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PREFACE 

This report describes a comprehensive study of the City of 

Houston Police Department's selection, training, and pro-

motional procedures. The report is divided into nine volumes 

as follows: 

Volume I 

Volume II 

Volume III 

Volume IV 

Volume V 

Volume VI 

Volume VII 

Volume VIII 

Volume IX 

Research Overview, Summary and Bibliography for 
the Validity Study of Selection, Training and 
Promotion within the Houston Police Department 

Analysis of the Labor Force Composition within 
the Recruiting Area of the Houston Police 
Department 

Adverse Impact Analyses of the Selection, 
Training, Assignment and Promotion Procedures 
of the Houston Police Department 

J0b Analysis of Positions within the Houston 
Police Department 

Evaluation of the Selection Requirements of the 
Houston Police Department 

Validation of the Physical Requirements for the 
Selection of Police Officers 

Validation of the Personal Background Require­
ments for the Selection of Police Officers 

Evaluation and Validation of the Houston Police 
Department Academy and Probationary Training 
Period 

Validation of the Houston Police Department 
Pro@otional Process 

While each volume is intended to stand alone as a unified 

component of the study, much of the data is referred to in 

several volumes, but presented in detail in only one volume. 

For example, the job analysis data reported in Volume IV I 
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served as a foundation for the research described in Volumes V 

through IX. Consequently, a~ times the reader will need to 

refer to two or more volumes to obtain a comprehensive 

understanding of a specific component of the research. 

It is expected that this report will be read by individuals 

who have a wide range of familiarity ·with the technical nature 

of the research study. Consequently, the authors have 

attempted to provide sufficient explanations of research 

methodology, statistical analyses, etc., to facilitate 

understanding by readers who do not have formal training or 

experience in the applied demographic and psychological research 

disciplines. At the same time, however, the authors have 

included appropriate technical information in the report, 

whereby professionals experienced in demographic and valida-

tion research can review the work of the research team. 

Appendix A of Volume I is a comprehensive bibliography. The 

bibliography also contains detailed descriptions of reference 

materials cited or quoted (referred to by author and date) 

throughout all volumes of the report. 
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RESEARCH OVERVIHL SUr·1r1ARY AND BIBLIOGRAPHY 
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CHAPTER 1 

INTRODUCTION AND PROJECT OBJECTIVES 

During the last several years, many organizations in both the 

public and private sectors have been concerned with increasing 

their effectiveness in the area of personnel administration as 

a means for achieving both organizational goals and providing 

the best possible opportunity for successful employee per­

formance and growth. This trend is a product of both the 

awareness by organizations that progress can be achieved through 

people as well as technology and the emphasis that has been 

placed on appropriate personnel administration necessary for 

achieving fair employment opportunities. 

In recent times considerable attention has been focused on the 

selection, training and promotion of individuals who serve in 

one particular job in public service - the police officer. The 

job itself is uniqlle and demanding. Individuals holding the 

job are responsible for enforcing the laws of our society and 

rendering assistance to the public. While performing the job, 

in one situation a police officer may interact with individuals 

who intentionally have disobeyed the law and who do not accept 

the moral and ethical codes of society; in another situation 

the officer must render assistance to individuals whose lives 

have been traumatically interrupted by a crime, serious accident 

or some other unforeseen experience. Thus, in the day-to-day 

performance of the job, the police officer is expected to be 
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both an ~enforcer", willing to take persohal risk and apprehend 

criminals, and a humanitarian, able to have empathy and show 

compassion for those in need. 

Following from the above demands, police officers must adjust 

emotionally and psychologically to the varying experiences they 

encounter during a "day's workll. In recent times, the job has 

become even more stressful in that rapidly changing social and 

moral codes demand flexibility on the part of police officers. 

At the same time there has been a diminished public respect 

for police officers (some call them IIpigs"), which often has 

created additional tension and placed increasing burdens on 

officers trying to carry out their responsibilities. Within 

this complex set of competing forces and values, officers must 

continually make judgments about people's behavior and what- is 

"right" in terms of enforcing the law. 

The responsibility delegated to a police officer is especially 

unique in that under prescribed circumstances the officer is 

empowered, if necessary, to take the life of another person. 

At the same time, the officer's personal life is at risk. 

According to statistics compiled by the Federal Bureau of 

Investigation and published as the report Crime in the United 

States, 129 officers in 1975 and 110 officers in 1976 gave 

their lives in the line of duty. 

Clearly, as indicated by the President's Commission on Law 

Enforcement and Administration of Justice (1967), the police 
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officer job has become one of the most difficult and sensitive 

public service positions of our times. 

Given the above job demands and requirements, it is essential 

that law enforcement agencies establish highly effective personnel 

administration practices to guide the recruitment, selection, 

training, assignment and promotion of individuals willing to 

pursue careers in law enforcement. Effective personnel 

administration begins with a comprehensive understanding of each 

of the various jobs performed within an organization, and a 

knowledge of t.he personal requirements or characteristics 

required by those individuals expected to successfully perform 

the jobs. Once known, this information can be used to study the 

various components of a personnel administration system, such 

as selection, training or promotion. In effect, this approach 

has been followed in the research program described by this 

report. 

The City of Houston Police Department has established several 

entrance requiremel. ts', selection procedures, training programs 

and promotion procedures to insure that the Department is 

staffed with well-qualified personnel to provide effective 

law enforcement services of the best possible quality to the 

citizens of Houston, Texas. In order to evaluate these 

personnel administration practices and to establish selection, 

training and promotional procedures that will enhance the quality 

of Department personnel while maintaining fairness and 

impartiality, the Police Department determined the need for 
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the conduct of an extensive research program. Accordingly, 

this report describes the research investigation which is 

summarized in this first volume. The remaining volumes (II 

through IX) present in detail the various components of the 

research program (see Preface). 

Project Objectives 

The overall project objectives that guided the conduct of the 

research program are outlined below: 

• Analyze and document the racial composition of the labor 

force within the geographical recruiting and selection 

area (500 mile radius) of the Houston Police 

Department. 

• Analyze and evaluate the potential disproportionate 

or adverse impact of any of the Department's current 

selection, training, assignment and promotion require-

ments and procedures. 

• Complete and document a comprehensive job ana~ysis 

of all commissioned Class A, Class B and Class C 

positions within the Department. 

• Analyze and evaluate the job relatedness and validity 

of all job requirements, personnel specifications and 

selection criteria and procedures for all Class A 

positions. 
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• Analyze and evaluate the job relatedn.ess, efficiency, 

effectiveness and validity of the Department's 

Academy and probationary on-the-job training program 

for Class A of=icers. 

• Analyze and evaluate the job relatedness and validity 

of the Department's current promotional system. 

As indicated by the above objectives, the major portion of this 

study was focused on the selection, training and promotion 

processes that affect individuals seeking or holdinlg positions 

as commissioned officers in the Headquarters; Uniformed and 

Detective Divisions of the Department (Class A personnel) . 

However, during the course of the study consideration also was 

given to the selection requirements and promotion processes 

affecting the technical and professional (Class B) personnel 

p:r;'oviding identification and laboratory services within the 

Department and the communications (Class C) personnel. 

Research Team 

In order to complete this study a research team was assembled 

that was composed of the following professional personnel: 

seven individuals with doctoral degrees in applied psychology 

and a combined total of over 46 years of experience in the 

areas of research undertaken in this study; one researcher 

with a doctoral education and over 10 years' experience in 

both applied psychological and demographic research; one 

individual with a doctoral degree and 7 years' experience in 

-5-
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statistics; three persons currently studying for their doctoral 

degrees in applied psychology who have a combined total of 

over 5 years' research experience; and one person with a 

masters degree in applied economics and OVer 4 years' experience 

in demographic analyses. 

In comple:nent to the full-time research team, consultation 

about and review of the overall research design by Dr. Robert 

Guion,a nationally recognized a~thority on validation 

research, was accomplished early in the study. Additionally, 

Dr. John Costanzi, Associate Professor of Medicine at the 

University of Texas Medical School (Galveston Branch), with 

over 12 years of active experience in observing and evaluating 

the physiological requirements of jobs (especially in the U. S. 

Air Force) I served as a consultant to the project and evaluated 

all medical selection criteria for Class A officers. 

Organization of this Volume 

Chapter 2 of this volume presents an overview of the project 

research design, while Chapters 3 through 6 summarize the 

major findings of this study. Chapter 3 briefly discuss.es 

the results of the labor force analysis (Volume II) and the 

adverse impact study (Volume III). Chapter 4 reviews the findings 

of the job analyses (Volumes IV and IVA) and validity studies 

(Volumes V, VI and VII) of the Department's selection require-

ments with emphasis on the Class A officer entry-level job. 

Chapter 5 summarizes the studies of the training process 
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(Volume VIII), ,and Chapter 6 discusses the validation· of the 

promotional system (Volume IX). 

Included as Appendix A to this volume is an extensive 

bibliography. This bibliography lists most of the reference 

sources reviewed or utilized during the study. The bibliography 

also contains detailed descriptions of reference materials 

cited or quoted (referenced by author and date) throughout 

all volumes of the report. 
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CHAPTER 2 

OVERVIEW OF THE RESEARCH PROGRAM 

The research program had six primary components defined by the 

previously stated study objectives. These six components are 

stated below: 

• Determination of the racial composition of the work 

force within a SOO-mile radius of Houston. 

• Determination of whether any of the Department's 

current selection, training, assignment and promotion 

reguira~ents and procedures for Class A officers have 

a disproportionate ~~pact on any group. 

e Analyses of the job content domains of all Class A, 

Band C positions. 

• Analyses and evaluations of all selection requirements 

for Class A officers to determine their job relatedness 

and validity. 

• Analyses and evaluations of the training programs for 

the entry-level Class A police officer position to 

determine their job relatedness, efficiency, effective­

ness and validity. 

• Analyses and evaluations of the promotional systsn 

for Class A personnel to determine its job relatedness 

and validity. 

The above components were organized into an overall research 



plan was carried out from September 1975 through January 

1977. A "flowchart" of this research plan is outlined in 

Chart 1. As indicated by the information presented in the 

chart, there were extensive interrelationships among the 

various study components. One of the components that had to 

be completed first was the job analyses, since job analysis 

information must serve as the basis for the validation of 

selection, training and promotional practices. Additionally, 

the researchers needed to identify early in the study which, 

if any, components of the Department's personnel administration 

processes have an adverse impact on members of a protected 

class. In turn, both the job analysis and adverse impact data 

defined the parameters and guided the specific research 

designs for the studies of the job relatedness and validity 

of the selection, training and promotional processes. As 

indicated by the overall research design presented in Chart 1, 

the labor force, adverse impact and job analysis phases of the 

study were undertaken first; then the results of these studies 

were used to guide and document the Job related~ess and 

validity research completed during the latter phases of the 

project. 
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CHART 1 

HOUSTON POLICE DEPARTMENT 

RESEARCH PROGRAM DESIGN 

1975 - 1976 
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CHAPTER 3 

LABOR FORCE AND ADVERSE IMPACT ANALYSES 

This chapter summarizes the principal findings from two major 

components of the overall research program - the analysis of the 

labor force demographic composition within the Houston Police 

Department's geographic recruiting area, and the adverse 

impact analyses of the selection, assignment, training and 

promotion processes of the Department. The details of these 

studies are presented in Volumes II and III, respectively. 

Labor Force Composition 

During the last several years the Houston Police Department has 

been recruiting applicants from a recruiting area that 

geographically lies within a SOO-mile radius of the City of 

Houston. This study was oriented toward identifying the 

composition of this recruiting area labor force in order to 

document the proportions of protected class groups (ethnic 

minorities and females) that would be eligible to seek employ-

ment as Class A officers with the Department. Considering the 

Department's age requirements, the study described the pro-

portions of Whites, Blacks, Hispanics, males and females 18 to 

35 years of age in the 1975 labor force residing within the 500-

mile radius, as well as those living in the State of Texas, 

the Houston-Galveston City area, the Houston Standard Metro-

politan StatL:tical Area (SMSA), and the City of Houston. 

-11-
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When comparing the labor force composition across all the 

various geographic areas mentioned above, it was found that 

the proportions of protected class groups are. nearly the same 

for all areas. Thus, the proportions of protected class groups 

residing within the Houston Metropolitan area are nearly 

equivalent to the proportions living within a SOO-mile radius 

of Houston. These two sets of data for the full-time labor 

force are summarized in Table 1. If the labor force is defined 

in terms of both part-time and full-time employees, the pro­

portions vary slightly with some increase in the percentages 

of Blacks and females, and a corresponding reduction in the 

proportions of Whites and males. 

Adverse Impact Analyses 

An extensive study was completed to analyze the recruiting, 

selection, training, job assignment and promotion processes 

of the Houston Police Department for evidence of adverse impact. 

In this regard, adverse impact· is defined as statistically 

significant differences in rates of selection (or completion) 

between protected class groups (i.e., females, Blacks or 

Hispanics in this study) and the majority class group, with 

results favoring the majority class. On the other hand, 

"disproportionate" impact is defined in this study as differences 

in rates between protected and majority class groups which 

statistically favor a protected group (i.e., Whites or males 

have lower rates of selection or completion than females, 

Blacks or Hispanics). 



White 

Black 

Hispanic 

Male 

Female 

TABLE 1 

COMPOSITION OF 'THE FULL-TIME LABOR FORCE 

RESIDING WITHIN A SOO-MILE RADIUS 

OF THE CITY OF HOUSTON AND THE HOUSTON SMSA 

Percent Residing Within 

SOO-Mile Radius 

7S 

Houston SMSA 

16 

9 

72 

28 
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There were two important reasons for conducting the adverse 

impact analyses. First, the results pinpoint components of the 

Department's employment-related processes that may need to be 

remedied by some form of affirmative action. Second, the 

findings identify the specific components of ·the various employ­

ment-related processes that should be job related and valid if 

the process is to be continued by the Department. Thus, in 

this stud:- the adverse impact analyses had considerable 

influence on the design of the job relatedness and validity 

studies summarized in Chapters 4, 5 and 6 of this volume. 

It should be noted that the adverse impact analyses were 

conducted from a very broad perspective, as well as on a very 

detailed level that examined specific reasons for individuals' 

selection (completion) or rejection. The conduct of these 

detailed analyses followed the most recent equal employment 

opportunity guidelines (Equal Employment Opportunity 

Coordinating Council, July 14, 1976i U. S. Civil Service Com­

mission, November 23, 1976) which provide that when "the total 

selection process for a job has no adverse impact, the individual 

components ... need not be evaluated separately for adverse 

impact. If a total selection process does have adverse impact, 

the individual components ... should be evaluated for adverse 

impact." However, at times the researchers have gone beyond 

the re~uirements set forth by the above guidelines. In 

particular, there are several instances in which a "total" 
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process was found to have no adverse impact, but the researchers 

continued with more detailed analyses of the "individual 

components", examining each for differential rates of selection 

(completion). This was accomplished in order to provide the 

Houston Police Department with as comprehensive knowledge as 

possible about the impact of each individual component of the 

employment-related processes analyzed in this study. 

Commissioned Work Force Composition 

Currently, the Department's total commissioned work force is 

under-represented by employees in three protected class groups -

Blacks, Hispanics and females - relative to the composition of 

the full-time labor force in the Department's recruiting area. 

However, since August 1975 the Department has recruited and 

selected for Academy training proportions of ethnic minority group 

members that approximate, and in some cases exceed, their 

representation in the recruiting area labor force. Females, 

however, are not seeking commissioned positions or being 

selected in proportion to their representation in the labor 

force. 

It should be recognized that one significant factor has not been 

taken into account in the above analyses - namely, the vocational 

interests of those in the eligible labor force. It is well 

recognized that an individual's attraction to and subsequent 

performance in any occupation is, in part, a function of personal 
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interests (Crites, 1969). Frequently, persons who enter an 

occupation with responsibilities that do not match their interests 

either will have difficulty achieving success and satisfaction 

in the job, or will leave the job in search of a career more 

compatible with ,their needs. To the knowledge of the researchers 

there is no data on the proportions of the eligible labor force 

(in total or by protected class group) that have an interest 

in work as a police officer. Consequently, even the most 

effective and unbiased recruiting and selection programs would 

have difficulty in attracting, employing and retaining 

individuals who did not have an interest ih law enforcement. 

Applicant Selection Adverse Impact Analyses 

The total selection process for the commissioned Class A officer 

entry-level position consists of three major components: initial 

screening and selection for Academy training; graduation from 

the Academy; and successful completion of a six-month, on-the­

job probationary training period. On an overall basis the entire 

process was found to have adverse impact for Blacks and females, 

but not for Hispanics. Nevertheless, more specific analyses 

were completed to identify potential adverse impact for all 

protected classes within the three major components of selection. 

The largest number of individuals were rejected during the initial 

screening and selection phase which was found to have adverse 

impact for members of all protected classes. The applicant 

withdrawal rates, however, were found to be equal for all groups 
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(20 percent for females and 21 percent for all others). The 

) reasons for rejection associated with the initial screening and 

I· 

selecting process were examined on an item-by-item basis to 

identify the source of adverse impact. Further, the selection 

factors were categorized into two major groups: physical 

requirements, and those related to personal or behavioral 

requirements. Additionally, the factors were categorized into 

one of three phases of the initial screening and selection 

process: Application; Physical Agility Test and Background 

Questionnaire; and Background Investigation/Polygraph/Final 

Interview. 

A summary of the results which identify only those factors 

having adverse impact is presented in Table 2. While not 

specified by the data in Table 2, it should be noted that 

of a total of 37 specific factors considered in the initial 

screening and selection of applicants, only 10 were found to 

have adverse impact on one or more protected class groups. 

On the other hand, 20 factors has disproportionate impact for 

males and/or Whites. Further, among the screening and 

selection factors of a personal/behavioral nature, two of the 

six factors that had adverse impact also had disproportionate 

impact. Specifically, while "conunitted inunoral offenses" 

had adver&e impact for females, it had disproportionate impact 

for Whites; and while "predicted unsatisfactory Academy 

performance" had adverse impact for Hispanics, it also had 

disproportionate impact for males. 
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TABLE 2 

SUMMARY OF ADVERSE IMPACT ANALYSES 

OF INITIAL SCREENING AND SELECTION FACTORS BY STAGE 

Stage I - Application 

Physical Characteristics 

~ Houston Civil Service 
Height 
Weight 

Vision Test 

Personal/Behavioral Characteristics 

~ Driver'S License Requirement 
Separation from Spouse 
Credit History 

Stage II - Physical Agility Test and 
Background Questionnaire 

Physical Characteristics 

l Physical Agility Test - OVerall 

Event 1 (Run) 
Event 2 (Run and Climb) 
Event 3 (Drag) 
Event 4 (Jump) 
Event 5 (Pull Up) 

Stage III - Background Investigation/ 
poly~raph/Final Interview 

Personal/Behavioral Characteristics 

~ Committed Immoral Offense(s) 
Family Instability 
Predicted Unsatisfactory Academy 
Performance 

Physical Characteristics 

l Medical Examination 

Adverse Impact for 
Protected Class(es) 

Females 
Females; Hispanics 
Females; Hispanics 

Females; Blacks 
Females; Blacks 
Blacks 

Females; Hispanics 

Females 
Females 
Females 
Females 
None 

Females 
Females 

Hispanics 

None 



As an interpretation of these results, screening devices 

of a physical nature do appear to cause adverse impact for 

females and Hispanics. On the other hand, indications of 

adverse impact for personal/behavioral characteristics appear 

minor and are offset in part by the disproportionate findings. 

That is, many more screening and selection factors of a 

personal/behavioral nature disqualify proportionately more 

Whites and males than members of protected class groups. 

Given the large number of applicants. (8,536) it would be 

highly unusual and unlikely to find all groups of individuals 

rejected at the same rates for each of the 37 specific screening 

and selection factors. Furthermore, the statistical methods 

utilized may have been overly sensitive to minor differences 

in selection rates. Thus, differences of only a few per-

cent age points in selection rates were statistically significant. 

Academy Adverse Impact Analyses 

An analysis of the Academy training indicated that the graduation 

rates are highest for Hispanics but are significantly lower for 

Blacks relative to Whites and for females relative to males. 

Further analyses indicated that Blacks have a lower graduation 

rate because of academic failures (performance on written exams) , 

while females resign for personal reasons more frequently than 

males, thus resulting in a lower female graduation rate. 

Probationary Period Adverse Impact Analyses 

Completion of the six-month probationary training period was 

-19-
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almost 100 percent for all groups, and there was no adverse 

impact associated with this final phase of the selection 

process. 

Job Assignments Adverse Impact Analyses 

Analyses of the job assignments given to Class A police officer.s 

indicated certain differential rates of assignments for pro­

tected class groups. Specifically, ethnic minorities were more 

frequently assigned to areas such as Staff Services (Recruiting) 

and Special Investigations (Narcotics) relative to assignment in 

Patrol. However, such assignments are voluntary ones and are 

necessary rela~ive to the Department's needs for minority recruit­

ment and special forms of criminal investigation. Similar officers 

have been ass~gned more frequently to jobs in the Juvenile and Stat 

Services Divisions versus assignments in the Patrol and Traffic 

Bureaus, indicating some differential placement relative to 

males. 

Promotional Process Adverse Impact Analyses 

The last set of adverse impact analyses examined the promotional 

process within the Department. From these analyses it was 

concluded that there is no adverse impact for females in the 

promotional system. The results are inconclusive, however, for 

Blacks and Hispanics. Generally, ethnic minorities have been 

promoted at rates that would be expected, given the tenure of 

these officers and the numbers of officers seeking promotion. 
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Further, Black and Hispanic Officers have been assigned more 

frequently than White officers to jobs which historically have 

been advantageous to those seeking promotion. Finally, it was 

found that there is no adverse impact associated w~th the 

Department's performance evaluation process which influences 

promotional opportunity. On the other hand, in the analyses of 

ten specific promotional lists the total promotional scores 

of Blacks and/or Hispancis were significantly lower than 

Whites on four occasions. Further, Black and Hispanic officers 

on the average score lower than Whites on the Houston Civil 

Service Commission written exams, w·hich comprise a major 

portion of the total promotion score. 

Since certain of the analyses summarized above indicated 

adverse impact for components of the selection, training 

and promotion processes for commissioned, Class A positions 

within the Houston Police Department, appropriate job relatedness 

and validation studies have been completed as part of the 

overall research project. 
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CHAPTER 4 

JOB ANALYSES AND VALIDATION OF SELECTION REQUIREMENTS 

The determination of the job relatedness and validity of any 

selection requirement is based on the integrated results of 

job analyses and statistical validation research procedures. 

Accordingly, this chapter summarizes the ma:j or conclusions 

from a comprehensive job analysis study (Volume IV) and a 

number of specific validation studies (Volumes V, VI and VII) . 

The Role of Job Analysis 

The critical nature of job analysis in validation research is 

described by the example given in Figure 1. As indicated by 

the diagram, job analysis results are the foundation for 

documenting the job relatedness and validity of the various 

employment-related requirements and procedures studied in 

this research project. Because of this essential role, several 

different but complementary job analysis methodologies were 

utilized for data collection. These methodologies included 

direct observation, incumbent and supervisiory interviews, task 

analysis, behavioral inventories, the critical incident 

technique, work diaries and specialized questionnaires. 

It should be noted that job analysis results are presented in 

Volume IV for all Class A officer positions as well as the 

Class B and.C jobs in the Department. Furthermore, these job 

analysis results have served as the basis for an extensive 

study of the Police Academy, a validation of the promotion 
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Job Relatedness 
Validity Analysis 

JOB 

ANALYSIS 

RESULTS 

Example: Job Analysis 
Data Documents that: 

• Police Officer must be 
able to overcome and 
arrest resistant actors 
of given sizes. 

• Police Officer must 
investigate burglary at 
place of business 

• Police Officer must 
maintain sobriety on 
the job. 

fo'rCUHE 1 

THE ROLE OF JOB ANALYSIS IN VALIDATION RESEARCH 

Job Requirements 
(Personnel Specifications) 

Job Relatedness 
Validity Analysis 

Job Relatedness 
Validity Analysis 

Job Relatedness 
Validity Analysis 

Applicant Physical Ability 
to control actors of "x" 
weight and "y" height. 

Applicant Ability to 
Follow Procedures 

Applicant Moral Character 

1 
Selection Criteria 

and Procedures 

Physical Agility 
Exam; 

Medical Exam 

Background 
Investigation 

Background 
Investigation 

-. 

Training 
Content 

and 
Procedures 

Promotion 
Procedures 

Self Defense; Job Performance 
Arrest Pro- Ratings (e.g., 

cedures appropriate 
use of force). 

Investigative Written test of 
Procedures knowledge of 
and Reports investigative 

procedures. 

Department 
Rules and 
Regulations; 

Professional. 
Demeanor 

Job Performance 
Ratings and 
incidence of 
disciplinary 
actions. 



system for Class A officers, and as the basis for developing 

t , guidelines for the construction of future promotional tests 

for Class A, Band C personnel. 

Job Relatedness and Validation Research 

Based on current validation research guidelines, only those 

topics causing adverse impact need be studied for job related-

ness and validity. The Houston Police Department, therefore, 

is obligated to demonstrate job relatedness, validity or 

other justification for maintaining the following Class A 

officer selection standards: 

Visual Acuity Requirements; 

Minimum Height Requirement; 

Weight Proportionate to Height Requirements; 

Current Driver's License Requirement; 

Not Being Separated from Spouse Requirement; 

Not Being Delinquent in Just Debts Requirement; 

Physical Agility Test Requirements; 

Immoral Behaviors Requirement; 

Family Stability Requirement; 

Ability to Complete the Academy Requirement. 

Other selection requirements and considerations now in use by 

the Depar~~ent were not discriminatory (i.e., no adverse 

impact) and do not need justification. These other selection 

standards,include arrest and conviction records; educational 
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attainment; driving history 'and records; drug and alcohol 

usage; mental health and emotional control; employment stabilitYi 

personal and employment references; radical group behaviors; 

military status and adjustment; citizenship; appearance; 

admitted theft and criminal behaviors; and falsification of 

application data. 

Since each selection topic was researched, regardless of 

adverse impact findings, results for all topics investigated 

are reviewed in this chapter. All validity research was 

conducted according 'to current equal employment opportunity 

guidelines. In addition to the various job analysis and job 

relatedness procedures previously discussed, a variety of 

validation designs were utilized, including content validity, 

criterion-related validity and constru~t validity. Additional 

research procedures utilized a readability analysis of written 

materials and the construction of work sample tests. In 

conjunction with the validity investigations conducted for 

the Department, research reported by other law enforcement 

agencies also was reviewed for compatability of conclusions. 

All of the pertinent findings from job analyses, validation 

and other research projects were integrated to determine the 

final recommendation as to the validity of each selection 

'requirement. For discussion purposes, these conclusions have 

been grouped into four categories: 

1. Absolute minimum selection requirements 
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2. Important selection considerations 

3. Requirements with inconclusive research findings 

4. Other recommendations 

Absolute Minimum Requirements 

Selection topics and variables which are included in this 

category refer to those absolute standards which should be 

imposed on all applicants equally. Applicants not satisfying the 

following recommended entrance standards should be rejected auto­

matically as candidates for the Class A entry-level officer positi 

1. Residency Requirement 

As long as the Department continues to conduct personal 

background investigations, applicants should live within 

a SOO-mile radius of Houston. This requirement could be 

narrowed to residency within Texas, the Houston SMSA, or 

Harris County. In situations where other extensive back-

ground investigation data sources are available (i.e" 

applicant had prior law enforcement experience) I this 

requirement may be waived. 

2. Age Requirements 

Applicants should be at least 19 years old at time of 

application to the Department. If desired, this reqtiire-

ment could be raised to 20 or 21, but such an increase 

could significantly affect applicant flow. 

Based on logical and relevant medical considerations, it is 
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recommended that applicants be no older than 35 years of age 

by the time they would complete the Academy unless they have 

prior law enforcement experience. With relevant police 

experience, the maximum age could be increased, depending 

on the length of experience. 

3. Education Requirement 

Applicants should have at least a high school diploma, 

GED or equivalent. Careful consideration should be 

given to eliminating the GED or equivalency part of the 

requirement. There is some evidence from the readability 

analyses and validation research to suggest that the 

education requirement could be raised to some level of 

college course completion. However, the research findings 

were not definite in establishing an education requirement 

beyond the completion of high school. 

All applicants must have the potential to complete the 

Department's Academy curriculum. 

4. Criminality Requirements 

Applicants should not have been convicted of any serious, 

violent or felony crime in either civilian or military 

life. 

Applicants should not have engaged in any un apprehended 

criminal behaviors of a felony or violent nature. 

5. Driver's License and Driving History Requirements 

Applicants should have valid driver's licenses from 
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their states of residence and, if not Texas residents, they 

should have a valid Texas license prior to the beginning 

of Academy classes. 

Applicants should not be in danger of having their driving 

licenses revoked or have received more than two moving traffic 

violation tickets in the preceding l2-month period. 

Applicants should not have been convicted of either 

D.W.I. or D.U.I.D. violations. 

6. Drugs and Alcohol Requirement~ 

Applicants should not now be nor should have ever been 

addicted to alcohol or drugs. 

Applicants should not have used any type of hallucinogenic 

drug (LSD, cocaine, etc.) recently; "recently" being 

defined as the period of time in which "flashbacks" 

reasonably occur or within the last 12 months, whichever 

is greater. 

Applicants never should have engaged in the trafficking or 

sale of illegal drugs for profit. 

7. Mental Health Requirements 

Applicants should not have a history of serious mental 

illness or emotional problems requiring hospitalization 

or treatment. 

Applicants with questionable background data (including the 
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occurrence of significant mental illnesses within their 

immediate families) not directly justifying disqualification 

should undergo a psychological assessment by a certified 

clinical psychologist or psychiatrist familiar wi~~ the 

job requirements, demands, duties and responsibilities of 

the police officer position in the Houston Police Department. 

8. Falsification Requirements 

Applicants should be disqualified for dishonesty, serious 

distortions or purposeful omissions during the selection 

process. 

9. Medical History and Physical Condition Requirements 

Applicants should not have any serious medical problems 

which could incapacitate them or interfere with their 

accomplishment of job demands. Disqualifying medical 

conditions include history of stomach or duodenal ulcers, 

convulsions, diabetes, migraine headaches, recurrent 

jaundice, chronic malaria, true arthritis, heart trouble, 

chronic or recurring acute anemia, asthma, important 

physical deformities (loss of eye, thumb, big toe, arm, 

etc.), poor general health and disproportionate overweight 

or underweight conditions. 

Applicants should undergo a complete physical examination 

by a licensed physician familiar with the job requirements, 

demands, duties and responsibilities of the police officer 

position in the Houston Police Department. The physician 

should evaluate applicants' general health and medical 
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history and make the final determination as to importance of 

minor deformities and defects (i.e., loss of minor finger 

digit), and the effects of tuberculosis, syphilis, hay fever, 

rheumatic fever, polio, skin diseases and other illnesses 

which could incapacitate an officer and prevent the successful 

completion of his/her j duties and responsibilities. 

10. Vision and Hearing Requirements 

Applicants should have'visual acuity correctable to 20/20, 

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

Applicants should not have astigmatisms or any type of 

active or progressive organic eye disease. Applicants 

should nave normal color vision, depth perception and 

peripheral vision. Night vision also should be normal. 

Applicants should be capable of normal hearing. 

11. Work Sample Testing 

Although validation research has justified a number of 

different work sample tasks, it is anticipated that some 

tasks will need to be discarded due to administrative 

problems, redundancy or other considerations. However, 

once the final work sample tests are selected from the 

tasks listed below, applicants should be required to 

successfully pass each of the content valid tests. 

• Running, either in an obstacle course or a straight pa~ 

• Jumping across barriers and across an obstacle 

• Climbing over a barrier 
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• Running up and down stairs 

• Lifting a "person" to standing position 

• Carrying and/or dragging a "person" 

• Walking across a balance beam 

• Pulling up and holding the position 

• Changing a spare automobile tire 

• Climbing up a ladder 

Important Selection Considerations 

The topics and items included in this category make an 

important cont.ribution to the overall selection process and 

should be considered when evaluating police officer applicants. 

These items normally should not be established as "hard and 

fast" rules or absolute requirements, however. Rather, the 

topics and information cited in this category were found to 

be indicative of relevant job behaviors and essential under­

lying personality constructs important to the police officer 

job. Consequently, these topics and items should be 

considered together with other background data. 

Nonetheless, severe or extremely negative information for 

these variables and topics could be grounds for rejecting an 

applicant. Table 3 presents a summary of these topics and 

items. 

When evaluating the items in Table 3, it is important to 

consider any extenuating circumstances which could affect 
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TABLE 3 

SUMMAR.Y OF TOPICS AND ITEMS WHICH SHOULD BE CONSIDERED 

WHEN EVALUATING APPLICANTS 

CRIMINAL BEHAVIORS 
Juvenile Arrests and Convictions 
Adult Arrests and Convictions 

THEFT 

Misdemeanor Arrests and Convictions 
Felony Arrests and Convictions 
Non-apprehended Criminal Behaviors 
Military Convictions and Criminal Behaviors 

Number of Times Stolen Things 
Purchases of Stolen Goods 
Recency of Thefts 

MILITARY HISTORY 
Reenlistment and Discharge Codes 
Number of Disciplinary Actions Received 
Adjustment for Military Life 

EMPLOY}ffiNT STABILITY F~D &~PLOYMENT REFE~NCES 
Currently Employed 
Past Employment Tenures 
Why Left Last Job 
Times Fired 
Times Quit without Proper Notice 
A Variety of Employer Reference Ratings 
Peer Ratings 

HIGH SCHOOL HISTORY 
Highest Grade Attained 
High School Grades 
Times Placed on Probation 
High School Attitude/Seriousness 
Probability of Completing the Academy 

COLLEGE HISTORY 
Ever Attend College 
Number of Law Enforcement Courses 
Times Dropped out of School 
Number of Courses Failed 
Overall Grade Point Average 
Type of Degree Attained 
Attitude Toward Studies 
Percent Education Financially Self-supported 
probability of Completing the Academy 



TABLE 3 continued 

FINANCIAL CREDIT AND MATURITY 
Ever Establish Credit 
Age Financially Independent 
Number of Bounced Checks Written 
Current Financial Condition 
Credit Bureau Rating 
Number Accounts Behind One Month or More 
Number of Months Behind on Worst Account 
Number of Times Belongings were Repossessed 
Number of Times Credit Was Refused 

EMOTIONAL CONTROL AND PSYCHOLOGICAL ADJUS'rMENT 
Ever Have Psychological Problems 
Have an Active Temper . 
Times Lost Temper During Last Year 
Number of Fights as Adult 
Number of Times Hit Spouse 

PERSONAL REFERENCES AND PREJUDICE 
Racial Prejudice 
Religious Prejudice 
Prejudice Toward Other Groups 
Evaluations from Personal Friends, Neighbors, Relatives, etc. 

DRINKING HAB ITS 
Average Number of Drinks per Week 
Number of Times Drunk in Last Year 
Number of Times D.W.I. in Last Year 
Number of Times High in Last Year 
Number of Tim9s Drove While High in Last Year 

DRUG USAGE 
Use of Marijuana 
Use of Hard Drugs 
Recency of Drug Use 

MARITAL STABILITY AND ADJUSTMENT 
Ever Married 
Times Hit Spouse 
Amount Argue with Spouse 
Ever Commit Adultery 

IMMORAL BEHAVIORS 
Date Married Persons (Single Applicant) 
Number of Married Persons Dated 
Commit Adultery 
Number of Spouses Committed Adultery Against 

DRIVING HISTORY 
Number of Moving Tickets in Last Year 

--~ ')--



... ...,......_ .. _., • r' .. e ilr )' 'td Han ... 

TABLE 3 continued 

Number of Accidents in Last Year 
Evaluation of Driving Habits 

RESERVATIONS ABOUT POLICE WORK 
Using Force to Subdue Actors 
Injuring Someone 
Following All Orders 

RADICAL GROUP MEMBERSHIP 

'" A 



interpretation of the applicant's behaviors. The most common 

extenuating circumstances include severity of incident or 

behavior, age at occurrence, recency and frequency of 

occurrence, reasons for behavior and probabilities of 

recurrence. 

Requirements with Inconclusive Research Findings 

Due to restricted ranges, falsification and other research 

problems, certain requirements were difficult to study, although 

an attempt was made to investigate them. Of these requirements, 

the following were particularly affected by research limitations 

and resulted in inconclusive findings: homosexual behaviors, 

other sexual abnormalities, marital status, unwed parenthood, 

abortions, military draft code, height and weight. 

Sexual behaviors. Although data relating to homosexuality and 

abnormal sexual practices did not attain statistical significance, 

the findings were ambiguous due to applicant response falsifica­

tion and restriction in range problems. Nhile disqualification 

for personal sexual preferences cannot be justified by the 

current research findings, there is reason to suspect that 

many types of sexual abnormalities are related to basic 

personality defects. Furthermore, since there was no adverse 

impact for items related to sexual preferences, such topics can 

be used in the selection process. Therefore, when applicants 

display tendencies toward non-harmful sexually deviant 

behaviors, it is recommended that the Department consult with 
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a certified clinical psychologist or psychiatrist as to the 

applicant's suitability for a position with the Houston 

Police Department. Obviously, any sexually deviant 

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

rape, etc.) should automatically disqualify the applicant. 

Marital Status. Current marital status (married, separated, 

divorced, widowed or living common law) was not validated in 

this research project. AlG~ough the insignificant findings 

may be attributed to infrequent cases of instability and 

restriction of range phenomena, the results do not support 

applicant disqualification due to separation or common law 

marriages. Due to the possible adverse impact of these items, 

it is recommended that disqualification because of current 

marital status be eliminated as a selection requirement. 

However, such information can be considered as support data 

for other indications of instability and unreliability. In 

addition, prior marital history (i.e., number of divorces 

and separations) has some support as being inportant in 

police officer selection from other researchers and can be 

considered along with data related to stability, sense of 

responsibility, and other essential background and personality 

characteristics. 

Unwed Parenthood and Abortions. Data relating to unwed 

parenthood and abortions should not be grounds for dis­

qualification and should be considered very cautiously, 

referring to the legality of any abortions, frequency of 



illegitimate children, etc. Because of the potential adverse 

impact of these items, it is recommended that they only be 

used as secondary data to provide insights to the background 

investigator for further checking. 

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

research findings for minimum height standards were in­

conclusive. Although there is some support for a minimum 

height requirement for male applicants, findings were not 

consistent and are of unknown validity for females. Since 

height standards adversely impact both female and Hispanic 

applicants, it is recommended that this requirement be 

eliminated until further research can be conducted on this 

topic. 

Military Draft Code. Use of unfavorable draft codes as a 

selection requirement was not validated and should not be 

used by the Department. (Since elimination of the draft, 

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

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

Summarz. Since none of the items discussed above has been 

validated, they are not justifiable reasons for disqualifying 

applicants. Nevertheless, information on some of these topics 

might result in important "leads" for further queries by the 

background investigator. Fer example, an unfavorabl~ draft 

code itself should not be disqualifying, but a follow-up 

probe of the reason for the draft code which revealed significant 
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mental or physical problems might justify rejection. Similarly, 

probes into prior marital difficulties might reveal applicant 

tendencies toward violence, hostility, prejudice or immoral 

behavior. 

Citizenship and Appearance. Two current selection requirements 

could not be investigated due to research limitations: 

citizenship and appearance. Although no recommendation can 

be made for the citizenship requirement r appearance and bearing 

have been validated in independent research studies for 

other law enforcement positions. Therefore, it is concluded 

that the applicant's appearance during the selection interview 

should be considered when evaluating the applicant's potential 

for the entry-level officer position. Appearance should be 

defined clearly and should include demeanor, ability to express 

himself/herself and ability to instill confidence in the 

public. No adverse impact was found for this variable, so its 

continued use along with applicant's other background data is 

recommended. 

Other Recommendations 

1. Standardization. The Department should standardize to the 

extent possible all aspects of the applicant selection 

process. The purpose of this standardization should be to 

standardize or formalize all interview questions, to 

assure comprehensiveness of information obtained and to 

focus the interviewer on essential topics and follow-up 
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questions. It is strongly recommended that the Preliminary 

Interview Checklist, developed as part of this project 

(see Volume VII), be installed with appropriate mod­

ifications and used with all applicants. Forms and 

standardized data collection techniques should be developed 

for background investigators, polygraph examiners and 

final interview board members. 

2. Polygraph Examination. The polygraph examination should 

be retained, but its use should be well defined and 

structured. Topics covered during the examination should 

be limited to those recommended by this research and as a 

check on discrepancies or the validity of any suspicious 

data which arises during other selection phases. The 

examination should be administered by a qualified polygraph 

examiner, and the examiner should be monitored periodically 

to ensure applicant rapport and adherence to structured 

procedures. Only confirmed lies, conflicting self report 

data and serious admissions should be grounds for dis­

qualification on the basis of the polygraph examination data. 

3. Specification of Selection Criteria. The Department 

should have frequent meetings with interviewers and 

background investigators to discuss selection problems 

and to update investigators as to Department policies. 

Although selection criteria sea~ clearly established and 

understood in most areas, particular emphasis for 
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clarification purposes should be given to those areas 

having adverse impact (e.g., marital stability, 

adulterous behaviors, etc.). In addition, certain topics 

are sensitive to public opinion and values and, there-

fore, should be reviewed on a regular basis (e.g., drug 

usage, immoral behaviors, etc.). 

4. Sequencing of Selection Procedures. For efficiency and 

economy to both the Department and job applicants it is 

desirable to sequence selec·tion requirements so that the 

automatic disqualifiers are in the beginning of the process. 

The Department's current sequencing of procedures is quite 

reasonable and efficient. An alternative is possible, 

however, which might take even greater advantage of the 

work sample test requirements. Since the work sample 

tests are shorter in duration than the typical preliminary 

interview, it may be useful to sequence the screening 

process as follows: 

1) Civil Service screening and referral; 

2) brief interview to answer applicant questions and to 

check for driver's license, education, age, felony 

convictions and other automatic rejection requirementsi 

3) work sample testing; 

4) personal interview (i.e., current in-depth "Preliminary 

Interview") to obtain data on employment stability, 

driving record, educational behaviors, etc.; and 

5) the remaining background investigation, polygraph and 

final interview procedures. 
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Given the above sequence, applicants would be screened 

on those selec1:ion requirements which are easiest to 

administer and which would take the least amount of time 

-on the part of both applicants and Department personnel. 

5. Future Research. It is recommended that the Department 

initiate several types of additional research projects 

related to the selection of individuals for the entry-level 

position. First, because 6f the importance of reading and 

other communication skills for both successful Academy 

completion and job performance, it is strongly recommended 

that the Department install some measures of reading 

ability to be used in the screening of job applicants. 

Unless such a measurement has been validated for this purpose 

in prior research, it is recommended that a readability test 

be developed and administered experimentally to all new 

Academy cadets ~ntil it can be validated against Academy 

and/or job performance criteria. 

Secondly, and for similar reasons, it is recommended that 

the Department install other tests and measures on an 

experimental basi.s with the intent of performing future 

validation research. These tests should be administered to 

new cadets and validated later against Academy or job performance 

criteria. Such tests should include objective measures of 

reasoning and common sense, interpersonal skills, and other 

job related characteristics. In addition, specific measure-

ments of physical characteristics (e.g., height and 
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weight) and psychomotor abilities (e.g., speed of running, 

number of situps, reaction time, etc.) should be obtained 

for validation against physical ability and self defense 

criteria. 

Thirdly, if potentially higher visual acuity standards are 

desired, the Department should conduct a fuller investiga-

tion of visual acuity, using a broad sample of current 

officers. The methodology for such a research study is 

presented in Volume VI, Appendix J. 

6. Development of Criteria. Academy and job performance 

data should be collected to serve as criteria in future 

research. Academy performance criteria should include 

course test grades as well as criteria for self defense 

skills, general physical conditioning, pursuit driving, 

marksmanship, etc., and perhaps some simulation exercises. 

Job performance evaluations for officers should be more 

structured and developed similar to the procedures used 

in constructing the Police Officer Performance Evaluation 

scales utilized in the validation research with entry 

level officers (see Volume VII). 

In order to conduct future research studies of height, 

weight and other physical characteristics, job performance 

data relating to "officer presence" and physical ability 

should be collected and retained by the Department. Such 

data should include incidence of assault, injuries, actor 
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resistance, use of weapons, citizen complaints pertaining 

to physical abuse, and so on. 

7. Continuing Fitness. Due to the physical nature and 

importance of the police officer job, it is essential that 

officers in entry-level positions be capable of performing 

each critical task as defined by the job analyses. There­

fore, a continuous review and development program for 

entry-level officers is needed to maintain vision, general 

health and physical ability standards. 

Although such a program can take many forms, it should 

result in periodic assessment and maintenance of officers' 

visual acuity, medical health, physical fitnsss and 

abilities, pursuit driving skills, marksmanship and self 

defense abilities. It is particularly recommended that the 

Department develop a "refresher" self defense training 

program that would be conducted on a periodic basis. 
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CHAPTER 5 

VALIDATION AND EVALUATION OF THE 

TRAINING PROGRAM 

The Entry-Level Officer Training Program 

The Department's entry-level training program consists of a 

formal 640 hour Police Academy curricullli~ and on-the-job training 

received throughout a six month probationary period following 

graduation from the Academy. The Academy curriculum 'follows 

the Procedural and Substantive Rules issued by the Texas Co~~issio: 

on Law Enforcement Officer Standards and Education which sets 

forth the minimum training requirements by subject matter area 

necessary for individuals to obtain the basic peace officer quali-

fication certificate. 

Training Proqram Evaluation 

Four criteria were developed by the researchers to evaluate the 

training programs. These criteria are identified and briefly 

defined belo.w: 

• Job relatedness of training - the extent to which there 

is a logical relationship between training content 

(subject matter) and job behavior. 

• Efficiency of training - the extent to which training 

effort (emphasis) allocated to various subject matter 



areas fits training needs as determined by the specific 

nature of the entry-level job. 

• Effectiveness of training - the extent to which training 

prepares trainees to perform the entry-level job. 

• Validity of training measures - the extent to which 

evaluative measures used during training have both content 

and predictive (criterion-related) validity. 

The data base utilized to evaluate the training programs consisted 

primarily of the results of an extensive task analysis completed 

to describe the entry-level officer job content domain. The 

results of this job analysis are presented in detail in Volume IV. 

Training Program Evaluation Results 

On an overall basis, both the Academy and on-the-job training 

programs were found to meet all of the evaluation criteria, and 

are highly job related and valid programs. A brief summary of 

the major findings from the study of the Academy are presented 

in Table 4. Table 5 summarizes the results from the evaluation 

of the on=the-job (probationary) training p~ogram. 

One significant finding not reported in Table 4 regarding 

Academy training is that ethnic minorities achieve a gain in 

knowledge by the time they graduate from the Academy that equals 

and tends to exceed the information gain of Whites. Accordingly,. 

it was concluded that the Academy generates a high degree of law 

-45-



;~ _____ rl~~I' _____ *=~~.~'N~K1_ •• _H ______________________________ ___ 

CRITERIA 

Job Relatedness 

Efficiency 

Effectiveness 

Validity 

TABLE 4 

SUMMARY OF ACADEMY EVALUATION FINDINGS 

FINDINGS 

Academy subject matter encompassed 91 percent of ~~e 
entry-level "trainable" tasks; all current subject 
matter is job related. 

An efficient match between training emphasis and 
needs has been achieved for 78 percent of the entrj­
level "trainable" tasks; 12 percent of the tasks were 
"undertrained"; 10 percent were "overtrained". Over­
all, there was a 92.4 percent "overlap" between need 
and emphasis as measured by a statistical comparison 
of "percentage vectors". 

Measured in terms of graduate and on-the-job training 
officer ratings, the Academy is effectively training 
cadets for 76.5 percent of the total "trainable" entry­
level task domain. 

Content validity was established for 78 percent of a 
sample of Academy examination items; both the total 
test and the "content valid test" items had signifi­
cant criterion-related validity. 
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SUMMARY OF PROBATIONARY TRAINING EVALUATION FINDINGS 

CRITERIA 

Job Relatedness 

Efficiency 

Effectiveness 

validity 

FINDINGS 

On-the-job is job related by definition. 

An efficient match between training emphasis and needs 
has been achieved for 90 percent of the entry-level 
"trainable ll tasks; 6 percent of the tasks were "W1der­
trained; 4 percent were "overtrained"; overall, there 
was a 93.4 percent "overlap" between need and emphasis 
as measured by a statistical comparison of "percentage 
vectors" • 

Measured in terms of Sergeant and on-the-job training 
officer ratings, the probationary period provides for 
the effective training of 83.5 percent of the total 
"trainable" entry-level task domain. 

No measures of probationary officer performance are 
made that could be evaluated by a validity study. 
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enforcement knowledge acquisition among cadets from all ethnic 

groups. 

When the results of the Academy and on-the-job training analyses 

were combined, all training was found to be job relatAd and valid. 

Furthermore, only 10 percent of the total "trainable" task domain 

of the entry-level job was found to be trained ineffectively. 

Recommendations For Enhancing the Training Program 

Specific recommendations have been presented in Volume VIII to 

enhance the efficiency and effectiveness of the entire training 

program. A brief listing of these recommendations is given below: 

• Specific training objectives should be established for 

all phases of the training program. 

• Academy curriculum designers should shift some emphasis 

from over-trained subjects to under-trained topics. 

• Management and training officers should be made aware 

of ineffectively trained topics, and training should be 

adjusted accordingly. 

• There needs to be more simulation exercises for topics 

that are not easily or well taught in the classroom, and 

that may not occur frequently during the probationary 

period. 
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• All current training methods should be reviewed and 

modified as appropriate to incorporate more effective 

principles of training (i.e. in several instances the 

lecture method could be replaced by other, more effective 

techniques such as discussions, role-playing, simulations, 

etc.). 

There needs to be more careful selection and development 

of Academy trainers. 

• The "attractiveness" of the probationary training officer 

function should be enhanced to provide a means for 

"recruiting" the most qualified and interested officers 

to serve in the position. 

• New and more effective training aids are needed throughout 

the Academy curriculum. 

• Opportuni ties should be developed to sti:n.ulate more active 

Academy classroom participation by cadets. 

• Training materials should be integrated more effectively 

with up-to-date outlines and "check lists" for use by 

instructors and students. 

• Trainees should be given training priorities and "important" 

versus "interest" items should be identified accordingly. 

An 
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• Objective evaluations and critiques should be made of 

probationary officer performance. 

• Objective evaluations and critiques should be made of 

on-the-job training officer performance. 

• Objective evaluations and critiques should be made of 

Academy instructors. 

• There needs to be a greater degree of standardization 

among all trainers and a greater degree of coordination 

among them regarding the presentation of subject matter. 

• The practical implications and utility of certain 

Academy topics (e.g. psychology, sociology, etc.) should 

be emphasized, not just theory and concepts. 

• Academy class sizes should be structured and organized 

whereby all cadets can be learning for a majority of 

the time. (Currently, there are many situations in 

which only a few cadets participate and the remainder 

wait. ) 

• Currently, Academy and on-the-job training are two 

separate processes with minimal integration or commun­

ication between them. Ideally, probationary training 

should come under the purview of the Training Division. 

Practically, there should be extensive integration 



between the two processes. For example, on-the-job 

training officers should receive input from Academy 

instructors regarding individual strengths and weak­

nesses of new officers, whereby the probationary period 

can be structured accordingly. 

• Periodically, there should be an objective evaluation 

of the entire training process. 

Since the Houston Police Department will be constructing a new 

Academy, a critique has not been made of the current training 

facilities. However, it should be recognized from the above 

recommendations that provisions for audio-visual equipment to 

provide multi-media training presentations are essential for 

the new facilities. Additionally, extensive consideration should 

be given to the design of the training environment, including 

facilities for field exercises and practice. 

In summary, while the current training program is both job related 

and valid, and has a reasonable degree of efficiency and effective­

ness there are many opportunities to improve the program for the 

entry-level position. The planning and subsequent construction 

of new training facilities should provide the stimulus for 

developing and implementing the recommended changes in the training 

process. 
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CHAPTER 6 

VALIDATION OF THE PROMOTIONAL SYSTEM 

Introduction 

The last major component of th!i= overall research project was 

directed toward the study of the Houston Police Department's 

promotional system and is reported in detail in Volume IX. The 

promotional procedures followed by the Department are prescribed 

in Article l269m, Vernon's Texas Civil Statutes. This article 

specifies eligibility requirements, the procedures for admin­

istering competitive written exams, the method for creating 

promotion eligibility lists and the procedures for filling vacant 

promotional positions. 

As specified by Article l269rn, the Department's promotional 

system is the same for all positions from the rank of Sergeant 

and Detective through Assistant Chief. The system requires that 

individuals be in their present ranks for at least two years 

before they are eligible for promotion. After meeting this 

requirement any individual who wishes to be promoted must take 

a written exam oriented toward,the next highest rank and admin­

istered by the Houston Civil Service Commission. An individual wi 

the rank of Police Officer may take either the Detective or Sergea 

exam or both; Detectives and Sergeants may take the Lieutenant 

exam; and so forth. The exam for each promotional rank is admin­

istered once a year for ranks up to and including Captain, but 
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the exams for Deputy Chief and Assistant Chief are given only 

in years when one or more of these positions become vacant or 

a new position is created. 

A total promotion score is computed by the Houston Civil Service 

Commission for each officer see.king a promotion. This total 

score is cornprised of three sub-scores: the promotional exam 

score, a score based on the average of the two most recent 

Departmental performance ratings, and a tenure score. 

A few months prior to the administration of the written promo­

tional exam, a reading list is published to guide officers 

preparing for the examination. Reading material on the list 

is available at local book stores. Exam questions, written by 

Houston Civil Service personnel, are drawn from the reading 

list material. Recently, all exams have contained 100 multiple 

choice questions. Each question is worth .7 points for a 

possible total correct score of 70 points. 

All officers are evaluated semi-annually by their supervisors 

with regard to their job performance. These ratings, typically 

made in February and August, have a possible maximum score of 

30 points. The value used in computing the total promotion 

score is the average of the two most recent performance ratings. 

The tenure score is based on the number of years an individual 

has served with the Houston Police Department" with one point 
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being awarded for each year of service. An officer can receive 

a maximum of 10 points after 10 or more years with the Department. 

The three scores described above are combined to yield a total 

promotion score with a maximum of 110 points. 

All officers seeking a promotion are rank ordered by their total 

score. All promotions for each rank are made from the appropriate 

promotion list for one year following the date of the promotional 

exam. When a vacancy occurs, the officer at the top of the list 

is promoted unless the Chief of Police determines that there is 

a valid reason for not promoting the officer with the highest 

total score. The reason(s) for not appointing the individual 

with the highest sc-;e must be presented in writing and filed 

wi th the Civil Service Cormnission. Office!:s selected for promo-· 

tion must successfully pass a medical examination. 

Research Design 

The research conducted for this phase of the project focused on 

analyzing the criterion-related validity of the total promotion 

score as well as each of the components of the promotional system 

regardless of the validity of the overall score. In addition, 

an analysis was made of the appropriate content for inclusion 

in the Detective, Sergeant, Lieutenant and Captain written exam-

inations. 

,i Since the validity study needed to be relevant to recent appli-
! 

cations of the promotional system, the research focused on 
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analyzing the appropriate data for promotions occurring between 

1971 and 1975. By limiting the time frame, the research is 

applicable to relatively recent promotional examinations and 

Departmental performance ratings. In addition, officers promoted 

from the 1971 through 1975 promotion lists have been in their 

new jobs for a sufficient length of time whereby their current 

job performance can be evaluated by supervisory personnel. 

Because of the above time frame considerations, only the promo­

tional data related to Sergeant and Detective promotions could 

be analyzed in this study. The number of officers promoted to 

the rank of Lieutenant or higher over the last five years has 

been so small that a criterion-related validity study is not 

technically feasible for studying these higher ranking positions. 

It should be noted that the purpose of this research project 

was to study the validity of the promotion system rather than 

promotion in a particular year or to a specific rank. The 

promotional system is identical for all ranks each year. There­

fore, if two ranks had a relatively large number of officers 

promoted (such as Detectives and Sergeants) while other ranks 

had only a few promotions (Lieutenant and above), the results 

for the larger size groups should be representative of the 

entire promotional process for all ranks •• , 

- C; ~-__ 
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Validation study Results 

The validity study was accomplished by analyzing the predictive 

relationships between total promotion scores, written exam 

scores, tenure scores, and Departmental performance ratings 

(all being predictors) and current job performance (criterion) 

in a promotional position. The validation results indicate that 

the total promotion score has significant criterion-related 

validity, and therefore verified the validity of the overall 

promotional system. Furthermore, it was found that the written 

exam scores for both the Sergeant and Detective examinations 

have predictive validity. The tenure score also is predictive 

of performance in a promotional position. With respect to the 

Departmental performance ratings, it was found that they were 

predictive of subsequent Detective job performance, but that 

they did not have either a positive or negative relationship 

to the job performance of those promoted to Sergeant. It should 

be noted, however, that the Departmental performance ratings 

are generally related to tenure (i.e. rating increases with 

length of service) and, as reported in Volume III, they have 

no adverse impact for any protected class {i.e. ratings are 

equal for ethnic minorities, and females are rated slightly 

higher than males} . 

The weakest component of the promotional process is the current 

performance rating system. The performance ratings, of course, 

are used in the promotional process as well as for other 
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personnel administration matters. A set of performance dimensions 

and rating procedures were developed by the researchers for use 

in evaluating the performance of officers in the entry-level police 

officer position as reported in Volume VII. Similar performance 

scales were developed in this phase of the study and are applicable 

to the Sergeant and Detective positions. Accordingly, it is 

recommended that the Department adopt new performance evaluation 

forms and procedures for all Class A positions. 

Utilizing the job analysis results, guidelines were developed 

for use in constructing future promotional exams for the position 

of Detective, Sergeant, Lieutenant and Captain. It is recommended 

that these guidelines be followed in the preparation of promotion 

reading lists and the development of future exam questions. 
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