigate seriouscr~mes w~th the obJect~ve of conv~ct~ng 
the perpet~ator. This involves ascertaining facts regardin<:; 
the crime by interviewing witnesses and victims. Attempts 
are made to identify all suspects involved and assemble 
evidence capable of substantiating the appropriate charges 
in court .. 

A. General Assignment (36). Principal function is £'011 w-up 
investigation of serious crimes, usually after an incident 
report is filed by the uniform officer called to th~_~ 
scene. Crimes involved are homocide, robbery, rape, 
breaking and entering, larceny, suicide, arson, embezz..; 
lement and other felonies. 

% of . 
Time NORK PEIUiORMED· 

6% 1. 

2% 2. 

2% 3. 

50% 4. 

5% 5. 

5'% 6. 

5% 7. 

Attend roll call, view TV line-up, and take notes on 
orders and instructions and review Daily Bulletin. 

Receive the assignment of new cases. 

Check out necessary equipment. 

Interview witnesses and victims by phone or in 
(preferaply) to obtain pertinent information • 

Observe crime scene ,for a reconstruction 
sequence of events. ',-" 1',- , 

"tl,,' '. 
. :;;- , 

Search crime scene for evidence of sqs-p~ ~nvolved. 
If necessary call the identification AU ,u· to photo
graph important aspects of the orilJl(;)';:~; ··~;e. , ' .. ex;.tr~ce, 
bodies) and attempt to find and· ',·l·i·f:.c;'/, 4ng~rprJ;n~S 
of perpetrators. ' . , . .. -,01" .,. 

-', , ' 
. " 

Request Or bring witnesses and v:Lc·tims to Identif ................. , ... 
B~l!'eau in an attempt to identify .perpetrators. 

10%0 8. Arrest and interrogate suspects,.,: 

4% 9. 

5% 10. 

Confiscate evidence from suspect, 
and store in an attempt to constru 
evidenc~'i • Fill out form. 

Prepare cases for court and "coutt,"appearances 
giving facts ·df the cases andobta~n.eQ.. 
Complete Supplement Arres . qiving' , 
brl.ef details. 'of . expla.ininq:ot.I:i~t' 
circumstances t,o cerS-. " . ..' .' . 

. .j 

l' 
" 

..' . 

',: ~! 'loJ. it< '4~ . l' , ~ • ~, , 

·:'·~,;<vj,;··· 

6% 
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,ll~ Ptepaie (type) confidentialprogtess reports·'~(;:f: .. 
Q'ases giving the details of the ib'l]esti:gat,i.ons :". ~ 

.. "::,. are reviewed by the Deputy Chief in charge.' ~'::: __ ., "'" "';;'~. 

MISCEr,LA~EOUS DUTIES '.' ,.~~ 
~~ 

.1. obtain warrants for suspects and make arrests in .~ 
tl\Qse cases where it is felt that th~re is sufficient 
~vidence for conviction. ~ 

WORK1NG CONDITIONS 
, ~ 

1. Work teams usually include three men! one being 
off duty and two on duty. some have only. one partner 
with men, working alone three or four days a week. 

2. Cooperate with other details (I.D., record room, etc.) 

3. Primarily ,inside official automobiles (unmarked). 

.4. Exposed. to all climatic conditions both in and out of 
auto. 

5. Often under' pre.ssure and i& dangerous situations. 

6. Wo:r;~ peri:d~med ~ith pe6pl~ of differing personalities 
. . a:nd 'backgrounds; and .with individuals under emotional 
. .··.stress~··: 

'. . : .... ~ .' 

" 7~ " ·Work in' all areas of the City. 

SUPERVISION RECEIVED 

1. Sergeants assign cases.ti 

I ",2. '..... "'~-I: Cases assigned are the ~etece. .as ~ responsibility I 
ho't'lever much information is eich 

.. detectives and ·superiors I and arnon' 

" 3,.' Sergeants review prog'ress of cases by read!: 
Confide.ntial. Reports.', 

, , :' 

4. Sergeants are available upon request. ' . .... 

SUPERVISION GIVEN 
i'f' " 

.~, \ 

1. Su'Oervises officers ~ssigned to him who are not C~,' -~.: 
anced in investigative work. 

2. Supervises civilian observers who have been given 
permission to accompany him on duty. 

,,, ~ 'f '. ~~, 

, . 

.,'~ ". ,. 

. , 
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Supexvises officers from other di vis:i.ons ''Ino become 
involved in ongoing investigations. 

BASIC REQUIP~MENTS -
1. Must fulfill basic requirements (refer to Basic 

Requirements, Patrol). 

2. Ability to plan and organize work days and main 
file of case xeports. . 

3. Ability t9 synthesize evidence collec~ed in pxepara
tion fo~ possible arrests and convict~ons. 

TRAINING 

1. Complete Academy (refer to Academy, Patrol). 

2. Semi~annual handgun proficiency qualification. 

3. In-service training - Special Training as necessary. 

4. Four to five years in uniform showing an interest in 
and ability for invest.igative work. 

5. Assigned to work with experienced detectives. 

B. Narcotics (5). The baoic fUnctions include the investiga
tion, surveillance and corlfrontation of suspects in under
cover (plain clothers) manner to gather evidence for arrests 
and conviction of perpetrators. Narcotics agents attempt to 
arrest dealers (s.ellers). This inVolves obtaining t",YO or 
more purchases from su.spects. Or, if a buy cannot be made, 
a search warrant is obtained (based upon evidence from an 
informer or surveillance) and the suspects residence is 
sea:t:'ohed. Surveillances in the past have taken from on day 
to £ouryears. citizens' complaints rega~ding dealers are 
recorded and placed in a file. 

% of 
Time WORK PERFORMED 

5% 1. Attend roll call, view TV line-up, take notes on 
orders and instruction and :t:'eview Daily Bulle,tin. 

2% 

2% 

2% 

20% 

,-

2. 

3. 

Briefed by others on progress of cases. 

Check.ou.t neaessa.ry. ,equipment .. ' 

4. Inspect equipment to insure a sUfficient supply and to 
determine if all equipment is operatin~ properly. 

. 5. Attempt to locate dealers while undercQve~. Suspects are 
approached and asked where. drugs can be obtained (using 
sl.ang terms). 

10% 6. Purchase drugs using money identified by serial 
number~ 9 Usually two or mOire buys are made to 
establl.sh the legal fact that e.conomic gains 
are being made by the dealer. 
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30% 7,. Inhabit places hig~ in narcotic traffic in an attempt 
to make contacts wl.th "other buyers". Involves 
talking in slang langu~ge and acting to gain the trust 
of those involved in narcotic traffic. ~ 

10% 8. "Stake out" (day and night) residences of persons 
suspected of dealing in narcotics, noting the traffic 
in and out. 

5% 9. Write reports on the progress of cases. 

1% 10. Read FBI reports and other sources which relate to 
judicial decisions that may effect narcotic arrests 
and procedure. 

8% 11. Process' evidence -- taq, wrap" date, initial, list 
a.nd store for use in court. 

5% 12 •. Appear in court explainin9 sequence o.f events before 
and after arrest, noting evidence such a$ money used 
to buy narcotics. 

MISCELLANEOUS DUTIES 

1. Infrequent arrests of individuais for crimes which do 
not relate to narcotics (e.g. driving while intoxicated). 

WORKING CONDITIONS 
t .-._ 

l~ Usually work in teams; however, the cases worked Qn 
are known to everyone (day and night shift) and are 
more of a total group effort with everyone giving 
advice as needed. . 

2. Primarily in places where narcotic traffic is high. 

3. F~equent interaction with staff from other'details 
(1.0., record room, etc.) and Federal agencies (FBI, 
Food and Drug, etc.). 

4. Often under pressure and in dangerous situations. 

s. Work is performed with individuals of differing 
personalities and backgrounds. 

6u Must deal with persons under the influence of drugs. 
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7. 

8. 

9. 

Work frequently from inside unmarked automobile. 

Exposed to all climatic conditions 
of auto. both in and out 

Work in all areas of the city. 

.~RVISION RECEIVED 

1. Sergeants assign cases. 

Sergeants review progress of b 
Reports. cas~o Y reading Confident 

2. 

3. Superiors (sergeants and lieu~enants) 
cases. work with men on 

4. Sergeants are available Upon request. 

SUPERVISION GIVEN 

1. 

2. 

3. 

Supervise recruits assigned to them. 

~upervise officers assigned to them h 
1ence 1n narcotic investigation. w 0 have noexper-

~upervise.office7s from other divisions who become 
nvolved 1n on90109 investigations. 

BASIC REQUIREMENTS 

1. Must.fulfill basic requirements (refer to Basic 
Requ1rements - Patrol). 

, ",,'" 

, .'.-. 

2. Acting ability. Able to convince contacts and '\<'~';';: ' .. 
contacts that their real ':ntent ':s to purcha' se suspected···::~;;l''l1'. 

...... drugs.' '~:~ X" 
Must h~ve ~eali~tic understanding of the behavior of 
those 1nvo~ved 1n drug traffic. 

TRAINING 

1. 

2. 

3. 

4. 

Complete Academy (refer to Academy, Patrol) 'l' 

Sem~-annual handgun proficiency qualificat~on. 

In-service training - Special Training as necessary. 
Usually f?ur to five years in uniform with some t 
orary assl.gnements in Narcotics when ~ "new fac " ~p-
needed. Sometimes ne . . e 18, 
inunedi t 1 ft w narcot1c.·.detect1ves are assigned a e y a er the Academy. 

~, ' :..a;. 
, . 

• 

• 

• 

• 

B-29 

.5. Assigned to work with experienced detectives • 

c. Juvenile (11). The basic functions include the investi
qat ion of crimes involving (as a victim or suspect) anyone 
18 years or under. The activities are similar to General 
Assignment but with a greater emphasis on cooperating with 
juvenile agencies (school, juvenile court, welfare, traunt 
officers, detention, etc.). 

% of 
TImeWORK PERFOIDmD -

6% 

2% 

2% 

50% 

5% 

5% 

5% 

:).0% 

5% 

4% 

6% 

. ,' :-\ ,.," 

1. Attend roll call, view TV line-up, and take notes on 
orders and instructions and review Daily Bulletin • 

2. Receive the assignment of new cases. 

3. Check out necessary equipment. 

4. 

5. 

6. 

7. 

8. 

9. 

Interview witnesses and victims by phone or in person 
'(preferably) to obtain pertinent information. 

Observe crime scene for'a reconstruction of the 
sequence of events. 

Search crime scene for ,evidence of suspects involved. 
If necessary call the identification bureau to photo
graph important aspects of the crime (i.e. I entI."anC6, 
bodies) and attempt to find and lift fingerprints of 
perpetrators. 

Request or bring witnesses and victims to Identification 
Bureau in an attempt to identify the perpetrators. 

Arrest and interrogate suspects. 

Confiscate evidence from suspect, tag with initials 
and store in an attempt to construct a "chain of 
evidence" • Fill out form.·' 

10. Prepare cases for court and make court appearances 
giving facts of the cases and evidence obtaineoft Corn-' 
plete Supplement Arrest Reports giv,ing prief 
details of arrests and explaining oth.er circum-
stances to Court Officer. 

11. Prepare (type) confidential progress reports giving 
details of the investigation for review by the Deputy 
Chief in charge. 

MISCELLANEOUS DUTIES 
d'. I ..... 

1. obtain warrants and make arrests in those caseS where· 
it is felt that t<:here is sufficient eviclence for qon-. 
'\fiction • 

" 
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WORKING CONDITIONS 

1. Work teams usually include three men, one being 
off duty and t\\"O on duty. Some have only two partners 
with men working alone three or four days a week. 

2. Cooperate with other details O:.D., record room, etc) 

3; Primarily inside official automobiles (unmarked). 

4. Expos~d to all climatic conditions both in and 0' t 
of auto. 

5. Often under pressure and in dangerous situations. 

6. Work performed with people of differing personalities 
and backgrounds, and with individuals under emotional 
stress. 

7. Work in all areas of the City. 

SUPERVISION RECEIVED 

1. Sergeants assign cases. 

2. Cases assigned are the detectives' ~esponsibility 
however much information is exchanged between ' 
detectives and superiors, and among detectivese 

3. Sergeants review progress of cases by reading 
Confidential Reports 

4. Sergeants are available upon request. 

SUPERVISION GIVEN 

1. Supervises officers assigned to him who are not experi-
enced in investigative work. 

2. 

3. 

Supervises civilian .observers who have been given 
permission to accompany him on duty. 

Supervises officers from other divisions who become 
involved in ongoing investigations. 

BASIC REQUIREMENTS 

1. Must fulfill basic requirements (refer to Basic 
Requirements, Patrol). 

2. Ability.to plan and organize work day~, and maintain 
file of case reports. 

3. Synthesize evidence collected in preparation for 
possible arrests and convictions. 

'.t 

. r: I' 

..... : .... ·~-7~~ 
: ~- . , 
'/ 

~ .. 
.: 

• 

'. 
,.' .. ~ 
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'l'RAINING 

1. 

2. 

4. 

Complet~ Academy (refer to Academy, Patrol). 

Semi-annual handgun proficie~cy qualification. 

In-service training - Special Training as necessary ~ 

Four to five years in uniform showing an interest 
in and ability for investigative work. 

.' 
Assigned to work with experienced detectives. 

AU,toTheft (8). The basic functions include the investi
'gation of crimes involving stolen cars, motorcycles, 
house trailers, mini-bikes, etc. 

% of 
Time WORlt PERFORMED 

10% 

4% 

,Attends roll call, views TV. line-up, and takes 
notes on orders and instructions and reviews 
Daily Bulletin • 

Receives the assignment of llew cases. 

Checks out necessary·equipment. 

Inspects equipment to insure a sufficient supply and to 
determine if all equipment is operating properly. 

lnterviews witnesses and victims by phone or 
in person (preferably) to obtain pertj,nent in
formation. 

6. Arrests Q.,nd interrogates suspects. 

7. Confiscates evidence from suspects, tags with 
initials and stores' in·an attempt to construct 
a "chain of evidence". Fills out forms~ 

5% B. Prepares the cases for court and makes court 
appearancesgiving facts of cases and evidence 
obtained. Completes Supplement Arrest Reports 
giving br~ef details of arrests and explaining 
other circumstances to court officer •.. 

5% . 9 ~ -"Survel:l:ra:nce' of"c'ar' dealers invo'lved in past 
thefts in an attempt to locate crimes in progress. 

5% 10. Communicates with car dealers and car rental 
agencies to promote security procedures. 

8% 11. 

10% 12. 

Compares towed vehicle file to stolen car thefts • 

Surveillance of stol~n or suspected stolen cart;; 
in an attempt to apprehend s'uspects o' 

___ ~----'-:"'_---'---'---_____ • ____ • ___ ~_-,. __ .~. -'.-'-::........ ............ _.~.;:...;::. ......... _'""--__ ....... --.. ___ ~-"-_~- _________ ~~.....J.....~. ___ ,._ 
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1% 13. Prepares{type) confidential progress reports 
of cases giving the details of invest
igations. These are reviewed by Deputy Chief 
in charge. 

MISCELLANEOUS DUTIES 

1. Obtain \'Tarrants for suspect.s and make arrests in 
those cases where it is felt that there is suffi
cient evidence for conviction. 

WORl<ING CONDITIONS 

1. t'1o:r,:k teams usually include three men I one b~ing 
off duty and two on duty. Some have only one 
partner with men working alone three or four 
days a week. 

2., Frequent interaction with other details (I.u., 
record room, etc.) 

3. Primarily inside official automobiles (unmarked). 

4. Exposed to all climatic conditions both in and out 
of auto. 

5. Often under pressure and in dangerous situations. 

6. Work performed with people of differing personal
ities and back grounds, and with individuals under 
emotional stress. 

7. Work in all areas of the'City. 

SUPERVISION RECEIVED 

1. Sergeants assign cases. 

2. Cases assigned are the detectives' responsibility, 
however much information is exchanged between . 
detectives and superiors t and among detectives. 

3.0

• Sergeants revie't" prcigressof cases by reading 
Confidential Reports~ , 

4. Sergeants are available upon request. 

SUPERVISION GIVEN 

1. Super.vises ~fficers assigned to him who have no experi
ence in- auto theft investigations. 

2. Supervises civilian observers who have been given 
permission to accompany him On duty. 

3. Supervises officers from other dividions who .be
come involved in ongoing investigations. ' . 

• 

• 

• 

• 

• 

• 

• 

• 

• 

'. 

1. Must fulfill basic requirements (refer to Basic 
Requirements, Patrol). 
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2. 
. i work days file notes, .Abi1i ty to plan and organ ze , 

and maintain file of case reports. 

Synthesi~e evidenceco11e~te~ in preparation for 
possible arrests and conv~ct~ons. 

TRAINING 

1. A'cademu. '(refer to Academy, Patrol). Complete '~ 

Semi-annual handgun proficiency qualification. 

ot 

3. In-service tra~ninq - Special Training as necessary. 

, . 'n uniform showing an interest 4 • Four to fl. ve years ~ . , . . '. k 
in and ability for l.nvest:l.gatl.ve wor • 

5. Assigned to work with experienced detectives. 

F t'ons primarily involve the 
Missi~ Persons (2). unc! orted missing. This usually 
investl.gationof persons r P at their parents and 
involves juveniles WdhO( ge~oa~9~~iend's or relative's) 
le.ave for a week-en go 

" I 

and then return. 
% of f. 

Time WORK PERFORMED -
6% 1. 

2% 2. 

2% 3" 

2% 4. 

45% 5. 

15% 6. 

9% 7. 

5% 9. 

Attend roll call, view TV line-up, ,and 
on orders and instructi~n~ and reVl.ew 
Bulletin. 

t f ew c'ases. Receive the assignmen 0 n 

Check out necessary equipment •. 

take no'tes 
Daily 

. ~ insure a sufficient supply and to 
Inspec~ eq':ll.pment ,\:°i . t is operating properly. determl.ne l.f all equ pmen 

1 t information. Interview parents to obtain re evan 

Interview friends, school officials, etc. ~ho 
may have relevant information. 

Cheek ~hose places the person is known to go 

. . 

L 
", 

. 
, . 

frequently. • 

st.ate ac;tencies which may have knowledge "t .. ' 
;~e~~e persons. whereabollts (i.e. coroners ,f 
offiC?e, juvenal court, etc.). " 

5' 9. Check hospital admission lists. , I 
"..'~~'~:~;'~H~::t~w .,~_~.l ~:c·~d~~:,.r,epo~ts;. :ttr ___ WWf:m1hlitiW '+" ~ __ '~L."~~:J: 

., 
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1% 11. Prepare (type) confidential proC]ress reports 
giving details of investigations for review 
by the Deputy Chief in ch~rge. 

WORKING CONDITIONS 

1. Frequent interaction with other details (I.D., 
record room, etc.) 

2. Primarily inside official automobiles 

3~ Exposed to all climatic conditions both in and out 
of auto. 

4. Ofte~ under pressure and in dangerous situations •. 

5,. Work performed with people of differing personalities 
~nd backgrounds, and with individuals under emotional 
stress. 

6. Work in all areas of the city. 

SUPERVISION RECEIVED 

1. 

2. 

3. 

4 .. 

Sergeants assign cases. 

Cases assigned are : the de'cectives' responsibility I 
however much information is lexchanged between 
detectives and superiors" and among detectives. 

Sergeants review progress of cases by reading 
Confidential Reports. " 

Sergeants are available upon. request. 

SUP-ERVISION GIVEN . 
1. Supervises officers asSigned to him with no experience 

in missing persons investi.gat,ions. .. . 
2. Supervises civilian observers who have been given 

permission to accompany h~m on' duty_ 

3. Supervises officers from other divisions who become 
involved in ongoing investigatilons. 

BASIC REQUIREMENTS·, .. - ...... ' -,~. 
• , Iot·JI't , .. ,. 

1. Must fulfill basic requirements (refer to Basic 
Requirements, PatrQl). 

2. Ability.to plan and organize work. days; £11e notes, 
and maintain file of case X'eport.s .• ' 

" 

3. Ability to synthesi~e information needed to de~ 
termine the locatio~ of individuals. 

, : ~>: .. '~ : .. ' ,. 

F. 
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, ,TRAINING , 

1. 

2. 

3. 

4: 

5. 

Complete Academy (refer to Academy, Patrol). 

Semi~annual handgun proficiency qualification. 

In-sarvice training - Special Training as necessary. 

Four to fj.ve years in uniform shm'ling an interest 
in and ability for investigative work. 

Assigned to work with experienced detectives.~ 

Check detail (6). Principal function is to investigate 
crimes involving forgery, counterfeit checks stolen 
checks, stol7n credit cards, pass books, con' games, 
etc. Compla1nts are usually made by citizens bank 
executives, and victims. ' 

% of 
:rime WORK PERFORMED 

6% 

2% 

2% 

2% 

10% 

30% 

8% 

10% 

10'% 

1. 

2. 

3. 

4. 

Attend roll call, view TV line-up, and take 
notes or orders and instructions and review 
Daily Bulletin ... 

Receive the assignment of new cases. 

Check out necessary equipment. 

Inspec'l: eqt.;tipment to.insure a sufficient supply and to 
deter.m~s 1f all equ1pment is operating properly. 

56 Dete:m~ne if cashed·check is a crime, non-
suffAc1ent funds, or past consideration 
(payme~t for services received in the past) 
accord1ng to State laws. 

68 !nter.view victims .(grocer store manager, de
partment store manager, etc.) and bank tellers 
about perpetrator of bad checks or con games 
tc? obtain relevant information (description, 
11censenumbers, etc. 

1. Search, arrest and interrogate suspects to 'ob
tain conf~ssions. Obtain warrants and notify 
other Po11ce Departments of warrants outstanding. 

8. Speak with bank executives regarding the proper 
procedure for dealing with checks returned be-

. cause tpey were stolen, counterfeitted.·involve 
deceased accounts, etc. . ,.. . 

9. Write memos to bank tellers and bank pe~sonnel 
about current stolen or counterfeitted checks 
.and ourrent cOn games. 
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5% 10. Maintain files on con games and illegal checks 
in an attempt to gather evidence and identify 
and arrest perpetrators. 

10% 11. Make daily check of pawn shops and gun dealers 
to see if people purchasing guns have been 
oonvicted of a felony. 

5' 12. Obtain handwriting analysis and send it With 
checks to LonCion, Ohio, for comparison. 

~ISCELLANEOUS DUTIES 

1. Serve warrants, capias (take a person in custody), and 
make arrests. 

2. Return fugitives being held in other cities and 
states or persons being released,from prisons. 

3. Circulate around banks during busy times to detect 
con games in progress. 

4. Check stolen gun file for guns confiscated in other 
crimes. 

5. Keep telephone recordings up to date on local stolen 
checks. 

6. Assist with General Assignment duties when they are 
overloaded. 

WORKING CONDITIONS 
, F 

1. Work in teams of two (both off weekends). 

2. Frequent· interaction with other agencies (FBI, 
postal authorities, etc.) 

3. Work inside official automobile (unmarked) and 
Safety Building. 

4. Exposed to all climatic conditions both in and out 
" of auto. 

5. Occasionally under pressure and in dangerous situations. 

6. Work; is performed with people of d1ffeJ;:'in'g personalities 
and backgrounds, and with ~ndividuals under emotional 
stress. . 

7 • Work in. all 'areas of the .ci ty • 

:}' •.... ,j :~! ' 

i,i' 

I 

t .. 

• 
, 
" 

• 

'. 
,'. 
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SUPB1WIS1.0N RECEIVED . 
1.' Sergeants assign cases. 

:1. 

3. 

4. 

c· . assigned arc the det~ctives' responsibility, 
h~~~~cr', much info>;mation is exchanged between de·· 
tactivos and supcr1ors. 

Se:C<]€jqnts rovimtl progress of cases by reading Con-
fidential Heports. 

0" 

Ser<:reants arc available upon request. 

SUPERVISIot~ GIVgN 

1. . Supervises officers aSl;a
l
< gned to him who are not ex-

perienced in Check Deta1 • 

2. 

3. 

4. 

Supervises civilian obser,;ers who have been given 
permiss :i.cm to accompany h1rn on duty. 

Supervises officers from other divi~ions who be~ 
corne involved in ongoing investigat10ns. 

Advise other officers of the proper procedures in 
dealing with illegal checks. 

BASIC REQUIRgMEN'rS 

1. 

2. 

3. 

Must fulfill basic requirements (refer to Basic Re
quirements - Patrol). 

Ability to plan and organize work days 
and maintain file of case re'ports. 

Ability to synthesize evidence collected in prepar
ation for arrests and convictions. 

TRA!NING 

L. 

3 .. 

4. 

5. 

complete Academy (refer to Academy, Patrol). 

Semi-annual handgun proficiency qualification. 

In-service training - Special Training as necessary. 

Four to five years in Unif()rm sho\,ling an interest in 
and ability for investigative work. 

Assigned to work with exp~rienced detectives. 
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G. Identification Bureau (11). The basic function of the 
pOli'ce laboratory is to establish the identities 

.-

ot' t.he perpetrators of crimes. This is accomplished 
by means of a detailed analysis of all eviqence 
available. 

% of 
Time WORK P,ERFORMED 

25% 

2% 

2% 

22% 

5% 

9% 

3% 

10% 

1. Process all suspects arrested for felonies 
serious misdemeanors. Record all cr4~ina1 
and personal history, fingerprints and de~ 
scription (scar marks, tattoos, build, skin 
tone, hair, teeth, etc.). Place final dis
positon of the case in individuals personal 
jacket. ' 

2~ Classify and file fingerprints. Search the 
file to varify that the person arrested gave 
the correct name and is not wanted for 
other crimes. 

3. 

4. 

5. 

Maintain photograph file (mug file) according 
to height and type of crime for citizens use 
in making identifications. 

Provide inforrn~tion (arrest record and address) 
upon request from other Police departments and 
Government agencies. 

Photograph all violent crimes (murders, etc.), 
sudden deaths, suicides (upon request from the 
coroner) a~ well as some breakipg and enterings w 

6. Lift fingerprints at crime scene. Preserve 
them and make enlargements with the points 
of comparisons marked for use a13 evidence in 
court. 

7. Testify in court to witness the validation of 
evidence obtained. 

8. Fill out forms and reports~ 

5% 9. Photograph (still and moving) strikes, riots, 
civic functions, police memorial services, 
soap box derby, etc. 

2% 10. 

2% 11. 

1.0% i2. 

Process and develop all pllotographs taken making 
prints and enlargements. ' 

Load and unload cameras. 

Opera t.;~ TV 
(line-up) • 

make audio 
roll c?ll. 

camera for closed' cit'cui t 'TV roll call'" 
Video tape all persons arrested and 

tapes of their names, ~rrast:s, otc .. , for 

!~ 
~\ . 

~~ " 
p , .' 
. • 

1 . • ! 
F 

• 

• 

• 

• 

.~~~tI:~~~ J 
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3% 13;. Complete gun registration forms. 

TECHNICAL WORK DUTIES 
---~--~~~~~~~~ 

1. Compare spent bullets using ballistics micro
scope. 

2. Microscopic analysis of substances using cycloptic 
stereoscopic miscroscope. 

3 II Photomicrographic work - photographing sub-
stances through cycloptic microscope. ~ 

4. Paraffin test for gun powder burns. 

5. Blood test of humans and animals. 

6. 

7. 

Iodine fUming - develop latent fingerprints 
on paper • 

Number restoring detecting numbers filed or 
destroyed. 

S. Scale to weigh bullets to determine caliber. 

98 Plaster casting of foot pr~nts after photo-
graphing. . 

10. Show color mug shots from Kodak carousel pro
jector. 

WORKING CONDITIO~S 

1. Primarily in the Laboratory. 

2. Frequent crime scene work. 

3. Work is performed with individuals of differing 
personalities and backgrounds. 

4. Cooperate and assist other police details. 

SU¥ERVISI0N RECEIVED 

1. Sergeant assign duties and oversees results. 

2. Sergeant sometimes assist. officers depending on 
workload. 

~RVISION GIVEN 

1. Supervises officers assigned to him who are not 
experienced with Identification Bureau work. 

2. Advises officersof the l'proper'l technique~ for 
handling evidence. 
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BASIC REQUIREMENTS, 

1. Ful'fill basic requirements (refer to Basic 
Patrol) • 

2. Hand-finger dexterity. Hand and .finger 
of many technical and laboratory pieces 
mente 

. 
3. Eye-hand coordination. Laboratory duties in 

vis~al judgments and finger movements. 

4. Visual identificat~@n, Judgment involving compar
isons of bull@t~1 fingerp~inta, etc. 

TRAINING - . 

1. Complete Academy (refer to ~gQg@my, Patrol). 

2. 

3. 

4. 

Semi-annual handg~n proficiency qualification. 

In-service training - Special Training as necessary. 

Four to ten years in Uniform showing an interest 
and ability for technical laboratory work. 

5. One to three years in 1.0., training under experi
enced officers. 

IV~ SERGEANT «(=,'i). Th\· basic function involves the supervision of 
officers assigned to him. Sergeants are responsible for the 
successful functioning of their respective departments. 

A. P~tf?l Ser~eant (22). The basic function involes the super
Vl.Sl.on of six to twelve Patrol Officers and the t,raining of 
new recruits. Patrol Sergeants are responsible for one of 
four sectors within the city. 

% of 
Time WORK PERFORMED ---- ------~--~~ 

7% 1. Hold role cC!.lJ., read o:::ders and special instructions as 
well as changes to the D~ily Bulletin. 

4% 2:- Inspect officers regarding fitness for duty.,' 

2% 3. Inspect offic~rs equipment to insure it is in proper op-
erating condition. ' 

,.'." "MI.- .... ,.~ •• ,f<o .... .1~ •• ~ .~._ ...... 

2% 4. Make speciC!.l assigr~ents. 

46% 5. Check alertness and job behavior of officers in the field 
and make corrections when necessary •. The Sergeant also 
assumes patrol duties while checking his sector • 

2% 6. R(~spond to all fatal traffic accidents within bis sector 
to assist in preliminary investigat:i:Qhs. '. . 

, , 
!, , 

• 

• 

'. 
• 

• 

• 

• 

• 

• 

---. 
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2% 7. Respond toal! homicides and. v~olent crime~ \,li~hin his 
sector; supervising the prell.ml.nary inv€st1gatl.ons.at the 
crime scenes. 

. ,2% 8 • 

10%9. 

5% 10. 

1% 11. 

2% l2~ 

Inform supervisor when a fatality occurs .. 

SYnthesize all case information into final reports which 
are reviewed by a superio~ and uSed by prosecutors. 

Answer other calls. 

Attend meetings with business executives, contractors 
~nd city offiCials concerning building projects which 
~ay disrupt traffic. 

Train new recruits. 

5% 13. Evaluate officers supervised. 

5% 14. Available to officers for advice and assistance. 

5% 15. .A,Ssume superiors duties when necessary. 

WORKING CONDITIONS - . 

1" Usually works alone. 

2. Frequent interaotion with patrol officers. 

3. Primarily inside official au'tonw:>biles (unmarked). 

4. In and out of auto several times a day. 

5. Exposed to all olimatic conditions both in and out of auto. 

6. !n all for.ms of traffic. 

7. Under pressure and undesirable conditions. 

8. Work is performed with indiv'iduals under emotional streSs. 

SUt?ERVISION RECEIVED 

1. Lieutenantsreview all reports made by Sergeants. 

2. Lieutenants observe the behavior of Sergeants rating 
their work output. 

3. Id.eutenants are available· to provide assistance and 
advice when .necessary. 

SUP~RVIS+ON GIVEN 

~his is listed under the Work Performed section. 

c· 
l. 
; 

. '. 

<\ 

, , 

.. . , 
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4, ,. Cl. 

BASIC REQUIREf.1ENTS 

1.. Must fu1fili basic requirements (refer to Basic Require
ments, Patrol). 

2. Successfull passing of written promotional examination • 

3. Outstanding work record with above average 
and demonstrated stability on the job. 

TRAINING 

1. Complete Academy (refer to Academy, !latro1). 

2. 

3. 

Semi-annual handgun pl~oficiency qualification. 

In-service training- special trainl.'ng as ~ecessary. 

4. Four years as a police officer. 

5. Training not formally required, but always taken. 

a. Traffic accident investigation school. 

b. Supervisor school. 

c. Traffic enfOrCe1'llent school. 

d. Traffic records school. 

e. Various F.B.I. schools. 

f. Miscellaneous training seminars. 

B. Traffic Sergeant (3). The basic func'cions involve the super
vision of six to sixteen traff~c officers and the training of 
new recruits. 

% of 
Time WORK PERFORMED 

7% 1. 

4% 2. 

2% 3. 

2% 4. 

30% 5. 

10% ,6. 

. -
Hold roll call, read orders and special instructions as 
well as changes to the Daily Bu11~tin. 

Inspect officers regarding fitness for duty. 

Inspect officers equipment to insure it is in proper 
ating condition •. 

oper-
; ... 

' .. " .,," •• , .'.' ••••• h 4!" ~. "' .. , _ .. .. .r:-" •• ~ • 

Make special assignements. 

Check alertness and job behavior of officers in the field 
and make corrections when necessary~' :', 

Take charge at fatal and near fat~lacci(lentsi~suring that 
diagrams are prepc;tred prope:r:-1y, Wl.tness statement",!;} ar$ taken 
and tap,ed and accl.dent and Confidential Repor'tsare m~t.'e. A 
Sergeant may be called at home to resp'ond to such sit.ua,t.ions r• 
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13% 7. '!';Review and approve officer reports. 

2% 

10% 

8. Inform ,supervisor when a ~ata1ity occurs. 
, " 

9. Synthesize all accident information into final reports 
'which a~e ~eviewed by a superior and used by prosecutors • 

5% 10. Answer other calls. 

1% 11. Attend meetings with business executives, contractors and 
city officials concerning building projects whicl1 may dis
rupt traffic. 

2% 12. Train new recruits. 

2% 13. Evaluate officers supervised. 

5% 14. Available to officers for advice and assistance. 

5% 15. ~ssume superiors duties when necessary. 

!9RKING CONDITIONS 

1. Usually works alone. 

2. Frequent interaction with traffic officers. 

3. Primarily inside official automobiles (unmarked). 

4. In and out of auto several times a day. 
, . 

5. Exposed to all climatic conditions both in and out of auto. 

6. In ~ll forms of traffic. 

7. Under pressure and undesirable conditions. 

8. Work is performed with individuals under emotional stress • 

SUPERVISION RECEIVED 

1. Lieutenants review all reports made by Sergeants. 

2. Lieutenants observe behavior of Sergea~ts noting 'their work 
output. 

3. ,Lieutenants are available to provide assistance a'nd advice 
when necessary. 

SUPERVISION GIV.EN 

This is listed under the ~'1ork Performed Section. ',I 
\; 

" .~ 
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BASIC REQUIREMENTS 

1. Must fulfill basic requirements (refer ~o Basic Require
mentsi' Patrol). 

2. Successful passing of written promotional examination. 

3. Outstanding work record with above average 
and demonstrated stability o~ the job. 

TRAINING 

1. Complete Academy (refer to hcad~my, Patrol). 

2. Semi-annual handgun proficiency qualification. 

3. Four years as a police officer. 

4. In-service training "an~Aial trai . Q~~~ n~ng as necessary. 

5.' Training not formally required, but alwa~s taken. 

a. Traffic.accident investi9~tion school. 

b. Breathanalyzp.r school. 

c. Supervisor school. 

d. Traffic enforcement school. 

e. Traffic records school. 

f. Various F.B.I. schools. 

g. Miscellaneous training seminars. 

The remaining Sergeants perform' similiar supervisory 
duties which are ~dapted to their specialized,areas. 

" 

, ••• , ..... ,. ,.. .. ,. ~* ' .... "" .......... ,.. ... ....... .,' ~'.. '1:' ,. il~ • f 

, , 

BEHAVIORALL.Y ANCHORED RATING SCALES 
IN' THE FORM RECEIVEP FROM DR. LANDY. 

Supervisory Scales .. 

C-l 

Dimension 1: Job Knowledge--Awareness of procedures, laws, and court 
rulings and changes in them . 

Behavioral Anchor Scale Value 1 

(149) b. 

I. 
t 

I 
I C. 
I 

~24) 

(98) • 

d. 

e. 

f. 

(49) g. 

• 

• 

. ' 

.' 

Could be expected to seek information about 
recent court rulings so that !'good" arrests 
wonft be lost by his actions. 

Could be expected to know he could break 
down a locked door while in hot pursuit and 
thus arrest a fleeing suspect. 

Could be expected to preserve evidence at 
the scene of a burglary. 

Could be expected to be asked about points 
of law by less experienced officers. 

Could be expected to misinform public on 
legal matters through lack of knowledge. 

Could be expected to arrest suspect for 
misdemeanor not committed in the officer's 
presence. 

Could be expected to ignore recent ~ourt 
rulings because he feels they tie his hands 
too much. 

7.53 

6.63 

6.42 

5.84 

2.37 

2.32 

1.89 

.' S.D. 

1.31 

1.04 

1.75 

1.35 

1.22 

1.45 

I "Scale Value" refers to the mean (X') ~nd standarrl deviation (S.D.) 
of the numeric values assigned by the sub'jects in Dr. Landy's 
development study (See Chpt. 4) • 

2 Numbers in parenthesis are the n~~ers of tho$e items that appear 
in the original criterion performance rating ~dales for'the 
patr9l officers in the present study (Appendix F)o 
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Dimension 2: Judgment--Observa~ion and assessment of the 
and tak1ng appropriate action. situation 

Behavioral Anchor §cale Value 

S. J. 

(86) a. Could be expected to not;ce t ' dang , . ... po entl.ally 

X 

6.74 

b. 

c. 

d. 

'(126) e. 

f. 

(36) g. 

. erous s1tuations before 
actually OCCurs. anything 

C~uld be expected to believe that all 
v101ations of the law cannot be satisfl.:Ad 
by arrest at that time. ~ 

Could be expected to shoot out t' f 
of fleeing fel 1re 0 car 
and conunands t~nh:~~:ect who ignored sirens 

~~~~~nb~o~~p:~~~~wt~nsenttedr bUfilding,With 
e 't ea 0 guard1ng 

Xl. s and calling for the K-9 corps. 

Could be expected to make statements th t 
cannot be carri d t a c. t e ou because of insuffi-
1en manpower or legal constraints. 

Could be expected to hold his breath when cause supervisor to 
on trouble calls~' this officer is sent 

~~~~~i~ev~61:~i~~ ~~e~ohntihnue to write a 
a 11

& b . e ears a report of 
~ar y robbery in progress. 

" 

5.68 1.42 

4.95 1.57 

3.53 1.27 

" 2 .. 79 0.77 

2.47 1.04 

.2.16 1.18 

; I j 1 .':f'~! 'd" n.!1 ''!' 

, t.! _ \ ,. ~ \' ,(' 
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• 
Dimension 3; Initiati,ve. ........ I:ndi.vidual pers.on;:11 performance conducted 

. wit~~ut either direct supervision or commands 
including suggestions for improved depart
ment procedures. 

. .' 

• Behavioral Anchor 

(143) n. 

• 
(5) b. 

• c. 

d. 

!27) e • 

f. 

• 
g. 

(35') h. 

• 
(146) i. 

II~, • 

Could be expected to keep an up-to-date 
written account of all crime in his patrol 
area. 

Could be expected to recognize his o~\ 
deficiencies and attempt to correct them. 

Could be expeoted to come to ''Iork 1/2 hour 
early to check on previous day activity. 

Could be expected to ask to borrow a bicycle 
so he can move quickly and quietly to 
apprehand a burglar. 

Could be expected to check vacant an.d model 
homes when not busy. 

Could be expected not to look for information 
from planning and resources division 
about his patrol area. 

Could be expected to rarely check files 
for friends or favorite spots of su~pects. 

Could be expected to wait for his super
visor to arrive at scene rather than making 
a decision on his own. 

CQuld be expected to stop searching after 
one bomb was found, resulting in a delay 
in the location of second bomb. 

Scale Value 

S.D. 

7.11 0' 1.07 

6.63 1.27 

6.47 1.04 

6.32 0.80 

5.74 0.96 

3.47 1.46 

3.05 0.83 

2.89 1.07 

2.63 1.09 .. ~ 

, ~ 
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·Dimension 4: Dependability--Predictab1e job behaviors, including 
attendance, promptness, and reaction to 
boredom, stress, and criticism. 

Behavioral Anchor 

(135) a. 

(26) b. 

(92) c. 

(104) d. 

(10) e. 

<F .... 

(84) g. 

(8) h. 

i. 

Could be expected to stay calm during rock 
and bottle throwing. 

Could be expected to remain cool under 
verbal abuse. 

Could be expected always to get to the 
station in time to check the daily log. 

Could be expected to follow form 
instructions. 

Could be expected to bring in report 
15 minutes before going off duty so he 
won't get a final call. 

Could be expected to use up his total 
number of sick days each year. 

Could be expected to call in sick when 
trouble is anticipated in city. 

Could be expected to leave area without 
respondirlg to a potentially dangerous call. 

Could be expected to crack up in tense 
situations and threaten to shoot other 
officers. 

." 

Scale Valu. 

X S.D. -
7.53 1.09 

6.84 1.14 

5.58 1.27 

5.32 1.17 

2.89 1.17 

2.41 1.04 

2.00 1.08 

1.68 0.86 

1.32 0.73 

.: 
·'f' 
.-. 

C-5 

Dimensidri5= Demeanor--Professsional bearing as determined by overall 
neatness of uniform, personal grooming, and 
general physical condition. 

Behavioral Anchor 

a. 

b. 

Could be expected to work to keep himself 
in top shape even though he's 45 years old. 

Could be expected to polish boots and brass 
every night. 

Scale Value 

S.D. 

7.05 0.89 
" 

6.63 1.63 

(72) c. Could be expected to have highly shined shoes. 6.05 1.10 

0.99 d. 

e. 

(17) f. 

Could be expected to change uniform when it 
needed to be. 

Could be expected to wear uniform with holes 
in it. 

Could be expected to wear a dirty, unpressed 
uniform. 

5.53 

2.47 1.04 

2.11 0.85 
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• 

• 

• 
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C-6 

'Dimension 6: Attitude--General orientation toward th~ law enforceme: • 
~ 

profession and the department • 

Behavioral Anchor 

a. 

(14) c. 

(22) d. 

e. 

(69) f. 

g. 

Could be expected to consider law enforcement 
a career, not just a job. 

Could be expected never to become drunk and 
disorderly in a public place during off-duty 
hours. . 

Could be expected to gripe about the way 
things are handled just once in a while. 

Could be expected to complain about a 
particular problem but offer no solution. 

Could be expected only to criticize other 
officers' suggestions, never to contribute 
any of his own. 

Could be expected to refuse training because 
he already is an expert. 

Could be expected to write flattering letters 
about hL~self to the department, signing them 
with fake names. 

0" 

Scale Vall I .; 

S.D. 

6.95 1.43 

6.16 1.23 

5.00 O.9~ 

3.26 0.64 

2.89 0.85 

2.58 1.04 

2.05 1.15 

,·· ________________ ....;... ________ .o....iliiiolilo .... ~ 

C-7 

Dim~nsio~ 7: Relations with others--Ability to deal with the people 
he comes into contact with during 
the performance of his job, in
cluding the public, fellow 
officers, and supervisory per
sonnel.. 

Behavioral Anchor 

a. CoUld be expected to be a leader among 
his peers. 

Could be expected to have a good reputation 
in the minority community. 

Scale Value 

x . ' S.D • 

6.89 0.64 

6.53 1.14 

-(108) c. Could be expected to be considered one of 
the boys on his watch or shift. 

5.21 0.95 

(18) d. 

• e. 

f. 

• 

• 

• 

• 

• 

Could be expected to be a loner. 

Could be expected always to have fellow 
officers riled up by his actions and remarks. 

Could be expected 'co use racially-toned 
language in front of minority group 
members. 

3.79 1.28 

2.58 0.67 

2.16 1.31 
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C-8 

,Dimension 8= Cornmunication--Ability, to make oneself understood and 
gather and transmit information both 
oral and written fashion. ' 

. , 

Behavioral Anchor 

(110) a • 

(1) b. 

(73) c. 

(138) q. 

(38) e. 

Could be expected to t lk . ' 
less education at a w~th ,people with 
down to them. their level but not talk 

Could be expected to turn in reports which 
legible and neat. are 

Could be expected to have to be asked 
to repeat himself over the radio. 

Could be expected to confuse 
fact in his written and oral 

opinion with 
reports. 

Could be expected to talk so 
~he is unintelligible. 

fast over radio 

,-

Scale Va1~e 

S.D. -
6.74 0.96 

6.37 1.22 

5.63 1.42 

3.05 1.10 

2.89 1.07 

'" ,1 " ,', 

i 

, ' C-g 

• Peer Scales 

• 
Dimension 1: Job Knowledge--Use of knowledge of law, procedures, 

policies, and techniques related to the 
patrol function, including the applica
tion of prior training. 

Behavioral,Anchor 

~130) a. 

(71 ) b. 

• 
(50) c. 

• (55) d. 

(37) e. 

• f. 

(76,) g. 

• 

• 

• 

• 

Could be expected to clear blocked air 
passage and reseore victimls breathing by 

,applying resuscitation. 

Could be expected to collect evidence in a 
drug case so that it will be admissable 
in court. 

CoUld be expected to apply precise penal 
code section to a case, avoiding ambiguous 
or wrong charges. 

Could be expected to issue appropriate 
summons in routine traffic code v'iolations. 

Could be expected not to recognize narcotics 
o"e:l':dose immediately. 

Could be expected not to use referral services 
effectively. 

Could be expected not to protect crime scene 
for evidence preservation. 

Scale Value 

x S.D. 
.. 

7.89 0.94 

7.44 1.17 

6.94 1.51 

6.17 1.12 

4.28 1.41 

3.00 1.00 

1.83 0.76 

i 
1 

'1' 
i· 

, 
• 

. , 
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Dimension 2: Judgment .... -Ana~1.ytic assessment of the situat.ion and 
taking necessary and appropriate aotion aft 
consideration of alternative approaches. 

Behavioral Anchor Scale 

(125) a. Could be expected to withhold fire in a 
situation calling for the use of weapons 
where gunfire would endanger innocent 

8.17 

(33 ) b. 

(96) c. 

d. 

(23) e. 

f. 

(57) g. 

(Ill) h. 

i. 

j. 

bystanders. 

Could be expected to allow a fleeing suspect 
to escape in a crowd rather than endanger 
bystanders. 

Could be expected to wait to complete a 
physical arrest until securing assistance. 

Could be expected to issue a summons where 
wa~:nings have failed to correct a condition. 

could be expected not to drive in a hot 
pursuit on a foggy night. 

Could be expected to fire a gas projectile 
into an occupied apartment building. 

1.67 

7.06 

6.72 

5.22 

3.39 

Could be expected to underestimate a drunk 2.89 
suspect, resulting in injury to himself. 

Could be expected to take short-cuts on traffic 2.28 
violations, approaching the car without 
thinking about whether any occupant is armed. 

Could be expected to get people out of cars 1.78 
at gunpoint on almost every vehicle stop. 

Could be expected to touch and fool around with'l.22 
a bomb while waiting for the bomb squad to 
arrive. 
," 

1.00 

1.51 

1.15 

1.42 

1.14 

1.20 

0.99 

1.03 

0.53 

1 

I'F 
! 

i 

• 

, ~, ' . 
'»';J.l~"",_"""C,~ ,I." 

C-ll 

DintQllsion 3; Use of Equipment--Knowledge of and skill in the use of 
firearms and other special equipment 
(radio, first aid, vehicles). 

Behavioral Anchor 

d • 

Could be expected to use first aid equipment 
if it is necessary for the injured person. 

Could be expected to be able to clear chamber 
and barrel of a wide variety of firearms. 

Could be expected to check his patrol car for 
damage and general condition every day. 

Could be expected to be able to make minor 
repairs to equipment when necessary. 

Could be expected not to make sure that the 
patrol car tire pressure is high and even. 

Scale Value 

S.D. 

7.72 1.24 
.f 

7.17 1.17 

6.78 1.36 

6.06 1.69 

4.28 1.71 

• (611 £. Could be expected to neglect cleaning his gun 3.00 
unless he has fired i·t at the pistol range . 

1.29 

(89) g. Could be expected to be always playing with 2.22 
the radio. 

1.03 

.119) h. 0.53 could be expected to shoot self in leg while 1.22 
trying to quickdraw and fire • 

• 

• 

. . ' 

1 
!-

... ~ ... J 
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Dimension 4: Dealing with the 
PUblic--~bility to deal with the 

J.n1respectful, tactful s PUbli 
wlu.le attempting t tYle 

Beh~vioral Anchor 
expectations if PO~S~~let thE' t e. 

(56) a. 

lJ. 

(112) c. 

(105) d. 

(67) e. 

(121) f. 

.' 

C?uld be expected to' . 
SJ. tuation by remernbe <J,uJ.et a hJ.ghly llolatile 
and addres.sing hJ.'m rJ.~g.a citizen's name as sJ.r" d . . and threats. . espJ.te J.nsults 

Could be expected to 
traffic violator bef state ~hy he stopped a 

Ore makJ.ng any demand.s. 
Could be expected to ' 
continue driving h SmJ.l~',wave back and 
for assistance. w en a cJ.tJ.zen waves at him 

Could be expect d ' 
father' f e to J.nsult and bully a 

~n ront of his family. 

Could be exp t d 
insult' thec e to aggravate citizens by 

J.ng em when talking to them. 

Could be expected t h 
group th 0 arass members of ethnJ.'c . s 0 er than his own. 

Scale Va] e 

X S.D ----=. 
7.50 1. 50 

6.94 1.18 

2.33 0.94 

2.22 1.03 

1,72 0.80 

1.56 0.76 

, ' .. ~:. 

1 :J~ 
II. t,~ 

1-
:1 
-:f 

• 

• 

'. 
• 

• 

• 

• 

Dimens;i.on 5: Reliabi1ity--Dependabi1ity in job attendance, effort 
expenditure, acceptance of responsibility, 
reaction to stress, and accuracy in all 
details of work. 

Behavioral Anchor 

(114) a. 

(63) b. 

c. 

d. 

(99) e. 

(88) f. 

(117) g. 

(140) h. 

Could be expected to assist his partniar 
physically with a fighting suspect. 

Could be expected to make a thorough 
investigation of a misdemeanor. 

Could be expect.ed to use a ruler to measure 
distances for accident reports, rather than 
estimating distances. 

Could be expea,ted to be called at ni<;rht by a 
detective for a report he forgot to file 
during his day shift. 

Could be expected to stretch the truth 
sometimes in reporting what occurred but 
never really falsifying a report • 

Could be expected to say he checked the back 
doors of a group of businesses when he didn't 
because it was a cold, rainy night. 

Could be expected to disappear when a 
dangerous situation occurred • 

Could be expected to stand outside a bar 
while another officer was in trouble inside. 

Scale Value 

X S.D. 

7.56 1.21 
.' 

7.06 1.08 

6.50 1.71 

3.06 1.67 

2.50 1.12 

2.00 0.94 

1.44 0.68 

1.17 0.37 
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C-14 \:.\ 

Dimension 6:· D emeanor--Personal and professional pride 
personal neatness and grooming 
m.ent, and physical appearance. ' 

as shown by 
Care of eql .p ... 

Behavioral Anchor 

a. 

(74) b. 

(82) c. 

d. 

(80) e. 

Could be expected to personally clean his 
patrol vehicle on his own time. .. 

Could be expected to be exhausted after one 
block run .. 

CO~ld be expected to dxop empty food con
ta~ne~s on the floor of the patrol car and 
not p~ck them up when going off duty. 

<?ould be ~xpec't:,ed to be loud and boisterous 
~n a publ~c place. 

Could be expected to be mouthy and loud in a 
restaurant while in uniform. 

Scale Va Je 

X S.D. _. -
5.78 1.70 

3.28 1.15 

2~28 0.87 

1.89 0.81 

1.78 0.79 

," f' 

< 

.ij!I '.'")" ... "'j. ;r, ...... '. 
); 

1. 

C-l5 

• Dimension 7; Compatahility--Ability to work with fellow officers 
including accepting and giving construc
tive criticism, mutual decision making, 
and taking an equal share of the workload. 

Behavioral Ancnor • 
(95) a. 

~70} b. 

c. 

• d. 

e. 

• f. 

(48 ) g. 

• (7) h. 

• 

• 

• 

Could be expected to volunteer to assist 
fellow officer who has a heavy workload. 

Could be expected to work willingly with 
an officer who is having trouble adjusting 
to various duties. 

Could be expected to be able still to talk 
to his partner after an eight-hour shift. 

Could be expected to back his partner on 
traffic violations. 

could be expected to work with only 
officers he has picked" 

Could be expected to remain silent all night l 

never talking to partner. 

Could be expected always to refuse to drive, 
forcing his junior partner to do it all • 

Could be expected to continue to drive 
recklessly despite his .partner's requests 
that he drive more cautiously. 

Could be expected to criticize his partner 
in front of several citizens. 

Scale Value 

X S.D. 

7.56 0.90 

.f 

7.28 1.04 

6.72 1.37 

6.28 1.73 

3.83 1.67 

3.06 1.54 

2.72 1.15 

2.22 1.03 

1.94 0.97 

,i 

-/ 
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Dimension 8: WQrk Attitude-Interest~d in serving the public b~ th 
performance of his joh and gains satis: 
faction from doing his job well inc Iud , 
th f · db" .' ln, e. ~1r an, 0 )ect1ve enforcement and 
adm1n1strat1on of the law. 

Behavioral Anchor 

a. ~ould be expected to take college courses 
1n law enforcement and police soience. 

b. Could be expected to work on his oWn time 
gathering information on a case .. 

c, 

(94) d. 

Could be expected to buy a police radio for 
his personal car. 

Could be expected to believe that "a ticket 
a day keeps the sergeant away." 

e. Could be expected to pass the buck to another 
city agency alt.hough it could be handled best. 
by the police. 

f. Could be expected to go only through the 
motions of the job. 

t-

Scale Val Ie -
X S.D • 

---..;.. 

7.72 0.99 

7.13 1.70 

5.38 1.32 

3.47 1.35 

2.47 1.06 

2.06 1.08 

~'. 

• . 'i , 

.' 

• 

• 

• 

• 
I 

• 

• 

C-17 

Dimension 9: coromunication--~..bility to make on~self understood in 
face-to-face situations and to transmit 
information in written form. 

Behavioral Anchor 

b. 

c. 

Could be expected to speak slowly and clearly 
when testifying in cQurt. 

Could be expected to confuse citizens by 
using technical jargon when talking to them. 

Could b~ expected to have the vocabulary of 
a cave;man. 

Scale Value 

S.D. 

7.78 1.03 

3.06 1.22 

1.83 1.01 

, .. 
'J 
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APPENDIX D D-l 

I '~~, BEaAVIORALLY ANCHORED RATING SCALES IN I. ~HE FORM ,RECEIVED FROM DR. HECKMAN. 

• 

• 
2 (93) 

• 
(60) 

Category A: C~tME PREVENTION 

Knowledge of effective crime prevention, such as silent a1arms( 
secu:t'ity :f>~noes, lighting and random patrol; educating citizens to 
aid in det.errinq orim:tnal activity or in aiding apprehensi:.:>n of 
suspects; maintaining security in keeping relevant information from 
potential criminals1 being aware of trends of criminal activity; 
keeping an eye on potential or knows criminals in '·t.he area. 

Scal~ Point! ~ 
" ... 

.. 9 

-8 

The officer went to every late night gas station in his area to alert 
the attendants about a group of hold-up men who had been hitting 
gas stations~ He left a description of the men, a phone number to 
call and detailed. instructions on what to do if the men were! spotted. 
BecaUSe of his actions the hold-up men were apprehended. 

• -7 
(31 ) 

When eight burglaries had occurred in a small area, the officer told 
a citizen that he would tell them how to help if they wished. The 
citizen organized a coffee party where the officer~s tips on what to 
do led to the arre~t of six young men. 

• 
-6 

(2 ) 

-5 

An officer, after checking apartment house parking lots for car 
prowlers, would make a note of any apartment that didn't have 
good lighting and then tell the c~retaker during the day. 

The officer advi.sed a bar owner who had been burglarized to wire a 
bell to the back door so a bartender who lived above the bar could 
tell when there was a break-in. 

After there had been a rash of burglaries, the officer began 
'ing more t~e patrolling the area they occurred in. 

spend-

-4 
., (120) While on his night beat, an officer observed a business with one of 

the windows open. Finding nc evidende of a break-in, he failed to 
report the open window to the owner the next dayo 

• 

• 

-3 
(133) A burqlar who was being transported to jail aSked how the officer had 

knowl) he had broken in. The officer then e;cplained all about 

-2 

silent ala.rm$-""how they wotked, how to, spot them, etc. --educating 
him :tor his {v':!\":~ job. . 

(9) While on patrol an officer tlakes his cqffee and lunch breaks at the 
same time and same place evelcy night. He alSo patrols his beat in 
the same patt.ern every night., ' 

~~-w-____ ~ ________ ~~ ___ ~_~ _____ ~_~ ___ ~ ___ -~ ___ ~~~ _____ ~-----__________________ ._ 

• 
1l1Sdale. Point" ,refers to the nWl\Sric values assigned in 

de;relopmental study (See chpt. 4). 
Dt .. Heckman's 

2 Numbers in parenthesis are the numbers of· those it.ems that appear in 
the ori<,:tina.l criterion perfQ>;mance rating scales for the patrol 
officers in the present study (Appendix F). 

•• I 

• 

Category B! USI~G 
~~ FORCE APPROpnIATELY 

~eeping one's lieoo1 " und i 
. Judge and tC) util,e+, prE;lssure or personal b .; 
promptly and eff ~z?the.corr~c~ amount'of forcea USe; being ab~e b;> 
or sad;i.stic; ret:i!~~elY, avol,.dl,.ng a.cts that migh~Q h resolve, an l.ncident 
provocation. ~9 composure when ¢onf~onted W'~he s~~n.q~ br~ta~ . 

(51) 

;:t.;;.; 4 hoatall. ty and 
Scale ,Point ...... 

-9 

A deskman calmly convinf"ed 
":'8 to hand it over rather thanash~~ti~~ ~h: painting a rifle at him 

In a fight with a traf~' '. man when he had the chance.. 
,dol-in, took his re 1, J;.c ~J..olator I the '\riolator k 
hi tting him fOt:(r ~~Irt~~ f ;hd shot six shots at: them~~~~d o~e of;f~GeJ: . 
dr~w a bead on the vi;i t e wounded officer pulled' hi!oers pat:tnetp 
ral,.sed his hands a or, who then threw th re'Volver anq 
the violator cov~re~he ~C;>~ded off~cer did not e f~~~tYb gf;!'\aown and 

(77) -7 un 1,. he was ~n custody. ' u nstead kept 
An officer stopped a ea' 
~:~~!t~~ethe officer Wi~hf~bs~e~r~f!!Ca~~olation and the driver 
he could h:~~l:ntt~a!~frlexp~ained why thev:~~a!o~b~~:·t The officer 

--6 " anu.d a barrage of obsce' i.a.. ag and how 
The ff· n ... l,.es. 

, .0 l.cer grabbed the a 'f . . 1(" , an l.ce . k rm 0 a gl,.rl tt . 
by her Pl,.O, narrc;>wly ~aving him.Th a a?kl,.ng her bOYfriend with 
in the I h:~~ ~!~h h~~sshl,.rt ripped by the °f~!c:fc~a~e~hen hasst:(lted 

-5 gun to subdue her. . ore 'e struck het 
(59) Th 

. e officer Waited for two 
~~ a ~estaurant to come bacio~~g.~e~ who had been rOWdy anq noisy 
as:m 

0 a dark area several bloc~se~r Car to pick th~up. ae took 
Sho~l~n~t!~l~u~h~~ ~~ walk back to t~~~r ~:;: C;t;!, arl.Ck~d.i them in the 

(64 \ -4 e area, because their kinCl' 'fit 'S9 sa d that, the¥ 
l While taking , eran t needed. 

a very hO$tile db' 
-3 purposely threw him against ~~e w:iI~gerent man to jail, the officer 

(16) The officer slap d 
..L2 him a drink afte~eho~r~~n who was pestering a bartencler to sell 

A man stopped after be' , 
situation Was in hand ~ng cha~ed at high speed~ Even thouNh ~tie 
up began beat{ng th " an offl.cer fl:'om a sec'o ..:J ';1 UL -1 .... e man. ,n", $quaq Which pulled " 

t 
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~16) 

(44) 

• 
(79) 

• 
U.G9) 

• 

• 

• 

D-j 

Category C; T~,AFFI.C MAINTENANCE AND CONTROL 

dptlce:cn for the effective acti!'.)ns for maintaining motorized and 
l?'l!de.atrian traffic safety; knowing traffic ordinances; exercising 
c}!:'lution.i.i') . apprehending speeders and other offenders; responding quick
ly t.o t!\ec~dellt.S and taking proper actions to preserve life and protect 
propert~'~ protecting the accident scene. 

Scale Point 

,.9 

. , 
i 
':'8 
I 

. 
t 
t7 

-6 

r5 
I 

-4 

-3 
'f 

-~ 

~fter an officer became aware that a dangerous intersection had no 
t.raffic cot.rcrol devices and that a high hedge was obstruct:~ng the 
'View, he took it upon himself to contact the traffic engineers to 
have signs posted and. t.he OWher of the hedge to have it cut .. 

While tagging a driver for speeding in a school zone, the officer 
eJtplaihed how unpredictable children were when playing and how much 
damage a car can do to a pedestrian. 

An officer on routine patrOl observed an emergency vehicle attempting 
to -go. throu9'h an intersection, and immediately took meaSures to stop 
traffic and control the situ.abion. 

The officer tagged and towed a parked car which he found covered 
wi th ;snow, though it hadn't tlnowed for five days. 

Investigating an accident, an officer used his squad car to block 
a street at the bottom of a hill. A Car coming down the hill was 
unable to stop and hit the squad. 

Ob!3erving a driver traveling at high speeds down a residential area 
late one night, an officer decided not to ticket the individual 
b~cause the street was clear, but to warn him. [Even when the driver 
became impatient with being stopped, the officer gave only a warning.] 

While on patrolr the squad car was almost involved in an accident I 

with a car which turned right in front of it. The officer disregarded 
the partner's suggestion to give a tag and said, "NO, I'll just chew 
them out." 

Wh;I.le directing rUsh hour traffic from the middle of-a very busy 
intersE¥ction, the officer began a needless conversation with a friend~ 
He stopped directing traffic and stood with his friend in the middle 
of the street obstructing the flow and seriously endangering himself 
and his friend~ 

I. 
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1 ~) ~ 
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(131) 

D-4 
. _ v t ' 

category D ~ MAINTAINING PUBLIC SAFETY .AND G;tVING FIRST .AID 

Concern for public safety; knowing and ~sing the proper procedures 
for dealing with hazardous or emergency situations; evacuating and 
restricting activities in dangerous areas; giving quick' and effective 
first aid when indicated. 

Scale ]?oint 

-9 

-8 

At a propane gas tank leak, the officer requested cars to block 
specific intersections. He then shut down two nearbvoompanies and 
began evacuating the area; all before receiving Orders from his 
supervisor. 

(134) While watching a parade, an old ll1an cOilapsed. An officer rushed 
up, pushed the crowd back, gave mouth ... to-mouth resusci~ation and 
saved the man's life. 

-7 
(29) Arrivin~ at a house with two burning fire bombs on the front porch, 

the offJ.cer evacuated the house, contacted the fire department, and 
extinguished the flames with dirt. . 

-6 
(39) Responding to a call about a burning cariJ. an officer, noticing a 

fire near the gas tank, evacuated the area of bystanders and contacted 
the fire department. 

(27) 

(lIS) 

(13 ) 

..:.5 

-4 

-3 

I 
":'1 

In response to a suicide attempt where a girl had slashed her wrists, 
the officer administered proper first aid to stop the bleeding. 

At a bomb threat to .;l. business, the officer evacuated the building, 
but did not evacuate adjacent buildings. . 

An officer saw that the sidewalk next to a building that was being 
wrecked was not blocked off and that people might be hurt by debris, 
but he did nothing about it. . 

At an auto accident a victim.complained that he was injured, though 
there was no signs of any injury. The officer told the .person thar;. 
he was faking and then refused to call an ambulance. 

.-
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Category E: INVESTIGATING, DETECfING, AND FOLr.o~iING UP oN CRIMINAJ .. ACiI':LVITY 

nein9' fully informed about al.l wanted felo~s: being alert to unusual 
eircumSt.iUloes or. out-of:....the ... ordinary sit.uations; protecting the crime 
.scene to maintain the integrity of evidence~ attentiveness to detail~ 
effectiv~ questioning of witnesses; verifying both suspects and witness s 
answers; following up on all clues or leads. 

Scale point . 
-"" 

-9 . ~l.06) l\n officer was called to a domestic involving a man with a • 38 
caliber revolver and two companions trying to get an APe check. Six 
hours later, when an armed robbery took place in another district by 
three men with a .. 38, he immediately provided detectives with names 

• 

• 

• 

• 

• 

• 

• " 

-8 of suspects ana a car description, leading to arrests and recovery 
of the loot~ 
Afte~ findin~ footprints leading up to a wall of a warehouse, hut 

-7 no prints leading away, an officer called for a dog and a key for 
; the warehouse. A burglar who had scaled the wall and entered 

tbrou9h a '1entilator shaft waS found inside. 

(3) At the.$ceneof a man with a gun call, the officer found a gun which 
he handled carefully to preserve a.ny fingerprints. 

-6 

An of~ice~ re~ested a listing on a car parked in front of a houSe 
occupied by people who were suspeoted of associating with. burglars. 
Since the plates listed to another car, it ~as towed away. 

(75)r;rhe offi~er was given a knife that appeared to bave blOOd on it by 
-4 a man who had found it laying in his y.ard. The officer p'U,t the knife 

in the glove compartment tmd forgot about it. 

:Early one tr.orning an officer notioed a young man standin-g near a used 
-3 car lot. When the officer asked him what he was doing, he said he 

waS waiting for his dad to pick him up. The officer left and the 
next mcrnin9 several car pa:cts were reported missin~ from the used 

(19) . ,,:,2 

car lot. 
At the scene of a burgl~ry where many TV sets were taken9 the 
officer wa$ told by a nei9hbor that he had observed a truck at the 
scene earlier in the evening. The officer failed to qe t the neic;hbcr t s 
name and did not follow up the information. 

• 

• 

• 

• 

• 

• 

• 

• 

• 

(122 ) 

(107) 

{42) 

(30 ) 

(47-) 

(145) 

(113) 
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Category F: REPORT WRITING 

Kno~ing and using the ro roun1cating information~ ~~~is~¥le Qr code for reporting or com~ sp~cifyin<1 all details I which ~!~g <?~mflete reports?f one' sact.iQ~s. 
uS1ng the correct gramma~ and 1 a~ ~n reconstruct~ng the inoident' 

.w an guage in reports.' .} 

S~ale Point 

-9 
the officer's report of bb appreh d d a 1:0 ery of a person wh . . en e contained not only t d ere a suspect was 
detaJ..ls of the weather d l' a,s an ard account of the crime, but 
field sketch of the cri:~ sc~~~~J..ng conditions at the scene and a 

-8 
The Officer's resu . 

v:;--
·1 .'~ 
}, 

.~~ -~~" 

questioned th' me cont~~ned the names of all wit.ne<sses· .. he 

b
. . . r e~r occupatl.on· residence . e1ng l.n the area. ,.., phone number I and reason tor 

~7 

-6 

An officer belped two th '. . arrest so that it cont~' e~ °iiJ..cers wrl.teoa repor~ Of a felony 
acceptable to the t~ne a necessary l.nformatl.on and was 

. ... co un y attorney. 

On a report form for b in all th7 spaces pro~er~~gl~~ ~~ abd~elling, the officer filled 
and he fa11ed to explain s~me mino~ d~t~i~:. the report wa's brief' 

-5 
An officer's offense report did burglarized. not mentiOn the type of residence 

-4 

.. 3 

-2 

An. nffic;r' s report contained man"· . such as held suspect while t Y J.ncomplete sentenoe$ or fragments . ~ par ner opened case he was carrying 1\ 1 

An officer was called to a house ,". ... a report. The next day he . burglary t l.nves~tl,ga.t~d, ...rmd filed 
to return to the scene ~nd r:~~ ~~qU~5t~d by th~ Detective Division 

l.S ~ncoml:'lete report,,' . 

An officer ~ote an incom let . He was told to redo the p e andme~s¥ report o£ ,a seriouS crime 
the,missing information. (;~~rt, hut ~nstea4.he sim~ly filled in · 

II off~oer was told to retypeit.jeport was aga~n returned and the 

.' 

. ,-.. ", -'. 

~"",," ..... ,·;-~.;-~~f~'~~· 
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• (81) 

(43) 

• 

• (34) 

(25) 

• 
(3~a) 
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Category G:' INTEGRITY AND PROFESSIONAL ETHICS 

Avoiding opportunities to use one's badge, uniform, or authority for 
pe~sona19ain; refusing bribes, inventorying all evidence 1 presenting 
eviden¢e'~ccu;rately and completely; avoiding situations which might 
comprom'ise one's honesty. 

Scale Point 

~9 

-48 

..\7 

-i6 

i 
I 
I 

45 
1 
! 

..14 

. , 
-+3 
i 

,. 
! . 

12 
I , 

! 

11 

The officer gave a businessman h~ knew a :ide home; because the.m~n 
Was drunk. The next day the offJ.cer redeJ.ved an envelope contaJ.nJ.ng 
$200 from the businessman. The officer returned the mo~ey and 
explained that he took the man home because he was.a fr.l.end and 
expected nothing for it. 

A man offered to pay the officer if he wouldn't enforce prostitu-
tion laws so tightly in his area. The officer refused, sent ~ 
memo to the Morals Division and observed the man even closer J.n the 
fut.ure • 

An officer who was having f~nancial problems was- offered a $100 
bribe by a drunk driver t but he immediately refused the money and. 
added attempted bribery to the charges. 

The officer gave a ride to a man who had left his house as a result 
of a domestic~ At his destination, the man offered the officer 
some money for his troubles, but th~ officer declined. 

After arresting two men drinking illegally and conf.iscating their 
bottle I the officer refused the money offers of "winos" along the 
street for the liquor. 

On the way home from work, an officer would. stop at a drive-in 
that fed uniformed officers for nothing and pick up dinner fo:c his 
family • 

T'.t1o officers walked into a bar and one officer asked for a Christ.mas 
hottle fot each. When his partner said, "Put mine back, I don't 
want it,ll this officer took both b::>ttles. 

AnSwering a call to a D.O.A., an officer told the bystanders in the 
apa~tment building to go back to their rooms, that he would handle 
everything. His partner asked why he was searching the apartment, 
and the officer replied, '''Xou never know what you can find, especially 
money .. it 

• 

• 

• (24 ) 

(132) 

• 
(139) 

• (91) 

(129) 

(148) 

(137 ) 

,'~' ',' 4 'v .. , ." 

D-8 

','-, Category H: DEALING CONSTRUCTIVELY WITH THE PUBLIC 
W" ;' ,j 

:1 
C,Ourtesy and understanding; helpil'lt9 citizens in matters that may not 
be strictly police business; maintaining and improving the police 
department's image in the eyes of the public; knowing about and usin 
other agencies for referral of citizens who have special problems. 9 

Scale Point 

-9 

-8 

-7 

-6 

-5 

-4 

-3 

The officer made a service call to a destitute family. He called 'the 
proper authorities to obtain assistance for then\ and bought a tree 
and presents to make their Christmas happier. . 

Answering a call in which a blind man had been robbed of his grocery 
money, the officer went to a nearby church to collect food coupons 
and then took the blind man to the store and assisted him in buying 
groceries • 

The officer had an elderly woman who had lost her house keys sit 
in the squad, out of the cold, while he gained ent:ry. After she was 
inside the officer replaced the storm windoW he had removed. 

Because the bartender admitted having served the man too much liqUor, 
the officer didn't arrest the man who was slumped over the bar, but 
instead walked him home. 

A girl's boyfriend was abusive toward an ambulance attendant, who 
spoke in a loud voj,ce to the hysterical girl in an at.tempt to get 
through to her. An officer called the boyfri.end aside and told him 
in no uncertain terms that he was 'Wrong and to stop interfering. 

A man flagged an officer down and asked if he could get a jump 
start since his car battery was dead. The officer said he wasn't 
allowed to and drove off. 

t, 

The deskman was listening to a man's questions about a 'traffic 
accident when the phone rang. He just picked up the phone saying, 
"The forms are on the table," but ht:1 didn't answer the man Ws questions. 

-2 

-1 

A depressed alcoholic co~mmited suicide by jumping out of a hotel 
room after a minister left the room to get the man's:ba,g .. The 
investigating officer s.aid, "When you left the room to 9.Q down to 
the cat, did the guy tell you he'd meet you? 

\ 

, 
I , 

1 
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Category l: HANDLING DOMESTIC DISPUTES 

Holding back and uSing restraint in working with arguments and fights 
between husbands and wives, boyfriends and girfriends, or other 
domestic combatants; e~ercising caution; mediating between parties 
while maintaining impartiality; referring citizens to appropriate 
agencies for further help. 

Scale Point 

-9 

-8 

When the officer aLrrived at the scene of a domest.ic, he found that 
the husband had aSlsult.ed his wife but. that she didn't want him arrested. 
She wanted to leave with her small children, so the officet helped 
the woman dress hor children while he kept the husband in a separate 
room. While the I~fficer drove them to her parents 1 home, he advised 

, her o,f the various agencies that could o;sslst her with her marital 
problems. 

The husb~nd and wife knew the officer by name and his first action 
at that domestic call waS to get them in separate rooms, ask each 
what their problems were, and how he could help. The ,vife wanted the 
husband to go to bed or leave, since he had been drinking. The 
officE:lr presented him with these alternatives and advised him to go 
to bed, which he did. 

-7 
~20) On the third call to a husband/wife domestic, the officer realized 

the wife was using the officer's presence to belittle the husband. 

(~6) 

• 
(58 ) 

• (52) 

• 

-6 

-5 

-4' 

-3 

~he officer took her aside and told her to seek help for her problems, 
but that the officer would not allow her to misuse his authority. 

In order to arrest a man without a fi~ht, the officer at a domestic 
explained that by law he had to arrest the man, that he would call 
more ,officers if need be, and that the man might get hurt if he put 
up a fight. 

At a domestic, the wife made a "citizen's ar,rest" of her husband. 
The son sided with his father, and the officer had a difficul,t 
struggle to subdue and jail him. 

At a domest..l,d, the officer advised the husband, who was drunk, to 
leave when his wife refused to sign a complaint. Th'e domestic was 
sett.led, be~cause the husband drove away, but he left under the 
il'1fluence of alcohol • 

When the officer arrived at a domestic, the wife started to leave, 
but the officer called her back and the husband/wife domestic began 
again. 

12 
The offif"er took a gun away from a woman in a domestic, but gave it 

: back to her be,for.e her husband had left; so that she had it re-
J loaded a,s her hUs.band was leaving. 

.11 
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Category J: C 
OMMITMENT, DEPICATION 

Exerting max' ' AND CON$CIENTIOUSNESS 
~um effort at 11 constantly UPdati a time~· respond' 

to provide POlicen; an~ improving on~'s Skill!~gbt9 all calls; 
to respond t erv~ces at all tim be ' e4ng on time 
self properl~ ~h:~so:i ~~~ times;- both

S 
~n a!: ~ifa~dt off duty; ;::gt~ess 

y. u Y; conducting Elss ! 
Scale Point one .. :' 

..i9 
(83) 

""'8 

An off-duty POl' 
jUst afte . ' ~ce officer and his . 
the ,r l.t had been held u -Wl.fe ~ulled into a ' 

poll.ce, then gave ch ", p. The offl.cer told hi gas statl.on 
,ase on foot, apprehend' s wife to call 

An officer observed' 4ng one suspect. 
River. He' a person jump f 

-7 jumped into the riVer , drom a bridge into the M' . , 
(41) an pulled th " ,~SSl.SSl.Pp· 

An officer recentl e person to sa£et" ~ • , Y assi d ' ' .1.. 
l.nstructl.ons on What ~~ne ,as desID4an at th' ' 
and was able to handl:h~1~b l.n!olvea, so he r:a~r:~l.n~t received no 

( ~6 a dutl.es. e job descriptio 
102) An o~ficer occasionall . , n 

hangl.ng around a Y aSSl.gned to a cert· . 
on to the men WhoV!~;!ed building. The of;i~e~eat notice~ J~veniles 

-5 permanently assigned to thPassed thl.S 1nformati 
An off-duty wh . e area. ,Qn 
i . 0 was l.nform d f • e., chl.ldren d' . . ,~"e c\ a ,potential I 

-4 make note of it !~dl.~~d ~nto the side of a st~e:abgekous ~ituation; 
( l. not remember to repo t i an I fal.led to 
53) The officer Was ' r t for several da"s 

the d' l.n a cafe drink' .. ." • 
-3 l.Spatcher he was still at !~9a~~f~eet even though he had told 

After being . f en • 
date th--t l.~ ormedat roll call 
to workQinO~fl.cers were to change :~e~ dta~ two ~weeks prior to the 

'-2 s summer uniform. n er uniforms, 
(21) an officer came 

, The officer was 
because he took tipped off to a bu I 

-1 care of some perso~i ~ury! but 9,?t t_here too late 
. Sl.ness fl.rst. ' 

" 

f 
" ~" 

f. 

r , 

'.------~----'-~~ 
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Category K; TEAMWORK 

Having a good "feel" for what one's partner's actions are going to 
without asking; backing him up and keeping his safety in mind at " le 
times~ keeping him informed; willingness to risk one's own safety t 
ass~re his protection; cooperating with other divisions or depa~~me~t 
aSSl.sting other law 'enforcement agencies such as the FBI or St I ..:.e ISS; Attorney. 

:Scale Point 

-9 

(28) When the officer saw the criminal he and his partner had been tailing 
Was about to shoot his partner, he yelled the criminal's name, 
Which fouled his shot, saving the partner's life. 

-8 

Whil~ two offic~rs were closing in on a wanted criminal, the officer 
reall.zed that hl.s partner had not seen the gun the criminal had 

~7 drawn. The officex yelled and alerted his partner. 

While searching some bars for a robbery suspect, one officer Would 
· ... '6 stand in front of the bar while his partner would go inside and 

I look for the suspect. 

When the officer received his days-off slip for the month, he called 
his partners and arranged the days off so that the days off were 

-5 acceptable to all. 

At roll call an officer was given memos concerning his squad1s work 
(46) -4 in a district. The officer put the information in his pocket failed 

t<? tell his partn~r what it concerned, and handled the situat.ion by 
h~se~f. Thus, ~l.S partner w~s unable to answer his supervisor's 
questl.ons regardl.ng the handll.ng of the instructions. 

-3 

(40) When asked to assist in arresting a drunk, the officer simply 
walked awa~' 1 even though the drunk waS being obviouslv troublesome 

-2 
to his fellow officer. -

(65) An officer remained in a Squad car "apparently frozen" even though 
his partner got out of the squad, attempted to break up the fight, got 
involved in it, and was threatened by the crowd. ..!.l 
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APPENDIX E 

RELATIONSHIP OF PJ\TROL OFF'ICER EVALUNfION I'l'EMS 
TO THE JOB' DESCRIP'l'ION 

Uniform Sub-Division 

A. Patrol 

The basic functions include preventing crimes (deterrence) 
and giving aid, relie~, and'informati<?n to all citizens . 
as circumstances reqUl.re. Patrol off~cers detect, report, 
question and arrest susp~cts ob~erved or be~ieved to be 
involved in a crime. Th~s requ~res the off~cer to kn~w 
the routine activity of his assigned distric;, ~o de;e~t 
offenders (past and suspected), to know the nab7t~ o. ~he 
people in businesses in the district, to be faml.ll.ar w~th 
the residential and commercial areas that are the,most 
frequent scenes of crime, and to evaluate the socl.~l,en
vironment and influences \,1i th which he must be fanulJ.a~ 
if crime is to be prevented. This may ~e~t,be accom~l~shed 
by consistently reporting for duty, m~x~ml.zJ.ng th~ t~me 
on patrol, and by conducting oneself l.n a professl.onal 
manner. 

Item 4E. 

Item 4H. 

Could be'expected to bring in a report 15 minutes 
before go~g off duty so he won't get a final 
call. (liS) , , 

Could be expected to leave area without responding 
to a potentially dangerous call. (LS) 

\'10RK PERFORMED 

Job Requirement 1. Attend roll call f view TV line-up, take 
notes on orders and ins't-ructions f review 
daily bulletin. 

Item 4C. Could be expec~ed always to get 
to the station in time to 

,check the daily log. (LS) 

Item. Could be expected to take 
adequate notes on orders and 
instructions. (0) 

.. ---~ ..... -~ ..... - ... .,.-.... - ................ - ... -----...... ------------...,--------------------.... ---t.- ... --'\. ____________ . 

1 
Following all items are the J.etters LS, LP, M or 0 which ident

ify the original sources of statements as either the Landy Su
pervisory Scales (LS), Landy Peer Scales (LP), Heckman Minnesota 
Scales (M)or Our items (0) developed specifically for the Akron 
Police Department. Further specificity regarding each :Ltem's 
original posi.tion within its identified' .source is pr.ovided by 
the number and letter preceeding the item. ~""'_""'" , ..... : ....... " ....... . 
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Job Requirement 2. 

Job Requi.rement 3. 

Check out necessary equipment. 

Item. Could be expected to check out 
all necessary equipment. (0) 

Inspect equipment to insure sUfficient 
supply and to determine if all equipm· .nt 
is operating properly. 

Item. Could be expected to check all 
equipment to insure sUfficient 
supply. (0) 

Item 3C. Could be expected to check his 
patrol car for damage and general 
condition every day~ (LP) 

Jpb Requirement 4. Patrol district on random basis while 
being constalll'tly alert for conditions 
which may facilitate or invite the com
mission of crimes and other incidents 
that require police serviceo This requires 
initiative, problem-solving caoacitv, and 
the ability to make prompt and effective 
decisions. 

... 

Item SA. Could be expected to take his 
coffee and lunch breaks at the 
same tim.e in the same place 
while patroling his beat in 
the. same pattern. (M) 

Job Requirement 4A. Examine excessible doors and windows in 
the patl'C'oled district at night time. 

t' 

Ir~m 3E. Could be expected to check 
vacant and model homes when not 
too busy. (LS) 

Item SF. Could be expected to say he 
cheeked the back doors of a 
group of business when he didn't 
because it was a cold, rainy 
night. eLP) 

Job Require~ent 4B. Examine vacant premises. 

Item 3E. Could be expected to check vacant 
and model homes when no't busy. (LS) 
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Job Requirement 4C. 

Job Requirement 4D. 

Job Requirement 4E. 

Job Requirement 4F. 

E.-3 

Note conduct ot suspicious pe~sons 
and fill out Field Interrogat~on Re
port when necessary. 

Item. Could be expecte~ to fill out 
Field Interrogat~on Reports 
when required. (0) 

Keep a record of all known or sus-
ected gambling houses, houses of 111 fame, disorderly houseS, resorts 

of persons of known bad character, etc • 

Item. Could be expected to keep a 
personal record of all known 
or suspected gambling,houses, 
houses of ill fame, d~sorder
ly houses, and resorts for 
persons of known bad char act-

. er. (0) 

Examine relevant places and persons,in 
the district for licenses and compl~
ance with city ordinances. 

Could be expected to,ma~e 
Item. needed inspections w~th~n 

his district to insu~e all 
are complying with l~cense 
requirements. (0) 

d . .fI".o:"'mat';on and aid to persons Ren er ~n~ ~ .~ 

in need. 

Could be expected ~o smile, 
wave back and cont.l.nue to 
drive when a citizen waves 
at him for assistance. (LP) 

Could be expected to ta~k to 
people with less educat~on at 
their level and not talk down 
to them. (LS) 

I'tern 2A When eight burgularies had 
occurred in a small area, 
the officer could be expected 
to inform a citizen that he 
would tell them how to help, 
if they wished. When the c~t
izens organized a coffee party, 
the officer could be expected 
to give tips on what to do 
leading to the arrest of six 
young mene . 

.. 

d.·, p, .' • .t .. "itm:f.~~,3£ ... , 34. k XL j .i. it J:;' ;. ; L4 .: 14l1.'::' '~l!'; .,': :lIfr-"" "j [Til' . , @a.til::k ; k! .:; 1M";.! ,~,.,., .. ·.'C·, >;';:;;"!dJ;"',;';;:'""""" .. , .. , ...... , , .' 
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Job nequirement 4G 
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Item 4A. 

Item IH. 

Item II. 

Could be expected to advise 
the bar owner who had been 
burgularized to wire a bell 
to the back door, so a, bar 
tender who lived above the 
bar, could tell when there 
was a break-in. (M) 

The officer c~uld be expected 
to make a service call to a 
destitute family, contacting 
the proper authorities to ob
tain assistance for them and 
buying a tree an~ presents . 
to make their Chrl.stmas happl.er. (M) 

When the officer arrived at the 
scene of a'domestic, he found 
that the husband had assaulted 
his wife but that sh~ d.idn't 
want him arrested. Because 
she wanted to leave with her 
small children, the officer 
could be expected to help the 
woman to dress her children 
while keeping her husband in 
a separate room. FUrthermore, 
the officer could be expected 
to drive them to her parents 
home advising her of var.ious 
agen~ies that couU~ :;1.ssist her 
with her marital problems. (M) 

Aid in handling traffic and emergency con
ditions •. ' 

Item 3C. 

Item 4C. 

An officer on a routine pa~rol 
observing an emergency vehl.c~e 
attempting to go through an l.n
tersection could be expected to 
iu®ediataly take measures to 
stop traffic and control the 
situation. (M) . 

Investigating an accident, an 
officer could be e:lCpected to 
use his squ~d car to block ~ 
street at the bottom of a hJ.11 
setting up a situatio~ where a 
car coming down the h~ll and un
able to stop, would hit the squad. 
(M) 
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Job Requirement 4H. Suppress any disturbances in the district 
and make arrests if necessary. 

Item 5G. Could be expected to disappear 
when a dangerous situation 
occurs. (LP) 

.' Job Requirement 4I. Enforce traffic and parking laws. 

Item 8D. Could be expected to believe 
that "a ticket a day keeps 
the Sergeant away." (LP) 

Item 6C. While on patrol, a squad car 
was almost involved in an acci
dent \ali th a car Which turned 
right in front of it. The 
officer could be expected to 
disregard his partner's sug
gestion to giVe a ticket and 
say, "no, I r 11 just chew them 
out. .. (M) 

Job Requirement 4J. Care of lost children. 

I1;:em. Could be expected to stop and 
help small children who are 
crying and appear los t. (O) 

Job Requirement 4K. Insure that sidewalks and streets are 
no~ obstructed by persons or, 
property. 

Item. Could be expected to keep side
walks and streets free from ob
struction. (0) 

Job Requirement 4L. Keep alert for potentially dangerous 
situations. 

~., '''',' . ,..,-

Item 2A. Could be expected to notice 
potentially dangerous Situations 
before anything occurs. (LS) 

ltem 7D. The officer, who saw that the 
sidewalk next to the bUilding 
that was being wrecked was not 
b~,ocked off alldthat the people 
ml.ght be hurt by the debr~s, 
could be expected to do nothing 
about it. (M) 
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Item GA. While on his night beat, an 
officer observed a business 
w~ th . orle of tl,le windows open. 
F~nd~ng no ev~dence of a bre k
in, he could be expected tc 
fail to report the" window to 
the owner the next day. (M) 

Job Requir'ement 4M. r'iake daily reports of all complaints 
received during the shift. . 

Item aB. Could be expected to turn in 
reports Which are legible and 
neat. (LS) 

Item. Could be expected to make 
daily reports of all complaints 
J!'e.ceived dUring the shift. (0) 

Job Requirement 4N. Conduct preliminary investigation at the 
scene of crimes as may be necessary. 
Stearch for and Qreserve evid.enoe according o proper proceQures. 

.-

Item IG. Could be expected not to pro
tec,t crime scene for evidence 
preservation. eLP) 

Item SB. 

Item 3E~ 

Item SE;. 

Item 7E. 

Could. be expected to m9,ke a 
thorough investigation of a 
mi~demeano;r. (LP', 

At the scene of a man with a 
gun call, the officer found the 
gun which he could be expected 
to'handle carefully to preserve 
any fingerprin~s. (M) 

The officer Was given a knife 
that appeared to have blood on 
it by a man who had found it 
lying in his yard. The officer 
could be expected to put the 
knife in the glove compa~tment 
and forget about it. (M) 

At the scene. of a burglary Where 
many TV sets Were taken, the ' 
officer was told ~y a neighbor 

i 
l ' 
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• 

• 
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Job Requirement 40. 

Job· Requirement 4P. 

Jo.O Requirement 40. 

E-7 

that he had observed a truck 
at the scene earlier in the 
evening. The officer could be 
expected to fail to get the 
neighbor's nam~ and no~ to 
follow-up the l,nformat10n. (M) 

Render first-aid as necessa~y. 

Item lAo 

Item 3A. 

Item 2D. 

Item SD. 

Could be expected to clear 
blocked air passage and re~tore 
victims breathing 'loy applY1ng 
resuscitation. (LP) 

Could be expected to use first
aid equipment as is necessary 
for the injured person. (LP) 

While watching a pax~ade, ax; 
old man collapsed. An off;L.cer 
CQuld be expected to rush.up, 
push the crowd·back az;d g:;.ve 
mouth-to-mol;.\th resUsc1tataon 
saving the man's life. (~) 

In response to a suicide attempt, 
where a girl had slashed her 
wrist, the officer could be ex
pected to administer proper. 
first-aid to stop the bleed1ng. 
(M) 

Appear in court and testify as required 
relating the sequence of events 

Item 9A. 

according to proper precedures. 

Could be expected to speak slowly 
and clearly when testifying 
in court. (LP) 

"Settle" domestic quarrels. 

'.'" ...... _~ .. " Item .. LI .•. When the-of.ficer arrived at the 
scene. of a domestic, he found 
that the husband had assaulted 
his wtfe but that she didn't 
want him arrested. Because she 
wanted" to leave with her small 
children, the officer could be 
expected to help the ~oman. to. .' 
dress her children \"h11e keep1ng 
her husband in a separate room. 
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Furthermore, the officer 
could be expected to drive 
th.em to her parent's home, 
advising her of the v~riou '; 
agencies that could assi.' ~ 
her with her marital pr ~lems. 
(M) 

Item 6I. At a domestic, the officer 
could be expected to advise 
the husband, who is drunk, to 
leave when his wife refused to 
,sign a complaint. The domestic 
was settled, because the husband 
drove away, but he left under 
the influence of alcohol. (M) 

Item 7I. When the officer arrived at a 
domestic, the wife started to 
leave. The officer could be 
expected to call her back, 
allowing the husband/\I7;i.fe do
mestic to begin again. (M) 

Job Requirement 4R. Search suspects in cars, and complete 
weapon reports when necessary. 

Item 3E. At the scene of a man with a 
gun call, the officer found 
the gun which he could be ex
pected to handle carefully to 
petserve fingerprints. (M) 

Job Requirement 4S. Seek needed information fron\ appropri,ate 
sources'. 

.' 

Item lAo Could be expected to seek in
formation about recent court 
rulings so that "good" arrests 
won't be lost by his actions. (LS) 

Item SA. 

Item 3A. 

Could be expected to take 
coll~ge courses' in. law enforce
ment and policescien~e9 (LP) 

Could be expected to keep up 
to dat~ written account of all 
crim~ in his patrol. (LS) 
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Job Req~irement 5. 
l' 

Answer all calls - receive radio calls , 
from dispatcher and obtain all necessary 
information for completing log sheet. 
Proceed to give an address quickly with 
regard for safety. ~qhile approaching 
the address observe any suspicious per
sons or cars leaving. Interview sus
pects and victims. Fill out incident 
Report and make arrests if heeded. Re
port back to dispatcher. ~vhen necessary 
fill out Confidential Report. 

Item SB. 

Item 8A. 

Item aB. 

could be expected to make a thorough in
vestigation of a misdemeanor. (LP) 

Could be expected to talk with people 
with less education at their level but 
not talk down to them. (LS). 

Could be expected to turn in reports 
which are legible and neat. (LS). 

Item 8C. Could be expected to never have to be 
asked to repeat himself over the radio. 
(LS) 

Item 8E. Could be expected to talk ,so fast over 
a radio that he is unintelligable~ (LS) 

Item IE. An officer was called to a domestic in
volving a man with a .38 calibar revolver 
and two companions trying to get an ADC 
check. six hours later, when an armed 
robbery took place in another district 
by three men with a .38, he could be ex
pected to immediately provide de~ectives 
with the names Of suspects and a car des
cription, leading to the" arrest and the 
recovery of the loot. (M) 

Item 7E. At the scene of a burglary where many TV 
sets were taken, t;he officer was told by 
a neighbor that he had observed a truck 
at the. scene earlier in the e'\rening. The 
officer could be expected to fail to ~et 
the neighbor's name and not to follow-up 
on the information. (M) 

t, 
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Item 6J. The officer could be expected to be in 
the cafe drinking coffee, even though he 
had told the dispatcher he was still on 
an accident. (M) 

Working Conditions. 

Working Condition 1. Primarily inside official automobile. 

The above working condition is not appropriate 
fo.r a performance evaluation. 

Working Condition 2. In and out of auto many times a day. 

The above working condition is not appropr.iate 
for a performance ev~luation. 

Working Condition~. Exposed to all climatic conditions both in 
and out of auto. 

The above working condition is not appropriate 
for a performance evaluation, 

Working Condition 4. In and around many types of buildings and re
sidences. 

The above working condition is not appropriate 
for a performance evaluation. 

Working Condition 5', In all kinds of traffic conditions. 

The above work,ing condition is not. appropriate 
for a performance evaluation. 

Working Condition 6. Often under pressure and in dangerous situations
t 

,-

Item lK. When the officer saw the criminal he and 
his partner had been tailing about to shoot 
his partner, he could b~ expected to yell 
the criminal's name so as to foil the shot 
and save his partner's life. (M) 

Item SK. An officer could be expected to remain in 
his squad car tiapparently frozen" even 
though his partner got out of the squad, 
attempted to break up the fight, and got 
involved in it I and was threat.ened by the 
crowd. eM). 
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. Working Condit.ion 7. Always under close public scrutiny. 

Item 6E. 

Item se . 

Item SF. 

.Item 68. 

Item 7B. 

Could be expected to be mouthy and loud 
in a restaurant while in uniform. (LP) 

Could be expected to have highly shined 
shoes. (LS) 

-' . could be expected to wea.r a alrty, un-
pressed uniform. (LS) 

While taking a very hostile and bellig
erent man to jail, could be expected to 
purposely throw him against the wall. (11) 

Could be expected to slap a man Who is 
pestering a bar tender to sell him a 
drink after hours. (M) 

Working Condition 8. Work is performed with people of differing 
personalities and backgrounds and with indi
viduals under emotional stress. 

Item lB. 

Item 3B. 

Could be expected to calmly convince a 
man \,lho is pointing a rifle at him to 
hand it over rather than shooting the 
man when he had the chance. (H) 

An officer stopped a car for a traffic 
violation ahd the driver assaulted the 
officer with obscenities and verbal 
abuse. The officer could be expe~ted 
to write the tag and calmly expla~n why 
the man got the tag 'and hO\,l he could 
handle it, still amid a barrage of ob
scenities. (M) 

Item SHe A girl's boyfriend was abusive ~oward an· 
arr~ulance attendant, who spoke ~n a load . 
voice to the hysterical girl in an attempt 
to get through to her. The officer. 
could be expected to call the boyfrl.end 
aside and tell him in no uncertain ter~s 

. . .."'.. . .... ·,···· ..... ·that'· he-' was wrong and" t.o s t.op inter ferJ;ug • 
(M) 
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Working Condition 9. Periods of monotony due to random activities. 

The above working condition is not appropriate 
for a performance evaluation. 

Supervision Received 

Su.pervision Received 1. Supervisors make periodic checks to observe 
the alertness and location of p~trol officers. 

The above supervision dimension is not 
appropriate for a performance evaluation. 

SUpervision Received 2. Supervisor reviews reports made. 

The above supervision dimension is not 
appropriate for a performance evaluation. 

Supervision Received 3. Supervisors assist on certain. calls (re
sisting arrest, mental cases, suicide, 
sudden death, serious crimes and accidents). 

The above supervision dimension is not 
appropriate for a performance evaluation. 

Supervision Received 4. Supervisors are ava~lable upon request by 
officers. 

Supervision Given 

Supervision Given 1. 

Item ID. 

Supervision Given 2.· 
• 0 

Item 10. 

Supervision Given 3. 

The above supervision dimension is not 
appropriate for a performance evaluation. 

Supervises new recruits assigned to him. 

Could be expected to be asked about points of 
law by less experie~ced officers. (LS) 

Super~ises reservists assigned to.him for 
experJ.ence • 

Could be expected to be asked about points of 
law by less experienced officers. (~S) 

Supervises civilian observers that have been 
given permission to accompany him on duty. 

The above supervision dimension is nO'1: 
appropriate for a performance evaluation. 

• 

• 

• 

• 

• 

• 

Supervision Given 4. 

Item 4A. 

Basic Req~irements 

Basic Requirement 1. 

Basic Requirement 2. 

."',-
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Supervises civilians at emergency situation.s. 

Could be expected to quiet a highly volatile 
situation by remembering a citizen's name 
and addressing him as "sir" despite insults 
and threats. (LP) 

o· 

A resident of the. City of Akron for a minimum 
of one year immediately prior to application 
and at the time of appointment. 

The above basic requirement is not appropriate 
for a performance evaluation. 

Graduation from an accredited high school or 
vocational school or equivalent. 

The above basic requirement is not appropriate 
for a performance evaluation. 

Basic Requirement 3. Age 21 to 30 inclusive. 

Basic Requirement 4. 

Basic Requirement 4A. 

Basic Requirement 4B. 

The above basic requirement is not'appropriate 
for a performance evaluation. 

In sound physical health as determined by a 
comprehensive'medical examination including 
the following major factors: 

Vision: Uncorrected distance visual acuity 
in each eye of 20/200, or less and correctable 
to at least 20/20 in each eye. Candidates 
requiring corrective lenses of a~.typemust 
possess a sacond pair of break-res1stant glasses 
at the time of appointment. . 

The above basic requirement is not appropriate 
for a performanca evalual:ion .. 

Height: Minimum.S I 6" (66 Inches). to maximum 
6 l 9" (81 inches). Note: Candidates not 
meeting this requirement will be required 
to demonstrate. their ability to s~fely per,form 
those tasks which have established the heJ.ght 
requirements. 

The above basic requirement is nQt appropriate· 
for a performance evaluation. 

'.;' 
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Basic Requirement 4C. Weight: Within established limits based on 
individual body composition. 

The above basic requirement is not appro'riate' 
for a performance evaluation •. 

Basic Requirement 40. Good hearing. 

The above basic requirement is n~t appropriate ! 

for a performance evaluation. 

Basic Requirement 4E. Capable of complex p/sychomotor skills - as 
required for self-dfi~fense, apprehension, auto 
control at high spe/ads, etc. 

The above basic requirement is not appropriate 
for a performance evaluation. 

Basic Requirement 4F. Perceptual ability - able to perceive differ
ences in detail and maintain independence of 
perceptual field. 

Item 2A. Could be expected to notice potentially danger
ous situations before anything actually occurs. 
(LS) 

Item IC. Could be expected to apply precise penal code 
section to a case, ~voiding ambiguous or wrong 
changes. (LS) 

Basic Requirement 4G. stamina for working up to'l6 hours per day. 

Item 6B. Could be expected to be exhausted after one 
block run. (LP) 

Basic Requirement 4H. Physical attributes of strength, agility and 
speed as related to job perfo~mance. 

. " 

The above basic requirement is not appropriate 
for a performance evaluatioq • 

Basic Requirement 4I. Memory as needed to be fcullilial;' with the 
activities of his assigned district and to 
recognize past offenders. 

Item 4A. C~uld ~e expected to ~uiet.a highly volatile 
s~tuat~on by remember~ng a citizen's nc~e and 
addressing him as "sir" despite insult:a and 
threats. (LP) 
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Supervision Given 4. 

Item 4A. 

Basic Requirements 

Basic Requirement 1. 

Basic Requirement 2 • 
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Supervises civilians at emergency situations. 

could be expected to quiet a highly volatile 
situation by remembering a citizen's name 
and addressing him as "sir" despite insults 
and threats .' (LP) 

A resident of the City of Akron for a minimum 
of one year immediately prior to application 
and at the time of appointment. 

The above basic requirement is not appropriate 
for a performance evaluation. 

Graduation from an accredited high school or 
vocational school or equivalent. 

The above basic requirement is not appropriate 
for a performance evaluation. 

Basic Requirement 3. Age 21 to 30 inclusive. 

Basic Requirement 4. 

Basic Requirement 4A. 

Basic Requirement 4B. 

The above basic requirement is not appropriate 
for a performance evaluation. 

In sound physical health as determined by a 
comprehensive'medical examination including 
the following major factors: 

Vision: uncorrected distance visual acuity 
in each eye of 20/200, or less and correctable 
to at least 20/20 in each eye. candidates, 
requiring corrective lenses of any type must 
possess a second pair of break-resistant glasses 
at the tL~e of appointment. 

The above basic requirement is not appropriate 
for a performance evaluation~ 

Heiaht. Minimum.S l 6n (66 Inches). to maximum 
6 1 9" (81 inches). Note: Candidates not 
meeting this requirement will be required 
to demonstrat.e their ability to s~fely perform 
those tasks which have established the height. 
requirements. 

The above basic requirement is not appropriate 
for a performance evaluation • 
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I;tem 9H. 
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; i Basic Requirement 4C .. t:Tei<!h~: Within established limits 

~nd1v~dual body composition. based on 

11 • The above basic requirement is not : 'I 

Tne officer was called to ~ domestic involving 
a man with a .38 calabar revolver and two com
panions trying to get an ADC check. Six hours 
later, when an armed robbery took place in 
another dist.rict by three men with a .38, he 
could be expected to immediately provide de
t.ectlves with the names of suspects and a car 
description, leading to arrests and recovery of 
of loot. (M) 

for a performance evaluation. . a,ppro ·:i:iat~ .; 

Basic Requirement 4D. Good hearing. 

Basic Requirement 4E. 

The above basic requiremerit is not .,.' • 
for a performance evaluation" aPJ?ropri~te' . 

Capable of complex psychomotor skills - a~ . 

Item 4E. The officier was ~iven a knife that appeared to 
have blood on it by a man who had found it lay
ing in nis yard. The officer CQuid be expected 
to put the .knife in tl?-e glove compartment'and 
forget about it.(M) 

required for, self-defens.e, apprer:lensionaut 
control at h~gh speeds, etc. ~, 0 

The above basic requirement is not 
for a performance evaluation. appropriate 

Basic Requirement 4F. Perceptual ability - able to 
ences in detail and maintain 
perceptual field. 

perceive differ
independence of 

Item 2A. Could,be ~pected to notice potentially 
ous s~tuat~ons before anything actually 
(LS) . 

Item IC. Coul~ be expected to apply precise penal 
sect.~on to a case I avoiding ambiguous or 
changes. (LS) 

danger-
OCcurs. 

code 
wrong 

BaSic Requirement 4G. Stamina for worki~g up to 16 hours per day. 

b
colulkd be expected to be exhausted after 

oc run. (LP) one 
Item 6E. 

Basic Requirement 4H. Physical attributes ft· 
speed as related to ~ s rength, agility and 

. -
Basic Requirement 41. 

Item 4A. 

Job performance. 

The abovefbasic requirement is not appropriate 
for a per ormance evaluatioQ • 

Mem,;,r¥ ~s needed to be familiar with the 
act~v~~~es of his assigned district and to 
recogn1ze past offenders. 

Could be expected to i . 
situation by rememberfU' et a.h~ghly volatile 
addressing him as lisir~g d a c~t~z~m' s name and 
threa ts • (LP) . . espJ. te l.nsul ts and 

• 

• 

• 

• 

• 
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• 

Basic Requirement s. Emotional maturity. 

Basic Requirement SA. Ablo to deal effectively with others in 
divergent interpersonal situations. 

. 
'Item 2E. Could be expected to make stat~nents that could 

Item 4F. 

Item 7b. 

Item B3. 

Item 5B. 

Item 4H. 

not be carried out because of insufficient 
manpower or legal constraints. (LS) 
Could be expeotedto harrass members of 
ethnic groups other than his own~ (LP) 

Could be expected to have a good reputation 
ill the minority community. (LS) 

An officer stopped a car for a traffic 
violation and the driver assaulted the 
officer with obscenities and verbal abuse. 
The officer could be expected to write the 
tag and calmly explain why the man got the 
tag and how he could handle it, still amid 
a barrage of obscenities. (M) 

Could be expected to wait for two young men 
who had been rowdy and noisy in a restaur.ant 
to corne back to their car to picK them up. 
Could be expected to take them to a dark area 
several blocks from their car; kick them in 
the ~ss, and t~ll them to walk back to their 
car, pointing out tha.t they should stay out 
of the area ,because their kind weren· t needed. (t4.) 

Because the ba:t'tender admitted having served 
the man too much liquor the officer could be 
expected not to ar.relst the man who was sJumped 
over the bar, Qut i.r~16tead walk him home. (t1) 

Item SH. A girl's boyfriend was abusive toward an 
ambulance attend·ant, who spoke in a loud voice 
to the hysterical ,girl in an attempt to get 
through to her. The officer. could be expected 

.' to call the boyfriend aside and tell him in 
nQ uncertain terms that he was wrong and to . 

· '\"~' .... . . ...... t 'nt' f i (M) , 

~ 
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Item 4E. 

,. .;: ~asic Re~uirement SB. 

Item 7C. 

Item 7D. 
. ~ 

~ , Item SA: 

Item SH. 

Item 7A. 

Ite:m 7B. 

Item 7G. 

Item 7H. 

t-

Item IE. 

'. 
• 

Item 3F., 

On the third call to a husb~d/wife domest' 
the office ,realized that the wife was usin1C 

the officer's presence to belittle the g 
husband. The officer could be expected ~ 
take her aside and tell her to seek hel ' j 

for her problems! but that the officer ~ould 
not allow her to misuse his authority (M) ~ 

..~~- ?r<?~:;, ,-t:.o .::~rrest <7 mat;l~ w.i:thout a ~ight, the 
Qff1cer at a domest1c could be ex acted to 
explain that by law he had to ar.est the man 
and that he would call for more officers if 
need be and that the man might get hurt if 
he pu~, up a fight. (M) 

90uld ~e expected to aggravate citizens by 
l.nsul t1ng them when talking to them. (LP) 

Cooperative - able to work with and assist 
others. 

Could be expected to be considered one of the 
boys on his watch or shift~ (LS) 

Could be expected to be a loner. (LS) 

Could be expected to assist his partner 
physically with a fighting suspect. (LP) 

Could be expected t,o stand outside a bar 
while another officer was in trouble inside. 

Copld be e~pected to volunteer to assist 
fe'J.low off1cer who has a heavy work load. (IIP) 

Cou~d be exp~cted ~o work willingly with an 
off7cer who,1s haV1ng trouble adjusting to 
var10US dut~es. (I,P) 

Coul~ be ~xP7ct~d always to refuse to drive 
forc1ng h~s Jun10r partner to, do it all. (LP) 

Could .be expected t.o continue to drive reck
le~sly despite his partner's request that he 
dr1ve more cautiously. eLP) 

An officer was called to a domestic involving 
a ma:q. ~ith a • ~8 calabar revolver a\nd two 
,compan~ons trY1ng to get an ADC check. Six 
~ours later ~hen,an armed robbery took place 
1n another dl.str1ct by three men with a .38, 
he COU~d be 7xpected ,to immediately pro",ride 
detect1ves ~1t~ the names of suspects and 
a car descr~pt~on, leading to arrest and. 
recovery of the loot. eM) 

The officf;'d;' could be expected to help two 
other offlrBrs write a report of a felony 
arrest se;> that it contained all necessar¥ 
infornlat~on and was acceptable to the county 
.attorney. '(M) ~ , 
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Item.4J. 

Item 7K • 

Item 6K. 

Item SK. 

Basic Requirement SC. 

, ' 

Item lG. 

Item 2A. 

Item 2B. 

Item 4D. 

Item 10. 

Item 40. 

Item 60. 
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.The, officer ,occasionally .. assigned to a cer
tain beat noticed juveniles hanging around a 
vacant building. The officer could be 
expected to pass this information on to the 
men who were permanently assigned to the area. 
(M) 

An officer could be expected to remain in his 
squad car "apparently frozen ll even though his 
partner got out of the squad, attempted to 
break up a fight, got involved in it, and 
was threatened by the crowd. (M) 

When asked to assist in arresting a drunk, 
the officer could be expacted to simply walk ' , 
away, even though the drunk was being 
obviously troublesome to his fellow officer. (M) 

At roll call an officer was given memos 
concerning his squad's work in a district. 
The officer cO'll.ld be expected to put the 
information in his pocket, failing to tell 
his partner what it concerned, and handling 
the situation by himself. Thus, his partner 
would be unable to answer his supervisor's 
questions regarding the handling of the 
instructions. (M) 

Maturity in judgment - able to properly handle 
position of authority and demonstrate ~ potential 
for leadership in diverse situations. 

Could be expected to ignore recent court 
rulings because he feels they tie his hands 
too much. (LS) 

Could 'be expected t.o withhold fire in a 
situation calling for use of weapons where 
gun fire would endanger innocent bystanders. 
(LP) 

Could b'e expected to allo'\'1 a fleeing suspe,ct 
to escape in a crcwdrather ~han endanger 
bystanders. (LP) 

Could be expected to insult and bully a father 
in front of his family. (LP~ 

At a propane gas tank leak, the officer 
could be expected to request cars to block 
specific intersections, then shut down two 
nearby companies, and begin evacuating the area, 
all before receiving orders from his supervisor. 
(M) 

Responding to a call about a burning car, the 
officer, noticing a fire near the gas tank, 
could be expected to evacuate th,e area of 
bystanders and contact the fire department. (~) 

At a'bomb threat to a business, the officer 
could be expected to evacuate the building, 
but not evacuate adjacent buildings. ,(M) 

~~~~~~~~~~~~i~''''i~'' ~~-.~;-.. '."'~~~ 
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Item SB. Could be expected to wait for two young men 
who had been rowdy and noisy il;"~ a restaurant 
to come pack to their car to pick them up. 
Could be expected to take them to a dark area 
several blocks from their car, kick them in 
the ass, and tell them to \'lalk back to their 
car, pointing out that they should, stay out 
of the area because their kind weren't 'nee ~d. (M) 

Item 68. While taking a very hostile and belligerent 
man to jail, could be expected to purposely 
throw him against the wall. (M) 

Item 7B. ~ould be expected to slap a man who is pester
~ng a bartender to sell him a drink after 
hours. (M) 

Item IG. The officer gave a businessman he knew a 
ride home, because the man was drunk. The 
next day, the officer received an envelope 
containing $200 from the businessman. The 
officer could be expected to return the 
money and explain that he took the man home 
because he was a friend and expected nothing 
for it. (M) 

Item 4G •. The officer gave a ride to a man who had left 
his home as a result of a domestic. At his <. 

destination, the man offered the officer 
some money for his trouble. The officer could 
be expected to decline. (M) 

Item 3H. Could be expected to wait for his supervisor 
to arrive at the scene rather than making a 
decision on his own. (LS) 

Basic Requirement 5D.Able to deal successfully in stressful situations. 

Item 4A. Could be expected to quiet a highly volatile 
,situation by remembering a citizen's name and 
addressing him as "sir" despite insults and 

" threa ts • (LP) 

Item 4A. Could be expected to stay calm during rock and 
bottle 'throwing. (LS) 

Item 4B. Could be expected to remain cool under verbal 
abuse. (LC) 

Item 4G. Could be expected to call in sick when t,rouble 
. is anticipated,. in the city. (LS) 

item 4H. Could be expected to leave 'area with.out 
responding' to a potentially dangerous Call. (:LS) 
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At a propane gas tank leak, the officer could 
be expected to request cars to block specific 
intersections i' then shut down t;.\>10 nearby 
companies-and, begin evacuating the area, all 
before re..::eiving orders from his superior. (M) 

Item 4D. Responding to a call about a burning car, the 
officer, noticing a fire near the gas tank, 
could be expected to evacuate the area of 

. by-standers and contact the fire department. (M) 

Item 3D. 

Item lB. 

Item 3B. 

Item SK. 

Arriving at a house with two burning fire 
bombs on the front porch, the officer could 
be expected to evacuate the house, . contact 
the fire de.partment, and extinguish the flames 
wi th dirt. (M) 

Could be expected to calmly convince.a man Who 
is pointing a rifle at him to hand ~t over 
rather than shooting the man when he had the 
chance. (M) 

An officer stopped a car for a traffic violation 
and the driver assaulted the officer with 
obscenities and verbal abuse. The officer 
could be expected to write the tag and calmly 
explain why the man got the tag and how he 
could handle it, still amid a barrage of 
obscenities. (M) 

An officer could be expected to remain in a. 
squad car "apparently frozen" even though h~s 
partner got out of thes~uad, att~mp~ed to 
break up the fight,. got ~nvolved ~n 1t, and 
was threatened by the crowd. (M) 

Basic Requirement 5E.Capable of accurate and objective interpretation 
of situations, bo,th involving and not involvin~~ 

Item 2G. 

Item 2C. 

Item 2E. 

Item 2G. 

self. 

Could be expected to continue to write a traffic 
violation when he hears a report of a nearby 
robbery in .progress. (LS) 

Could be expected to wait to complete a physical 
arrest until securing assistance. (LP) 

Could be expected not to drive in hot pursuit 
on ? foggy night. (LP) 

Could be e~pected to underestimate a drunk 
suspect,' resulting in injury to himself. (LP) 
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Item 2H. Could be expected to take short-cuts on traffic 
violations, approaching the car without think 
about whether any occupant is armed. (LF) 

Item 3B. Could be expected to recognize his own de
ficiencies and attempt to correct 'them. 

Item 3I. Could be expected to stop searching after 
,one bomb was found resulting in a delay of 
location of a second bomb. (LS) 

Item 6C. Could be expected to grip about the way things 
are handled just once in a while. (LS) , 

Item 6D. CQuld be expected to complain about a particular 
problem but offer no solution. (LS) 

Item 6F. Could be expected to refuse training because 
he already is an expert. (LS) 

Item 5C. Observing a driver traveling at high speed 
in a residential area one night, an officer 
could be e~,pected not to ticket the individual 
because the street was clear, but to warn him. 
(Even when the driver became impatient at being 
stopped, the officer could be expected to give 
only a warning.) (M) 

Item 6C. While on patrol, a squad car was almost in
vol ved in an accident with a car 't'lhich turned 
right in front of it. The officer could be 
expected to disregard his partner's suggestion 
to give a tag and say, "NO, I'll just chew 
them out II. (M) 

Item 7C. 

Item IJ. 

Item 31. 

tvhile directing rU$,h hour traffic from the 
middle of a very busy intersection, the officer 
could be expected to begin a needless ~onver
sation with a friend, stopping directit'i(j traffic, 
and standing with his friend in' the middl~ of 
the street obstructing the flow and serio!.lsly 
endangering himself and his f.riend. (M) 

An off-duty police officer and his wife 'pu.1JA:ld 
into a gas station just afte;\,;,. it had been hfr;)"d 
up. Th~ officer could be expected to tell hils 
wife to call the police and give chase on foot 
so as to apprehend one of the suspects. (r.1) 

On the third call to a husband/wife domestic, 
the officer realized that the wife Was using 
the officer's presence to'belittle the husband. 
The officer could be expected to take her aside 
and tell her to ~~eek help for her problem, but 
that the officer could not allow her to misuse 
his authority~ (M) 
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Item 41. In order to arrest a man without a fight, 
the,officer at a q,omestic could be expected 
to explain that by law he had to arrest the 
man, and that he would call for more officers 
if need be and that the man rrd.ght get hurt 
if he put .. up a fight. (M) , 

Item 5r. 'At a dornestic~ the wife made a "citizen's 
arrest" of her husband. Although the son 
sided with his father, the office~ could still 
be expected to attempt to arrest the man in 
spite of a difficult struggle to ,subdue and 
jail him. (M)' 

Item SI. An officer who took a gun away from a woman 
in a domestic could be expected to give it 
back to her before her husband had left, so 
that she had it reloaded as, her husband was 
leaving. (M) 

Basic Require.'tlent 6~ Capable of expressing self clearly in written 
form. 

Basic 

Basic 

Basic 

Item SB. Could be expected to turn in reports which are 
legible and neat. (LS) 

Item 6F. The officer could be expected to write a report 
containing many incomplete sentences or fragments, 
such as "held suspect while partner opened case 
he was carrying. n (r-t) 

Requirement 7. 

Item 4D. 

Item 

Requirement S. 

Item 8C. 

Item SE. 

Requirement 9. 

Able to read and comprehend written material. 

Could be expected to follow form instructions. (LS) 

Able to read and comprehend the written material 
needed to perform his job. (0) 

Able to speak clearly and rationally. 

Could be expected neVer to have to be asked 
to repeat himself over the radio. (LS) 

Could be expected to talk so fast over the radio 
that he is unintelligible. (LS) 

Possession of a val;i.d Ohio Operator's License. 

The above basic. requirement is not appropriate 
for a performance evaluation. 
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Basic Requiremen~ 10. Passing of written examination. 

The above basic requirement is not appropriate 
for a performance evaluation. 

Basic Requirement 11. Successful passing of detailed background chec~. 

!rainin3; 

Trainil',lg 1 -

Training lAo 

Training IAI. 

'J:1he abov'e basic requirement is not appropriaJ_e 
for a performance evaluation. 

Academy 

400 hours of in-class training with passing grade 
on all exams, thereby demonstrating proficiency in 
the follo,.,ing: 

Departmental rules and regulations. 

Item 2A. Could be expected to withhold fire in a situation 
calling for the use of weapons where gun fire 
would endanger innocent by-standers. (LP) 

Item 2B. Could be expected to allow a fleeing suspect to 
escape in a crowd ~ather than endanger by-standers. 
(LP) 

Item 6C. Could be expected to drop empty food containers 
on the floor of the patrol car and not pick 
them up when going off-duty. (LP) 

Item 7I. Could be expected to c'riticize his p~rtner in 
front of several citizens. (r.,p) 

Item 6J. The officer could be expected to be in the 
cafe drinking coffee, even though he had told 
the dispatcher he was still at an.accident. (M) 

It~ 8J. Although an officer was tipped off to a burglary, 
he could be expected to get there 'too late 
because he took care of some personal business 
first. (M) 

Item 7A. A burglar who had been transported to jail 
asked how the officer had knoWn he bad broken 
in. Th~ officer could th~n be expected' t9 
explain all about silent alarms - how they 
work, how to spot them, etc. - edUCating him 
for his next job.' (M) 

• 

• 

• 

• 

• 

• 

• 

• 
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Item lG. 

ltem 2(,;. 

Item 3G. 

!t.em 6G. 

Item 7G. 
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th busine~sman he knew a 
The officer gave t~ man w~s drunk. The next 
ride home b~cause 7 d an envelope oontain-
day the off~cer rece~~e The officer 
, $200 from the bus~nessman. nd 
~ng t d to return the money a . 
could,be expec~et k the'man home 'because he 
:!~l:J.~rr~~~~~d ~~pected nothing for it. (M) 

the officer if he wo.uldn I t 
A man offered. to 1?ay .l..·ghtly in his . ostitutJ.on laws so I~~ enforce pr. ld be expected to refuse, 
area. The off~cer ~~~als Division~nd observe 
send a memvoent~l~~:r in the future. (M) 
the man e 

h' financial problems 
An officer who ~~as a,:~ngb a drunk driver 
waS offered a $100 br~ ei~ediatelY refuse the 
He could be,expectedtt~ bribery to the charges. 
money and add ~ ttemp e, 
{M} 

On the way home from work, an off~cer. th t 
could be expected to stop at a ~r~ve-~n , a 
fed uniformed officers for noth~ng and p~ck 
up dinner for his family. (M) 

, r walked into a bar and one officer 
~~~e~f~~~ea christmas bottle for eac~. t~hen 
is artner said, IIput mine back, 1: on 

eantPitll, this officer could be expected to 
take both bottles. (M) 

. D 0 A an officer told 
Item aG. ~~:w~~~~fa~d~~;li~Ot~e ~p~rt~~nt bu~~dt~~di~ 

go back to their rooms, that e ~o~ why he 
everything: \1he

h
n his Ptma~~~er t~: ~fficer could 

was search~ng t e apar, h t 
be expected to reply, "You nev~r know w a 
you can find, especially m~ney.. (M) 

'Training lA2. City and Department Organization. 
. t' not ap. propriate 

The above training re'l~lJ.remen· ~s 
for a performance ratJ.ng 

lA3 • .... operation ... o.f Ohio State Government. 
,Training < 

The above training requirement is not appropriate 
for a performance rating. 
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Training lA4. constitution of United States and Bill of 
Rights. 

Item lB. Could be expected to know he could break down 
a locked door while in hot pursuit and thus 
arrest a fleeing suspect. (LS) 

Training lAS. Code of the City of .Akron • 

The above training requirement is not appropriate 
for a performance evaluation. 

Training lA6. Operation of the Sheriff's Office~ 

The above training requirement is not appropriate 
for a performance evaiuation. 

Training lA 7 • Ordinances of the City of Akron. 

Item lC. . Could be expected to apply precj~se Penal code 
section to a case, avoiding ambiguous or 
wrong charges. (LP) 

Item 10. Could be expected to issue appropriate summons 
in routine traffic code violations ~ (rAP) 

Training lAS. State statutes. 

Item lB. Could be expected to collect evidence in a drug 
case so that it would be admissible in court. (LP) 

Item lC. Could be expected to apply precise penal code 
section to a case, avoiding ambiguous or wrong 
charges c (LP) 

Item 10. Could be expected to issue appropriate summons 
in a routine traffic code violation. (LP) 

'Training lA9. First Aid. 
," 
Item IE. Could be expected [lot to recocmize narcotics 

overdose immediately. (LP) . ~ 

I~ern ~~.?\ ••.. C~\l~g. b~. ,~~peg.-;ed to. l;ls.e ~;i.~s,t. aid. equipment if 
it is necessary for the injured person. (LP) 

Item 20. While watching. a paraQle, an old man collapsed. 
An officer could be expected to rush up, push the 
crowd back, and give m~:>uth-to-mouth resuscitation, 
saving the man's life. (M) 
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Item 50. In response to a suicide attempt, where a gir1. 
had slashed her w;rists, the officer could be 
expected to administer proper first aid to 
stop the bleeding. (M) 

Training lAlO. Typing • 

Item SB •. Could be expected to turn in reports which are 
legible and neat. (LS) 

Training lAll. Report Writing. 
of 

Item SE. Could be expected to stretch the truth sometimes 
in reporting what occured but never really 
falsify a report. (LP) 

Item SO. Could be expected to confuse opinion with 
fact in his written and oral reports. (LS) 

Item IF. could be expected to write a report of a 
robbery of a person (where suspect was 
apprehended) containing not only a standard 
account of the crime, but details of the 
weather and lighting conditions at the scene 
and a field sketch of the crime scene. (M) 

Item 2F. The officer's resume could be expected to 
contain the names of all witnesses, their 
occupation, residence, phone number, and reason 
for being in the area. (M) 

Item 4F. On a report form for a burglary of a dwelling, 
the officer could be expected to fill in all 
the spaces properly, but leave brief the body 
of the report and fail to explain some minor 
details" eM) 

Item SF. The officer could be expected to write an 
offense repqrt which did not mention the type 
of residence burglarized. (M) 

Item 7'il. The officer was called to a house burglary, 
inVestigated, and filed a report. ~he next 
day it could be expected that he would be 
requested by the detective division to return 
to the scene and redo his incomplet~ report. (M) 

Training lAl2: Printing~ 
. 

Item SB. Could be expected to turn in reports which are 
legible and neat. (LS) 
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Training IAI3. Nt' o es a~d Note Taking in the Field • 

Could be expected to write 
robbery of a person ( h a report of a 
,co~taining not only a

W S~~~d:~~pect was apprehc ded.) 
c~une, but details of account of the 
ing conditions at th the weather and the li'ht 

f th
' . e scene and a ~l.' ld J -

o e crl.me scene. (M) & e Ste.~ch 

Item IF. 

The offi'cer I s resum ld -
contain ,the names o~ ~~i . ,be expected ~o 
occupations, residence ~l.tnesses, the1r 
for being in the area. I (~)one number, and ~eason 

Item 2F .. 

Training lAl4.' Legal T~rms and Definitions. 

Training IAIS. 

. Training IAlG .• 

Item 9A. 

'l'r aining lA17 • 

Training lAIS. 

Item 6E. 

,* 
Item IH. 

The above tra' . . f ' l.n1ng requl.rement is or a Performance evaluation. not appropriate 

Case Preparation for T . I rl.a • 
, 

%he aboVe training requirement or a Pfrformance evaluation. is not appropriate 

Court Room Demeanor. 

Could be expected to 
when 1:~estifying in co~~~~k (~~)WlY and clearly 

Jpu~isd,iction and FUnction of t· he a~rol. . Ohio State 

The above tr . . . for al.nl.ng requ1rement . a performance evaluation. 1S not appropriate 

Community Relations. 

Could be expected to b restaur~nt while in u ~fmouthY and loud in a n1 orm.. (LP) 

The officer could be ex call to a destitute f ~~cted to make a ser~ice 
proper authorities t am~ y! contacting the 
them, and buying a to 0 tal.n assistance for 
their Christmas ha :ee and presents to make pp1er. eM) 

,"""'1 , , 

, 
".'1/'; , 

• 
. ~'> 

• 

• 

• 

• 

• 

• 

• 

Item 2H. 

Item 311 •. 

Item 6H. 

Item 7H. 

Training lAl~. 
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Answering a call in which a blind man had been 
robbed of his grocery money, the officer could 
be expected to go to a nearby church to collect 
food coupons and then take the blind man to 
the store and assist him in buying groceries. (M) 

The officer could be expected to have an 
elderly woman who had lost her house keyS, sit 
:in the squad, out of the cold, while he gained 
entry. After she was inside the officer could 
be expected to replace the storm window which 
he had removed. (M) 

A man flagged an officer down and asked if 
he could get a jump start since his car battery 
was dead. The officer could be expected to 
say he wasn't allowed to and drive off. (M) 

The desk man was listening to a man's question 
about a traffic accident when the phone rang. 
He could be expected just to pick up the phone 
and say, "The forms are on the table", but 
not to answer the man's q\.les tion ~ (Iv!) 

Public Inquiries. 

The above training requirement is not appropriate 
for a performance evaluation • 

Training IA20. 
control of the Mentally Ill. 

NumeroUS ~tems were employed to evaluate the 
ability of patrol officers to control individ
uals creating disturbances. However, none of 
these items specifically described the trouble-
some in.dividuals as.mentally ill. 

Training lA2l. Radio Procedures. 

Item 3G. Could be expected to be alYl'ayS pla?/:i.ng with 
the radio. (LP) 

Item 8e. Could be expected never to have to be asked to 
repeat himself over the radiO. (LS) 

Item SE. could be expected to talk so fast over the 
radio that he is unintelligable (LS) 

T::;aining 11\.22. Car~ ~1f. Fire Arms. 
Item 3B. could be expected to be able to clear chamber in 

barrel of a wide variety of fire arms. (LP) 

Item 3F. could be expected to neglect cleanitig his gun 
ul'llesS he had fired it at the pistol range. (Ll?) 
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Training IA23.' Tactical Use of Fire Arms. 

Item 3D. Could be expected to be able to cl;aar cha ')cn;, 
in barrel of a wide variety of fire arm • (L, 

. Item 31-1. Could be eXPected to shoot self in leg While 
trying to quick draw and fire. (LP) 

Training IA24. Federal Laws. 

Item lB. C0uld be expected to know he could break dOwn 
a locked door While in hot pursuit and thus 
arrest the fleeing suspect. (LS) 

Item IF. Could be expected to arrest suspect for 
misdemeanor not committed in the officer's 
presence. (LS) 

Item lB. Could be expected to collect evidenc~ in a 
drug case so that it Would be admissible in court. (LP) 

Item IC. Could be expected to apply precise penal code 
section to a Case avoiding ambiguous or 
wrong charges. (LP) 

Training IA25. Arrest Procedures. 

Item 1D. Could be expected to know he cQuld break down 
a locked door whlle in hot pursuit and thus 
arrest the fleeing suspect. (LS) 

Item IF. Could be expected to arrest suspect for mis
demeanor not committed in the officer's 
presence. (LS) 

Item 2C. Could be expected to wait to complete a physical 
arrest until securing assistanc~. (LP) 

Tl:'alning lA26. Crime Prevention Equipment and Methods • 

Item lAo Could be expected to go to every late night 
gas station in his area to alert the at.tendantt:! 
about a group of holdup men who were hitting 
gas stations. Could be expected t.o leaNe 
description of the men, a phone nUmber to call 
and'detailed instructions on What t.o do if 
the men ''lere spotted, X'esul tingin the apprehen$i 
of the holdu~ men. (M) 
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Item 3A. 

Item 4A. 

Training 2. 

After checking apartment house parking lots, 
could be expected to make a note of any apart
ments that didn't have good lighting and thep 
tell the caretaker during the day. (M) 

Could be expected to advise a bar owner wo 
had been burglarized to wire a bell to t-.8 back 

. door so that the bartender who lived ab Ve the 
bar could tell when there was a break-in. (M) 

Three to Six Month's Duty Under the Supervision 
of an Experienced Officer. 

. { 

The above training requirement is not appropriate 
for a performance evaluation. 

Training 3. Semiannual Hand Gun Proficiency Qualification. 

The above training requirement is not appropriate 
for a performance evaluation. 

Training 4. In Service Training. 

Item 6F. Could be expected to refuse training because 
he a~ready is an expert. (LS) 

Training 5. Accident Investigation School (2 We.eks) 

Item 4C. Investigating an accident, an officer could be 
expected to use his squad car t~' ;lock a street 
at the bottom of a hill, setting up a situation 
where a car coming down the .hill and unable to 
stop would hi~ the squad. (M) 
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APPENDIX F 

PERFORMANCE APPRAISAL FORM 
(l1IRST ADMINISTRATION) 

F-l 

Directions: *l'his form is designed to be used in e,valuating the 
performance of the men who work for you. please cOm
plete a C0PY for every officer you supervise rating 
him on eat.!h of the items listed belo~", R~ad each item 
carefully and then indicate the decree tQ which it 
describes how you believe your subordina,te ~lOuld 
behave when confronted "lith the situation presented . 

. Fqr each item use the numbers one (1) to five (5) 
which corres~ond to the phrases of frequency listed 
belo'\'l to indicate ho\., often an individual could be 
expected to behave in the manner described. For example, 
if, after reading item 1, you believe the individual -
being rated can al,·;ays be depf.!nded on to turn in legible 
and neat reports, you 'Vlould "';rite the number 5 in the 
blank next to item 1. If, however, you believe the 
individual's reports 'are never legible and neat vou 
would write in a number 1. Please be sure to gi;.,e one 
anS\ver for each of the items. 

5 ::::: Ahlays 
4 ::::: Very Often 
3 ::::: Fairly Often 
2 ::::: Occasionally 
1 = Never 

'I 

1. Could be expected to turn in reports which are legible anCl 
neat. 

___ -2. Could be expected to advise a bar O\'1ner who had been 
burglarized-to wire a bell to the back door so that a bar
tender \"ho Ii ved above the bar .could tell when there was . 
a break-in • 

3. At the scene of a man with a gun call, the officer found a 
gun \'1hich he. could be expected to handle carefully to 
preserve any fingerprints. 

4. The officer on a routine patrol obse.;t:ving an emergency 
. vehicle attempting to go through an intersection could be 
expectadto im.rnodi.atcly take measures to stop traffic and 
.control the situt;.tion. 

. . 

'. r 
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5. 

6~ ---
___ 7. 

8. 

9. 

Could be expected to recognize his own deficiencies and 
attempt to cQrrect them. 

Could be expected to check his patrol car for damage ap 
general condition every day. 

Could be expected to continue to ~rive reckles7ly dc--pitc 
his partner's requests that he dr~ve more caut~ously. 

Cduld be expected to leave area without responding to a 
potentially dangerous call. . 

Could be expected to take his coffee and lunch breaks at 
the same time in the same place while patroling his beat 
in the same pattern. 

~---' 10. Could be expected to bring in report 15 minutes before 
going off duty so he won't get a final, call. 

• h 

11. When the officer arrived at the scene of a domestic
t 

ho:' 
found.th~t the hu7band had~saulted his wife. but thal 
she dJ.dn t vlant h-:-ln arre:sted. Because she' \vanted to lea.ve 
with her small chJ.ldren, the officer could be expected 
to help ~he \voman to dress her children vlhile ,keeping her 
husband 1n a separate room. Furthermore, th~ officer 
cou~d.be expected to dr~ve them to her parents' home, 
adv1s::ng her of the var10US agencies that could assist 
her w1th her marital problems., ' 

12. Could be expected to keep sidewalks and streets free of, 
obstruction. 

13. The officer! vlho saw that the. sidewalk next to the building 
t~at was beJ.ng wrecke~ was not blocked off and that people 
m~ght ~e 'hurt by debr1s, could be expected to do nothing 
about 1t. 

14. Could be expected to gripe about the way th:i.ngs a~e handled 
, just once in a while; 

15. Could be expected to criticize his partrter in front of 
several citizens. 

" 

___ 16. Could be expected to slc~p 
to sell him a drink after 

I 
: • 'I· 

h
· ..... ' 

a man W 0 1S pester.1ng a bartender I 

.. hours.. .. \ 
, < . . 

----.-. 17. Could be expected to wear a dirty, unpressed uniform. 

18.- Could' he-expected to be=a loner .. 
J . 

. . 
.. , 

. ' . 

.. ' . "' 

.. · .... ~:~~n:~~~~· 
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19 .At the scene of. a. :burglary ,·,here many TV sets '-lerc tuh;cn, 
the officer was told by a neighbor that he had observed 
a truck at the scene earlier in the evening~ The officer 
could be e~pccted to fail to get the neighbor's name and 
not to fol10\>1 up on the information. ' 

20 .. On the third call to a husband/,.;rife domestic, the officer 
----- .realized that the wife was using the officer's presence 

to belittle the husband. The officer could be expected 
to take her aside and tell her to seek help for her 
problems, but that the officer could not allow her to 
misuse his authority.. J 

21. Al though the officer ~las tipped off to a burglary I he 
----- could be expected to get there too late because he took 

care of some personal business first. 

--
---

22 •. Cbuldbe expected to complain about a particular problem 
but offer no solution. 

23. Could be expected not to drive in hot pursuit on a foggy 

24. 

night. ~ 

The officer could be expected to make a service call to 
a destitute family contacting the proper authorities to 
obtain assistance for them and buying a tree and presents 
to make their Christmas happier. 

. . 
25. Two officers walked into a bar and on~ officer asked for 

--- a Christmas bottle for each. Nhen his partner said, "put 
mine back. I don't want it," this officer could be expected 
to take both bottles. 

--- '26.'Could be expected to remain cool under verbal abuse. 

27. In response to a suicide attempt \'1here a girl had slashed 
----- her wrists, the officer could be expected to administer 

proper first aid to stop the bleeding. 

... 

---

29. 

29. 

When the officer saw the criminal he and his partner had 
been tailing about to shoot his partner, he could be 
expected to yell the criminal's name so as to foul his 
shot and save h~s partnex' t slife. 

Arriving at a house \'lith two burning fire bombs on the 
front porOh, the officer could be expected to evacuate 
t.he house, contact the fire department, and e)(tinguish 
the flames ,with dirt. 

" ~,j" " ' 

.' 
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30. ---

.~}~ 

. '?' 

On a report fo:rm for a bur9'lary of a d\"alling, the of;· Ce 
pould he (3}:pect:ed to fill in all of the spaces propc t 
but leave brief the body of the report and fail to 
some minor details. 

f 

___ 31. After checking apartment house parking lots for r prO\oI1\\ 
could b~ e:<pected to make a note of any apartme t that ,r 
'didntt have good lighting and then tell the ca,etaker 
during the day. 

.. 

---

32. Ans,qering a call t,,) a D .. O.A. the officer told ,the bystander 
in the apartment building to go back to their rooms, that 
he would handle everything. \~hen his !,artner asked 'Ilhy 
he \-tas sea:rching the apartment, t}:le officer could' be 
e:x:pected to reply, I'you neverkpo\-1. \·;.hat. you can find, 
especially money." 

33.. Could be ~:x:pected to allo,.; a fleeing $uspect to escape in 
a cro~'1d rather than endanger bystanders. 

34. On the way ho~e from work, the officer could be expeoted 
to stop at a drive-in that fed unif6rmed officers'for 
nothing and pick up dinner for his family • 

_____ 35. Could be expecteo,to wait ~or his supervisor to arrive at . 
pcene.rather than making a decision on his own. 

36. Could be .expected to continue to write a t~affic violation' -- when he hears a report of a nearby robhery in progress. 

3.7 .. Could be expected not to rec99nize narcotics overdose 
. immediately. 

38. Could be expected to talk so falSt over radio that he is 
-- unintelligible. 

_____ 39. Responding to a call about a burnin~ Car, the officer, 
noticing a fire near the gas tank, could be expected to 
evacuate the area of bystanders and con~act the fire 
depart~men t . 

40. When asked to assist in arresting a drunk, ,t.he officer cou, 
----- be expected to simply walk away, even though the drunk' 

was being obviously troublesome tohi$ fellow officer. 

_____ 4l; The officer recently assi9ned as desk man at ~he precinct 
received no instructions on \-,hat the job invol.ved. He 
could be expected tq read the job descriptit"m so as to 
better prepare himself to handle all du.ties .. 

. . 
, . 

• 

• 
tht 

• 

• d 

• 

• 

__ .. _ .......... 42" 

_" __ 43 ... 

__ 45. 

__ 46. 

47. 

48 .. 

49. 

50. 

51. 
III • -. 

___ 52. 

. . 

F-5 

The officer could be expected to help ttV'o other officers 
llrit.o a report of a. felony arrest so that it contained 
all llecossary information il,nd was acceptable to the county 
at.torney. 

~he officer gave a ride to a man who had left his home 
as a result of a domestic. At his destination, the man 
offered the officer some money for his trouble. The 

. officer could be expected to debline. 

Observing a driver traveling at high speed In a resid~ntial 
area late oX"l.e night, an officer could be expected not to 
ticket the individu.al because the street was clear, but. 
to l-larn him. (Even t-lhen the driver became impatient a.t 
being stopped, the officer could be expected to giVe only 
a warning.} 

The officer \-lho took a gun a~lay .from a 'Woman in a domestic 
could be expected to give it back to her before her 
husband had left, so that she had it reloaded as her 
husband was leaving. 

At roll call an officer was given memos concerning his 
squad's work in a district. The officer could be eXpected 
to put the information in his pocket, failing to tell his 
p,artner what it concerned ,and handling the situation by 
h.imself., Thus, his partner t'1ould be unable to ans\.,'er 
his supervisor's questions regarding the handling of the 
instructions. 

The officer could be expecte4'to wr~te an offense repo~t 
\'lhich did not mention the type of residence burglarized. 

Could be expected always to refuse to drivel. forCing 
his junior partner to do it all. . . 

Could be'expected to ignore recept court rulings because 
he feels t~ey tie his hands too much. 

Could be expected to apply precise penal code section to 
a case, avoidin,g ambiguous or wrong chaX'ges. 

Could be expected to calmly convince a roan who is pointin<1 
a rifle at. him to hand it over rath~t' than shooting the 
m~n When he had the chanCe. 

~h~n the ofticer arrived at a domestic, the wife started 
to leave. The oJ!ficer could be expected to call her back 
allo'l1int;1 the husband/wife domestic to begin again • 

. ' . . . 
. . 
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PERFOru'U\NCE hPPfu\ISAL J:"oru-t (continued) 
. t· 

53. The officer could be e>:pccted to be in ·the cafe drin}"in ' 
coffee, even though he had told the dispatcher he wn~ 9 
still on an accident. 

--- 54. Could be expected to use first aid equipment if it 
necessary for the injured person. 

55. 
Could.be expected to issue appropriate summons in routine 

56. 

57 .. 

58. 

, . 59. ---

~O. 

61. 

" 

62. 

63. 

64. 

traffic c06c violations. 

Could be expected to quiet a highly volatile situation 
by r.emembering a citizen r s nante and addressing him as 
"sir" despite insult~ and threats. 

Could be expected to undere$timate a drunk SUspect, re-
sulting in injury to himself. . 

At a domestic, the officer could be expected to advise 
the husband, '''ho vlas drunk, to leave when his ,..,ife refused 
to sign a complaint. The domestic was settled, because 
the hUsband drove a\'lay, but he left under the influence of alcohol. 

Could be expected to 'Y1ai t for two young men 'Yrho had been 
rowdy and noisy in a restaurant to come back to their Cqr 
to pick ther.t up. Could be expected to take them to, a 
dark'area several blocks from their car, kick them in 
the ass I and ~ell them to walk back to their car I pOinting 
out that they should stay out of the aJ:."ea, because their kind we:ren' t needed .• 

When 8 burglaries had occurred in a. small area, the officer 
could be expected to inform a citizen that he 'Ylould tell 
them ho\'l to help if they ~lished. t'1hen the citizen organize 
a 'coffee party, the officer could be e~pected to give tips 
on what to do leading to the ~~rest of six young men. 

Could be expected to neglect cleaning his gun unless he' 
has fil;ed it at the pistol range. 

Could be expected to have a good reputation in the minor~ty 
corrununi ty • , . 

Could be expected to make a thorough inV'est;i.gation of a misdemeanor. 

While taking a Very hostile and. belligerent man to jail
t could be expected to purposely throw him against the wall.,; 

. .. 
" 

I 

" 

. ~ 
, 

" ' 
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• 
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66 • ---'.' 

67. ---
68. 

69. ---
70. 

71'. ---
72. ---
73. 

74. 

75. 

76. 

". 

78. ---

ld be expected to remain In a T?:p~!;'!~~~/~~ozen" c;'cn though hi~ p~7t~~r 
the squad,' attempted to break up t e ~g , 
in it, and '-las threa taned by the crowd ~ 

squad car 
got out of 
got involved 

'f· de a "citizen's arrest" of her At a domestic I the ,.,J. ~ m~ sided with his father the 
husband. Although the so ttempt to arrest the 

. offi~er c?Uld stildl,bf~.~~i~c:~~U~~l: to subdue and jail him. man J.n spJ.te of a J. J. . 

. by insulting them Could be expected to aggravate citJ.zens 
when. talking to them. 

cted t o make daily reports of all complaints Could be expe 
received during the shift. 

to refuse training because he already Could be expected 
is an expert. 

to work \'lillingly 'YT! th an, officer who Could be expected d t 
is having trouble adjusting to various u ~es. 

Could be expected to co'ilec~ evide~ce in a drug case so 
that it will ba admissable ~n cour ... 

have h ighly :shined shoes. coulabe expected'to 

. t to have to' be asked to repeat Could be expected n~ 
himself over the radJ.o. 

. h ted after one block run. Could be expected to .be ex auS 

, 'f th t appeared to have blood The. officer '-Tas given d a f knJ. de it ~aYing in his yard. The 
on J.t by a,man who ha t ~u~o put the knife in the glove officer could be expec au , 

.compartment and forget about lot. 

. t' t crime scene for evidence Could be expected not to pro ~c 
preserVation. n 

. for a traffic violation and the An officer stopped thef~c:r 'lith obsenities and v~rbal 
driver assaulte~ the 0 l~c~~ ~xpected to 'Ytrite the tag and 
·abuse. The <?ffl.cer ~~uman ot. the t.ag. and how he could 
calmly .. ~xBlatJ··r:I-WIJ1Yam· ~d . a bar~age of obscani ties. handle ]. t, s l. ..... 

Could be expected to be able t.o c,lear chamber and barr(\~l . 
of a Wide variety of firearms. 

.' it 
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__ 79.. '~hile on oatrol, a squad car was almost inVOlved in an If, 
accident ;,ith a car Hhich turned right in front or. • k' 

The officer could be e>:pected to disregnrd his pa;t~~~I. \ ~J;). 
suggestion to give a tag and say, II No , Illl just chcw ~ t I![;'~"~. 
them out." [ " 

80. Could be expected to b~ mouthy and loud in a resta' :ant \ ~'i1 
while in unj.form. ~ ,.1 1· J 

al.-The officer who was having financial problems was offered' .,~ 
a $100 bribe by a drunk driver. He could be expected to I d~j~ 
irrunediately refuse the money and add attempted bribery 0 , \:~: 

82. 

to the charges. '(,I 

~';I 

Could be expected to drop empty food containers on the 
floor of the patrol car and not pick them up when going 
off duty. 

?;x~. J '..ii, .• 

I·.:~\ 
I, ~"l 

II. 'i;, 
!' ,f~ 

...:.-__ 83 .. The off duty police officer and his ,.,ife pulled into a 
gas station just after it had been held up. The offi~er 
could be e>:pected to tell his "lifeto call the police.! .:' 
and then give chase on foot so as to apprehend on of the 
suspects. 

84. Could be expected to call in sick when trouble is antic
ipated in the city_ 

___ 85. 

85~ ---
87. 

88 .. 

89. 
.-

___ 90. 

Could be expected to seek information about recent court 
rulings so that "good" arrests won't be lost by his actions 

" 

Could be expected to notice po'tentially dangerous s1 tua
tions before anything actually occurs. 

could be expected to do his part to control disturbances 
in his district. 

Could be expected to' say he checked the back doors of a 
group of businesses when he didn't because it 'was a cold, 
rainy night. 

Could be expected to be playing with-~he radio. 

• 
ns i. 
• 

In order to arrest a man without a fight; '1:11e offi.cer at 
a domestic could be expected to exp].ain that by ta\,l he 
had to arrest the man, and that he would call for more 
officers i.f need be, and that the man Ulight get hurt if 

• 

91. 

he put up a~ight. . 

Because the bartender admitted having s~rv~d" the man too: 
much liquor, th~ officer could be expected not to arrest 
the man who \.,as slumped over the bar, but instead walk 
him home. . 

. , 

• 

• 

# • ~ 
- - 'd .' ~''lI' . ' 
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l?E~ORHl\~~CE 1\PPRAIS1\L FORH (continued) F-9 

___ 92. could be expected to' get to the station in time to chcc}:: 
" . tho daily log • 

93. 

94. 

95. ---
96 • 

97. 

98. ---
99. ---

100. ---

101 • ---
102. .-"--

103. ---
l04. ---
lOS. -_ ..... 

Could be expected to go to every late night gas station 
in his area to alert tho attendants a~out a group of 
bold-uo men v,ho '\'Tere hitting gas stat~ons. Could be e:.:
pected"'to leave descriptions C?f the men, a phone_nu~bcr 
to call and detailed instruct10ns on what t~ do 1f the 
men \.,e;re spotted resulting in the apprehensl.on of the 
hold-up men. 
Could be expected to believe that "a ticket a day keeps 
the sergeant away." 

Could be expected to volunteer to assist fe110'V1 officer 
who has a heavy workload. . 
Coulc1 b~ exof).cted to wait to complete a physical arrest 
until securing assistance. 

The officer gave the business tnan he knm-t a ride. home, 
because the man \.,ras drunk. The next day the offl.~er 
received an envelope containing $200 from the busl.nes$ 
man.. The officer could be expected to r~.t.t~rn the money 
and explain that he took the man home because he was a 
friend and expected nothing for it • 

t f Wl1' sdemeanor not Could be expected to arrest ,suspec or." 
committed in the officer's presence. . 

. t 

Could be exoected to stretch the truth sometimes in re
porting what occurred but never really falsifying a report. 

Could be expected to make needed inspections within hi~ 
district to insure all are complying with license requl.re-
ments. 

Could be expected to search suspects and automobiles 
when necessary • 

The offi~er occasionally assigned to a c;srtain beat r;ot:iced. 
juveniles hanging around a v~car;t build:ng. The offl.cer 

, could be expected to pas~ th1s l.nformatJ.on onto the men 
who were permanently assl.gned to the area • 

Could be. expected to fill out Field lnterrogation Reports 
when required. 

Could be expe'cted to follow form instructions. 

Could be expected to insult and bully a fa'ther in front. 
of his family. .. . ... 

" 

.' 

, 
( 

, ·:1 

1 
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106. -, 

___ 107. 

___ 108. 

___ .10!~ .. 

The officer ,."as c~lled to a domestic' inyolving ~ man Wit 
a .38 cnlubar revolver and t\'/O compatll.ons trYJ.na to h 

. 1 ~ qct an ADC chct:l~. Sl.X hours a tar, when an armed robbery' 1.: 
place in another district by three men with a .38 h.e 00, 
be e>:poctcd to irn."Tlediatcly provide detectives \'ritl; thee ~1 
names of suspects and a car description, leading to ar. 
and recovery of the loot.,e:st 

The officer I s resume' cou,ld be expected to cont8ifec n 
of all \'li t.nesses, . the~r occupation, residence I ph e nu:c, 
and reason for beJ.ng ~n the area. e 

Could be expected to be considered"~me of the hoysl'on his 
watch or shift. 

While dire~ting rus~ hour traffic from the middle,of a 
very busy ~ntersect~on, the officer could be expected to 
begin a needless conversation with a friend, stoeping 
directing traffic, and standing with his friend in the 
middle of the street obstructing the flow and seriously 
endangering himself and his friend. 

___ 110. Could be expected to talk vii th people with less education 
at their level but not talk dO\,ln to them., 

__ ,,,,",.}ll. Could be expected to take 'short-cuts on traffic violations, 
approaching cars toli thout thinking about ,.,hether any 
occupant is armed. 

_____ 112. Could be expected to smile, wave back and continue driving 
when a.citizen ,.,aV$!S at him for assistance. 

, 113 .. --....; 

__ 114. 

__ ..... 115. 

" 

_---.,;116 • 

. 
117. 

'118. 
'.;;oj 

The officer \'las called to a house burglary, investigated 
and filed a report. The next 'day it could he expected 
that he would be requested by the detective division to 
return to the scene and redo his incomplete report. 

Could be expected to assist his partner physically with a 
,fighting suspect. 

At a bomb threat to a business, the officer could be ex
pected to evaduate the building, but.not evacuate adjacent 
buildings.. . " 

Investigating'an accident, an officer could be expected t~ 
use his squad car to block a street at ,the bottom of a hill 
setting up a situation \-lhere a car coming down the hill and 
unable to stop would hit the squad. . 

Could be expected to disappear when a dangerous situation 
occurred. 

Could be expected to check out all necessary equ i pmen t . 

. . . 

119. 
":'-_'_~1l'O 

120. ---

121. ---
122 • ----

• 
123~ ---

• 124. ---
125. ---

• 
126. ---
127. 

• ---
12B. 

--.....; 

129. ---

• 130. ---
131. ---

• 
l3~ .. 

• 

F-Il 

Could be expected to' shoot self in leg while trying to 
quickdraw and fire. 

While on his night beat, an offi~cr,observed.a business 
with one of the windm'ls open. Flondlor;g no ev~dence of a 
break-in, he could be expected to falo1 to report the 
window to the owner the next day .. 

Could be expected to harass members of ethnic groups other 
than his O\'m. 

Could be expected to write a report of a ro~b~ry of a per
son (where a suspect was apprehended) con~alon~ng not o~lY . 
a standard account 'of t~e crime, but detal.ls of ~he \,le~ theI 
and the lighting conditl.ons at the scene and a f~eld sketch 
of the 9rime scene. 

Could be e~tpected to stop and help small children who are 
crying and appear lost. 

Could be expected to be asked about points of law by less 
experienced officers. 

Could be ex'Oected to \.,ithbold fire in a situation ca~ling 
for the use· of weapons '''i'lhe,re gunfire would endanger J.nnoceni 
bystanders. 

Could be expected to mak.e statements that cannot be carried 
out because-of insufficient manpower or legal constraints. 

d to check vacant 'and model homes when Could be expecte 
not busy. 

t d t take comnlete notes on orders and Could be expec e 0 1"~ 
instructions at roll call. 

A girl's boyfriend was abusive toward an a~bulan~e a~tend
ant \-lho spoke in a loud voice to an hyster~cal gl.rl ~n an 
attempt to get through to her. The offic.er c<?u1~ be (~x·" 
ected to call the boyfriend aside and tell ~~m ~n no.un

Eertain terms that he waS wrong and to stop lonterferr~ng. 

Could be expected to clear blockedai:.pa~sage and restore 
victim's breathing by applying resusc1tatloon. 

At ~ propane gas tank leak, the officer ~ou~d be expected. 
to request,cara.to,~loc~specific.intersect~ons, then shut 
do\'ln t\"O nearby companies and beg~r; evacua~J.ng the area, 
all before receiving orders from hlos superJ.or. 

Ans\'lering a call in ''Ihich a blind. man had been robbed of 
hi~ grocery mone~, the officer could be expected to go to 
a nearby church to collect foo~ cou~on~ and ~hcn take ~h;' 
blind ntan to the store and assJ.st hl.m loh buy~ng grocerJ.e", • 

" 

.. j 
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PEHFORt'1ANCr~ 1\l?prJ'~ISl\~ romi (continued) 

133. A burglar who \-/as beIng transported to jail asked hO\ll 
---- tho officer had kno\,;n he had broJ:.en in. The officer 

could then be expected to explain all about silent 
alaY.:ms - hm', they \'lork, hO\'1 to spot them I etc. - edu-
cating him [or his next job. ' 

134 • l'~hile watching a parade, a~. old man collapsed" 'l'he 
--..,:--- officer could be expected to rush up I push the crOvl" , 

back and give mouth-to-mouth resusitation saving t:.e 
man's life. 

---
---

135. Could be expected to stay ,calm during rock and lottIe 

136. 

137. 

throwing. 

Could be expected to speak slowly and clearly when 
testif~~ng in court. 

The desk man was listening to a man's questions about 
a traffic accident when the phone rang. He could be 
expected to just pick up the phone and say, liThe forms 
are on the table ," but not to answer the man's questions 

138. Could be expected to confuse opinion with fact 5.n his 
----- written and oral reports. 

139. The officer could be expected to have an elderly woman 
who had lost her house key sit in the squad, C)lit of the 
cold, whi 1 e he gained en try ~ After she \'las ins ide I the 
officer could be expected to replace the storm window' he 
had removed. 

140. Could be expected to stand outside a bar while another 
officer was in trouble inside. 

____ - 141. A man offered to pay the officer if he wouldn't enforce 
prostitution laws so tightly in his area. The officer ' 
could be expected to refuse, send a memo to the r>loral$ 
Division, and observe the man even closer in the future. 

142. Could' 'be expected to be able to read and comprehend the 
written material needed to perform his job • 

. 
_____ ~143. Could be expected to keep an up-to-date written account 

of all crime in his patrol area. 

145. The officer could be expected to write a report, contain
ing many 'incClmpIete' s'entenc~s 'or fragments, such as uUel 
suspect \'lhile partner opened case he was carrying .. II 

. . 146. Could be expected to stop search:i,ng after one bomb '\>la,$ 
--- found, resulting in a delay in the locat.ion of second 

bomb. 

.' • 

• 

• 

• 

• 

• 

\com':';l-nUCQ J 

F-13 

147 • COUld_be expected t,o X~C? a personal rftcord 
or SU"pect d bl ""' of all knovm 
order~" ho e gam d~ng houses, I' houses of ill fame, di5-

h .~ uses an resorts for persons of kpown b~,d c.aracter. ,. -
___ 148. 

A I!'an flagged ~he off~cer do\'m and asked if he co Id 
a JU1IDdP start s~nce h~s. car battery \'las dead. The UOff?cC, ctr 
cou be expected to say he wasn't 1 • off. ,a 10\'led to and dr i va 

___ 14~. 
Could be expected to know he could break door t,'h'l -: h Q. Ovm a loct~e..:l! . ~ ~ e ~n ot pursuit and thus t. ~ suspect. arrest a fleeing 

150. Could ,pe expected to check all . to' 
sufficient supply. equ~pment insure a 

. . 

. ' 
•• = ~ 

.... 
'''' -- ..... ,. .. - ...... , .. '.- ... 

'. , 

. , 
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• 
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• 

• 

• 

• 

. ~ ) 

Ranking by 
--------------------~------------

Date 

OVERALL PERFO~mNCE RANKING -
Please read these instructions all the way through 
rank:Lng anyone. 

. You are to rank all the people you supervise in terms of their 
(j'(ferall performance as a police officer. . .. -

PROCEED AS FOLLONS: .... ---
A) On a separate sheet of paper make a list of all the people you 

supervise. 

S) Look over the list of names and decide whiE'h one person you 
think is the best on the list in terms of overall performance, 
Draw a line through his name and write it in the blank spot 
marked "1 - HIGI'IEST" at the top of the attached Ranking Sheet. 

C) Look over the r~aining names and deciqe which one person is 
not as good as the others on the list. Draw a line through 
his name and write it in the blank space marked "l - LOWEST" 
ab ... the bo'\;tom of the page. Remember, you are not saylJJ.9 that 
he is unsatisfactory; you are .merely saying that you consj,der :1 
the others better. .' 

D) Next,' select the person you think is the best.of those re
maining on the list. Draw a line through his name. and write 
it in the blank space marked "2 - NEXT HIGHEST." 

E) Next, select the person you think is not as good as 'the others 
remaining on the list. DraW' a line through his name and writo 
it in the blank marke "2 - NEXT LO\mST .. " 

F) Continue this ranking procedure (selecting next highest, then 
next lowest) until you have drawn a line through eaCh. name on 
~he list. It" is to be expecffed that there will be s'paces-in""'. 
t.lle middle of the Ranking Sheet that you do not \lse. . ' 

... ".~. 

. ... 

~ .,", ' 
.J ,', 

.; .. 

.¥ · , 

." 
· • '., 

• 

• 

• 

• 

'~'-:"'- ,!'i'''-r'f-''i'':'1;~·~-, ' ..... ~~';' 

,'. , ... : ' 

,< 
;Ii., - HIGHEST 

.:l - NEXT HIGHEST 

3 - NEXT HIGHEST 
"it,- . 

4 - NEXT HIGHEST 

5 .- NEXT HIGHEST 

6 - NEXT HIGHEST 

7 - NEXT HIGHEST 

B - NEXT HIGHEST 

9 - NEXT HIGHEST 

10 "" NEXT HIGHEST 

1 0 - NEXT LOWEST 

:."--g - NEXT LOWE ST 

a - NEXT· LOHEST 

7 - NEXT LOWEST 

6 - NEXT Lm'lEST 

5 - NEXT LDt'lEST 

4 - NEXT LOWEST 

.3 ... NEXT LOWEST 

2 _ - NEXT Lot1ES~ 

.. .... l.. - LOt'lEST 

F-1S 

kANKING SHEET 
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3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

13 

14 

15 

16 

17 

18 

19 

20 

21 

APPENDIX G 

SUMMARY DATA FOR THE FIRST ADMINISTRATION 

PERFORMANCE EVALUATION 

Frequency 

Fairly Very 

G-l 

Never Occasionally Often Often Always Mean 

1 

14 

o 

o 

6 

3 

13B 

192 

61 

5B 

5 

2 

113 

7 

181 

181 

170 

66 

149 

3 

198 

13 

43 

18 

24 

49 

28 

65 

23 

110 

B6 

56 

34 

65 

128 

39 

32 

47 

11·3 

54 

24 

19 

33 

45 

28 

46 

75 

52 

15 

2 

24 

33 

47 

59 

18 

49 

2 

2 

4 

25 

11 

47 

3 

B5 

65 

77 

79 

67 

78 

2 

5 

20 

31 

85 

87 

14 

32 

o 

o 

2 

13 

6 

96 

3 

91 

44 

100 

74 

25 

62 

1 

1 

8 

15 

30 

41 

13 

7 

1 

8 

o 

6 

3 

53 

o 

ot 

4.13 0.90 

3.39 1.21 

4.16 0.94 

3.91 0.98 

3.25 1.01 

3.75 1.04 

1.48 0.70 

1.21 0.61 

2.12 1.03 

2.37 1.20 

3.35 1.07 

3.59 0.99 

1.87 1.16 

2.57 0.89 

1.21 0.49 

1.31 0.B1 

1.27 0.54 

2.01 

1.48 

3.77 

0.94 

0.82 

0.98 

1.15 0.49 

22 34 141 32 14 2 2~14 0.78 
_ ~~~_w __________ ~----·-·------~--------~--------------------------------------------

.' lRefer to Appendix F for item content. 

G··2 

Itern# 

23 

24 

25 

26 

27 

28 

29 

30 

31 

32 

33 

34 

35 

36 

37 

38 

39 

40 

41 

42 

43 

44 

45 

46 

47 

48 

49 

50 

51 

.0 

Never 

22 

36 

162 

5 

o 

3 

4 

40 

33 

207 

7 

195 

23 

182 

9 

113 

1 

211 

6 

3 

16 

42 

206 

149 

92 

191 

153 

10 

8 

Frequency 

Occasiona11~ , 

89 

116 

36 

35 

8 

15 

10 

136 

75 

15 

16 

22 

141 

30 

162 

100 

2 

8 

41 

41 

7 

89 

14 

59 

121 

25 

62 

29 

47 

Fairly Very 
Often O'ft'en 

54 

32 

5 

43 

28 

13 

15 

32 

57 

o 

26 

3 

39 

4 

27 

6 

19 

o 

34 

44 

2 

52 

o 

9 

8 

3 

7 

19 

... 

44 

30 

9 

102 

33 

43 

68 

15 

49 

1 

80 

3 

13 

4 

25 

3 

68 

o 

79 

98 

20 

39 

,,0 

3 

1 

3 

1 

83 

46 82 

Always 

14 

9 

4 

38 

154 

,149 

126 

o 

9 

o 

94 

o 

7 

3 

o 

l-

133 

4 

63 

37 

178 

l 

3 

3 

1 

1 

b 

82 

40 

Me all -

',.io. .. 

",.:- '" , 

Stet 
nev' '-2.73 1.08 

2.37 1. 04 

1.41 0.87 

3.60 1. 02 

4 .. 49 0.85 

4.44 0.97 

4~35 0.92 

2.10 0.77 

2.67 1.10 

1.,08 0.32 

4.07 1.05 

1.17 0.50 

2.28 0.85 

1.28 g.71 

2.31 0.72 

1.56 0.66 

4.48 0.73 

'1.11 0.56 

3.68 1.15 

3.56 1 .. 02 

4.51 1.15 

2.41 1.00 
.,.J 

1.12 0~~2 

1~44 0/7-6 

1.65 0.62' 

1.20 0,;,'57 

1 .. 35 Oi~1 

3 .. ,$9 



'3:temt .'.':' 
',52 

:53 

• '54 
, '55 

.0 

• 

• 

56 

57 

5B 

59 

60 

61 

62 

63 

64 

65 

• 66 

• 

67 

68 

69 

70. 

71 

• 72 

73 

14 

• 75 
76 

. 71 

78 • 

'" 

____ ~--__ --___ ~~,~g.u~e-n-c.~----__________ __ 

Never 

106 

1~0 

1 

o 

4 

63 

125 

188 

38 

121 

10 

1 

122 

212 

17 

150 

6 

186 

5 

o 

3 

71 

76 

168 

129 

34 

1 

Fairly 
Occasionally Often 

83 18 

91 

14 

8 

28 

146 

69 

29 

74 

84 

56 

S6 

85 

9 

74 

64 

50 

34 

44 

11 

30 

138 

85 

45 

7':3 

75 

21 

9 

24 

18 

34 

4 

16 

4 

32 

, 10 

55 

49 

5 

o 
13 

3 

39 

o 

53 

31 

3.2 

10 

24 

6 

6 

39 

26 

very 
Often 

12 

3 

49 

60 

119 

5 

9 

1 

56 

7 

66 

72 

8 

o 

8 

2 

55 

o 

80 

91 

72 

4 

29 

2 

1~ 

67 

111 

Always 

4 

o 

135 

137 

38 

5 

2 

1 

23 

1 

36 

45 

3 

2 

13 

4 

72 

3 

41 

90 

86 

5 

9 

64 

Mean 

1.77 

G-3 

std 
Dev 

0.94 

1.53 0.64 

4.36 0.94 

4.46 0.79 

3.71.. 0.95 

1.BS 

1.62 

0.76 

0.86 

1.20 0.53 

2.79 

1.58 

1.28 

0.76 

3.28 1.14 

3.47 

1.59 

1.09 

0.82 

1.08 0.42 

2.41 1.13 

1.41 0.74 

3.62 1.:23 

0.57 

1.07 

4.17 0.85 

3.93 1.09 

1.76 0.62 

2.15 1.15 

1.32 0.66 

1.61 0.91 

2.74 1.16 

3.97 0.91 

Item# 

79 

80 

81 

82 

83. 

84 

85 

86 

87 

88 

89 

90 

91 

92 

93 

94 

95 

96 

97 

98 

,99 

100 

101 

102 

103 

104 

105 

106 

t-

Never 

73 

196 

11 

129 

6 

212 

6 

1 

1 

117 

182 

o 

44 

10 

7 

64 

5 

15 

9 

47 

144 

17 

2 

2 

o 

o 

165 

1 

Frequenc:i ... 

Occasional1x 

108 

21 

11 

89 

43 

10 

40 

27 

10 

92 

36 

59 

108 

32 

42 

91 

52 

101 

10 

67 

72 

103 

6 

21 

11 

9 

55 

11 

J?airly 
Often 

30 

3 

11 

3 

34 

1 

30 

41 

19 

6 

3 

32 

46 

39 

59 

44 

49 

55 

3 

20 

6 

62 

14 

45 

23 

27 

1 

24 

Very 
Often 

12 

1 

8 

1 

86 

o 

78 

119 

74 

4 

2 

85 

25 

78 

84 

20 

87 

42 

22 

6 

1 

26 

57 

105 

53 

64 

2 

62 

Always 

o 

2 

181 

1 

54 

o 

69 

3S 

119 

4 

o 

47 

o 

64 

31 

30 

10 

179 

7 

o 

5 

144 

5Q 

13.Q 

123 

o 

Mean -
1.92 

1.17 

Std 
De --Y 
0.82 

0.55 

4. 52 l.l~ 

1.46 0.60 

3 .. 62 1.13 

1.05 0.25 

3.74 

3.72 

1.16 

0.89 

4.35 0.85 

1.59 

1.22 

0.79 

0.50 

3.54 1.10 

2.23 

3.69 

0.90 

1.16 

3.40 1. 04 

2 .. 14 0.9$ 

3.38 1. 05 

2.69 1.00 

. 4.58 

2.04 

1.01 

1.03 

1.391 0.51· 

2.53 0.,89 

4.50 (L 81 
" 

3 .. 91 o. ~'Z~ 

4 • 4'1 0 • 8 (i: 

4.35 0.05 

1.28 0 ~ $.2: 

122 4.33 

. . . . . 
n; ~" ... ~ ,'.,..'. ~o, __ ~_I. 
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• 

• 
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Itemi, 

107 

108 

109 

110 

III 

112 

113 

114 

115 

116 

117 

118 

, 119 

120 

121 

122 

123 

124 

125 

126 

127 

128 

129 

130 

131 

132 

Never 

2 

20 

164 

14 

82 

132 

143 

o 

24 

137 

210 

3 

206 

78 

169 

31 

o 
13 

1 

76 

6 

2 

7 

1. 

31 

56 

" 

Frequency 

Occa~.;onal1y 

19 

35 

52 

27 

122 

74 

77 

1 

33 

75 

6 

30 

14 

101 

45 

89 

2 

76 

4 

133 

58 

36 

34 

13 

42 

93 

Fairly 
Often 

51 

30 

3 

17 

12 

7 

o 

2 

14 

6 

o 

37 

1 

19 

7 

54 

8 

64 

22 

11 

44 

35 

51 

31 

33 

37 

Very 
Often 

96 

77 

2 

100 

3 

4 

o 

6 

25 

1 

o 

79 

1 

13 

1 

26 

59 

79 

3 

96 

73 

101 

79 

73 

36 

G-5 

Alway~ Mean 
Std 
Dev 

53 3.81 

59 3.54 

o 1.29 

63 3.77 1.17 

0.67 

0.80 

0.48 

of 

1 1.72 

4 1.53 

o 1.35 

212 

14 

2 

5 

72 

1 

10 

1 

7 

187 

lol 

117 

o 

19 

77 

30 

99 

44 

1 

4.94 0.32 

2075 1.36 

1.44 0.66 

1.12 0.61 

3.85 1.07 

1.10 0.43 

1.99 1.04 

1.30 0.60 

2.57 1.05 

4.79 0.54 

2.91 1.02 

4.38 0.77 

1.74 0.61 

3.29 1.03 

3.84 1.10 

3.51 1.01 

4.18 0.91 

3.26 '1.34 

2.25 1.02 

• 

• 

• 

• 

G-6 

Item# 

133 

134 

135 

136 

137 

138 

139 

140 

141 

142 

143 

145 

146 

147 

148 

149 

150 

Never 

185 

2 

1 

o 

116 

86 

o 

220 

2 

1 

6 

60 

66 

18 

86 

o 

1 

FreCl.uency 

Occasional1x 

29 

37 

25 

12 

89 

119 

12 

2 

13 

6 

43 

134 

99 

61 

60 

8 

36 

Fairly 
Often 

1 

40 

40 

28 

11 

10 

23 

o 

2 

17 

65 

21 

33 

69 

26 

23 

50 

Very 
Often 

3 

79 

109 

89 

5 

5 

65 

o 

21 

62 

71 

7 

6 

52 

15 

. 58 

72 
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Al\tlai:s. 

4 

64 

47 

93 

1 

2 

122 

o 

184 

136 

37 

o 

17 

23 

15 

134 

62 

1 .• 25 

~~. 75 

,a.79 

4.19 

1.59 

1.73 

4.34 

Std 
Dev -
0.71 

1.08 

0.92 

0.86 

0.73 

O.n 

0.87 

1.01 0.10 

4.68 0.84 

4.47 0.79 

3.41 1.06 

1.89 0.69 

2.14 1.11 

3.00 1.12 

2.07. 1.23 

4.43 0.82 

3.12 1.06 

. , 

. .1 

;" ' 

, ... 

.. " 

" . ~ \ 
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1(114) 

(135) 

(63) 

(26) 

(92) 

(104) 

(10) 

(99) 

APPENDIX H 

ALLOCATION OF THE ITEMS FROM THE FIRST ADMINISTRATION 
PERFORMANCE APPRAISAL TO JOe PERFORMANCE DIMENSIONS. 

DEPENDABILITY (Reliability) 

H--l 

CQuld be expected to assist his partner physi<.;ally with a f.ighting 
suspect .. 

.-
Could be expe,cted to stay calm during rock and bottle t.hrowing. 

COUld be ex~eoted to make a thorough investigat.ion of a misdemeanor. 

Could be expected to remain cool under verbal abuse. 

Could be expected to get to the station in time -to check the daily 
10gt 

Could be expected to follow form instructions. 

Could be expected to bring in report 15 minutes before going off 
duty so he won't get a final call. 

Could be expected to stretch the truth sometimes tn reporting what 
occurred but never really falsifying a report. 

(84) Could be expected to call in sick when trouhle is anticipated in 
the city. 

{BS} 

(8) 

(117) 

(140) 

Could be expected to say he checke~ th? back doors ~f a ~roup of 
businesses when he didn't because 1t was a cold, ra1ny n1ght. 

Could be expected to leave area without responding to a potentially 
dangerous call. 

Could be expected to disappear when a dangerous si:t~ation occurred. 

Could be expected to' stand outside a bar While another officer was 
in trouble .. 

• 

• 

• 

• 

• 

• 

• 

· -~--~--.---~-----------~------~------------ -, __ _ __ ~_~_~ ___ ~ ___ ~ __ • ___ ~ __ ~ _____ ~ ___ M • 

lNUmbers in parenthesis are t.he numbers of those items that. appear 
i~ the or~ginal criterion performance rating _ 
patrol officers in the present study (Appendix F). 

• • 

'. • 
1.1 

R-2 

(4) 

(116) 

(44) 

(79) 

(109) 

- --.---',,--.~ .-----:;-- - -~--~-~ 

TRAFFIC MAINTENANCE AND CONTROL 

The officer on a routine patrol observing an emergency vehicle 
attempting to go t.hrough an intersection could be expe ~;ed to 
immediately take measures to stop traffic and contrOL- ihe situat;i.on. 

Investigating an accident, an officer CQuld be expected to use his 
squad car to block a street at the bottom of a hill setting up a -
situation where a car coming down the hill and unable to stop would 
hit the squad. 

ObseJ;ving a driver traveling at hi9h speed in a residential area 
late one night, an officer could be expected not to ticket the 
individual because the street was clear, but to warn him. (Even 
when the driver became impatient at being stopped, the officer COUlq 
be expected to give only a warning~) 

While on patrol, a squad car Was almost involved in an accident 
with a car which turned right in front of it", The officer could be 
expected to disregard his partner's suggestion to give a tag and say, 
IiNo, I'll just chew them out." 

While directing rush hour traffic from the middle of a very busy 
intersection, the officer could be ex'Oected to bectin a needless 



d • 

• 

• 

• 

• 

• 

(130) 

(85) 

(71) 

(50) 

(l.49 ) 

(55) 

(124) 

. " ,. 

JOB KNOWLEDGE 

CoUld be e~peQted to clear blocked air passage and 
br~athin9 by applying resuscitation. 

CoUld be eXJ?ected to seek information about recent court ruli 
thatllgood" arrestswonft be lost by his ac.tions. 

H-3 

Could be e~pecteq to collect evidence in a drug case~o that it will 
be admissable in court. 

Could be expected to apply precise penal code section to a case, 
avoiding ambiguous or wrong charges. 

Could be expected to know he could break down a locked door while 
i.n hot pursuit and thus arrest a fleeing suspect. 

Could be e}tpected to issue appropriate summons in routine traffic 
code violations. 

Could be expected to be asked about points of law by les.s experienced 
officers. 

(37) Could be expected not to recognize narcotics overdose immediately. 

{98} Could be expected to arrest suspect for misdemeanor not comrnmitted 
in the officer's presence. 

(49) Could be expected. to ignore recent court rulihgs because he feels 
they tie his hands too much. 

(76) Could be expected not to protect crime scene for evidence preservation. 

• 

• 

• 

• 

• 

• 

• 

• 

• 

• 

~ H-4 

(51) 

(77 ) 

.4 , ." . . % • U ' •. . 'f'.. f 
, . . 

USING FORCE APPROPRIATETLY 

): 
Could be expected to calmly convince a man who is pointing a rifl.e ~., 
at him to hand it over rather than shooting the ma.n when he had the 'f 
chance. 

An officer stopped the car for a traffic violation and the driVer . 
as suIted the officer with obscenities and verbal~buse. The officer: 
could be expected to write a tag and calmly expla~n why the man got 
the tag and how he could handle itr still amid a barrage of 
obscenities. 

(59) Could be expected to wait for two young men who had ~een rowdy and 
noisy in a restaurant to come back to their car to p~ck them up. 
Could be expected to take them to a dark area se~eral blocks from 
their car x:ick them in the ass I and tell the'i\i to walk back to their 
car, pointing out that they should stay out of the area, because 
their kind weren't needed. 

(64 ) While taking a very hostile·and belligerent man to jail, could be 
expected to purposely throw him against the wall. 

(16) Could be expected to slap a man who is pestering a bartender to sell 
him. a drink after hours. 
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(11) 

.' . , 

HANDLING DOMESTIC DISPU~ES 

U-5 

When the officer arrived at the scene of a domestic, he found r- ,lat 
the husband had assaulted his wife but that she didn't want him 
arrested.. Secause she wanted to leave with her small children, the 
officer could be expected to help the woman to dress her children 
while .keeping her husband in a separate room. Furthermore, the office:r 
CQuld be expected to drive them to her parent.s' home, advising her 
of the various agencies that could assist her with her marital 
problems. 

(20) On the third call to a husband/wife domestic, the officer realized 
that the wife was using the officer's presence to belittle the 
husband. The officer could be expected to take her aside and tell 
her to seek help for her problems, but that the officer could not 
allow her to misuse his authority. 

(90) In order to arrest a man without a f~ght, the officer at a domestic 
could be expected to explain that by! law he had to arrest the man, 
and that he would call for more officers if need be, and that the 
man might get hurt if he put up a fight. 

(66) 1\ta domestic, the wife made a tlcitizen's arrest" of her husband. 
Although the son sided with his father the officer could still 
be expected to attempt to arrest the man inspite of a difficult 
stt.'Uggle to subdue and jail him. 

(!j8) At a domestic, the officer could be expected to advise the husband, 
who waS drunk, to leave When his wife ;refused to sign a complaint. 
The domestic was settled, because the husband drove away,' but he left 
under the influence of alcohol. 

(52) When the officer arrived at a domestic, the wife s·t:.arted to leave. 
The officer could be expected to call her back allo\~ing the 
husband/wife domestic to begin a9ain. 

(45) The officer who took a gUn away from a woman in a domestic could be 
expected to give it back eo her before her husband had left, so that 
she had i,t reloaded as her hu~band was leaving. 
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0.36) 

(110) 

(1 ) 

(73) 

CO~NICATION 

Could be expected to speak slowly and clearly when te~tifying in 
court. 

Could be expected to talk with peopla with less education at their 
level but not talk down to them. 

Could be expected to turn in' reports which are legible and neat. 

Could be expected not to have to be asked to repeat himself Over 
the radio. 

(318) Could be expected to confuse opinion with fact· in his written and 
oral reports. 

'-

(38) Could be expected to talk so fast over radio that he is unintelligibl 
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H-7 

CRIME PREVENTION 

Could be expected to go to every late night gas station in his .. rea 
to alert the a~tendants about a group of hold-up men who were 
hitt.ing gas stat,ions,; Could be expected to leave ..;iescriptions of the 
men, a phone number to \';::all and detailed instructL~)nS of what to do 
if: the men were spotted resulting in the apprehension of the hold-
up men. 

When 8 burglaries had occurred in a small area, the officer could 
be expected to inform a citizen that he would tell them how to help 
if they wished. When the citizen organized a coffee party, the 
officer could be expected to give tips on what to do le~ding to 
th~ arrest of six young men. . 

After checking apartment house parking lots for car prowlers, could 
be expectE'd to make a note of any apartment that didn't have good 
lignt;.ng and then tell the caretaker during the day. 

Could be expected to advise a bar owner who had been burglarized to 
wire a bell to the back door so that a bartender who lived above the 
bar could tell when there was a break-in. 

I (120:) While on his night beat, an officer observed a business with one of 
the windows open. Finding no evidence of a break-in, he could be 
expected to fail to report the window to the owner the ne.xt day. 

I (133) 
t 

A. burglar who was being transported to jail asked how the officer 
had knoWn he had broken in. ~he officer could then be expected to 
explain all about silent ~laJ:ms - how -J:hey work, hO\'i1 to spot then, 
etc.- educating him for his next job. 

(9) Could be expected to take his coffee and lunch break.s at the same 
time in the same place while patroling his beat in the same pattern. 

a-·s 

WORK ATTITUDE 

(14) Could be expected to gripe ab t th 
once in a while. ou e way things are handled just 

(94 ) Could be expected to believe that /I t' k 
away." a l.C et a day keeps the ser geant 

(22) Could bfa expected to J' 
no solutl:ion. comp",al.n about a particular problem but offer 

(69) Could be expected to f ' expert. . re use tral.ning because he already is an 
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(24) 

(132) 

(55) 

(139) 

H-9 

DEALING CONSTRUCTIVELY WITH THE PUBLIC 

Th~ officer could be expected to .make a service call to a destit te 
family cclrttacting, the proper authorities to obtain assistance 
them and buying a tree and presents to make their Christmas h 

Answering a call in which a blind man had been rohbed of his grocery 
money, tne officer could be expected to go to a nearby church to 
colleet food coupons and then take the blind man to the store and 
assist him in buying groceries. 

0' 

could be expected to quiet a highly volatile situation by remembering 
a ci.tizen' s name and addressing him as .II sir"'" despite insults and 
threats. 

The officer could be expected to have an elderly woman who had lost 
her house key sit in the squad, out of the cold, while he gained 
entry. After she was inside, the officer could b.~ expected to re
place the storm window he had removed. 

(91) Because the bartender admitted having served the man too much liquor, 
the officer could be expected not to arrest the man who was slump
ed over the bar, but instead walk him horne. 

(129) A girl's boyfriend was abusive toward an ambulance attendant who 
spoke in a loud voice to an hysterical girl in an attempt to get 
through to her. The officer could be expected to call the boy
friend aside and tell him in no uncertain terms that he was wrong 
and to stop interferring. 

(148) A man flagged the officer down and asked if he could get a jump 
start since his car battery was dead. 'The officer could be expected 
to say he Wasn't allowed to and drive off. 

(137) The desk man was listening to 
accident when the phone rang. 
the phone and say, "The forms 
the man's qUestions. 

a man's questions about a traffic 
He could be expected to just pick up 

are on the table," b~t not to answer 

(112) Could be expected to smile, wave back and continue driving when a 
citizen waves at him for assistance$ 

(:LOS) Could be expected to in~ult and bully a father in front of his 
family. 

(61) could be expected to aggravate citizens by insulting them when talk
ing to them. 

(121) Could be e!(pected to harass members of ethnic groups other than 
his own. 
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R-IO 

MAINTAINING PUBLIC SAFETY AND GIVJ:NG FrRST AID 

(131) At a propane gas tank leak, the officer' could be expected to req~est 11 

cars to block specific intersections, then shut down. two neal;'hy; 
compan~es and ~egin evacuating th,¥ arei;l, all before rec.eivil1,g o:\':d,ers;' 
from h~s SUper10r. 

(134) 

(29 ) 

(39) 

While watching a parade, an old man collapsed. The officer could, 
be expected to rush up, push the crowd back and give mouth-to
mouth resuscitation saving the man I s .life. 

Arriving at a house with two burning fire bombs on the front porch, 
the officer CQuld be expected to evacuate the house, contact the 
fire department, and extinguish the flames with dirt. 

Responding to a ca1l abol,lt a burning oar, the officers, tloticing a 
fire JO..ear the gas tank, could be expected to evacuate the ax:ea 
of by~tanders and contact the fire department • 

(27) In response to a suicide attempt where a girl had Slashed her 
wrists, the officer could be expected to administer proper first 
aid to stop the bleeding. 

(115) At a bomb threat to a business, the officer could be expected to 
evacuate the building, but not evacuate adjacent buildings •. 

(13) Tht::) officer, who saw that the sidewalk next tQ thel;>u:i..l<ling that 
was being wrecked was not blocked off and that people might'be 
hurt by debris, could be expected to do nothirlg ~ou.t it .. 
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(125) 

(33) 

(96) 

(86) 

H-ll 

JUDGNENT 

Could be expected to wit.hhold fire in a sit.uation calling for ~e 
use of weapons where gunfire would endanger innocent bystanders. 

could be expected to allow a fleeing suspect to escape in a crowd 
rather than' endanger bystanders ~ .~ 

Could be expected to wait to complete a physical arrest until 
securing assistance. 

Could be expected to notice potentially dangerous situations before 
anything actually occurs. 

(23) Could be expected not to drive in hot pursuit on a foggy night. 

(57) Could be expected to underestimate a drunk suspect, resulting in 
injUry to himself. 

(126) Could be expected to make statements that cannot he carried out 
because of insufficient manpower Or legal constraints. 

(111) Could be expected to take short-cuts on traffic violations, ap
proaching cars. without thinking about whether any occupant is armed. 

(36) Could be expected to continue to write a traffic violation when 
he hears a report of a nearby robbery in progress. 
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H-l2 

DEMEANOR 
(Professional Appearance and Conduct) 

(72) Could b~ expected to have highly shined shoes. 

(74) Could be.expected to 1:)e exhausted after one block run. 

(82) Could be ~~xpected to drop empty food containers on the floor of 
the patrol ca:r and not pick them up~ when going off dutl". 

t17) Could be expected to wear a dirty, unpressed uniform. 

(80) Could be expected to be mouthy and loud in a restaurant while in Uniform. 
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H-l3 

REPORT WRI.TING 

(122) Could be expected to write a. report of a robbery of a person 
(where a suspect was apprehended) containing not only a stand a 
account of the crime, but details of the weather and the lighting 
conditions at the scene and a field sketch of the cr:tme scene. 

(107) The Q.eficer's resume could be expected to contain the rtames of all 
witnesses, their occupation, residence, phone number, and reason for 
being in the area • 

(42) The officer could be expected to help two other officers write a 
report of a felony arrest so that it contained all necessary 
information and was acceptable to the county attorney. 

(30) On Clt'eport form for a burglary of a dwelling, the officer could be 
expeeted to fill in all of the spaces properly, but leave brief 
the body of the report and fail tOeKplain some minor details. 

(47) The officer could be expected to write an offense report which did 
hot mention the type of residence burglarized • 

(145) The officer cbuld be expected to write a report containing many 
incomplete sentences or fragments, such as "Held suspect while 
par.tner opened case he ''las carrying. II 

(1l.3) The officer was called to a house burglary, investigated and filed a 
report. The next day it could. be expected that he ~"lould be requested 
by the detective division to return to the scene and redo his in
complete report • 
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H-14 

(54) 

(78) 

(6) 

USE OF EQUIPMENT 

Could be expected to use first aid equipment ;~ it is necessary 
for the injured person. 

Could be expected to be able to clea~ chambe.r and barrel of a wide 
variety of firearm.s. 

Could be expected to check his patrol car of damage anq general 
condition every day. 

(61) Could be expected to neglect cleaning his gun unless he has fired 
it at the pistol range. 

(89) Could be expected to be playing with the radio. 

(119) Could be expected to sho,ot self in leg while trying' to quickdraw 
and fire. 
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H-1S 

INVESTIGATING, DETECTING, AND FOLLOWING UP ON CRIMINAL ACTIVITY 

(l06) 

(3) 

(75) 

(19) 

The officer waS called to a domestic inv?lving a man with a .38 
calibe;t revolver and two companions trying to get an ADC check • 
Six hours later, When an armed robbery took place in another dis-rict 
by three men with a .38, he could be expected to immediately provide 
detectives with the names of suspects and a car description, leading 
to arrest and recovery of the loot. ~ 

At the scene of a man ~ith a gun call, the officer found a gun 
which he could be expected to handle carefully to preserve any 
fingerprihts. 

~he officer was ~iven a knife that appeared to have blood on it by 
a man who had found it laying in his yard. The officer could be 
expected to put the knife in the glove compartment and forget about 
it" 

At the scene of a burglary wherf::: many TV sets were taken,j;he"'officer 
was told by a neighbor that h~ had observed a truck~·-ffi€ scene 
earlier in the evening. The officer could be expected to fail to 
get the neighbor I s name an nl;>t to follow up on the information. 
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H-16 

(83) 

(41) 

(102) 

(53) 

(21 ) 

COMMITMENT, DEDICATION, AND CONSCIENTIOUSNESS 

~he off dut¥ police officer and his wife pulled into a gas station " 
Just after ~t had been held up. The officer could be expected to 
tell his wife to call the police, and then give chase on foot BOas 
to apprehend one of th~ suspects. 

The,officer recently assigne~ as ,deSk man (;it the precinct receiVed 
no 1nstructions on what the Job 1nvolved. He could be expected t 
readth7. job description so as to l::etter prepare himself to handle 

0 

all dut1es. . 

The officer occasionally assigned to a certain beat noticed juvenil 
hanging,ar?und a v~cant building. The officer could be expected toes 
pass th1s 1nformat~on on to the men who were permanently assigned 
to the area. 

The officer could be expected to be in the cafe drinking coffee 
though he had told the dispatcher he was still on an accident. ' even 

Although the officer was tipped off to (;i burglary, he could be 
expected to get there too late because he took care of some personal 
business first. . 
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(95) 

(70 ) 

(62) 

(108) 

(18) 

(48) 

(7) 

\. 

RELATIONS WITH OTHERS 
(compatability) 

to ~~olunteer to assist fellow officer who Could be expected ~ 
heavy workload. 

H-17 

to work W~,llinglv_., with an officer who is having Could be expeoted • 
trouble adjusting to vclrious duties. o' 

to have a good reputation in the minority CoUld be expected ~ 
community. 

to be' considered "one of the boysll on his \-latch Could be expected 
or shift. 

Could be expected to be a loner. 

f to drive, forcin~ his junior Cbuld be expected always to re use 
partner to do it all. 

Could be expected to continue.to drive rec~lessly despite his 
partner's requests that he dr~ve more caut~ously. 

to cr~t~c~ze his partner in front of several Could be expected • • • 
citizens. 

H-18 

(97) 

(141) 

(81) 

(43) 

(34 ) 

(25) 

;'11' 
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INTEGRITY AND PROFESSIONAL ETHICS 

The officer gave the business man he knew a ride bom~f because the t· 
man was drunk. The next, day the officer received an envelOPe 
containing $200 from the busine$s man~ The officer CQuld be 
expected to return the money and explain that he too~ the man home 
because he was a friend and expected nothing for it. 

A man offered to Pg,Y the officer if he wouldn't: enforce prostitution 
laws so tightly in his area. The officer could be expected to' 
refuse, send a memo t.o the Morals Division, and observe the man 
even closer in the future. 

The officer who was having financial problems was o~fered a $100 
bribe by a drunk driver. He could be exp.ected. to im,lnediately 
refuse the money and add attempted bribe~ to the cha~ges~ 

I. 

The officer gave a ride to a m~~ who had left his home as a result 
of a domestic. At his destination, the man offered' the officer 
some money for his trouble. The officer could be expected to decline 

On the way home from work, the officer could be expected to stop at 
a drive-in that fed uniformed officers for nothing and piok up 
dinner for his family. 

Two officers walked into a bar and one officer asked for a 
Christmas bottl.e for each. When his partner said f "Put m;ine back, 
I don't want it," this officer could be expected to take both 
bottles • 

(32) AnsWering a call to a D.O.A. the officer told the bY$tande:J;7s in 
the apartment building to go back to their rooms, that he \>lQuld 
handle everything. When his partner aSked why he wa~ searohing the. 
apartment, the officer could be expeoted to reply" "You never know 
what you can find, especially money. It 
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(143) 

(5) 

(1.27 ) 

(35) 

(146) 

... ---

INITIATIVE 

Could be expected to keep an up-to-date writen account. of all 
crime in his patrol area. 

H-19 

Could be expected to recognize his own deficiencies and attempt 
to cotrect them. 

" 

Could be expected to check vacant and model homes when not busy. 

Could be expected to wait for his supervisor to arrive at the scene 
rather than making decisions on his own. 

Could be expected to stop searching after one bomb was found, 
resulting in a delay in the location of second bomb. 

t~ ; 
I' 

K 

I 
) 

I 
( , 
1 
1 
f 
I 
1 
L 
~ 
4 
I· 
i 
I 
t 
1 
I 
F ,. 
i 
~ 
I 
1 
I • 1 

1· 
.J 
~ 
i 
~ , 
l 
.f 

) 
t 
\ 

" 

'¥i 1. $.." ., - I,' 

H-20 

• ; 

(28) 

• 
(46) 
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TEPMWORK 

When the officer saw the criminal he and his partner h~d been 
tailing about to shoot his .partnex-, he CQuld be expected to yell 
the criminal's name so as to foul his ,shot and save his pal,7tner' s. 
life. -

At roll call an officer was given memos concerning his squad's 
TI1Qrk in a district. The officer could be expected to put the 
information in his pocket., failing to tell his Partner what it 
concerned I and handling the situation by J:'...:i.xnself. Tbus, bis parener 
would be unable to answer his supervisor's questions regarding the 
handling of the instructions. 

When asked to assist in arresting a drunk, the officer CQuld be 
expected to simply walk away, even though the drunk was being 
obviously troublesome to his fellow offi.oer .. 

The officer could be expeoted to remain in a squ.ad car II apparently 
frozen~ even though his partner got out of the squad, attempted to 
break up the fight, got involved in'it, and waS threatened. by the 
crowd. 
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H-21 

MISCELLANEOUS 

(Items written specifically for the Akron Police to cover duties and 
responsibilities inadequately covered in the Landy or Heckman items ) 

(12) Could be expected to keep sidewalks and streets free of obstruction. 

(68) Could be expected to make daily re.ports of all complaints received 
during the shift. 

0' 

(87) Could be expected to do his part to control disturbances in his 
district. 

(100) Could be expected to make needed inspections within his district 
to insure all are complying with license requirements. 

(lOl) Could be expected to search suspects and automobiles when necessary. 

(103) Could be e~pectec;:1 to fill ou.t Field Interrogation Reports when 
required~ 

(118) 

(123) 

(128) 

(142) 

(147) 

Could be expected to check out all necessary equipment. 

Could be expected to stop and help small children who are crying 
and appear lost. 

Could be expected to take complete notes on orders and instructions 
at roll call. 

Could be expected to be able to read and comprehend the written 
material needed to perform his job. 

Could be expected to keep a personal record of all known or suspected 
gambling houses, houses of ill fame, disorderly houses and resorts 
for persohs of known bad character. 

. 
(150) Could be expected t.o check all equipment to insure a sufficient 

supply. 
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APPENDIX I 

ITEM CONTENT AND rtEMSTATISTlCS OF THE FINAL DtlViENSIONS AFTER 
'ITEM ANALYSIS OF THE FmST ADMINISTRATION PERFORMANCE EVALUATION .. 

r3 ,..... 

(135)1 .85 

(26) .. 82 

(104) .79 

(99)*2 .72 

DEPENDABILITY (Reliability) 

Could be expected to stay calm during rock arid bottle 

throwing • 

Could be expected to remain cool under verbal abuse. 

Could be expeoted to follow form instructions. 

Could be expected to stretch the truth somet~es.in 
reporting' what occurred but never really fals~fy~ng a 
report. 

-.-----------------------------------~-------------------~-~-~~~~-~.-~~--¥----~~-

INumbers in parenthesis are the numbers of thos~ item~thatappearin " 
the original criterion performance rat7~g ~eales for the patrol 
offices in the present study or • (Append~x F) • 

2* indieaices negative items (See Chpt .. 4). 

3r denotes the correlation between this item and the final dimension 
total (See Chpt. 4). 
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(130) .80 

(85) .80 

(11) .80 

(149) .74 

(55) .80 

(49)* .66 

.-
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JOB KNOWLEDGE 

e~ ected to clear blocked ~ir passage and 
could be ...... Pt. • breathing ·.by aPl?ly~ng resuscitat.;i.on. 
restore v~c ~m s , 

k information about recent 
Could be ~xpected thOtS;~OOdtl arrests won "t be lost by 
court rul~ngs so ta ~ 
hie. actions. 

ollect evidence in a dr~g case 
Could be.eXP7cltledb t~~issable L~ court. 
so that ~t W1 e 

to kno'W he could break down a 
could be expec~ed. ~n hot pursuit and thus arrest a 
locked door lll!hl"le ... 
fleeing suspect. 

issue appropria·te sunnnons in 
Could be expected to violations. 
routine traffic code 

recent court rulings because 
Could be expecte. d to ignore 

h 4s hands too much. he feels they t~e ... 

.,. ., 
f 

(11) ,;.b3 

• 
(20) .57 

• 

• (90) .56 

• (58) .57 

(52) .49 . 
• 

(45) .40 

• 

"1" " 

,,',. 

1-3 

HANDLING DOMESTIC DISl?UTES 

When the officer arrived at the Scene of a domestic, he 
found that. t.he husband had assaum.ted his wife but that 
she didn't want him arres·ted. Because she wanted to 
leave with her small children, the officer ot)uld be 
expected. to help the woman to dress' her children While 
keeping her husband i1'1 a. 'separate room. Furthermore" 
the officer could be expected to oall a cab to drive 
them to her parents' home and, while waiting ror the cab 
to comet, advise her of the various agencies that could 
assist her with her marital problems. 

On the third call to a husband/wife domestic, the officer 
realized that the wife was using the officer'S presence 
to belittle the husband. The officer could be expected 
to, take, her aside and. tell her to seek halpfor her 
problems, but that the officer could not allow her to 
misusenis authority. 

In order to arrest a man without a fight,. the office:t: 
at a domestic could be expected to explain that. by law 
he had to arrest the man, and that he would call for 
mo~e officers if need be, and that the man might get 
hurt if he puts up a fight. 

At a domestic, the officer could be expected to advise 
the husband, who was drunk, to leave when his wife 
refused to sign a complaint. -The domestic was settled, 
because the husband walked to a nearby bar. 

When the officer attempted to settle a domestic, the 
wif·e started to leave. The officer could be expected 
to call her back, allowing the husband/wife domestic to 
begin again. 

The officer wi'..c took a gun ,away from a woman in a 
domestic CCluld be expected to give ,it back to her before 
her husband had left, so that she had it reloaded as 
her husband wasleavinq. 
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CRIME PREVENTION 

Could be expectad to go to every late night gas stati~ 
in his area to alert the attendants about agrQup oV-·
hold-up men who were hitting' gas stations. Could be 
expected to leave- descriptions of the men, a phone 
n\lIllber to call an,d detailed instructions on what to do 
if the men were spotted resulting in the a~prehension 
of the hold-upmeri. 

When 8 burglaries had occurxed in a small area, the 
officer could be e~pected to infor.m a citizen that he 
would tell. them how to help if they wished~ When the 
citizen organized a coffee party, the officer could 
be expected to give tips on what to do leading to the 
ar~st of six young roen., 

After checking apartment house parking lots for car 
prowlers, could be expected to make a note of any 
apartment that didn't have good lighting and then leave 
a note for the caretaker. 

Could be expected- to advise a bar owner who had been 
burglarized'to wire a bell to the back dOOr so that a 
bartender who lived above the bar could tell when there 
was a break ... in. 

While on his night beat, an officer observed a business 
with one of the windows open8 Finding no evidence of a 
break-in, he could be expeoted to fail to repo:;:t the 
window to the owner. . 

A burglar who was being transported to jail askaQ, how the 
officer had known he had broken in. The officeX' could 
then be expected to explain all about silent alarms -
how they work, how to spot them, etc 0 - eduoating him for 
his next job • 

,- .' 
• 

• 

• 

• 

• 

• 

• 

• 
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(125) .43· --
(86) .54 

(96) --:.!iL 

(57)* .50 

(126) * .56 

(111) * .55 

(36) * .55 

I .... S 

JUDGMENT 

Couid be expected. to withhold fire in a situc1.tion cal
ling for the Use of weapons where gunfire would endanger 
innocent bystanders. 

Could be expected to notice potentially dangerous 
si tua't.ions before anything actually occurs. 

~ 

Could be expected to wait to complete a physical arrest 
until securing assistance. 

Could be expected to underestimate a drunk suspect, 
resulting in injury to himself. 

Coul~ be expected to make statements that cannot be 
carr~ed out because of insufficient manpower or legal 
constraints. 

Could be expected to take short-cuts on traffic Violations, 
approaching cars without thinking about whether any 
occupant is armed. 

Could be expected to continue to write a traffic violation 
when he hears a report of a nearby robberym progress. 

f 
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DEALING CONSTRUCTIVELY WITH THE PUBLIC 

Could be expected to quiet a highly volatile situation 
by remembering a citi~en's name and addressing him as 
"sir" despite insults and threats. 

The officer could be expected to have an elderly woman 
who had lost her house key sit in the squad, out of the 
cold, while he gained entry (with his sergenat's permis
sion). After she was inside~ the officer could be expected 
to replace the storm window he had removed. 

The desk man was listening to a man's questions about a 
traffic accident when the phone rang~ He could be expected 
to just pick up the phone and say, "The forms are on the 
table 1 II but not to answer the man I s questions. . 

Could be expected to insult and bully a father in front 
of his family. 

Could be expected to aggravate citizens by ,insulting 
them when talking to them. 

Could be expected to harass members of ethnic groups 
other than his own. 

.' 

, , , 

• 
j, 

.~ 

" 
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I I 

fROfESSIONAL APPEARANCE AND CONDUCT 

Could be expected to have highly shined shoes. 

Could be eXpected to drop empty food containers on the 
floor of the patrol Car and not pick them up when goi.ng 
off duty .. 

•• 
Could be expected to wear a dirty, unpressed unifor.m. 

CQuld be expected to be mouthy and loud in a restaurant 
while in uniform. 
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.73 

.81 

(42) .82 

• 
(113)* .66 

• 
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REPORT WRITING 

Could be expected. to wz:ite a report of a robbery of a 
person (where a suspect was apprehended) containing not 
only a standard account of the crime, but details of 
the weather and the lighting conditions at the scene and 
a field sketch of the crime scene. 

The officer· s Incident report. or Confidential, could be 
expected to contain the names Qf all witnesses, their 
occupa~ion, residence, phone number, and rea~on for 
being 1n the area. 

The officer could be expected to help two other officers 
write a report of a felony arrest so tbat it contained 
all necessary information and was acceptable to' the 
county attorney. 

The officer was called to a hous.e burglaxy, invest.igated 
and filed a report. The next day it could be expected 
that he would be requested by the detective division 
to return to the scene and redo his incomplete r.eport. 

'" 

' .. ,-, 

• 

• 

• 

• 

• 

• 

1: -
(54) .39 

(78) .6j 

(6) .16 

(61)* .59 

(89) * .50 

(119) * .47 , 

USE OF EQUIPMENT 

Could be expected to use first aid equipment if it. is 
necessary for the injured person. " 

Could be expected to be able to clea~ chamber and 
barrel of, a wide variety of fir~arms. ~ 

Could be e~pected to check his patrol car for damage 
and general condition everyday. 

Coulcl be,expected to neglect cleaning his gun unless 
he has f~red it at the pistol range. 

Could be expected to be playing with the radio. 

Could be expect.ed to Shoot self in leg while trying t.o 
qu!akdraw and fire. 

I-9 
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INVESTIGATING, DETECTING, AND FOLLOWING UP ON CRIMINAL ACTIVITY 
r 

.76 

(3) .78 

(75)* .59 

(19)* .61 

" • ", 

The officer was called, to a domestic invol~ing a m~n 
with a .38 caliber revolver and two companl.ons try long to , 
get an ADC check. . Six hour~ later, when an a:;med robber. 
toolC place in another district by three ~en wloth a,.38 t 

he could be expected to immediately p:r:oVlod~ d~tectl.ves 
with the names of susPects and a car descrl.ptl.on , lead~ 
ing to arrest and recovery' of the loot; 

At the scene of a man with a gun call, the officer 
found a gun which he could be expected to handle care
fully to preserve any fingerprints. 

The officer was given a knife that ~ppear7d t~ have 
blood on'it by a man who had found l.t l~yl.n~ l.n,h.is yard. 
The officer could be expected to put the knl.fe l.n the 
glove compartment and forget about it. 

At the scen.e of a burglary where many TV sets were takei'l: 
the officer was told by a neighbor that he had observ~d 
a truck at the scene earlier in the evening. The offl.cer 
could be expected to fai~ to get, the neighbor's name and 
not to follow up on the l.n£ormatloon. 
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CO~ITMENT, DEOICATION, AND CONSCIENTIOUSNESS 

.75 'rhe off-duty I(olice officer and his companion pulled in
to a gas statl.on j~st after it had been held up. The 
officer could be expected to tell his companion to call 
the police, and then give chase on foot so as to 
apprehend one of the, suspects. ~. 

.79 Th~~ficer r 7cently ~ssigned as desk man at the precinct 
rece~ved no l.nst4uctl.ons on what the job inVOlved. The 
officer could be expected to read information about the 
job so as to better prepared to handle all duties~ 

(102) .78 
The officer occasionally assigned to a certain beat 
not+ced ju~,eniles hanging around a vacant building. The • 

• 

• 

• 

• 

• 

• 

(53)* .59 

(21)* .54 

offl.cer could be expected to pass this information on to 
those officers who were permanently assigned to the area. 

The officer could be expected to be in the cafe drinking 
coffee, even though he had told the dispatcher he was 
still on an accident. 

Although the offiesr was tipped off to a burglary, he 
could be eXpected to get there too late because he took 
care of some personal business first. 

't'- },., 'r '}' « ,. 
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RELATIONS WITa OTHERS 
(compatability) 

.. 4, 0" ",., .. 

ork willingly with an officer 
Could be e~pected tbo1 w dJ'.usting to various dut::ies • 
who is hav1ng tro~ e a 

Could be expect~d to have a good reputation in the 
minority commun~ty. 

t d 've recklessly 
Could be expected to continue 0 r~h drive more 
despite his partner's requests that e 
cautiously. 

to critioize his partner in front of 
Could be expected 
several oitizens. 
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• 

• 
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• (97 ) .49 

• (141 ) .74 

• (81) .63 

(43) .61 

• 
(34)* .65 

• (25)* .55 

-- . (32),* .47 
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INTEGRITY AND PROFESSIONAL E'l'HICS 

The officer gave the business man he knew u ride horne 
because the man was drunk. The next day the officer 
received an envelope containing $200 from the business -
man. The officer could be expected to returnJthe money 
and explain tha.t he took the man home because he was a 
friend and expected nothing for it • 

A man offered to pay the officer if he \-1ouldn It enforce 
prostitution laws so tightly in his area» Th~ officer 
could be expected to refuse, send a memo to the Morals 
Div~,sion, and observed the man even closer in the future. 

~h~ officer who was having financial problems was offered 
a ~llOO bribe by a drunk driver. He could be expected 
to bmaediately refuse the money and add attempted 
bribery to the charges. 

The officer ga're a ride to a man who had left his home 
as a result of a domestic. At his destination, the man 
offered the officer some money for his trouble. The 
officer could be expected to decline. 

On the way home from work, the officer could be expected 
to stop at a drive-in that fed uniformed officers for 
nothing and pick up dinner for his family. 

Two officers walked into a ba+ and one officer asked for 
a Christmas bottle for each. When his partner said, 
"Put mine back, 1: don't want it," this officer could 
be expected to take both bottles. 

Answering a call to a D.Q.A. the officer told the bystanders 
in the apartment building to go back to their rooms, that 
he would handle everything. When his partner asked 
why he was searching the apartment; the officer could 
be expected to reply, "You never know what you can find, 
especially money • 
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INITIATIVE 

eould be expected to keep an up-to-date written account 
of all c+ime in his patrol area • 

Could be expected to recognize his own deficiencies and 
attempt to correct them. 

Could be expected to check vacant and model homes when not 
busy. 

Could be expected to wait fo~ his supervisor to arrive 
at the scene rather than mak~ng a decision ~n his own. 
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APPENDIX J 
PERFORMANCE APPRAISAL FORM 

(.SECOND ADMINISTRATION) 

Individual Evaluation Form 

J-l 
FOR RESEARCH ONLY 

Based on the evaluations you previously submitted, we have de-

veloped the attached job performance evaluation forms for patrol 

officers" An analysis of the ';<'~ta you provided has allowe,.tt us to 

reconstruct the rating scales in this new, shortened format. 

The second set of evaluations now being re~uested is an import

ant followup step in our current effo:rt to insure that the Akron Police 

Force continues to acquire the superior individual,s required to per-

form it IS cri,tical public duties. It is therefore important that you 

again give these evaluations your careful consideration. 

I .l 
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SECTION I 

pa.st studies of Police activities and our anal}"sis of the 
ev~luations you previo\lsly provided have identified 15 important 
areas of police work. Each of these is represented below by a 
rating scale. Every individual you supervise should be evaluated 
on each of these scales. 

In completing the evaluations, you should first read throug' 
all fifteen r,lting scales to get the content of each clea;r.ly in 
mind. This COlntent consists of examples of behavior gathered from 
patrol officel':s in Akron and other cities. When you have thE' con
tent of the s/cales clearly in'mip.d, you should' rate each' individ'
ual you supervise on all 15 scales. Please complete all ratings 
for an officer before beginning your evaluations of the next in
dividual. For each of the 15 areas of behavior being evaluated, 
the patrol officer's ty]?ical performance in that area should be 
compared with the behaviors represented by the ,items on that scale. 
A check should then be placed next to that item which best des
cribe~ the patrol officers typical performance~ Each individual 
$hQuld reoeive one and only one check on each rating scale. 

After evaluating all the people you supervise 'on the 15 scales 
in Section I, please go to Section II. 

.' 
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DEPENDABILITY(ReliaQility) 
Predictable job behaviors, including attendance 
prQm~tnesa, arid reac'cion to boredom stress and ' 
cr!i,tJ.cism. ' , 

Could be expected to stay calm during rock and bot'{;le throwing • 

Could be exp~cted to remain cool under verbal abuse 

COUld be eXpected ,to follow form 1nstructions. 
.f 

Could be expected to bring in t 15 . 
ao he won tt get a final call. re:por '~J.nutes before going off duty 

Could be expected to stretch the truth sometimes 
occured but never really falsifYing a report. in reporting what 

Could be expected tp call in Sick when trou~le city. ,u is anticipated in tbe 

COUld be expected to stand outside a bar while 
trouble inBide~ ~nother officer was in 
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JOB KNOWLEDGE 

Awa~eness of procedures, laws, and court rulings and changes in them. 
'" 

<t" 

f----- 1., Could be expected to ~eek information about recent court rulings so that 
~1 ttgood ll arrests won't be lost by his actions. 
~ " 

:,1 ___ 2. Could be expected to know he could break down a locked, door while in hot 
f;; pursuit and thus atTest a fleeing sl,lspect. 

,., ...... ...--_ 3. Could be expected to be asked about points of law by less experienced 
,t~ officers • 
. ;.: 
,~ , 

~ ___ 4. Could be expected to ignore ~ecent court rulings because he feels they tie ,I hi's hands too much. 
: ~~ 

:: ____ 5. Could be expected not to protect crime scene for evidence preservation. 

'. " 

.......... .... -.. '" ~ . . 
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• 

• 

• 

• 

• 

• 

• 
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HANDLING DOMESTIC DISPUTES 

t}sing restraint and good judgment in dealing "lith dpmestic combatants 

---____ - L ,When the Qffice~ arrived at the scene of a domestic, he found that the 
h~sband had assaulted his wife but that she didn't want him arrested. 
B~cause she wanted to leave with her small children, the officer could 
be ,expec~ed to help the woman to dress her children "lhile keeping her 
husband 1n a separate roo~. Furthermore, the officer could be expected 
to call !lcab to drive them to her parents' home and, While waiting 
for the cab to come, advise her of the various agencies that could 
assist hep with her marital problems. ., 

2. On the third call tO,a husband/wife domestic, the officer realized 
that the: wife was using the officer's presence to belittle the husband. 
The off1'cer could be expected to take her aside and tell her to seek 
help for her problems, but that the officer could not allow her to 
misuse his authority. 

___ 3. In order to arrest a man without a fight, the officer at a domestic 
could be e~pected to explain that by law he had to arrest the man, and 
that he would call for more officers if need be and that the man 
might get hurt if he puts up a fight. ' 

__ ~_ 4. At a domestic, the officer could be expected to advise the husband 
who was dr~nk, to leave when his wife refused to si~,;tl a complaint. ' 
The domest1c was settled, because the hUsband walk~d to a nearby bar. 

5. When the officer atempted to settle a domestic, the wife started to 
leave. The officer could he expected to call her back, allowing the 
husband/wife domestic to begin again. 

___ 6. The officer who took a gun away from a woman in a domestic could be 
expected to give it back to her before her'husband had left, so that 
she had it reloaded as her husband was leaving. 
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-_ .... 

COM11UNICATION 

Ability te make oneself understood and gather and 

transmit informatien, both in eral and written fashien 

1. Ceuld be expected to speak slewly and cle~ly when testifying in ceurt. 

2. CO~ld be expected te talk with peeple with less educatien at their level 
~~- but net talk dewn te them. 

s. Ceuld be expected te turn in reports which are legible and neat. 
-...,.",.,.. ...... -
_____ 4. Could be expe.cted te confuse epinion with fact in his written and eral 

repel:!ts • 

5. Could be expected te talk SOl fast ovel:! l:!adio that he is unintelligible. ---

," 
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CRIME PREVENTION 

l<nowledge and use of effective crime pl:!evention techniques. 

1. Could be expected to go to every late night gas station in his al:!ea to 
alert the attendants about a gl:!OUp of hold ... up men who "rel:!e hitting gas 
stations. Could be expected to leave descriptions of the men, a phone 
nUmber te cali and detailed instl:!uctions on what to de if the men were 
spotted :r:'esuiting in the appveh€:nsion of the hold-up men. 

2. After checking apal:!tment house pal'\king lots fOil:! cal:! pr'ol-llcl:!s ~ c~uld be 
----- expected to make a note of any apal:!tment that didn't have geod lighting 

and then leave a note fOl:! the caretak~r. 

----

---

3. mlile on his night beat, an officer obsel:!ved a business with one of 
the windows open. Finding no e'lidence of a break-in, he could be 
expected to fail to l:!eport the window to the ewner. 

1+. A burglall who was being transported to jail asked hO\-1 the ofEicel:! had 
known he had broken in. The officer could then he expected to 
explain all about silent alal:!ms - how they work, how to spot them, etc.
educating him for his next job • 

, t ,.' 
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DEALING CONSTRUCTIVELY WITH THE PUBLIC 

Courtesy and undeIistanding, helping citizens in matters that may not be 

stricly police duties, maintaining and improving the police 

department's image. 

___ 1. The officer could be expected to have an elderly woman \olho had lost her 
house k~y sit in the squad, out of the cold, while he gained entry ~ith 
his seXlgeant's permission). After she was inside, the officer could 
be expected to replace the storm windovl he had removed. 

___ 2. 

3. -----

___ 4. 

5. 

Because the bartender admitted having served the man too much liquor; 
the officer could be expected not to arrest the man who' was slumped over 
the ba~, but instead walk him home. 

A girl~ boyfriend \'las abusive toward an ambulance attendant who S'poke in 
a loud voice tq an hysterical girl in an attempt to get through to he~. 
The officer could be expected to call the boyfriend aside and tell him 
in no uncertain terms that he was wrong c,.(1d to stop 'interfering. 

The desk man was listening to a man's questions about a traffic accident 
when the phone rang. He could be expected to just pick up the phone 
and say, "The forms are on the table,11 but not to answer' the mants 
questions. 

Could be expected to smile, wave back and continue driving when a 
citizen waves at him for assistance. 

~ ___ 6. Could be expected to aggravate citizens by insulting them when talking 
to them. 

--- 7. Could be expected to harass members of ethnic groups other than his own. 

." 
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• 
____ 2. 

___ 3. 

• 
___ 4. 

___ 5. 

• 
6. 

• 

• 

• 

• 
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JUDGMENT 

Obnervation and aSsessme'nt of th . e s~tuation and 

taking appropriate action. 

Could b: :Xpect:d to connistently take app' ropr;ate' 
most cr~tlcal sltuations. ~ action in eVen the 

Could. be eXpected to notice potentially dangerous 
anything actually oCCUi's. situations before 

0' 
Could he expected to underestimate a drunk 
to himself. suspect, resulting in injury 

COU~d be expected to make statements that cannot 
of ansufficietlt manpOWer or legal constraints. be caI'ried out because 

Could be expected to take short-cut~ '" 
cars without thinking about \'1hether ~anon traff~c v70lat~ons, approaching 

y occupant lS armed. 

Could be expected. to c.ontinue to write a tI'aff~c . 
a report of b • v~olation wh~' he hea~s· a n~ar y rObbery in progress. ~.~. 
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PROFESSIONAL APPF.ARANCE AND CONDUCT 

h onal neatness, Personal and professional pride as shown y pers 

equipment, and public. cond,uct. grooming, care of 

• favorable comments from citizens about 1. Could be expected to rece~ve 
----- his behavio~. 

2. 

0 ____ 3. 

4. -----
5. ---• 

• 

• 

• 

• 

• 

• 

• 

Could be expected to have highly shined shoes. 

t food containers on the floor of the patrol Could be expected to drop amp y. ff duty. 
car and not pick them up when gOJ.ng 0 

Could be expected to wear. , a djrty unpressed unifo~m. 

nlouthy and loud in a restaurant Could be expected to be ., 

.' 

while in uniform 

J-ll 

REPORT WRITING 

Uses the p~oper style and provides complete information when prepa~ing report~. 
--..... 1. The C?ffice>.i's Incident report or Confidential could be expected to contaJ.n 

the names of all witnesses, the~ occupation, residence, phone number, 
and reason for being in the area. 

....... __ 2. 

----- 3. 

The officer could be expected to help two other officers write a report 
of a felony ar~est so that it contained all necessary information and was 
acceptable to the county attorney. 

.f On a report form foro a burglary of a dwelling, the officer could be expected 
to fill in all of the spaces prooperly, but leave brief the body of the 
report and fail to explain some minor details. 

------ 4. The officer could be expected to write an offense report which did not 
mention the type of residence burglarized. 

--- 5. Theofficel' could be expected to write a I'eport containing many incomplete 
sentences OI' fragments, such as "Held s,USpect while palitneI' Opened case he was cal'liying." 

----- 6. The officeI' was called to a hOUse burglar, investigated and filed a report. 
The next day it could be expected that he would be reqUested by the detective 
division to return to the scene and redo his incomplete report. 
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USE OF EQUIPMENT 

Knowledge and skill in the use of firearms and other special equipment. 

C~uld be expected to be able to clear chamber and barrel of a wide 
varipty of firearms. 

check h~s patrol car for damage and general condition 
Could be expected to • . 
every.day. 

Could be expected to neglect Cleaning his gun unless he has fired it at 

the Jistol range • 

Could be expected to be playing with the radio. 

Could be expected to shoot self in leg while trying to quickdraw and fire. 
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INVESTIGATING, DETECTING, AND FOLLOWING UP ON CRIMINAL ACTIVITY 

Being alel'it to umisual circumstances and out-of-the-ordinar)t situations; protecting 

the crime scene to maintain the integrity of evidence; attention 

to details. 

___ 1. The officeI' was called toa domestic involving a man with a .38 caliber 
revolver and two companions trying to get an ADC check. Six hou~s later, 
when an aI'med robbery took place in another district by three men with a 
~38t he could be expected to immediately p~ovide detectives with the 
names of suspects and a car description, leading to arrest and1 I'ecovery 
of the loot. 

--- 2. At the scene of a man with a gun call, the officeI' found a gun which he 
could be expected to handle carefully to preserve any fingeI'prints • 

_____ 3. The officer was given a knife that appeared to have blood on it by a man 
who had found it laying in his yard. The officer could be expected to put 
the knife in the glove compartment and forget about it • 

--- 4: At the scene of a burglary where many tv sets were taken, the officer was 
told by a neighbor that he had observed a trUck at the scene earlier in the 
evening. The officer could be expected to rail to get the neighbor's 
name and not to follow up on the information • 

• I '_j , -, l' " \,.,," 
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4. ---

COMMITMENT~ DEDICATION~ AND CONSCIENTIOUSNESS 

Exertin~ maximum effort at all times and willingness to provide police 

se~vices both on and off duty. 

The off-duty police officer and his companion pulled into a gas station 
just after it had been held up. The officer could be expected to tell his 
companion to call the police, and then give chase on foot so as to appre
hend ODe of the suspects. 

The officer recently assigned as clesk man at the precinct received no 
instructions on what the job invqlved. The officer CQulq be expected to 
read information apou.t the job so as to be better prepal"~d to handle all 
duties~ . 

The officer occasionally assigned to a certain beat noticed juveniies 
. hanging around a vacant building. The officer could be expected. to pass 
this information on to those officers who were permanently assigned to 
the area. 

The officer could be expected to be in the cafe drinki~g coffee, even though 
he had told the dispatcher he was still on an accident •. 

____ 5. Although the officer was tipped off to a burglary, he cou.l,d be expected 
to get there too late because he took care of some personal business 
fiI'st. 

." 

.# .... 0,' I .... ~ ..... , ••• , ._._ ....... , ............ _ .. 
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• 
___ 1. 

___ 2. 

___ 3. 

• ___ 4. 

____ .--_ 5. 

• 
___ 6. 

• 

• 

• 
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• 

-e 
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RELATIONS WITH OTHERS 
(Compatability) 

Ability to work well with fellow officer.sand 
relate well to members of 

the general community 

aCdoJ~Uldst~e etxpecte~ to wo:rk willingly with an 
. ~ng 0 var~ous duties. '. officer who is having tI'ouble 

Could he expected to hav/, a good 
:reputation in the mino:rity c0JY!llunity. 

Could be expected to be a loner. 

Could be expected to be conSidered 

Could .be 
requests 

It f one 0 the boys" on his 

eXpected to continue to d:riverecklessl • 
that he drive more cautiously. Y desp~te 

watch 01'1 shift. 

his partnel"S 

Could be e~ected to' °t" 
.~ cr~ ~c~ze his partner in front 

of ~everal citizens. 

# ............ . 
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-=--__ 2. 

___ 3. 

___ 5. 

INTEGRITY AND PROFESSIONAL ETHICS 

Avoids an opportunity to use one's badge, uniform, or authorJlty 
fo~ p~sonal gain • 

A man offered to pay the officell if he woul.dn't enforce prostitution laws 
so ti&htly in his area. The officer could be expected to refuse, send a 
memo to the Morals Division, and obser-ve the man even closer in the futUI'~. 

The officer who was having financial problems was offered a $100 
bribe by a drunk driver. He could be expected to immediately refuse the 
money and add attempted bribery to the charges. 

The officer gave a ride to a man who had left his home as a result of a 
domestic. At Qis destination~ the man offered the officer some money 
for his tTouble. The officer could be expected to decline. 

Could be expected to use official car for personal business. 

On the way home from work, the officer could be exp~cted to stop at a 
drivein that fed uniformed officers for nothing and pick up dinner for 
his family. 

__ 6. Two officers walked into a bar and one officer asked for a Christmas 
bottle for each. When his partner said, "Put mine back, ! don't want 
it;" this officer could be expected to take both bottles. 

____ -7. Answering a call to a. D.O.A. the officer told the bystand~s in the 
apartlnent building to go back to their rooms, that he would handle every
thing. When his partner asked why he was searching the apartment, the 
officer could be expected to reply, "You p.ever know what you can find, 
especially money. 

.. 

.' 

, ' ~ 
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• INITIATIVE 

I~div!dual personal perfprmance conducted without direct 

supervision or command. 
,. 1. 

COu~? be expected to keep an up-to-date written account of all 
in hl.s pa:rol area. crime 

___ 2. C'ould be expected to recognize his own d f' • them. e l.cl.encies and attempt to correct 

• 3. Could be expect~d to check vacant d an model homes when net busy. 
_____ 4. Could be expected to wait ror his supe~v~so~ t • 

th 
...... .... 0 arrl.ve at the scene 

ra or than making a decision on his own. 
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section II 

Read each item in this section carefully and 
then indicate the degree to which it describes how 
you believe your sUbordinate would behave when con~ 
fronted with the situation presented. For each item 
use the numbers one (1) to five (5) which corres
.pond to the phrases of frequency listed below to in-
d~cate how often an individual could be expected to . 
behave in the manner described. For exawple, if, 
after reading item 1,. y.ou believe the individual 
being rated can always be depended on to keep sidewalks 
~nd streets free of obstruction, you would write the 
number 5 in tIle blank next to item 1. If, however, you 
believe the individual can never be expected to keep the 
sidewalks and streets free of obstruction, you would write 
in.a number 1. Please be sure to give one answer for each 
of the items. 

5 = Always 
4 = Very Often 
3 = Fairly Often 
2 = Occasionally 
1 = Never 

1. Could be expected to keep sidewalks and streets free of ob
struction. 

2. Could be expected' tb make daily reports of all co~plaints re
ceived during the shift. 

3. Could be expected to do his part to control disturbances in 
his district. 

4. Could be expected to get to the s.tation in time to check 
the daily log • . ' . 

5. Could be expected to make needed inspections within his dis-

6 • 

7. 

trict to-insure all are complying with license requir~ments. 

Could be expected to search s~spects and automobiles wben 
necessary_ 

Could be expected to fill out Field Interrogation Reports when 
required. 

8. Could be expected to check out all necessary e.quipment. 

~ould be expected to J..-19 
lng' a~d appear lost. stoP. and help small childr~n Who a' re 

cry-. 
Could be expected to 
tioens t take complete. notes o·n a· roll c. all. orders and instruc .... 

• k 
,';;" 

COtlld be 
m'-"ter.i."'l·· eXPecte(l to be ahl.e to read an· d 

Q Q need d t comprehend the .e 0 perform his job. w.ritten 

COUld be expected to kee ' 
pected g' rob 1 , . P a personal record of 11 
. . '. a. l.ng houses, houses of ill . . a known Or sus-

and resort~ for persons of kno.·· b fame, dl.sorderly hOUSes 
Wrl ad charactep. 

Could be expected t h . 
sup·p·ly. 0 c eck all equipment to . 

Hisure a suf ficien t 

Please go to Section III 
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• 

• 
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section III 

lace the number that co;rres-
• In the blank before :ac~ st~~e::~~to~ficerls beh~vior. Thc.~a~ing 
. po. rids with the best deSCrl.ptl.onft an' individual could be e~pected to 

. ." t e how 0 en 

\

,. selected should l.ndl.ca '.' 'b d 
.1.· .. h . the manner descrl. e . 'pe ave l.n ! 

. . . 
I' • • 

• 

• 

'. 
• 

• 

• 

1. -
2. .,........... • 

. 3. -
4. ---
5. -
6 .. --- 7. 

8. ,,-
9. -

5 == Always 
4 == Very 0 ften 
3 == Fail'ly often 
2 == occasion~lly 
1 == Never 

Demonstrate~ responsibility 
in carrying out duties. 

Demonstrates persistence 
at routine taskS. 

to take char96 ofother~ \'lhen 
Demonstrates t.he ability 
required. . ulses abili ty to control o\'ln l.mp • 
Demonstrates the 

Neneral emotional stability. 
Demonstrates ~ d f t when require • 

Willinrtness to risk ,own sa e y . 
,Demonstrates .., 

k
'll in handling interpersonal interactl.on

s
• 

Demonstrates s l. . b 
more than requi~ed. on the )0 • 

Demonstrates willingness to do 

Demonstrates knowledge of laws, 
procedures, etc. 

police procedures, legal 

.. 
information. 

10. ability to remember critical 
Demonstrates 

decision-making abilit~. ~ 

11~ -
12. -

Demonstrates i 
. . 't to perceive suspiqious acti~it es 

Demonstrates the a~~ll.tlfY known criminals, stolen vehicleSt 
or persons and to l. en 

" 

• I 

" 

• 
I , 

c,' 
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etc. 
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Ovexall Ranking ~orm 

Section IV 
',' \ 
. J-21,: 

FOR RESEARCH ON 

Ranking by 

. I)~te 

........ 

OVERALL PERPORf.1ANCE RANKING '.,. 

Please read t.hese instructions all the way through before 
ranking anyone • 

.' 
~ YOU are to rank all the people you supervise in terms of their 
d~erall performance as a Police officer. 

PROCEED AS FOLLOl'lS: 

A) On a separate sheet of paper make a'list of all the people you. 
supe):'vis~. 

• 
B) Look over the list of names and decide whiS'h one person you 

think is the best on the list in terms of overall performance, 
. .tlra\.,r a line t.hrough his name and write it in the blank spot , 
lnarked "1 - HIGHEST I, at the ~pp of the attached Ranking Sheet.·. 

C) Look over the remaining names and decide which one person is 
not as goop. as the others on the list. Draw a line through 
his name and write it in the blank space marked "1 -LOWEST" 
at.· .. ·the bottom of the page. Remember, you are not f:iayi.Qg that. 
he is unsatisfactory; you are merely saying that you consider 
the others better. 

D) Next,' select the person you think is the best of those re
maining on the list. Draw a line through his name and write 
it in the blank spaoe marked "2 - NEXT HIGIIEST. n 

E) Next, select the person you think is not as good as the oth~rs 
remaining on the list. Draw a line through his name and wl:'it.o 
it in the blank marked ·'2 ... NEXT Lot'lEST II " 

F) Continue this ranking procedul:e' (selecting" next highest, then 
next lO\'1est) until yoU have dra"m a ~ine thx-ough each rtiaroe on, 
the list. It is to l;>e expected that there will be spaces in' 
the middle of the Ranking Sheet that you do not use • 
... ,..~ 
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1 

2 

""-,... 
HIGUEST 

NEXT HIGHEST 

3 - NEXT HIGHEST 

·'····4· - NEXT HIGHEST 

5 - NEXT nIGHEST 

6 - NEXT HIGHEST 

7 NEXT HIGHEST 

8 - NEXT HIGHEST 

9 - NEXT HIGHEST 

10 - NEXT HIGHEST 

10 NEXT LONEST 

:"-9 - NEXT LONES'!' 

e - NEXT' LOt\'EST 

7 NEXT LOWEST 

6 - N~XT LOl'lEST 

9 - NEXT LOWEST 

4 NEXT LOt'lEST 

• 3 - NEXT LOt'lES'I' 

2 . - NEXT LOl'lEST 

.. , ;. . .l.. - LOtmsT 

; ..• ,.5.'.1 . 

RANKING SlmE~ 

----------------------!--~--------

----------------~~------------~. 

-------~-------------------------
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! ~nl(~d, by ---,. _______________ _ 
Date 1 

--~~------.-----------------------

Overall Ranking Form 

Section V 

FOR REStARCH ONLY 

Please read these instructions all the way through before performing the 
requ~sted, ranklngs. 

You are to rank the relative importanceof each of the Scale Categories 
listedhelow to overall patrol officer performance. These are the same 
categories you evaluated your subordinates on in Section I. 

.' 
1) DEPENDABILITY (Reliability) 
2) JOB KNOHLEDGE 1 

3) HANDLING DOMESTIC DISPUTES 
4) COl:fMUNICATION 
5) C~IME PREVENTION 
6) DEALING CONSTRUCTIVELY WITH THE PUBLIC 
7) JUDGMENT 
8) PROFESSIONAL APPEARANCE AND CONDUCT 
9) REPORT WRITING 

10) USE OF EQUIPMENT 
11) INVEST'!GATING, DETECTING~ AND FOLLOHING UP ON CRIMINAL ACTIVITY 
12) COMMITMEHT, DEDICATION, AND CONSCIENTIOUSNESS 
13) RELATIONS WITH OTHERS (Compatability) 
14) INTEGRITY AND PROFESSIONAL ETHICS 
15) INITIA'l'IVE 

Proceed as Follows 
A) 

Review the content of these categories from Section I of the individual 
evaluation form to insure that they are clear in your mind. 

·B) 

C) 

Look over the above list and decide which of the scale categorie's represents 
behavior which is most important to good overall performance. Draw a line 
through this category and write it in the blank spot marked "1 ... HIGHEST" 
at the top of the attached Ranking Sheet. 

Look over the remaining scale categories and decide which represents 
behavior which is least important to good overall performanoe as a patrol 
officer. Draw a line through this category and write it in the blank spot 
marked "1 .. LO~;EST" at the bottom of the page • 

n) Nexi:. select the scale category you think is the most important of those 
reml~ining on the list. Dl"aw a line through its name and write its name 
in tbe blank space marked "2 - NEXT H1GHEST." 

~I·· "" * .. ~ .... ,,, ............. t. ' ..... .. 

E) Next, select the scale category you think is not as important as the others 
relli~ining on the list. Draw a line through it and write it in the blank 
marked. 1'2 - NEXT LOWEST. II 

" ... ,." ... 

F) Continue this ranking procedUre (seleoting the next highest; then the next 
lowest ) until you have draWn a line through each name' on the list • 

. ' ",., . 
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1 - HIGHES'I' 

2 ,.. NI~X'I' UXGliEST 

3 - NEX'l' lUGllES'l' 
....... . 

" :.. Nl;1X'l' llIGItEST 

5 .. NEX'!' HIGHEST 

6 - NEX':/.' HIGHEST 

7 -. NEXT HIGHEST 

8 - NEXT HIGHEST 

9 - NEXT HIGHEST 

10 - NEXT HIGHEST 

10 NEXT Lot'msT 

NEXT LO\'lEST 

B - NEXT' Lm~EST 

7 .. NEXT Lo\'iEST 

6 - NE,XT LOWEST 

S'- NEXT LONEST 

4 - NEXT LONES'!' 

, 3 - NEXT Lo\-lEST 

2 . - ijEXT Lot"lEST • 
... \ t.;1... - tot'1EST 

, , 

~ 

RANKING SUE}-~'1' 
n • 

~~---. ----------------------~I " ____ ~ __ ____ 

__ .1 ____________________ · ________________ _ 

. , .. 

-

-' .... ? --------~--------...... ------

, d-

.. 
.. 

" 

,'. 

... 

;, 

.' 
• 

'J 

• 

• 

• 

• 

• 

• 

• 

~:'~~·:1l~~]kf~;~.::::, " 
".,c-<-, ','1, ,"',' 

APPENDIX K 

ITEM STATISTICS FOR. TilE SECOND ADMINISTRATION 
PERFORMANCE EVALUATION 

Dimension -
Dependability 

J~b Knowledge 

Domestics 

Communication 

Crime Prevention 

1 

69 

91 

72 

. 72 

128 

Dealing with the Public 147 

Judgment 

Demeanor 

Report Writing 

Equipment Use 

Investigation 

committment 

Relations with Others 

Integrity 

Ini tiati'V'e 

61 

115 

91 

94 

122 

118 

66 

69 

55 

Section I 

2 

57 

74 

69 

40 

34 

5 

3 

39 

7 

4 

8 

4 

25 11 

59 

14 

24 

7 

3 

1 

93 12 

51 3 

5-

7 

43 

77 

50 

36 

24 

48 

47 

37 1 

6 

1 

22 

1 

6 

3 

25 60 

57 1 

63 1,4 

5 6 

5 1 

2 

2 

1 

8 

3 

6 

1 

3 

4 

7 

" 

Mean2 -
5.98 

3.39 

4.11 

2.98 

2.60 

5.68 

4.08 

3.50 

4 .. 19 

3.46 

2.61 

3.50 

3.49 

4.97 

1.eo 

K-l 

1.060 

'0.771 

0.940 

0.710 

0.710 

0.75 

0.96 

0.85 

1.01 

0.65 

0.67 

0.77 

1.3t3 

1.04 

0.97 

. . 
-~-~--~--~-~------~~~--~-----------------~---~------------~------------------~----

1 '. 
Response numbers correspond to the behavioral statement numbers for that 

deminsion (See Appendix J for item dontent). 

• i 2 ~ 

Mean (~~e s~h~~~r~)~eviation were computed aftt~r the scarin:- h'a,~ bee~:,:~:~-=dt 
,_~~. • ___ ~~--:""",~~ __ "i. •••.•. _,. ____ • __ ._. ___ • __ • __ 
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'. Section II -" 

,.~ .'~. 

Frequencl 

~ 

:3 Very Fairly Occa-
Item # Always often OfteR slonall~ Never Mean S.D. -..-

1 33 113 45 15 1 3.78 ' .816 

2 75 72 45 11 4 3.98 .985 

3 97 87 20 3 0 4.43 '.713 

4 74 76 41 11 5 3.98 .995 

I 5 
II!! ' 

18 62 78 44 5 3.21 .957 

I: 
6 122 71 11 3 '0 4.51 .667 

I, 7 112 73 20 2 0 4.43 .706 

a 65 91 38 13 0 4.00 .867 

9 167 30 9 0 0 4.77 .517 

10 73 84 41 8 0 4.09 .480 

11 91 85 30 0 0 4.30 ~709 

l.2 31 72 72 30 1 3.50 .936 
" 

13 47 99 42 '18 0 3.85 .873 

.' 

~-.------------~-----~-----.--------------------------------~-~-~------------~ 
3 

See Appendix J for item content~ 

..... '- .. , 

e, 

• .'e 

K-3 

~ Section III • 
Frequenoy 

Item #4 Always 
Very Fairly Oeca-

• ) Often Often sionally Never Mean ~ 1 -79 94 29 4 \) 4.20 .. 750 
2 41 118, 38 9 0 3.93.- .745 
3 35 19 • 65 25 2 3.58 .442 
4 41 110 45 10 0 3.88 .775 
5 74 90 33 8 0 4.12 .816 
6 68 103 • 19 8 0 4.17 .,759 
7 30 121 42 13 0 3.82 .755 
8 47 89 SO 19 1 3.79 .918 
9 46 118 

ttt 
35 7 () 3.99 .729 

47 III 42 6 O. 3.97 .742 
'I 29 97 63 16 1 3.67 .832 
.2 45 123 34 • 4 0 4.02 .681 

• 

• 
--------------~---------------------~---~~-~-~~~-~-~~---~~~-~---~---------
~e Appendix J for item Content. 
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f ••. • • SEc\ION V • 
der 0 f Importance 

Frequency 

• 
Raw 

Score 

• 
T

Score 

• 
M 
e 
d 
i 
a 
n 

• ~I I 
.a::-.. 

• 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 X S.D. X S.D. 

:u~gment .-~ -'--'~';~I~'i~r~ll;U:IJ-~J-:l-lr~roj' ~l 3.·2~ ;~881 60.~~ ... 6'~'~4'" ··~.~~~l"" '~'."" 
- -;::;:w:~~: -_._-- ' ,-" \: ~ : ~l-;~~;" ~j-} 0 !'~1 -J ~'-;;!" ~ i " ~ i ~'l' 3 ~ 37L. 3!; I ·~o·. 3 ~. i - :;:~J .. 2. 75; -.--.. -

---'---"~~,'- ,··+-"·T"1"·_····-t·_·! t·, 'r'" ·t··- 'j" "1' - ~ ...... - ... - ...... f· .. - ... : ... " ....... , .. '; .,. . "1"'~' ....... \ ... -,,-.~., 
: i'" I : ! \ I : ! ___ ~.~~~ab.~:,~: ...... _ .3L:.,.?_0.,?i.0 .. 2,~:lt~.~.;..?L.~\.Oj .~~.~~~ ~.:4~ .. ~ 2.11~ 6.0:~12.J .. 6.17! 2.77: . 

~-. -..... I.~te .. c::.i:~. _. . ...... _.. ~.6: 0 ~:. ~ .. ~ ~ .?~ ~ ~ ~! .. -~~.~.~-~-.:~.".?~: ... ~J ~~t' _ .6.·.~.~.L} :,.5~,,~ .. ?_~:. ~-? . ~-. ~.:-~.~. ! -~.~.~.?~- .. -~ .... ,.-
Initiative '0:2;0' 3 5i 3,4' 3'3i 1: 0: 3: O' 01 0 6.38; 2. 59 i 54.08 : 4.87 l 5.63~ 

-----, •. ---•• - ... ~ •. --.. - ___ ' __ "_~M' " ' ....... _ •• *1-';"-+ ~~ ..... - ..... .:f.-.. +.----:---! .. --.... --+;.~.- ~. --~~-': ....... -.~ ... -.-" .. -,~ .. ~.' ·I· .. ·~ .. _., -. ~ .". . .: .. 
Commitment 2 Ill' 6 2: 5 12: 1\ 1: 0' 0: 3 21 01 6.67: 3.84' 52.54 : 8.32 \ 5.80 ___________ ....... _'. __ ..... __ ~---c .... - ..... .:-........ -... #,.. ... -~~- ...... ~ ..................... - '; .. i·" ..... ~- .... -·-t ~ '" "f • ''''' .. ' -: ....... -- .... ·t· ......... , .. ~ ... - ... - .... -~ ....... -.~ 

, I; . 

Crime Prevention 1: 1 :112 4, 2 1: 2 3i I: 1. 5 0: 21 11 8.15 3.87' 49.89 ; 8.13 ! 8.25 
- \iO -----------"t~ .. -.. ·~-7-! --~~-i--·-:--~-!-;-·i-..,'!-·- t----_·':·- '1"-'- --. - .• - -.. -., ..... - .. ~-... -, -' •.•. j ..... ~ .... ---. _ ...... -

DeaJing with Public 0\ 0:0' 2 2'· 2: 4~ 3'2: 4: 2; 2~ 2: 0; 2l 8.96: 3.52' 47.88 6.49 8.75: 
..,a.. _____ .' .... _ ..... ,._ .... ~W<. __ .~.;., .. --............. ~""-.......- ... .,. ....... - i. ... -J~~)i ..... .i .... ": .. : .... -4' ~"' .. \~".-"'! ....... ~~ .. ~ ... :~ ""t .. -i'" .. :," ...... " r' .. ··.·f .. .,.~.. . ,. .. . 
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