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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 re?ort is divided into nine volumes
as follows:

Volume I Research Overview, Summary and Bibliography for

the Validity Study of Selection, Training and
Promotion within the Houston Police Department

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

Volume III Adverse Impact Analyses of the Selection,

Training, Assignment and Promotion Procedures
of the Houston Police Department

Volume IV Job Analysis of Positions w1th1n the Houston
Police Department

Volume V Evaluation of the Selection Requirements of the
Houston Police Department

Volume VI Validation. of the Physical Requirements for the
Selection of Police Officers ' ‘

Volume VII Valldatlon cf the Personal Background Requlre-
ments for the Selection of Police Officers

Volume VIII Evaluation and Validation of the Houston Police
Department Academy and Probationary Tralnlng
Period

Volume IX Valldatlon of the Houston Pollce Department
Promotional Process ,

While each volume is intended to stand alone as a unified

comp onent df the study, much of the data is referred to in

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

For example, the job analysis data reported in leume v

A
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served as a foundation for the research described in Volumes V
through IX. Consequently, at 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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. VOLUME IV
JOB ANALYSES OF POSITIONS

WITHIN THE HOUSTON POLICE DEPARTMENT
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studied in the validity analysis portion of this project are
directly associated with this one position. The study of the
validity of the promotional process within the Houston Police
Departmenﬁ (see Volume IX of this report), of course, reguired
use of the job analysis data obtained for the non-entry level

positions.

The remainder of this volume is organized so that the reader

may obtain an understanding of each of the major job analysis

methodologies utilized in this study, and the results associated

with each of the techniques. The one exception is the job
analeis condu;ted specifically for determining the physical
requirements for the entry and poliée officer job. (This job
analysis is repgrted in Volume VI.) Chapter 2 describes the
importance of job analysis to validation research, and Chapter
3 presents an overview of the job analysis methods used in
this study. Chapter 4 gives a brief review of the role of
the police officer, and Chapter 5 is a br¥ef summary of all
the job analysis results obtained in this study. Chapters

6 through 11 describe job analysis data relevant to Class A
positions, while Chapter 12 presents the results of the job

analysis of the Class B and C jobs within the Departmént.

Because of the size of this volume, the appendices that
accompany the main body of the text have been printed under a

separate cover, entitled Appendices to Volume 1IV.
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CHAPTER 2

THE IMPORTANCE OF JOB ANALYSIS

While the job analysis process always has been adfundamental and
initial step to any validation study throughout the history of
applied psyohological research, it was of extreme importance to
the present study. A major reason for the extensive emphasis
placed on job ahalysis in this project has been the result of
recent court action and legislation. For example, in‘Moodz et

al v Albermarle Paper Company, the United States Supreme Court

in June, 1975 (commenting on the work of Albermarle's industrial
psychologist engaged to validatekthe job relatedness of Alber—
marle's selection process), stated that, “novaftempt was made

to analyze jobs in terms of the particular skills they might

require." (Also, see the article by Sharf, 1975.)

The importance of job analySis also has had considerable impact

in other recent court dEClSlonS. In Officers For Justice et al

v Civil Service Commission of the City and County of San Fran—‘

cisco et al (May 2, 1975) the Dlstrlct Court found that, "In

light of the problems with the job analysrs performed and the
inconclusive evidence on the extent to whlch ‘the: akllls measured
by the test are related to patrol.perrormance,nthls court is of
the opinion that the validity offthe selectioh:device has not

been established." Similarly, fallure to complete a thorough

job analys1s of malntenance department jObS was a major reason :

cited by the U S. Couru of Appeals (Flfth CerULL, New Orleans,

o
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CHAPTER 1

INTRODUCTION

The foundation for the studies of the validity of the Houston
Police Department's selection, training and promotional pro-

cedures was the job analysis phase of this research project.

Job analysis is the analytical process of determining aad docu-

menting the essential components of a job in terms of the
duties, tasks, behaviors and activities (i.e., the job content

~ domain) that are performed by the job incumbents. [A comprehen-
sive'diécuésion of job analysis may be found in the text,

Industrial Psychology (Tiffin and McCormick, 1970).] 1In turn,

the results of the job adnalysis phase of the study have been
used to document the job-relatedness of various selection,

training and promotional procedures, as well as establish the
parameters for all of the validity studies undertaken in the

research program described in Volumes VI - IX of this report.

This volume of the research report'de$cribes the various job
analysis procedures and results related to the documentation of
the job content domains of all the commissioned positions
3within‘the Houston Police Department. The most important job
analysis results are those related to the entry level uniformed
~police officer job, since the majority of the validity studies
compléted in this research program were oriented toward vali-
fdatiﬁg thé sélection,and tra;ning standards for this position

‘*(see'Vblumes vV, VI, VII and'VIII-of this report).




However, all commissioned positions, with the exception of the
Assistant Chief and Chief of Police jobs, were analyzed and

are discussed in this volume of the report.

5 e i e gt

Within the Civil Service classification system for commissioned .
officers in the Houston Police Department, there are thfee | |
classes of personnél: Classes‘A, B and C. "These Classes were
established by City ©f Houston Ordinance No. 4167 passed 6p
August ié, 1949 and are defined in the minutes of the City of
Houston Civil Servicé Commission meeting of August 8, 1949,

The definition for each claés as specifiéd by the Commissibn'sg

minutes are reproduced below:

Class A. "Uniformed and Detective Class. Embracing positions

in the active branches of the Police‘Departmentiand,V’"
which include all those positions in the Headquaiﬁeﬁs, _f 
Uniformed andeetecﬁivé:Bivisions Qf'thg.EQLiéekDgéagt;k'
ment, the duties of which inVolVé directing the’:' |
éfficient operations of the Policeybepartéént and«the' l
enforcementkgfiiaws and ordinances,'préventionng_
crimes, apprehQnéiOn and guarding of criminalé;'gpn_
trolling of tréffig, cbnducting‘invéstigatiggs; béQk*f i

ing of prisoners and the maintenance of police records '

"and similar and related duties which‘mightfbe assighéapif

% . ',‘;V

~Class B. "Pechnical Class. »Embracing positions the dutiesf&ﬁjfﬁ¢ 

which require scientific and technical skill orrfa f  *R}
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training for the efficient operation of the Identifi-
cation Bureau, the duties of which involve preparation
and maintenance of criminal identification records,
fingerprinting, photography, microscopic and criminal
analyses, ballistic measurements, fingerprint repro-
ductions and comparison, handwriting comparisons,

and general clerical duties."

Class C. "“Communication Class. Embracing positions in the

Radio Communications Division of the Police Department,
the duties of which involve the efficient operation,
maintenance and repair of the police radio station and
receiving and transmitting sets, transmitting radio
messages to other stations, and the dispatching of

orders and announcements to all police officers."

Jobs in all of the above three classifications were analyzed
during the study but attention was focused on the Class A

positions.

Alﬁhough there was a large number’of different jobs analyzed as
part of this s%udy, the major emphasis of this volume of the
report will be directed toward the job analysis results for the
beginning level, Class A police officer position. This position
was held by 2,026 individuéls or 81 percent of all Class A
personnel'kithin the Department as of December 1, 1976. Addi-

tionally,’thé’selection and training standards and procedures
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studied in the validity analysis portion of tﬁis project are
directly associated with this one position. ‘?he study of the
validity of the promotional process within the Houston Police
Department (see Volume IX of this report), of course, required
use of the job analysiskdata obtained fer the non-entry level

positions.

The remainder of this volume is organized so that the reader
may obtain an understanding of each of the major job analysié
methodologies utilized in this study, and the results assoeiated |
with each of the techniaues. The one exception is the job
analysis conducted specifically for determining the phy51cal
requlrements for the entry and police officer job.  (This job
analysis is reported in Volume VI.)» ChepterVZ describes the
importance of job analysis to validation research; ahd.Chapter
3 presents an overview of the job analysis methods used in |
this study. Chapter 4 gives a brief review of the role of
the‘police officex;‘and ChapterAS is a brief summary Ofvallytt
the job analysis results obtained in this study. Chapters‘

6 through 11 describe job analysis data relevant'to Class A‘
positions, while Chapterflz presents the results of the‘job’

analysis of the Class B and C»jobs within the Department.

Because of the size of thls vojume, the appendlces that
accompanj the main body of the text have been prlnted under a-

separate cover, entltled Appenches to Volume IV.



CHAPTER 2

THE IMPORTANCE OF JOB ANALYSIS

While the job analysis process always has been a fundamental‘and
initial step to any wvalidation study throughout the history of
applied psychological research, it was of extreme importance to
the presenﬁ study. A major reason for the extensive emphasis
placed on job analysis in this project has been the result of
recent court action and legislation. For example, in Moody et

al v Albermarle Paper Company, the United States Supreme Court

in June, 1975 (commenting on the work of Albermarle's industrial
psychologist engaged to validate the job relatedness of Alber-
marle's selectibn process), stated that, "no aitempt was made

to analyze jobs in terms of thé particular skil;s they might

require." (Also, see the article by Sharf, 1975.)

The importance of job analysis also has had considerable impact

in other recent court decisions. In Officers For Justice et al

v Civil Service Commission of the City and County of San Fran-

cisco et al (May 2, 1975) the District Court found that, "In
light of the problems with the job analysis performed and the
inconclusive evidence on the extent to which the skills measured
by the test are related to patrol pérformance, this court is of
the opihion that the validity of the seiection device has not
fbeen established." Similarly, faiiure to compiete a thorough
job analysis of maintenance department jobs was a major reason

‘cited by the U.S. Court of Appeals (Fifth Circuit, New Orleans,

[N
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April 29, 1976) for concluding in Watkins et al v'Scott_Paper‘ .

Company et al that the defendants had not shown that, "all -
maintenance crafts require the same job skills and that ajtést
significant or valid for one craft is valid for another."

Finally, the United States Supreme Court in Washington et al v

Davis et al (June 7, 1976) cited job analysis data in concluding |

~that a police department entrance test (Test 21) was a reason-

able énd valid selection device when the employer was,‘“Séeking, 
through Test 21 modestly to upgrade the commuhicative ﬁbiliﬁiés
of its employees rather than to be satisfied with some,lowér
level of competence, particularly where the‘job requires special

abilities to ccmmunicate orally and in writing."

The most recent legislative guidelines on the standards for

validation research specify that a job analysis should be the |

foundation for all forms of validity (i.e., criterion—related, b

content and construct). Specifically, the job analysis should

specify:

"(a) the important'duties per formed on the job
and the basis on which such duties were deter-
mined to be impo:tant,‘such as the propértion
of time spent on the respective duties, their
level of difficulty, their fréquency 6ftperf0rf'

mance, the consequences of error or other

appropriate factors; ﬁf.(b)‘the7knowledgé, sﬁ{figg

abilities and/or other workerlcharacteristiCS

G




" and the bases on which they were determined

to be important for job performance (ESSENTIAL)."

(EEOCC, Employee Selection Procedures, Uniform

Guidelines, Federal Register, July 14, 1976.)

The above guidelines further state that when criterion-related
\g validity studies are undertaken as in the current research

project:

"There should be a review of job information to

v

determine measures of work behaviors or perfor-

f mance that are relevant to the job in question.
L The measures or criteria are relevant to the
extent that they represent critical or impor-
tant job duties, work behaviors oxr work

outcomes as developed from the review of job

information." (EEOCC, Emplovee Selection

Procedures, Uniform Guidelines, Pederal

Register, July 14, 1976.)

With respect to content validity approaches, which also were

employed in this research project, the guidelines specify:

"There should be a definition of a @erformance
domain or the performance domains with respect
to the job in gquestion. JPerformanoe domains

may be defined through job analysis, analysis

~of the work behaviors or activities, or by the

[P




podled judgments of persons having knowledge

of the job. Performance domains should be
' defined on the basis of competent information

about job tasks and responsibilities. Perfor-

mance domains include critical or important

work behaviors, work products, work activities,

job duties, or the knowledges, skills or

abilities shown to be necessary for performance

of the duties, behaviors, activities or the ' §

production of work." (EEOCC, EmploYee Selection

Procedures, Uniform Guidelines, Federal Register,

July 14, 1976.)

‘Finally, with respect to construct validity, also utilized in
this research projecﬂ, the Guidelines state: |

"There should be a job analysis. This job

analysis should result in a‘detérmination of

the constructs ;hat underlie successful perfor-

mance of the important or critical duties of

the job." (EEOCC, Employee Selection Procedures, 1 SN

Uniform Guidelines, FederalkRegister,,JulyblA,v»

1976.)

The Principles for the Validation and Use of Personnel,Selection"f

Procedures (1975) issued by thefDivision‘of Industrial—Qggani2a?

tional Psychology of thé American Psychological Aséoci&tibn'&}SO"ﬁ 

emphasizes the importance df;ij analysis; particularlykiﬁ the

D
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conduct of any validity study.

ConSideting the above,; the extensive research effort directed
toward the analysis of the police officer job in this research
projedt was made in order to meet the requirements of profes-
sional practiée and legislative guidelines, as well as to
reflect the importance of job analysis established by recent
court decisions. Additionally, job anaiysis is the key to the

establishment of the job-relatedness of any employment-related

-practice. Consequently the job analysis results have considerable

impact on one of the basic research objectives of this study.
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CHAPTER 3

OVERVIEW OF JOB ANALYSIS PROCEDURES

Given the critical nature of job analysis to this reseaﬁchbproj4 
ect, it is important Eo recognize that there are a variety~of

job analysis procedurés that have application to this.studyf |
However, different procedures lead to different kinds of results;iﬁ
For example, the job analysis procedure of task analysisballows
the researcher to document a job in termé of specific duties or
tasks. However, such a procedure does not directly specifyk.
important job behaviors. On the other hand, a job anAIYSis
instrument known as the Position Analeis Questionnaire‘(PAQ);'
describes a job in terms of human behaviors, but aoes not focus
on specific tasks. In practice, all forms of jéb analeis are
acceptable under the most recen£ legislative guidelines, andvA
they can provide wvaluable information about a job and its asso-
iated requirements. In this régard; task analysis data is mdét'
relevant for establishing job relatedness, developing‘cxiteria
and demonstrating content validity. = On the other hand, behavior-
al job analysis data can be most bénefi&ia; to establishing job :f 
requirements, determining the job«relatednéss of.ceftain per- I
sonal/attitudinal characteristics, and identifying p:edictors 

and criteria for construct and criterion-related validity StudiesL'

Because of the comprehensiveness of this research p:oject and

the various needs for job analysis data, there is no:one'job

analysis method that could meet all the requirements of the




study. Furthér, when several job analysis meihodologies are
utilized to deveiop and document the content of a job, the
;esults are considerably stronger and more reliable in support‘
of very specific job requirements and selection standards. Con-

sequently, several complimentary job analysis procedures were

used in the conduct of this research project.

Job Analysis in Validation Research

As previously mentioned, Jjob analysis data is the foundation

for all validation research. The importance of the job analysis
results asvutilized in this study are described in Figure 1.

As indicated, the job analysis results served as the basis for
establishing the necessary knowledges, skills, abilities and
personal characteristics required of individuals in the job.

Once the job tasks, behaviors and requirements were known, it

was possible to study the job relatedness and validity of

various Houston Police Department personnel administration
practices including the selection, training and promotion of

officers. Thus, the job analysis results were used to determine

what police officer applicant selection standards are appropriate,

as well as to identify the important components of police
officer perfdrmance. In turn, a validity analysis was completed
to show thebrelationship between the selection standards and
.successful jdb’performance. Similarly, job analysis results

were needed to document the training that should be given to

. new officers in order for these individuals to perform effect-

=11l-
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Figure 1

ROLE OF JOB ANALYSIS IN THE VALIDATION RESEARCH

{(Defines Job Responsibilities, Duties,
Tasks, Critical Activities, and Behaviors)

Job Analysis Results
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iVely._ In turn, the validity of the training was analyzed by

showing its relationship to both job content and police officer
job

Job

performance.

Analysis Procedures

Brief descriptions of the job.analysis procedures utilized in

this research project are given below:

Review of Source Materials: A large variety of

written materials pertaining to various job assign-

ments and activities within the Houston Police

Department were reviewed by the researchers. These

‘materials included departmental rules and regula-

tions,; training curricula and documents, corganiza-

~ tional charts, job instructions, operating procedures

manuals, personnel file data-and similar information.

Review of Published Research: An extensive review

was made of available published research on other

job analyses of law enforcement positions.

Personalfiﬁterviews: Personal interviews were held
with ch incﬁmbents ahd superﬁisors thrdughout the
entire ﬁouSton Poliée_Department. Many of these
inﬁétviéws Were guided by;a'structuréd data collec~-

tion format to organize the interview process and

- insure consistency across interviewers.

Sl
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Direct Observations: Seven industrial psychologistéh

who were members of the research team personally

observed a large sample of police officers in the

IS

- ==

performance of their jobs during regular work shifts.

Structured data collection forms were used by the
psychologists to organize the observations and

insure consistency across all observers.

Task Analysis: This procedure provided for the

development of a questiohnaire or inventoryvthat‘
included a detailed listing of all the »duti‘éfs and |
tasks that comprise the various law enfbrcement
positions in the Houston Police'bepértmenﬁ.b In
turn, the task inventory was completedkby a large-k

sample of officers and superV1soru. The task data

‘subsequently was anlyzed by CODAPk(Coﬁputerizedj

Occupational Data Analysis Pr0ceduré) originally
devploped by the U. S. Air Forcé. A comprehensive
description of the. task analy51s procedure is glven'

1n Morsh, et al (1961).

Critical Ihciaent"Technique:  The critical incident

technique developed by J. C. Fianagan%}1§54)'was ,N

;utilizéd'particularly in the analeis of‘the‘PoliCéV

Bl

Offlcer, Sergeant anad Detectlve p051t10ns. Critica1 '
’1n01dents are job behaviors that are con51dered to-

'be‘"crltxcal" to;3ob performance.‘ They lnclude bothl~

-14- |
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'The principle objective in using such incidents is .

"sositive" incidents which are indicative of excep-
_ : P

tionally good job performance, as well as “negative"

- incidents that indicate unsatisfactory performance.

in the determination of critical job requirements
and performance criteria which have made the

difference between success and failure in carrying

out an important part of a job.

Position Analysis Questionnaire: The Position Analysis

Questionnaire (PAQ) is a job analysis technique

~oriented toward identifying job behaviors rather than

duties or tasks. The PAQ was utilized to provide
supporting data to documen£ important job require-
ments for most of the law enforcement positions
within the Houston Police Department. A discussion
of the PAQ is provided in McCormidk, Jeanneret and

Mecham (1972) and in Jeanneret and McCormick (1969).

Physical Task Inventory: A special questionnaire

was developed to cdllect‘information on the physical

activities of a large sample of individuals in the

entry level police officer position. This inventory,

known as the PTI, also'provided for the collection of

’,criticaliincidents associated with the physical com-

pdnents of the entry level police officer job (See

Volume VI).




e et e v

Work Diary: This procedure required officers in the

entry level position to keep daily records regarding
‘the physical aativitieé involved in detaining ér‘
arresting individuals, as well as the éharécteristics i
(i.e.y height, weight, etc.) of these indiViduals.

The diaries were kept for one work week, and provided"
for the recording of data on an incident by ingident

basis (See Wolume VI).

‘The job analysis procedures described above were’implemented

in a sequence whereby the research team was able to utiliZé
the information gained from one analysis method in the conduct~’

of another method. Specifically, reviews of;source_materials

“and published research were completed first,‘folloWed‘by the

conduct of personal interviews and direct observations Whichvy
were generally held during the same time‘péribd‘(i.e,, from
November 1975 through January 1976). The inférmation ”;ff‘x
obtained from the above job analysis methods was then‘uséd to
construct a task analysis iﬁventory,whicthas adminiStered
durinngebruary and March of 1976. | J
As the job analyses methodsvwere implemehtéd;w§a£i6;§iﬁ;mbégévqf;1i
the research team "specialized" in learning about”parfiéﬁiar~ ; ,“
types of police work thaﬁ qccuf‘éithih the varibus*diVisiohsjdf   j
the Houston Police Department. Thus,kSQﬁe job analYSts*concen457f 
trated on studying‘the‘jobs of officers working in ﬁhé Patr§1f¢f;};

Division; others focused on the jobs of officers serving in
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various criminal investigation divisions (i.e., Vice, Narcotics):

etca By the time the personal lnterVLew and direct observatlop

jOb analysws methods had been completed, each member of the

.research team had become very familiar w1th-the work of

- several different "types" of‘police officers throughout all

ranks (i.e., Officer through Assistant Chief).

. Those jobvanalysts with a "specialized" knowledge about a par-

ticular type and level of work in the Department then partici-

pated in the construction of the task statements that were

~ incorporated in the Task Analysis Inventory. These "specialized"

analysts alSo participated in the analysis of the critical
incident data and analyzed, with the PAQ, those jobs with which

they were most familiar.

The Physical Task Inventory was constructed after the above

methods (except for the PAQ analyses) were completed, and this

inventorY'was administered during May and Jﬁne 1976. Finally

the specialized work diary was implemented in October 1976
to obtain information needed to complete the analysis >f the

physical job requirements.

\'Afmore comprehensive description of each of the job analysis

procedures as implemented in this project are provided in the

appropriate chapters of this volume of the report. Because the

task analySis method was the most comprehensive procedure em-

ployed during this study; the task analysis process andkresults

et s v s b e pene o
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CHAPTER 4

THE ROLE OF THE POLiCE OFFICER

While the primary emphasis of this part of the study‘ﬁas been
-~ directed toward defining theypolice‘officer jobiconﬁent domaiﬁ
from objective job analysis data, it”ie‘aiso important to cone"
sider the job and its associated functions ih»terms d§=public
expectations. That 1is to say, the poliee officer p:imaril§‘ 
serves the publie and the other components of the criminel jus-'
‘tice system;kconsequently, the police officef jobemUSt,reflectf
and be carried out in a manner consistent with the neede and
expectations ef the people served by‘law enforcement personnel?
While this particular study &id not focus on‘obﬁainingedeta ks

about law enforcement jobs from the public or other compdnents

of the criminal justice system, other significant research studies

have been conducted from this perspective. Furthermore, resulis
from such studies can provide a broader frame of refetence fof&#”r
understanding the various facets and COmplekities_of the pélice
kofficer jobﬁ Aceordinglf;‘before presehting the»job analysie .
results from the research team's study of pdsitipns within the
.PoliCe‘Departmeht, a briefvreview will be~made’pf certain

research,findings from Project STAR (1976).’

Project STAR was a research study "designed to assist in
developing_attitudes;and’behavior‘by the public aqd’key;opera—'”
tional criminel justice'personnel that would enabie,achievement;kf

of the objectives of the criminal justice system in a more

b
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effective manner." The sﬁudy was conducted in four statés
including Texas. Two of the products of the ‘study were defini-
tions of the "roles" and "tasks" of a police officer. A role
was defined "as the personal characteristics and behavior
expected in a specific situation of an individual ..." A task
was defined "as an activity to be accomplished within a role
and which usually involves a sequence of steps and which can

be measured in relation to time."

Thirteen roles were identified by Project STAR as being impor-

.tant for the police officer position.

assisting criminal justice system and other appropriate
agency personnel '
building respect for law and the criminal justice system
providing public assistance

seeking and disseminating knowledge and understanding
collecting, analyzing, and communicating information
managing cases

assisting personnel and social development

displaying objectivity and professional ethics
protecting rights and dignity of individuals

providing humane treatment

enforcing law impartially

enforcing law situationally

maintaining order.

These roles are defined in detail in Appendix A.

Additionally, 33 tasks were identified as appropriate for the

 police officer position by Project STAR.
!

advising ‘

booking and receiving inmates
collecting and preserving evidence
communicating '
conferring about cases -

e



contacting families of suspects and clients
controlling crowds

defending self and others

deterring crime

engaglng in legal research

engaging in professional development
interacting with other agencies
interviewing

investigating

making arrests

managing interpersonal conflict

moving inmates

participating in community relations and educational
programs

participating in trial preparation conferences
patrolllng/observ1ng

preparing reports

preparing search warrant requests
recovering property

referring

regulating traffic

responding to offender requests

reviewing case materials

searching and examining

searching for fugitives

testifying as a witness

testing for drug and alcohol use

training

using and maintaining equipment

200000 000CGOSIOGOGEOEDS

These tasks are defined in detail in Appendix B.

In addition to defining and reporting the role and task expec-
tations for police officers, one component of the Project STAR
study focused on the attitudes of the public regarding the de-
sirebility of selected police officer actions and beliaviors. A

demographically representative sample of 749 Texas adults (98

residing in the Houston Metropolltan area) were asked to rate the

desmrablllty of 27 seJected police actlons in various smtuatlons.
The rating was completed on a 1 (very undes;rable)_to,s (very

desirable) scale. Reported in Table 1 are the situations and

%"Zij’
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actions that received an average desirability rating of 3.75

or higher among the survey respondents.

To briefly summarize, the Project STAR findings cited above
define the job content of the police officer job in terms of
public expectations. The primary themes that conSistently
emerged from the Project STAR results summarized in Table 1

are public expectations that police officers will deter crime,
maintain order and provide reasonable and impartial enforcement
of the laws. Further, in the performance of their duties,
police officers are expected to conduct themselves in a highly
objective, ethical and professional manner; communicate
effectively; analyze situations quickly and fairly; provide pos=~
itive guidance and assistance; and treat everyone humanely

and with dignity. Thus, consistent with the findihgs of the
President's Commission on Law Enforcement and the Administration
of Justice (1967) in today's society, the police officer is
expected to be concerned with both law enforcement and the
social welfare of the public. Clearly, the police officer job
has become one of the most sensitive public service positions

of our time.
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TABLE 1

DESIRABILITY OF SELECTED POLICE BEHAVIORS/ACTIONS AS
REPORTED IN PROJECT STAR - PUBLIC OPINION OF

CRIMINAL JUSTICE IN TEXAS.

POLICE OFFICER SITUATICN AND BEHAVIOR/ACTION

in the general performance of their duties, police
officers:

Take every opportunity to prevent the occurrence
Of crimes L] L] L ] L] - L] - L] L ] L] Ll L] L ] . L d - - [ 2 L]

Are capable of recognizing and handling persons
with emotional disorders . « « « « ¢ o ¢ « . o

When performing duties involving large crowds such
as sporting events, parades, and civic functions,
police officers:

‘Deter crimes such as picking pockets, snatching .
purses, and theft of autos . . . « ¢« « o ¢ oo

In regulating vehlcle and pedestrian traffic,
police officers:

Observe all traffic regulations except when in
an emergency or in pursuit status with proper
warning devices operating . « « ¢ o ¢+ o o o

Listen to a violator's story before deciding‘
whether to issue a citation or just a warning .

Treat all violators equally régardleSS of the

type of car, car decorations, and regardless
of the appearance of passengers in the car . .

When responding to a request for assistance related
to a family disturbance, police officers:

Help resolve the problém in a way that will
stregthen rather than weaken the family . . . .
When responding to requests for public service

assistance, police officers:

Treat each requeSt.seriously S TS

.

AVERAGE

DESIRABILITY RATING (!

4.48

4.18 -

3.89

4.39

4.30

4.22°

4,34
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POLICE OFFICER SITUATION AND BEHAVIQR/ACTION DESIRABILITY RATING

When assigned to control civil disorders, police

officers:
Maintain disciplined behavior in confrontations
With demonstrators . - . . L) [ ] - » - » L] L] [ . [ 4 - 22
Make arrests with minimum use of physical force . 4.22

When making an arrest, police officers:

Instill an attitude of respect rather than fear. . 4.28

When holding a person accused of an offense, police
officers:

Treat the accused as if he were innocent . . . . 3.75
Explain to the accused exactly why actions are
taken . . ° L) - L3 ® . - ® - ] ¢ ] [ . . » » . . 4'31
When booking prisoners into a jail, police officers:
Respect the dignity of the person being booked
by treating him courteously . . . . . . . . . . 4.08
When participating in community relations and
education programs, police officers:

Stlmulate citizen participation in crlme

preventlon activities . ¢ ¢ ¢ ¢ ¢ o e o e e s e » 4,22
Communicate effectively with citizen groups . . . 4.15
Establish a friendly, helpful image . . . . . . . 4.40

— a——— — —— — —— - — — — —— — n— — — - — — ——— — ——u — - ——

‘(1) Average rating on a five-point scale on which very desirable = 5
‘and very undesirable = 1. Number of respondents = 354 to 372 per
item.
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CHAPTER 5

SUMMARY OF JOB ANALYSIS RESULTS

The chapters that follow provide an extensive discussion of the
job analysis methodologies and findings associated with the
study of the Class A, B and C positions within the Department.

A brief summary of all findings is given in this chapter.

The Task Analysis process (Chapters 6 and 7) was the most ex-
tensive job analysis procedure employéd in this study. The
results obtained from the task analysis data are given in
Chapter 8. Of prime importance was the identification of the
principal tasks associated with each Class A position in the
Department, and the documentation of the similarities and
differences between and among positions. This ?rocess resulted A
in’the identification of 26 functional’"job types" throughout
the Class A ranks of police officers, excluding the'positions‘_
of Deputy Chief, Assistant Chief and Chief of Police. Among 
the various job types, one "type" was defined as the entry

level job. This job type is composed of the basic police‘officer
job as performed in the Patrol and Traffic Buréaus of the
Houston Police Départment. The majority of other "job types"
which,are cdmprised of incumbents with the classified rank of
police officer are specialized in nature and include work in  ‘
such areés as schoolksafety, helicopter patrol;’prisone:‘ 
control, polygraph)‘dispaﬁching, training, jﬁvenile delihquehcy

and criminal investigations (e.g., narcotics)..
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Results obtained from the researchers' direct observation of
police officers at work are discussed in Chapter 9. The observa-

tions were made early in the study, and the knowlédge gained

by the researchers was beneficial to the development and

implementation of all other phases of this research project.
The data collected during the observation period was grouped
into eight broad categories which described 106 major police
officer activities and behaviors observed by the job analysts.

The eight broad categories are listed below:

L Physical Activities and Behaviors

3 Skilled Psychomotor Activities and Behaviors
”o PublicvRelations

®. Investigative Activities and Behaviors

[ Arrest Activities and Behaviors

o’ Traffic Control Activities and Behaviors

° Reporting/Communicating

) Activities and Behaviors Requiring Interpersonal Skills

The critical incident technique of job analysis, and the

behavioral job dimenéions developed from the critical incident
data, are desgribéd in Chapter 10. Thirteen major behavioral
job dimensions and 42 sub-categories of‘dimensions that reflect
the critical behavioral componenﬁs of the police officér job
were identified by the researchers. The 13 major behavioral

dimensions are listed below:

® Personal Character and Responsibility




Va-

[ Emotional Stability/Control and Psychological Adjustmené
® Judgment and Decision Making | T
e Investigative Thoroughness

e Investigative Vigiiance

[ Job Knowledge

° Conscientiousness to.Duty

® Interpersonal Effectiveness

'Y Interest in Helping Others/Public Relations
‘s Relationships with Peers -

@ Leadership/Self Reliance

[ Psycﬁomotor Skills

) Physical Ability

In comparing the above behavioral dimensions with dimensions
considered important and identified in other research studies,
the results obtained in the present study were found to be very
similar and as ccmprehensive as those developed by independent

N

investigators.

Chapter 1l describes the results of the jOb analysis of all
Class A positions with the Position Analysis Questionnaire -
(PAQ). Results from the PAQ defined all pbsit;onsyin terms of

a standardized set of 32 job dimensions Which‘have been found

‘to underlie all jobs regardleSs of specific occupational categcry,

'The results conflrmed the flndlngs of the task analy51s, whereby

the pollce offlcer jOb as: performed w1th1n the Patrol and

-Trafflc Bureaus was s gff icie v d;ffexent trom all other




positions to be classified as the entry-level job. Tﬁe PAQ
précedure also prdvides a means for identifying the "attribute"
requifement profiles of jobs in terms of 76 mental, perceptual,
physical and psychomotor, temperament and interest requirements.
These profiles were developed for each Class A position

analyzed with the PAQ.

The combined results from the various job analysis methodologies
give a comprehensive description of the job content domain of
the Class A positions within the Houston Police Department. 1In
turn, this data has been used to document the job relatedness
of the Department's selection requirements as discuésed in
Volume V. Results from the identification and analysis of the
entry-level Class A job‘served as ﬁhe foundation for the

conduct of the selection requirement validation studies reportea
in Volumes VI and VII. Similar results were used to evaluate

the Houston Police Department Academy as reported in Volume VIII

Finally, job analysis findings were used in the validity study

of the promotional system as described in Volume IX.

The finél chapter of this Volume (Chapter 12) describes the
job analysis of the Class B and C positions within the Depart{
ment. This job analysis was performed utilizing the task |
analysis.methodology. At the conclusion of Chapter 12 guide-
lines are presented for the construction of future promotional

examinations used to select individuals for promotion to non-

entry level Class B and C positions in the Technical and

~28=
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Special Services Bureaus. Similar guidelines have been

developed for the construction of promotional exams for Class A

officers, and these guidelines are presented in Volume IX,

which describes the validity study of the promotion system.
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CHAPTER 6
TASK ANALYSIS OF THE CLASS A POSiTIONS

WITHIN THE HOUSTON POLICE DEPARTMENT

Introduction

A major goal of the present study was the achievement of a
complete and comprehensive task analysis of all positions

within the Houston Police Department. As previously mentioned,

‘the research plan provided for the use of multiple job

analysis methodologies, since any single job analysis method
is limited and specific in both purpose and outcome or i
result. Thus,~thle a variety of methods of job analysis

were employed in the present study, the major and most com-

prehensive method was that of task analysis.

Task analysis is a job analysis technique which relies.

upon a "breakdown" of organizational work into steps or

pafts of jobs. Once jobs are'ahalyzed into their component
activities or work steps, a variety of analytical possibilities

are available for describing and defining their content

domain.

Task analysis relates to "what" workers do on the job in
terms of tasks. The degree of specificity of the task state-
ments used in analyzing a job is the key to the value of

any given task analysis. For example, "Uses mathematical

formulae to estimate automobile turning radii from tire marks"




~is a more usable and valuable task statement than "Reconstructs -

accidents”, from the point of view of specificity and sub-

sequent objective analyses.

Resﬁlts from a task analysis are some of thekmost valuable
data sources-to be used in the preparation of written job
descriptions thaé define the content domain of jobs. 1In turn,
the job descriptions and task analysis résults becohe the
starting point for later selection, training and pro-

motional research studies. In other words, the tasks carried

out by incumbents in a given job are identified and described,

before defining the skills, knowledges, and abilities required
of individuals who perform the job. Taskkahalysis results
also are the best type of job analysis data tq‘be‘utilized in
defining from a variety of jobs, the content domain of an
entry level job. The use of this capability and the identifi-
cation of the entry level police officer job’was a major

objective of this phase of the Jjob analysis research.

The U. S. Air Force Job Analysis Method

The most compiete and’rigbrous method of task analysis is  
"the "Job Inventory" épproach developed by thé U. S;kAir‘ForCe;'
(Morsh, et. gi;, 1961; U. S.' Air Force, 1968). The Air Force

kmethod combines the advantéges of several job anaiyéis
procedures, and also allows for the quantificatioﬁ‘and
computerization of‘the basic job analysis data. Advantéges: =~

of records research, direct observation, intexrview, checklist,

- =31~
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and open-~ended questionnaire job analysis methods are all

incorporated in the Air Force method. The basic steps

found in the Air Force task analysis procedure are outlined

below:

1)

2)

3)

First, relevant literature describing the job or
job-related functions is reviewed by the researcher.
Such literature generally would include recent job
descriptions, training manuals, regulations, descrip-
tions”of organizational'functions? etc. From the
review, the researcher develops preliminary lists of

task-statements that describe the jobs to be analyzed.

Next, interviews with both job incumbents and super-
visors are conducted at which time these individuals
are asked to review, and then add, delete or change
the preliminary task statements. Inaividuals are
chosen for interview who are considered knoWledgable
in the jobs under study, or who have specific knowledge
of specialty areas within the occupational field under-

going analysis.

A semi-final task list (arranged by duty categories)
then is constructed incorporaping the changes suggested
during step 2 above.k Background and special interest
questions are written and included in the semi-final

form, which is administered to a sample of journeymen

and supervisors for "field" review and further

-32-




4)

5)
ge
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6)
:ed

7)

deletions, changes or additions.

The results of the "field" review are anaiyéed and
used to construct a final job inventory composed of
task statements of approximately the same level of
specificity arranged under general duty categories.

Provisions are made for individuals to "write-in"

other tasks that are part of their job, but which do

not appear in the finalized task list. Additionally,
rating scales are developed and placed beside the
task statements’on the questionnaire so that job
incumbents may rate the various tasks onza "time
spent”, "part of job", or similar dimehsion (i.e.,
rating scale). Writfen instructions aré preparéd-tok

guide the rating process.v

A large, representative sample of incumbents is

- selected at random within departments, ranks, or

- other organizational segments, and they are asked to

complete the final task inventory.

Completed task inventories are reViewed~fdrkthe
collection of "written-in" statements, and al} task
ratings and background information is prepared by

electronic data processing.

The task inventory responses are analyzed by applica-

tion of the Air Force's data'analySis~system khown,

Sy e 4
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as CODAP (Computerized Occupational ﬁata Analysis
Procedure). CODAP is composed of over forty computer
programs which are interactive and highly efficient.
Some examples of the output from these programs
include the following: hierarchical clustering of
individual positions into "job types"; consolidation
of descriptions of the work performed by members of
a "job type" or members of a special éroup such as
"Sergeants", or personnel with "more than 48 months
job tenure"”, etc.; summaries of the percentages of
incumbents Who perform specific tasks included in
the task inventory. 1In addition to these examples,
numerous other analyses can be performed on the

data bank of task information.

The Air Force task analysis method is especially suited to
studying jobs with large numbers of incumbents. It is so
comprehensive both in terms of techniqué and sampling étrategy
that most investigators havé not considered it necessary to
study the validity of the procedures; However, one vaiidity
study-clearly indicated that Air Force career development
specialists strongly agreed with the specific results from

several task analysis inventories (Mayo, et. al., 1975).

Task analysis, and, more specificaliy, the U. S. Air Force

Job Inventory method of task analysis, was chosen as the

major job analysis method for the current research project'
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in order to accomplish the following:

1)

2)

3)

4)

To guantitatively define the job content domain of
work performed by uniformed personnel within the
Houston Police Department, and to be the tool for

generating objective job descriptions depicting

work performed in reliable and quantitative detail.

To provide a link between all other methods of
job analysis used during the project with the actual

behavioral outcomes of the jobs (tasks).

In combination with a special “pers@nnél tracking
analysis", to objectively define the basic entry
level position for Class A personnel within‘the
Houston Police Department. - The matter of defining
the "entry level job" is a complex issue, buﬁ one
that is important in order to insufe that the
selection requirements validation étudy (reported'in

Volumes VI and VII of this report) was both

(a) ‘directed at the long-term needs of thelDepartment;

and (b) in compliance with standards set forth in
various equal employment opportunity and validation

guidelines.

To serve as a basic research tool in the‘evaluatébn‘f
of the Houston Police Department Academy and the
on-the-job training program for probationary officers

(Volume VIII of this report).

o o-35- o e
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5). To help determine the validity of the Houston Police
Department's promotional process by defining the job
content of Detective and supervisory positions at a

high level of specificity (Volume IX of this report).

6) To aid in the development of performance evaluaéion
dimensions (criteria) used in various phases of the
overall research study, whereby performance evaluation
scales were based upon actual job behaviors rather

than "performance" in the abstract.




CHAPTER 7
CONSTRUCTION AND ADMINISTRATION OF THE

HOUSTON POLICE DEPARTMENT TASK INVENTORY

As an overall research strategy all Class A poSitions (except the

Chief, Assistant Chief, and Deputy Chief jobs) within the Houston
Police Department were analyzed via the task analysis method.

The standard U. S. Air Force method of task inventory con-
struction and administration was followed with a few
modifications. These modifications were in the directien

of including extra steps and procedures, rather than ex-

cluding steps or procedures. The process used by the research

team is described on a step by step basis below.

Task Inventory Construction

Step 1 Review of relevant published material: The research
team job analysts reviewed books on police science, booke on
patrol duty, local job descriptions, and published lists of
police tasksl to receive guidance in the construction of |

a preliminary task list. The published anderitten material
tends to be comprehehsive in such duties as routine‘patrol,
investigation, and accident'investigetien. However,~areas
such as use of special weapons; jail dﬁties and dispatch

room activities were not covered comprehensively in other

lOf partlcular relevance are the police offlcer task llstsv

developed in studies completed by the Texas Transportation In=-
stitute (1974), Pennsylvanla State Police (1974) and Barrett,
~et. al. (1975). '
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published materials. Therefore, it was dete?mined that
comprehensive and representative interviewing of members of
the Houston Police Department would be necessary to attain
coverage of all job functions, as well as to collect informa-
tion on all local Houston variations of standard police

tasks for incorporation into a task inventory.

Step 2 Conduct of Interviews: An operating plan was
developed whereby job incumbents were interviewed about

their jobs in an open-ended manner (see interview form,
Appendix C) and at the same time asked to add, delete, or
appropriately modify task statements contained in a prelim-
inary task list developed by the researchers. A sampling
plan was prepared for conducting the interviews based upon
the Houston Police Depaptment's strength report of .September,
1975. The purpose of the sampling plan was to insure
coverage of all officer ranks in all divisions and bureaus,
rather than to achieve a scientific random sample. Some

of the interviews were performed in groups and some were
performed individually. Table 2 shows the September strength
report indicating the number of officers by rank within each
bﬁreau, and the number actually interviewed by the job
analysts. Appendix D presents the same information according

to division as well as bureau.

Individual officers selected for interview were chosen

and scheduled for the interviews by their immediate supervisors

38
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After the results of all interviews were compiled and

In choosing individual participants, the supervisors were

asked to keep the following considerations invﬁind: 1) the.
officers scheduled were to be experienced; 2) the officers

were to be selected to reflect obvious or known differences

in tasks performed (e.g., in the Traffic Bureau, a motorcycle
officer performs somewhat different tasks from one assigned

to duty in an automobile; within the Recruiting Division, there
are differences in task content between the "recruiting™
section and the "investigation" section, etc.); 3) the

officers selected were to be from all ethnic groups and both

sexes whenever relevant; and 4) different shifts were to be P

represented among officers in the interview sample.

Most of the interviews with police officers and Detectives L

were conducted in groups of size of two to three. Interviews
with supervisors were conducted in individual settings.

Deputy Chiefs were considered a separate s;bsample in the -
project. Each Deputy Chief was interviewed by the Prihcipalf
In-Charge of the study, and the results were used directly

to prepare job descriptions and specifications, rather than

to design task inventory itéms. The Assistant Chief(poéition‘
was not filled at the time of the job anélysis study, and no.
data was obtained for ﬁhe position. Ovef an eighf week pefiod,
214 incumbents'participated in interview sessions conducted by

six project job analysts (industrial psychologists).:

Step 3 Construction of the Intermediate Task InVentory:

-39~
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‘analyzed, an intermediate task inventory was constructed

of task statements organized into duty or functional areas.
The researchers also used the knowledge they had gained from
directly observing police officers at work to prepare the

task statements for this version of the inventory.h Incumbent-
oriented background and biographical guestions also were in~

cluded in the intermediate form of the inventory.

Step 4 Field Review: The intermediate task inventory then

~was sent for review to a total of 29 Detectives, Sergeants,

Lieutenants and Captains in positions throughout the Department.
Included with the task inventory was a cover letter explaining
the review procedures and purpose. These individuals were
asked to review the task inventory éo insure that it was as
accurate and complete as possible. The reviewers were to

make sure that all the main duties and tasks of police
officers had been included; that the duties and tasks were
stated in such a manner that they could be understood by
officers responding to the inventory; and that the duties

and tasks were phrased so as to be technically correct and in
accordkwith Department policies. The reviewers also were.
asked to make any deletions, additions, or changes they felt
were appropriate and necessary, and to examine the appropri-

ateness of the background questions.

Of the 29 inventories sent out for review, 22, br 76 percent,

were returned. Suggested additions, deletions, and changes

40
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were incorporated into the final Houston Police Department
Task Inventory. The inventory consists .of four parts‘as
follows: 1) a cover letter explaining the use and purpose

of the task inventory; 2) instructions for completing the

'inventory; 3) background questions; and 4) a listing of 536

tasks, organized into 24 duty or functional areas. Respondehts
were instructed to complete the background information sectioﬁ;
to check the tasks they performed in the task listksection, H
and to rate the tasks they performed on the followihg‘seven'

point "Relative Time Spent" scale:

TIME SPENT

1. Very much
below average
2. Below average
3. Slightly
below average
4. About average
5. Slightly
above average
6. Above average
7. Very much
above average

The final task inventory, which was used to analyze all Class A
personnel positions exceptbfor the Chief, Assistant Chief, and;

Deputy Chiefs jobs, is included as Appehdix E of this report,

Administration of the Task Inventory

Step 5 Development of the‘Sampling Plan andAAdminiStratiogi

Threa considerations were prominent in determining the size

of the sample of jéb»inCumbénts asked to compléte the finalized S

-41-

AP S U

iprnend e, i

N P T (U S T




2 el b s e Gt & i i ot s

et bl S Comime b basn D b e

A b i

B, g ia s e e

task inventory. 1) First, the Air Force method of task analysis

required large samples since career fields are categorized into

job clusters and job types by the hierarchical grouping proce-

dure. (Hierarchical grouping is discussed later and is explaineg

in Appendix G.) 1In order for the parts or pieces of a career

field to be analyzed with precision, there must be sﬁbstantial
numbers of unit§ or individuals in the sample. 2) Sewondly,

it was desirable to meet the requirements of sampling theory.
For example, if there is interest in estimating the number of
tasks performed by the average individual in a population, and
if it is assumed that the mean number is about 100 and the
standard deviation is about 50, then it can be shown that a
sample of 200 would give an eStimate of the mean that would

lie within 7 percent of the actual mean in 95 such samples out
of 100. In order to cut this relative error in half, (or make
it less than 4 percent) a sample of approximately 800 would

be reguired. 3Inasmuch as a high deg?ee of precision was essen-
tial to the task analysis, and since prior experience indicated
that successful job analysis can be performed when between one-
quarter and one-third of all incumbents sampled, it was decided
to sample 800 of the 2,500 Class A personnel in the Houston Polic

Department. The actual final sample size was 809. 3) Thirdly,

it was advantageous to obtain an even higher degree of sample

precision by stratifying the sample across divisions, bureaus,

and ranks. Additionally, there were some bureaus and divisions

~with only a few personnel for a given rank, and it was desir-

‘able:that such atypical personnel be sampled even though 1
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the inclusion of ¢ne or two such personnel immediately constitutes

an oversample. For example, there are only nine patrol officers
in the K-9 Corps. All nine were inecluded in the sampling plen;
even though such a sample constitutes 100 percent,of all~patrcl
officers in the K-35Corps as opposed to, say, the sampling of |

only 27 percent of the patrol officers in the Central Patrol

Division. Also taken into consideration duriné the sampling pro-

cess was the shift factor. Day,; evening, and night shifts were

represented proportionally whenever possible.

In summary, the sample defined for administration of the task
analysis inventory was large, comprehensive, and deéigned‘to meet

high precision requirements. Table 3 describes the'sampling plen

for all divisions, bureaus, and ranks. For each column in Table 3

under a rank designation, the left hand numbers are actual fre-
quencies or numbers of incumbents to whom a job inventory was

planned to be sent, and the right hand‘numbers indicate the‘peré

centages of incumbents each frequency represents of the total per-

sonnel within the division. For example, 18 officers in the

Special Services Bureau, Dispatcher Division, were asked to cocm-

plete the task inventory. The number 18’repreSents 31 percent oﬁvﬁ

all the officers within the Dispatcher Division.

While it was 1ntended that all the task lnvenuorles would be dls- -

tributed in accordance with the sampllng plan, the number dls-

tributed to each rank and lelSlQH did not always perfectly match‘ '

the plan because of persons on vacatlon, recent transfers,

- promotions, changesvln manpower allocatlon, etc. In‘some
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BUREAU
Administrative
Special Investigations
Patrol
Spec;al Services
Staﬁf Services
= Technical Services
Traffic |
5 Criminal investigatiohs

' TOTAL

TABLE 2

DISTRIBUTION OF PRELIMINARY JOB ANALYSIS
INTERVIEWS AG COMPARED TO THE
HOUSTON POLICE DEPARTMENT STRENGTH REPORT

: ‘ | NUMBER OF OFFICERS
HOUSTON POLICE DEPARTMEN S INTERVIEWED AS A

CLASS A STRENGTH REPORT (1) PRELIMINARY STEP IN THE
(SEPTEMBER 1975) T OTASK ANALYSIS PROJECT
RANKS | RANKS
) : 0]
8 u = 6 w E
w (2) > ) d ) o) > 4 o )
H - o a (=] N o © o =
Q 43 [10] [1)] o Q 4 1} Q )
(4] [0} Q 4+ [14] 0 10} Q ey «
ri a (¢} e 4 N 1] {o)} o] H
W P Y [0) o 7 Y4 43 M Q o}
4y ) ¢ e o W U] U ol I,
27 1 4 11 6 O 4 11
127 3 14 6 3 10 0 5 4 2
902 0 81 18 5 19 0 14. 5 5
193 0 20 6 2 1L o0 8 5 3
70 3 7 5 3 10 1 7 3 3
29 5 7 3 2 10 o 4 2 2
467 0 43 8 5 15 0 12 4 5
90 265 7 21 6 7 12 2 .7 5
1905 277 183 68 27 88 13 56 3L 26
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TABLE 3

SAMPLING PLAN FOR TASK

INVENTORY ADMINISTRATION

. e

N Bureau/ Officer Detective Sergeant Lieutenant Captain’ Total
Division N % N % N % N % N % N 3

«ymenjgtrative:
t————r————————————————

personnel 2 100 - - 1 100 - - 1 100 4 100
somb Squad 2 100 - - - - - - - - 2 100
community Relations 10 43 1 100 1 33 1l 100 - - 13 46

¢pzial Investigations:

Crganized Crime 2 100 . 2 67 -~ - 1 100 - - 5 83
Intelligence 10 56 - - 2 50 1 100 1 100 14 58
Narcotics 21 40 - - 2 40 1 50 1 100 25 42
Vice 17 46 - - 2 40 1 50 1 100 21 47
fatrol:
Central 61 27 1 100 3 14 1 20 1 100 67 26
IandV 54 31 - - 3 20 1 25 1 100 59 30
11 60 34 - - 3 20 1 :33 - 0 64 33
111 46 31 - - 3 20 1 33 1 100 51 30
Iv 45 31 - - 3 20 1 33 - 0o 49 3q/x'/'
k-9 9 100 - - - - - - - - 9 100
WAT 12 57 - - - - - - - - 12 57

P e o
‘.oecial Services:

Communications - - - - - . - - - - - -
| Dispatcher 18 31 - - 2 40 1 100 1 100“ ‘22 33
Garage 12 S5 - - 1 33 1 100 - - 14 54
Jail 31 30 - - 3 30 1 33 1 100 36 3L
Uniébtg‘Supply 8 100 - - 1 50 1 100 - = 10 91

e bl
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TABLE 3 (Con't.)

Bgreau/ ' Officer ~ Detective Sergeant Lieutenant fcaptain Total
Division N % N % N % N % N % . ‘N Y
Staff Services:
Planning/Research 9 100 2 67 1 100 1. 100 1 100 14 93
Recruiting 12 26 - - 3 100 2 100 1 100 18 34
Training 10 71 - e 3100 2 100 1 100 16 80.
Technical Services:
Bike Detail 5 100 - - 1 100 1 100 - - 7 160’
Crime Lab - - - - - - - - - - - ‘—
ECIC 1 100 - - 1 100 - - 1 ioo‘ 3100
Identification 3 100 - - . e - - - 3 100
Polygraph 4 100 1 33 - - - - L 5 71
Property 10 100 1 50 - 1 100 - - 12 92
Records 6 100 - - 1 20 1 100 1 100 -9 69
* praffic: A |
accident 45 31 - - 3 23 2 &7 1 100 51 32
Enforcement 46 30 - - 3 25 1 50 1 100 51 31 f
Helicopters 12 50 - - 3 60 1 100 1 100 17 55 §
Traffic Control 38 32 - - 3 33 1 50 1 100 43 33
safety ' 12 46 - 1 33 - ‘1 100 14 47 P.,
Ticket supply/ . ; ; » . o
Statistics 4 100 - - 1 100 - - - o= 5 100
Criminal Investigations: |
auto Dealers 4 100 1 25 - = | 1100 - % 8 ’67
Auto Theft - - 10 25 - - 133 1 100 12 21 
Juvenile 24 28 1 100 2 29 1 33 1 100 29 30
Burglary and Theft - - 25 25 - -2 33, 1v 100  28 265‘
Robbery 1 100 11 24 - - 1 33" }'1_'100  .14é 28 | -
forgéry - - 4 29 - ’- "} o v1ja100  ’ 5; 33f7 
‘Homicide - - 18 30 Cn s 2 : 160‘;‘21 31
TOTAL: 66 36 78 28 56 31 35 To3 850 36




cases, a few more inventories were distributed than planned; and

“in a few other cases slightly fewer inventories were distributed

than planﬁed. The inventories were hand delivered to the
different divisions and were contained in an envelope to be

returned via departmental mail to the research team,

Table 4 indicates the actual number of inventories distributed
to each division, the number returned, percentage returned,

and the number that were returned but not usable for some
reééon (the individual had not finished the probationary period
of employment, the inventory was not filled out properly, the
inventory was nbt returned by the deadline date, etc.). As.is
apparent, the return was generally very high (90 percent or
better) throughout most divisions of the Houston Police Department,
Table 5 presents'similar information by rank instead of

division. Again the return rate was very high across all

ranks.

As indicated byvthe information in Tables 4 and 5 the number
of task inventories that were distributed to the various
divisions and ranks corresponded very closely to the number
specified in the sampling plah. Overall, task ,inventories
wére completed and returned’ by approximately 35 percent of

all Class A personnel within the Houston Police Department.

The completed task inventories were returned within four weeks
after distribution. Then the inventories were examined by

the research team to insure that they had been completed
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TADLL 4

DISTRIBUTION AND RETURN
OF TASK INVENTORIES
BY DIVISION

»

10

Bureau/ Number 'Nﬁmber Perzent ,f-\;
Division Distributed Returned Returned n
Administrative:
Personnel 4 4 100
Eomb Squad - - -
Community Relations 13 13 100
Special Investigations:
Organized Crime 4 4 100
Intelligence 15 15 - 100
Narcotics 25 18 72
~Vice 21 20 95
Patrol:
Central 71 71 ‘100
IandV 63 61 96
II 65 65 ‘100
11X 51 5GC o8
v 49 49 100
K;9 9 7 | 77
SWAT 18 18 100
Special SeiQices:
Communications - - -
Dispatcher 23 “22~ 95
Garage 14 13  92
Jaii 38 . 34 89
Uniform sﬁppiy 1 - :'90
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TABLE 4 (Con't.)

P

~49~

— i
Bureau/ Number Number Percent Number
pivision Distribution Returned Returned Not Used

gij?; Services:
Pianning/Research | 14 14 100 -
Recruiting 19 17 89 -
Traiﬁing 1s6 16 100 1

‘zgghnical Services:

Bike Detail 6 6 100 -
Crime Lab - - - -
HCIC 4 3 75 -~
Identification 2 2 100 -
Polygraph 6 6 100 ~
Propexty - 13 12 92 -
Records 10 10 100 | -
Traffic:

Accident 51 44 86 1
Enforcement 52 51 98 3
Helicopters 19 19 100 -
Traffic Control 44 43 97 1
Safety 20 20 100 i
Ticket Supply/

Statistics - - - -

- Criminal Investigations:

Auto Dealers 7 7 100 -
Auto Theft 15 14 93 -
Juvenile 31 31 100 -
Bur§1ary & Theft 35 33 . 94 1
Robﬁery 18 9 50 -
Forgery 5 2 40 -
Career Offenders 3 3 100 -
 Homicide 21 21 100 -~
TOTAL 205 857 “oa 38
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TABLE §

DISTRIBUTION AND RETURN
OF TASK INVENTORIES

BY RANK

Number Number Percentage Numbe:

Rank Distributed Returned Returned Not Us:
Captain 27 26 96 )
Lieutenant 44 ‘ 42 95 1
Detective 92 74 80 0
Sergeant 73 65 89 | ol

Police Officer 669 650 97 34 l
TOTAL Lo 905 857  eg | 38




34

38

"“write—in“ portion of the task analysis virtually had no

correctly. Thirty eight, or 4 percent of the inventories,

”~

were excluded from further analyses because of incorrect

completion.

As required by the U. S§. Air Force method, "write-ins",

or additional task statements written-in by respondents in
blank spaces provided in the inventories were examined for
duplication or overlap with task statements already in the
published task list., Seven "write-in" task statements were

judged to be new, non-duplicative additions to the published

‘taSk'list. Seven additional tasks added to an original

list of 536 items represents a percentage increase of 1.3
percent. Other studies utilizing the U. S. Air Force method
have showh an average increase in task statements from
write-ins collected during field administration to be approx-
imately 15 percent (Mayo, 1968). The low percentage of
additional tasks obtained from field administration in the
present study can be explained by the fact that the number

of "front-end" interviews used for task list construction
was more thzs twice the nermal Alr Force method requirement;
The number of "write-ins" was, in fact, so low and the

actual tasks "written in" so rarely performed, that the

impact upon the total process.
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,education level of the officer respondent sample,was Véry

Character of the Respondent‘Sample

The characteristics of the sample of officers completing the

task inventories are described in Table 6. While the majority

of the sample was male, the inventory administration actually
resulted in an oversample of female respondents. Thus,

while about 5 percent of all Department officers are female;

9 percent of the returns were from female officers. similarly,

4 percent of the Department's detectives are females, but

10 percent of the detective respondents were females,

The ethnic composition of the respondent sample matched
identically the Department's composition for the rank of -
officer. However, ethnic minorities, while represented,

did not return inventories in proportion to their represen-

‘tation in the ranks of Detective, Sergeant or Lieutenant.

(See Volume III for the‘ethnic composition of the Departmeht's

work force.)

‘As indicated by the tenure data reported in Table 6, the

respondent sample was well experienced in terms of time,with::f;_.

NS

the Department and time served in the position’being analyzed. |

While not reported in Table 6, it should be noted that thevi

high. Among thoée officers completing an inventory,vZZ petcentf

had one year of college, and 42 percent haé‘finishedfﬁwo‘or'mcrﬁ

years of college level education or beyond.
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. TABLE 6

CHARACTERISTICS OF THE SAMPLE OF OFFICERS
COMPLETING THE TASK ANALYSIS INVENTORY

-5

RANKS
4
[ o
> o o
o) i c o o
3] - q @ o
3} 3 ) Ry o
- 0 o o iy
it ] g ) o
Ui ) 0 o o]
(@] () 67 ] O
percent Male 91 90 100 100 100
- percent Female 9 10 - - -
percent White | 90 99 99 95 100
Percent Black : 4 - - - -
Percent Hispanic ; | 6 1 1 5 -
Percent Day Shift 44 55 55 64 100
Percent Evening Shift 32 21 26 26 -
Percent Night Shift 21 8 15 5 -
Percent Relief Shift 3 17 3 5 -
Avg. Number Months
with H,P.D. ' 92 180 165 228 267
Avg. Number Months
in Current Position 40 65 24 41 54
k!ype Currént Assignment
Solo Patrol Car ~ 24 - - - -
Two Officer Patrol Car 32 - - - -
- 'Three Wheel Motorcycle 3 - - - -
Foot Patrol 1 - - - -
 Other or Not Applicable 40 100 100 100 100
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CHAPTER 8

TASK ANALYSIS RESULTS

The statistical analysis of the task analysis data obtained
from the 819 job incumbents was a lengthy and complex proCesé. }
Various programs from the CODAP system were applied to ﬁhé L
raw data in order to accomplish the three following majcr;~ 

objectives:

1) To document the job characteristics of the various
ranks within the Department including Police Officer,

Detective, Sergeant;’Liéutenant and Captain.

2) To identify and document the characteristics of the
functional job groupings or job types to be found
within the police départment across all ranks andk~ 2

levels of tenure.

3) To identify and document the characteristics of.

the "entry level" police officer position.

Table 7 -describes the,duty—category'organizétiéh‘af'thé task

inventory format used to analyze‘all'positions,except fo: thbse~0,ﬁﬂ?

Chief, Assistant Chief, and Deputy Chief. The duty—categqgies'gr.

summary of all work and functional areas within the Houston

Police Department.
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TABLE 7

PERC.ENT OF TIME SPENT BY DUTY AREAS

FPOR FIVE POLICE OFFICER RANKS

RANK
o £
> a ¥ '
- o [~1 [~ 1=}
[ ! 4] o el
0 0 o End a
Ll @ o = 4
b ] 3 Bt o
Task/Duty Area g a v a O
PERFORMING ROUTINE ENFORCEMENT 15 7 9 5 2
ENGAGING IN TRAFFIC CONTROL 11 2 5 2 1
INVESTIGATING TRAFFIC ACCIDENTS 5 2 1
RESPONDING TO CALLS FOR SERVICE 7 4 4 2 1
APPREHENDING AND/OR ARRESTING ACTORS 7 7 2 1 -
PERFORMING GROUP/CROWD CONTROL 1 1 1 1 -
INVESTIGATING (ROUTINE) 8 14 3 3 1
INVESTIGATING (IN DEPTH) 8 27 3 6 2
MAINTAINING SURVEILLANCE 1 2 1 1 -
PROCESSING AND CONTROLLING PRISONERS 6 4 3 2 -
PERFORMING EMERGENCY CONTROL AND
SPECIAL FUNCTIONS 2 1 1 - -
PILOTING AND OBSERVING FROM HELICOPTER 1 - 1 - -
PERFORMING DIRECT PUBLIC SERVICE AND
PUBLIC CONTACT FUNCTIONS 7 5 6 8 7
PERFORMING COURT AND COURT~RELATED
FUNCTIONS ~ 3 8 3 1 -
MAINTAINING RADIO COMMUMICATIONS 2 1 1 - -
PROCESSING AND CONTROLLING PROPERTY,
AUTOMOBILES, SUPPLIES AND RECORDS 5 7 5 3 2
PROCESSING AND INVESTIGATING JOB AND
LICENSE APPLICANTS 1 - 1 - 1
TRAINING 2 - 4 2 4
PERFORMING MISCELLANEOUS OFFICE AND
'I‘ECHNICAL FUNCTIONS 3 3 5 5 4
DIRECTING AND ORGANIZING 1 2 7 ° 11
PERFORMING PERSONNEL ADMINISTRATION - - 13 18 21
MONITORING AND EVALUATING PERFORMANCE - - 11 15 18
PERFORMING OPERATIONAL, ADMINISTRATIVE AND
BUDGETARY PLANNING AND CONTROL 1 L 4 9 16
ENGAGING IN CONTINUING EDUCATION ACTIVITIES 3 4 4 7 8
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Differences Due To Rank

Table 7 presents data showing the differences between,thé
amount of time spent in the broad job-duty areas for the
various police officer ranks below Deputy Chief. Thebdafé

in Table 7 is not intended to document final job‘types,
since‘natural job groupings do not necessarily follow officér.'
rank. However, the results given{in Table 7 are instructive
from the point of view of jnb énaleis inkdocuménting ¢hanges
in activity (duties) which are aSsociated with,rank.i‘The,
results given in Table 7, for example, show that'thebfre—'k
quency of performing "routine patrol" activities'drcps of £

as rank increases. On the other hand, WhilekDetectives"
spend the most time in eriminal investigation, pdliée officeng
also spend a significant amount of time investigaﬁing crimin31 
activity. As expectea, the higher ranking police offiéérs}
spend most of their time performing administrative ana,managg—'

ment functions.

Full job descriptions er‘the vérious ranks developed from
the reSponses to the task inventory are presented in Appéﬁdix
F. The Deputy Chief job descriptiOn,vWhich‘wasndeveloped"’

from,interviéw data only, also is presented in Appendix F.

No descriptidns were prepared for the Aésistant Chief or,Chief’.fin

of Police positions.
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- 1dentification of Functional Job Types

The‘statistical techniques of hierarchical grouping (see

Appendix G and Ward and Hook, 1963) was applied to responses

to the task inventory in order to determine the number and
" nature of "job types" within the Houston Police Department.

Tn the hierarchical grouping procedure, the responses of each

job incumbent in the sample are compared with the responses of

every other job incumbent in the sample. Those job incumbents

tasks performed are grouped together into functicnal job types.

Stated in another way, job types have been identified by

statisticallybcomparing‘the similarity of tasks performed
among all officers (of all ranks) responding to the task
analysis, and grouping together those incumbents who perform
essentially the same tasks regardless of their classified .
departmental rank. ‘Then information on the tasks performed
by a specific job type can be summarized to define the task

content domain of the ijob type.

Based bn the above procedures, 26 functional job types were
identified among all Class A personnel (excluding the Chief,
Assistantychief,~ana Deputy Chiefs) within the Department.
The 26 specific job types have been categorized into three

deneral job groups as follow:

- < e
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Group A. Line Police Officers and Detectives

Group B. Staff Police Officers Serving in Support FunCticné

Group C. Supervisors

Job descriptions for and background characteristics of incum~

bents in the 26 job types are presented in Appendix H in the

following order:

Group A. Line Police Officers and Detectives

1)
2)

3)

4
5)
6)
7)

Patrol and Traffic Officer
SWAT Officer |
Investigator (II)
Investigator (I)

Helicopter Officer

Jail Officer

Traffic Foot Patrol Officer

Group B. Staff Police Officers Serving in Support Functions;,

8)
9)
10)
11)

12)

13)

14)

15)
16)

Polygraph Officer

Supply and Subpoena Control Officer
Records Officer | | |

Planning and Research Officer

safety and‘Public Relations Officer |
Community Relations Officér | »

Dispatcher

Training Officer

‘Recruiting Officer
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17) Administrative Support Officer
18) Garage, Supply, and Equipment Officer
13) Property Officer -

. 20) School safety Officer

21) Fleet Control Officer

Group C. Supervisors
22) Supervisor of Investigations
23) Patrol and Traffic Field Supervisor
24) Jail Supervisor
25) Helicopter Supervisor

26) Administrative Supervisor

Table 8 presents data on the distribution of the average

percent time spent in each of the job=-duty areas by the

members of Group A (Line Police Officers and Detectives).

These data provide an overview of the job content of the

: various line officer job types.

According to the results given in Table 8, the Patrol and

“Tféffiﬁ”bf%ﬁﬁéfffiéféf to be documented as the “entry level®

position within the Houston Police Department) group members
perform in all areas of law enforcement except for helicopter

piloting, supervision, and various administrative functions.

~This "type" cf officerkis.involved in routine patrol, traffic

chtrol,'accident investigation, criminal investigation,
apprehending and arresting, public service, court-related

functions, crowd control, and other important work areas.
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TABLE 8

PERCENT AVERAGE TIME SPENT IN VARIOUS

JOB-~-DUTY AREAS FOR

LINE POLICE OFFICERS AND DETECTIVES

DUTY

Performing Routine Enfoxcement

Engaging in Traffic Control

Investigating Traffic Accidents

Responding to Calls for Service

Apprehending and/or Arresting Actors
Performing Group/Crowd Contxol

Investigating (Routine)

Investigating (In Depth)

Maintaining Surveillance v

Processing and Controlling Prisoners
Performing Emergency Control and Special Functions
Piloting and Obsexving from Helicopter
Performing Direct Public Service and Public
Contact Functions

Performing Court and Court-Related Functions
Maintaining Radio Communications

Processing and Controlling Property, Automobiles,
Supplies and Records

Processing and Investigating Job and License
Applicants : ‘
Training

Performing Miscellaneous Office and Technical
Functions ,

Directing and Organizing :

Performing Personnel Administration
Monitoring and Evaluating Performance
Performing Operational, Administrative and
Budgetary Planning and Control

Engaging in Continuing Education Activities

JOB TYPE
TRAFFIC
PATROL & - HELI~ & FOOT
TRAFFIC  SWAT  INVESTI- INVESTI~- COPTER JARIL  PATROL -
OFFICER OFFICER GATOR (II) GATOR (I) OFFICER OFFICER OFFICER
17 15 8 g 25 6 24
15 9 2 1 8 1 37
9 - wm - ane 2 6
9 6 4 3 13 - 4
9 11 9 6 1 4 9
1 5 -- - 3 - 1
10 9 14 14 4. 1 5
8 15 24 29 1 1 1
1 5 3 - 7 —— 1
4 4 5 10 1 57 -
2 5 5 — 4 — 1
- . - - 17 - -
6 4 6 14 3 7 6
4 4 8 4 - 2 1
1 1 1 1 4 - -
2 1 5 6 1 ‘9 1
- 1 - - - 1 -
- 1 2 3 2 5 -
1 1 1 1 2 2. -
1 3 3 2 4 2 3
1rne 100w 7?)(5; z,;Sr;u-
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The SWAT officer also performs a diversity of functions except
that the job involves very little accident investigation. on
the other hand, the SWAT officer is more heavily involved than
most other types in apprehending and/of arresting actors, main-
taining surveillance, group/crowd control and performing various

special functions.

Two types of investigators emerged as a result of the statistical
analysis of the task inventory data. Entitled Investigator II
for the convenience of describing the results of the present

job analysis, this investigator "type" is inclusive of most
Detectives and all special purpose investigative police officers
within the Department. 1In terms of actual tasks performed, the
Investigator II job type is basically the same regardless of
division of assignment. A police officer assigned to the Vice
Division performs essentially the same tasks as a betective
assigned to Burglary and Theft or a Detective in the Robbery
Division. All of these officers and Detectives according to

the results of the hierarchical analysis were grouped into

the Investigator II job type.

The Investigator I job type is composed of police officers

and Detectives who perform more public service and priscner

control functions in cowmparison to the Investigator II job

'type. Members of the Investigator I.group perform a more

limited number of fairly specialized tasks. For example,
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officers assigned to the Juvenile Division who spend extra
time in communication with the families of juvenile actors

are members of the Invesitigator I group.

Helicopter Officers pilot and observe from rotary-winged
aircraft. These officers perform many tasks in tﬁé areaslof
routine enforcement, anéwgring calls, traffic control, and
surveillance. Because their enforcement duties a:e pérforméd
from the air, these officers do not usually diredtly arrest
actors or perform prisoner control work.

J

The Jail Officer is a prisoner control specialist. Similarly,
the Traffic and Foot Patrol Officer is a traffic control spec-

3

ialist who also performs a great deal of routine enforcement.

Table 9 describes.the distributions of percent time spent
across job-duty areas for the Staff or Support Officers. The,’
data in Table 9 highlights the speéialty areas‘fér each £Ype
of Staff Officer. For example, the Safety and Public Relationé,

the Community Relations, and the School Safety offiéers spend

significant amounts of time in the public service area or duty.';,k,

The Training Officer is a training specialist. The reader is

‘directed to Appendix H and Table 9 for further detailed infor—_;)
mation on the wide variety of support job types that have been. =

identified within the Houston Police Department from the task

analysis results.

"
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DUTY

Perferming Routine Enforcement

Engaging in Traffic Control

Investigating Traffic Accidents

Responding to Calls for Service

Apprehending and/or Arresting Actors
Performing Group/Crowd Control

Investigating (Routine)

Investigating (In Depth)

Maintaining Surveillance

Processing and Controlling Prisoners
Performing Emergency Control and Special Functions
Piloting and Observing from Helicopter
Performing Direct Public Service and Public
Contact Functions

Performing Court and Court-Related Functions
Maintaining Radio Communications
Processing and Controlling Property, Automobiles,
Supplies and Records

Processing and Investigating Job License
Applicants

Training

Performing Miscellaneous Office and Technical
Functions

Directing and Organizing

Performing Personnel Administration:
Monitoring and Evaluating Performance
Performing Operational, Administrative and
Budgetary Planning and Control

Engaging in Contipuing Education Activities

PERCENT AVERAGE TIME SPENT IN VARIOUS

TABLE 9

JOB-DUTY AREAS FOR STAFF POLICE

OFFICERS SERVING IN SUPPORT FUNCTIONS

Y
U M
23
gy
. @4
By
Bs 28
35 B
1Y o] [ &]
7 -
4 -—
2 _—
12 -
36 -
1l --
4 -
3 8
4 42
2 o
2 i
5 28
- 1
- 5
18 16

Recoxds
Officer

o |

19

12

Planning & Research

lofficer

b
w O

20
18

100% 100%- 100% 100%

safety & Public
Relations Officer

15

Community Relations

Officer

|

' .
e lespatcher

13

15

7

Training
Officer

I
|
o |

2

Recruiting

Officexr

——

3

Administrative

Support Officer

Garage, -Supply &
Equipment Officer

|
|
|
l

Property
Officer

School Safety
officer

b

B w0

6

Fleet Control

officer

-

22
5

100% 100% 100% 100% . 100% 100% 100% 100% - 100% 100%

a e
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Time-spent data for the Supervisory job types is presented
in Table 10. According to the tasks performed, there are
basically five types of Supervisors below the rank of Deputy
Chief within the Houston Police Department. The Patrol and

Traffic Field Supervisor is perhaps the most general of the

~five since members of this type perform activities in a wide

range of job-duty areas. Composed of 85 percent Sergeants,
this job type contains the standard police supervisor who
is the first line "back~up" to the police officer in the
field. This Supervisor responds to calls for service on
occasion, is directly present in crowd control situations,
and has many public contact functions. In addition, the
Patrol and Traffic Field Supervisor has direct supervisory,
personnel administration, and performance evaluation duties.

Finally, members of this job type are involved in investi-

gations of a serious nature, whether they be in the accident

or the criminal area.

The Administrative Supervisor job type is more detached from
field operations than is the Patrol and Traffic Supervisor.

Only 30 percent of the members of this job type are Sergeants
while the remainder are Capﬁains and Lieutenants. Approximately
80 percent of the time spent by members of this job type isv
distributed among the classical management areas of direeting,' .

organizing, personnel administration, performance evaluation,

planning, control, etc. Administrative Supervisors are located
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TABLE 10
PERCENT TIME SPENT IN VARIOUS
JOB=DUTY AREAS FOR
HOUSTON POLICE DEPARTMENT SUPERVISORS
PATROL/TRAFFIC ADMINISTRATIVE HELICOPTER SUPERVISOR OF JALL o
DUTY FIELD SUPERVISOR _ SUPERVISOR _ SUPERVISOR INVESTIGATIONS SUPERVISOR |
” )
Performing Routine Enforcement : 12 4 14 5 2
Engaging in Traffic Control 8 2 3 - -1
Investigating ‘'raffic Accidents 5 = 3 —— -
Responding to Calls for Service 6 1 8 3 1
Apprehending and/oir Arresting Actors 3 - 2 3 1
Performing Group/Crowd Control 2 1 1 - -
Investigating (Rouf:ine) 4 1 1 7 1
Investigating (In Depth) 4 1 - 13 4
Maintaining Surveillance 1 - 2 9 -
Processing and Controlling Prisoners 4 1 - 4 17
Performing Emergency Control and Special Functions 2 1 2 = 1
Piloting and Observing from Helicopter - - 12 - =
Performing Direct Public Service and Public
Contact Functions 8 6 3 10 ‘10
Performing Court and Court-Related Functions 1 - 1 - 2
Maintaining Radio Communications 1 - 1 - 1
Processing and Controlling Property, Automobiles, 4 . , ‘ S
Supplies. and Records : 3 —— 2 . 3 -5
Processing and Investigating Job and License S _ ’ R _
Applicants , , , v - - ‘ - 1 —— _— e 1
Training ‘ ' _ L - ' 5 5 - 1
Performing Miscellaneous Office and Technical : , e e
Functions , 4 5 - : 4 , 5
Directing and Organizing 8 10 6 . .9 B i 8
Performing Personnel Administration - 11 o 22 - 11 11 - 15
Monitoring and Evaluating Performance 8 18 B A 10 “ 11
Performing Operational, Administrative and - ; - Lo L
Budgetary Planning and Control o 1 13 6 4 ‘ 4
Engaging in Continuing Education Activities ‘ 4 ‘ : 8 5 : 5 S 6
“100% 100% - -100%- - - 100% ' "+ 100%:
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in most of the different Houston Police Department divisions.

The Helicopter Supervisor is a specialized job type which
has evolved as the Department acquired its rotary-winged air-

craft. This Supervisor pilots an aircraft and performs many

- of the same functions as the officer pilots. However, the

job type also has a heavy administrative workload.

AS most officer investigators fall within a single job type,
most or all of the Investigative Supervisors also fall within
a'single type. The Supervisor of Investigations group is
combosed of 55 percent Lieutenants, 36 percent Sergeants, and
9 percent/Captains, It is distributed over most investigative
divisions in the,Departmént, Members spend approximately

20 percent of their time in direct criminal investigative
activity. About 30 percent of the time of individuals in this
job type is spent in administrative and management areas. The
remainder 6f time is.spent in a variety of activities ranging

from surveillance to public service.

The Jail Supervisor is a specialized job type that has admin-
istrative; supervisory and some prisoner contact functions

within the Jail Division of the Department.

Overlap of the Job Types

The most effective way to determine the extent to which the

task domain (i.e., job content) of one job type is similar to




the content of_another job type is to analyze the'ordér in
which variqus job types are merged in the application of the
hierarchical grouping procedure. Chart 1 is a summary diagram
depicting the various job types developed by the procedure,
and the order in which the job type groupS merged as the hier-
archical grouping procedure continued to its final stage‘of
combining all jobs into one final group. As indicated in
Chart 1, the first major job type to emerge from the'proCedure
is the Traffic and Patrol Officer job type. Virtually all
officers assigned to the Patrol and Traffic Bureaus (except
for Foot Patrol and Traffic Safety Officers) fit tightly intb’

this major job type. The SWAT group was the next to enter,

followed by the Investigator II group. When considering the

degree of similarity between the various job types diagrammed

in Chart 1, it is apparent that some of the officer job types
are less similar to the Patrol and Traffic Officer type thaﬁ
are certain of the supervisory positibns. Thé Su?ervisor of
Investigations, Jail Supervisor, and Traffic‘Field Supervisor
types,kfor example, merge with the combined "Patrol and
Traffic Officer", "SWATkOfficerff “Ihvestigator II" and
"traffic Foot Patrol Officer" group,kbefore the‘Jail Officer
job type joins thé group. Therefore, the ?Jaillofficé:“; =
"Helicopter Officer", and various‘"Staff Officer" pOSitions :

are unique job types in that they are less similar to the

Patrol and Traffic Officer than are jobs known to be different
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RAFFIC OFFICER
PANKS:

10U0% POL. OFF.
TASK OVERLAP:
59.9%

58,81
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100%

SWAT
OFFICER

RANKS:

INVESTIGATOR

Ix

CHART 1

GROUPING ORDER OF HOUSTON POLICE DEPARTMENT JOB TYPES

SUPER-
VISOR OF
INVESTIGATIONS

POL.

RANKS:

48% POL. OFF.
52% DETECTIVE
'ASK OVERLAP;

OFF.
TASK OVERLAP:
61.1%

TRAFFIC F
PATROL OFFICER

75% SERGEANT
25% LIEUTENANT
TASK OVERLAP:

RANKS:
55% LIEUTENANT
36% SERGEANT
« 9% CAPTAIN
0:49.4

HELICOPTER

FIELD SUPER. OFFICER

RANKS :

42.5%

50.1% -

48.6%

100% POL. OFF,
TASK OVERLAP:

44.9%

RANKS : RANKS :
100% POL. OFF.
TASK OVERLAP:

48.6%

85% SERGEANT

43.1%

HELICOPTER
_SUPERVISOR _
RANKS:

83% SERGEANT
17% LIEUTENAN
ASK OVERLAP

41.9%

10

INVESTIGATOR
I

RANKS:

62% POL., OFF.

38% DETECTIVE

TASKX OVERLAP,

37.0%

39.2%

JAIL OFFICER
RANKS:

TASK OVERLAP:

0% POL. OFF.

32.8%

~ADMIN,

SUPERVISOR.
[ RANKS:
31% SERGEANT.
37% LIEUTENAN
32% CAPTAIN

31.1%

(oVerlap statistic not calculated since several groups merged)
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OTHER STAFE
OFFICERS
WITH RANK

OF .

POLICE OFFICER

- POLYGRAPH

OFFICER

|+ SUPPLY AND
SUBPOENA
OFFICEK

- RECORDS
OFFICER - .

~ PLANNING AND

" RESEARCH
OFFICER '~

- 'SAFETY AND .

PUBLIC RELA-’
TIONS OFFICER
- COMMUNITY
_ RELATIONS
OFFICER
- DIZSPATCHER
- TRAINING OFF.
- RECRUITING
OFFICER .

-~ ADMIN. SUP=
PORT OFF:

- GARAGE, SUP.)
& EQUIP. OFF.

- PROPERTY. OFF.[

- SCHOOL SAFETY]

" OFF. .

~ FLEET CONTROY
'OFFICER

1
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‘and Traffic Officer job type perform many more tasks and in

from the Traffic and Patrol Officer grisuap such as "Supervisor
of Investigations" or "Field Supervisor". Said in another
way, the task contents of the Investigator II, and many of

the field supervisor job types are more similar to the content
of the Patrol and Traffic Officer jcb type, than are the task

contents of the Helicopter, Jail or Staff Officers.

‘Identification of the Entry Level Police Officer Job

As mentioned earlier, a major objective of the,task analysis
phase of the job analysis research was the identification of
the entry level police officer job. According to the results
reported in the previous section, the content domain of the
Police and Traffic Officér job type is most closely matched
first by the SWAT Officer and Investigator II job types and
next by the Supervisors of Investigations and the Supervisors
of the Patrol, Traffic, and Jalil Officers. However, the job
content of Helicopter Officer, Jail Officer and several kinds
of Stafif Officers, is quite dissimilar from the Patrol and

Traffic Officer. Thus, individuals with the rank of officer

are not all serving in positions with similar job content.

The above conclusion is further supported by comparing the
"Patrol and Traffic Officer" job type with the other "Officer"
job types in terms of the‘scopekdf work performed. A summary
of this comparison is reported in Table 1l. In terms of the

diversity of activities accomplished, members of the Patrol
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AVERAGE NUMBER OF TASKS PERFORMED
BY MEMBERS OF VARIOUS
OFFICER JOB TYPES

Patrol & Traffic Officer
SWAT Officer

Investigator II

School Safety Officer
Helicopter Officer

Traffic Foot Patrol Officer
Investigator I

Community Relations Officer
Jail Officer

Fleet Control Officer
Safety & Public Relations Officer
Plénning & Research Officer

Supply & Subpoena Control Officer

Polygraph Officer

Dispat.cher
Records Dfficer

Training Officex

Property Officer

Recruiting Officerxr
Administrative Support Officer

Garage, Supply, & Equipment Officer
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AVERAGE NUMBER OF TASKS
PERFORMED BY JOB INCUMBENTS
WITH THE RANK OF OFFICER

182

141

139
84
80
72
64
38
35
32
31
29
29
29
25
23
21
15
13
11

10




many more duty areas than do members of various qther job : %
types.w For example, Patrol and Traffic Officers perform an
average of 182 different tasks, while the Investigator I
officer only performs 64 different tasks. If the job descrip-
tions (Appendix H) for the various "Officer" Jjob types are
closely examined, it is apparent that the "Patrol and Traffic
Officer”™ job type encompasses most of the tasks performed by
members of the other "Officer" job types listed in Table 1l.
For example, "Patrol and Traffic Officers" perform most of

the tasks in the "processing and controlling prisoners" duty
~area, which is the major duty area (in terms of time spent)
for the "Jail Officer". Most of the tasks performed by the
"Community Relations Officer" alsc are performed by the
"Patrol and Traffic Officer", especially in the duty area of

"performing direct public service and public contact functions".

The specialty job types such as "Dispatcher", "Jail Officer",
or "Community Relations Officer" require special on-the-job
‘and/or formal ‘training for a select group of tasks. The
“Dispatcher" must learn to operate a special multiple console |
"send and recei&e" unit. The "Community Relations Officer"
must learn how to set up the Police Mobile Exhibit Trailer,n

etc.

~In addition to taskyanalysis data, the results of a special

divisional "tracking analysis" also were available for !
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determiﬁing and defining the entry level position.

The tracking study was performed utilizing a records research
method which identified and recorded divisional assignments
at the time of officer performance appraisal. The trackiﬁg
research was conducted for all Class A officers commissioned

since July 1, 1970. The goals of the tracking research were

~as follows:

1) To define the divisional assignments of officers

after their probationary periods.

2) To estimate mobility between or among divisions
for officers in their initial post-probationary

assignments.

Table 12 presents a distribution of frequencies of police
officers' assignmenfs during the first eightéen months Qf
their careers after the,six month probation period. The
data are presented jointly and then separateiy for males
and females. The data in Table 12 indiéaté that 1,125 (or

129 percent of the total number of officers available)

_assignments were made since July 1970. Approximately,30

‘percent more assignments were made than there were slots

available. Thus, there has been some mobility (approximately
1.3 assignments per offiCer) during’the fi:st~eighteen months

of duty as an officer. Females show slightly more‘mobility,

(1.4 assignmentsfper officer) than males. The majbrity‘Qf,malé,‘5~’

-2




TABLE 12

ALL JOB ASSIGNMENTS UP TO FIRST 18 MONTHS AFTER PROBATICN
FOR OFFICERS HIRED FROM 7/1/70 THROUGH 8/31/75

All Officers Male Officers Female Officers

-73-

No. Ever in No. Ever in No. Ever in
Division Assignment Percent Assignment Percent Assignment Percent
Patrol 804 71 803 78 1 1
Traffic Control 105 9 100 10 5 6
Accident Investigation 198 18 179 17 19 21
Juvenile 70 6 24 2 46 52
Jail 129 11 91 g 38 43
Communications 8 1 8 1l 0 -
Dispatcher 71 6 71 7 6] ——
Crime Lab 1 - 1 - 0 -
Narcotics 12 1 12 1 0 -
Vice 12 1l 11 1l 1l 1
Homicide 2 - 1 - 1 1
HCIC 2 - 0 - 2 2
- Intelligence 5 —— 1 - 4 4
Personnel 13 1 8 1 5 2
Community Relations 6 1 4 - 2 2
Planning & Research 2 - 2 - 0 -
Identification 10 1 9 1l 1 1
Total Active 1125 129 1035 128 89 140
No. Assignments
Per Officer (Up to
18 months after
probation) 1.3 1.3 1.4 ‘
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a551gnments have been in the Patrol and Accident Investlgdtlon

Divisions; the majority of female assignments have been in

the Juvenile, Jail, and Accident Investigation divisions.

Table 13 presents a similar analysis for officers completing

the six month probationary period since January 1, 1973. Similar i

results to those presented in Table 12 were obtained, although
the average number of assignments per officer was slightly

higher (1.35).

In summary, there is some degree of mcbility across the various

_departmental divisions during the first eighteen months of

assignment as a pOlicevofficer. However, most aSsignments

occur in Patrol (71 percent), end the nextkmost frequent_div—
ision of assignment is Accident Investigation (18vpercent).
Consequently,  when the area of assignment during the first

year and one half of service is considered as one of the
criteria for defining the entry leﬁel job, then clearly a
majority (89 percent) of all officers serve in either the
Patrol, Traffic Control or Acc1dent Investigation Divisions.
Thus, the content of the jobs ln these divisions as deflned'

by the task analysis results (or other job analys1s procedures)‘

comprises the prlmarj content ‘domain of the entry lcvel jOb

The above conclu51on also is supported lrom ‘an - nelySisaof

the background data collected from offlcers completlng the

Task Inventory. Among the flnal sample of 819 Class A
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TABLE 13

ALL JOB ASSIGNMENTS UP TO FPIRST 18 MONTHS AFTER PROBATION
FOR OFFICERS HIRED FROM 1/1/73 THROUGH 8/31/75

All Officers Male Officers Female Officers

. No. Ever in No. Ever in - No. Ever in
Division Assignment Percent Assignment Percent Assignment Percent
Patrol 359 71 358 82 1 1
Traffic Control 38 8 33 8 5 7
Accident Investigation 86 17 68 15 18 26
Juvenile 40 8 11 3 29 42
ol ' 74 15 48 11 26 38
Communications 6 1 6 1 0 -

- Dispatcher 45 9 45 10 0 -
Crime Lab 1 - 1 - 0 -
Narcotics 7 1 7 2 0 -
Vice 7 1 1 ] 1
Homicide 1l o 0 - 1 1
HCIC 2 - 0 - 2 3
Intelligence 2 - o] -— 2 3
Personnel 8 2 4 1 4 6
Community Relations S 1 3 1 2 3
Planning & Research 2 - 2 - 0 -
Identification 3 1 3 1 0 -
Total Active 508 135 439 136 69 132
No. Assignments
Per Officer (Up to
18 months after
Probation) 1.35 1.36 1.32
-75=
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personnel, 67 officers had less than one full year of post-
probationary job experience. These 67 officers were

distributed across the jcb types as follows:

Job Type . Number Percent
Patrol & Traffic Officer 45 68
Traffic Foot Patrol Officer 4 6
Jail Officer 4 6
Investigator I 3 4
Community Relations Officer 3 4
Dispat:cher 3 4
Training Officer 2 3
Recruiting Officer 1l 2
Other _2 3
7 - T00

Thus, over two thirds of the relatively new officers hedfbeen:

assigned to the "Patrol and Traffic Officer" job type.

Additional information of a "tenure nature" (ohtained from
officers completing the Task Inventbry) that relates tovthe
1dent1f1catlon of the entry level job is presented in Table 14.
According to these data, the "Patrol and Trafflc Offlcer"ijob
type has the lowest average tenure except for the "Recruitihgee
Officer"; Thua, for the moet part relatlvely new offlcers |
have been assigned to the "Patrol aud Traffic Offgcer" jd@y‘

type, since this type generally lncludes lnd1v1duals w1th twor

or more years Zess tenure than offxcers in other jOb typesL :

3



TABLE 14

SAMPLE SIZE AND TENURE
CHARACTERISTICS OF VARIOQUS
OFFICER JOB TYPES

Size of Sample Percentage of Average Tenure

Complating Total “"Officer" of Sample

the Task Rank Surveyed Members (months)
~atrol & ’I'fraff::Lc Officer 353 . 59 73
avestigator II 59 10 145
cail Cfficer ‘ 26 | 4 131
sommunity Relations Officer 11 2 86
cisgatcher ' . 17 3 102
Training Officer | 14 2 99
Recruiting Officer 8 i 70
‘foot Patrol Officer 11 2 125
| dther . 99 17 -

TOTAL - 598 100
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Concluding Definition of the Entry Level Job

The entry level job is defined as the "Patrel and Traffic

Officer" position for the following reasons:

1)

2)

3)

prise the "Patrol and Traffic Officer" job type.

A majority (about 72 percent) of all individuals
in the Houston Police Department with the rank of
"Officer", are assigned to the Patrol and Traffic

Bureaus.

A statistical grouping procedure clustered a large
number of police officers together into a job type
which was entitled "Patroi and Traffic Officer"
based upon an ahalysis of tasks pefformed by all
officers} The content of this job was considérably
different from other officer jobs in terms Cf7scope'

of duties and level of specialization.

A special "tracking analysis® indicated that,there
is some degree of mobility"across divisions for
police officers with one to eighteen months tenure.

The presence of mobility across divisions means

~that there is mobility in assignments across jobk‘

 types. However, a large majority (89 percent) of

the assignments,have‘been_to positions that com- e

-7 8~




4) kThe "Patrol and Traffic Officer" job type haé the
lowest average tenure per member when compared to
all other officer job types (except for the
"Recruiting Officer") within the Department. Thus
officers are assigned more often to the "Patrol and
TrafficVOfficer" job type than to any other type

(except for Recruiting) .

A final descriptiﬁn of the entry level, "Patrol and Traffic
6fficer", in terms of the task analysis statements is presented
in Appendix I. For each task performed by the "Patrol and
Traffic Officer"” is listed the averags percent of time spent
performihg the ﬁask; the percent of the "Patrol and Traffic
Officers" performing the task; and the "criticality" of each:
task performed by these foiéers. The "criticality" index,
which ranges from one (low) to seven (high) was developed by
havihg Sergeants rate eéch'task in terms of the "consequences
-of inadeQuate performance“. The instructions for this rating

process are given in Appendix J.

\ V _79_




v tie o be

[Py

Nan

CHAPTER 9

JOB ANALYSIS BY DIRECT OBSERVATION

Introduction

In conducting job analyses, it is often important that the
analysts have an opportunity to observe incumbents performing
their job duties in order to obtain an accurate and éomprehensrh
understanding of the necessary job reqﬁirements. Observation |
is also‘important from thejstandpoint that it pfovides the
analysts with opportunities to gain first hand'knowlédge, in

this study referred to as "street sense", and thereby'havé a

more comprehensive understanding of the various jobs when
analyzing various types of job ihformatién. Thus, the first
hand knowledge is an important aid to the conduct of job énalyst’
interviews, in that the analysts can'better understand and
relate to what is being said in the interviews. Information'{

obtained from direct observation is also valunable when preparinc

‘objective task analysis statements ana when’anaiy?ing'jobS'with'

other types of job analysis questionnaires (e.g., the PAQ) .

Consequently, the direct observations of officers at work 

,became an imporﬁant part of the study andfactually preCeded"

or ‘were conducted concurrently with the other methods of job

analysis utilized in this study.

Methodology

A

Prior to the initiation of the direct observation process, a .
A
|
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"Direct Observation Guide" was developed to ensure consistency
in the collection of information by the job analysts. This

guide consisted of three major sections: 1) background information,
2) a checklist of job activities and conditions, and 3) nar-
rative descriptions of the events and activities that were
observed by the analysts. The second major section (the check-
list of activities) was comprised of ten subcategories: (a2)
general duty being performed, (b) numbér of officers involved,
(c) equipment or materials used, (d) data involved, (e) type of
pecople dealing with, (f) physical conditions/milieu, (g) physical
activity, (h) time constraints, (i) possible negative con-
sequences of actions, and (j) degree of mental alertness
required. A copy of the direct observation guide used by the

job analysts is given in Appendix K.

When completing the direct observation guides, the job analysts
"checked off" the applicable items in the second major section
of the guide as thesekitems occurred during the observation
period. For example, if an officer were involved in the
general duty of routine patrol during the first thirty minutes
of a shift, a check;mark‘was placed by the obssrving job
analyst in column A next to "Routine Patrol". If, during that
same time period, the c¢fficer came in contact with an inebriated

person, a check mark also was placed in column A next to

~ "Inebriated". In a like manner, all activities and conditions

which were present during the first thirty-minute time period

were checked in Column A. During the next thirty-minute

-8]-~
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time period, the same procedure was followed, with the
analyst placing the check marks for appropriate items in
column B of the observation guide. This process was followed

throughout the entire eight-hour work shift under observation.

In addition to completing the checklist, the job analysts.
also recorded in narrative fashion all events and activities
that occurred during each thirty minute observation interval.
The data from this section of the observation guide were

used to complete a content aralysis of the observations.

The observations were completed by seven job analysts between
December 15, 1975 and January 31! 1976. All seven analysts
hold doctoral degrees in Industrial Psychology and have both
formal training and experience in job analysis. A total of 42--
observations were conducted, totaling approximately 336 hours
of observation time. During these times over 75 officers were
observed performing their jobs. The information giveﬁ in Table
15 describes the nature of each observation period. As indicate
by this informaticn, the job analysts observed the work of
Class A personnel with the classified rank of Officer in most

of the major divisions of the Department across all work shift$
Results

The information given in the left column of'Table/lG identifies
the types of calls to which police officers are dispatched. In

total, there are 25 major types of calls. In the right column

~-82-
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DESCRIPELLON OF OBSERVATTION PLERIOLY

-28_

NUMBER OF
BUREAU DIVISION SHIFT DISTRICT OFFICERS OBSERVEP
Special Investigations Organized Crime Day 1*2 —— 2
Special Investigations Intelligence ' - Evening - — 1
Special Investigations Narcotics Day —-—— Several
Special Investigations Narcotics Evening —— Several
Special Investigations Vice Day | m— 2
Special Investigations Vice Night ——— 5
Patrol Central Evening 16 1
Patrol Central Evening 2 1
Patrol Central Evening 17 1
Patrol - Central Eveniﬁg 1 2
Patrol Central Evening/Night 16 3
éatrol Central Evening/Night 2 2
Patrol Central Day 1 1
Patrol Central Night 17 1
Patrol Southwest Evening 18 1
Patrol Southwest Evenihg» 20 1
Patrol Southwest Evening 15 1l
~ Patrol " Southwest Night 19 1l
Patrol ‘Park Place Evening 13 2
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TABLE 15 (CON'T.)
NUMBER OF

_ve-

DISTRICT

BUREAU DIVISION SHIFT OFFICERS OBSERVED
Patrol Park Place Evening 14 2
Patrol Park Place Evening 12 2
Patrol Park Place Evening 11 1l
Patrol Park Place Night 14 2
Patrol Northeast’ Evening 7 2
Patrol Northeast Evening 9 2
Patrol Northeast Evening 8 2
Patrol Northeast Evening 10 2
Patrol Northeast Day 7 1l
Patrol Northeast Night 10 1
Patroi SWAT Day -f; 1
Special Services Diépatch Evening — .2
Special Services Jail Night - Several
Special Services Jail Evening ——— Several
Traffic Accident ‘Evening —— 2
Traffic Accident Day ——— 1
Traffic Enforcement Evening —_— 2
Traffic. - Enforcement Day - 1
Traffic Helicopters DQy' 1
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BUREAU

Traffic

Traffic

Criminal Investigations

Criminal Investigations

DIVISION

Point Control
Point Control
Juvenile

Juvenile

SHIFT

Day
Evening
Evening

Day

DISTRICT

- v

TalAlsLie L OF

OFFICERS OBSERVED
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of Table 16 are listed the types or calls or investigations thy.
the job analysts were dispatched to with the officers and/or
observed during the course of the observation period. Of the
25 types of major calls, the analysts weré dispatched to or
observed 21, or 84 percent, of these calls. In most instances,
a given type of call was observed more than once and by more
than one job analyst. Consequently, the analysts had the
opportunity to observe the most important aspects of an officer'
work, and the analysts received comprehensive, first-hand
knowledge of the duties, tasks, behavicrs and activities
involved in many of the Houston Police Department's "first-line"

jobs.

As previously mentioned, the knowledge gained from the observa-
tion pefiods was especially valuable to the research team in
the implementation and interpretation of other types of job
analysis methods and results. Table 17 lists the various types
of activities and behaviors that the job anélysts observed.
These activities and behaviors have been categorized into the
following areas: (a) physical activities and behaviors,

(b) skilled psychomotor acti&ities and behaviors, (c) public
relations, (d) investigative activities and behaviors, (e)
arrest activities and behaviors, (£f) traffic control activities
and behaviors, (g) reporting/ccmmunicating, and (h) activities

and behaviors requiring interpersonal skills.

Given the variety of activities and behaviors observed, and
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TABLE 16

TYPES OF CALLS AND CALLS DISPATCHEﬁ

TO AND OBSERVED BY JOB ANALYSTS

Types of Calls:l

1. Accidents
a. major
b. major/minor injuries
¢c. unknown major or minor
d. minor

2. Ambulance Call
a. shooting or cutting
b. suicide
c. overdose
d. beating
e. DOA
- £. etc.

3. Assist the Offifer
4. Auto Theft
5. Bomb Threat
6. Burglary v
a. 1in progress, just
occurxed
b. burglar alarm
¢. all other burglaries
7. Citizen Holding Prisoner
8. Criminal Mischief
9. Dead Person

a. natural
b. homicide

Calls Dispatched to and Observed
by the Job Analysts:

1. Accidents
a. major .
b. hit and run
c. pedestrian hit
d. minor

2. Ambulance Call
a. shooting
b. attempted suicide
c. overdose
d. beating
e. DOA (natural)
£f. homicide

3. Assist the Officer

4. Auto Theft

5. Bomb Threat

6. Burglary
a. burglary in progress
b. burglar alarm (local

and silent)

¢. residential burglary
d. business burglary

7. Citizen Holding Prisoner

8. Criminal Mischief

9. Dead Person

a. natural
b. homicide

lsource: Houston Police Department, Dispatchers Division,
Telephone Complaint Manual for Dispatcher I. 1Issued September
29, 1975 by H. D. Caldwell, Deputy Chief, Special Services

- Bureau.
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TABLE 16 (CON'T.)

Types of Calls:

lo.

11.
12.
13.
14.
15.
l6.

17.

18.
19.
20.

21.

’ 22.

23.

Disturbance

Drunk

Found Property
Hazards

Man or Woman Down
Mental Case -
Narcotics

a. being used

b. being sold or stored

Officer Holding Prisoner
(Wagon Call)

Officer Needs Help/Backup
Prowler

Rape

a. in progress or just

occurred
b. o0ld report

Robbery
a. in progress or just
occurred

b. alarm hold up

See Complainant

Shoplifter

Calls Dispatched to and Observy,
by the Job Analysts:

10.

21.

22,

23.

-88~-

Disturbance

a. business

b. family

c. attempted assault with
firearms

d. discharge of firearms
e. labor dispute

Drunk

Not Observed
Hazards

Not Observed
Mental Case
Narcotics

a. being used

b. being sold or stored

Several Observed

‘Officer Needs Help/Backup

Prowler

Not observed

Robbery
a. Jjust occurred

See Complainant

a. threatening phone calls
b. civil disputes

¢c. miscellaneous

Shoplifter




[27)

TABLE 16 (CON'T.)

Calls Dispatched to and Observed

Types of Calls: by the Job Analysts:
24. Theft 24, Theft
a. in progress a. in progress
b. regular theft report b. regular theft report
c. theft of license plates
25. Code 1 Calls 25. Code 1 Calls
a. call: office, home, a. call: home, office,
some division, etc. other division
b. work traffic : b. blocked drive
c. blocked drive c. meet officer
d. meet officer - d., report to
e. report to ... e. abandoned car
£f. abandoned car f. cars speeding
g. illegal parking g. see party
h. cars speeding

i'

see party
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TABLE 17

TYPES OF ACTIVITIES AND BEHAVIORS

OBSERVED BY THE JOB ANALYSTSl

A. Physical Activities and Behaviors

Pushing a stalled automobile off the street (alone)
(with assistance)

Breaking through a door to gain forcible entry (w1th
assistance) ‘
Handcuffing prisconers (alone) (with assistance)
Climbing cver a five-foot fence to enter property
{alone)

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

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

Running approximately 100 yards and catching a fleeing
actor (alone)

Lifting and carrying portable scales (alone)

Lifting injured person from automobile onto a stretcher
(with assistance)

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

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

B. Skilled Psychomotor Activities and Behaviors

1.

2.
2

e

High~speed driving
Pursuit driving
Flying helicopter

C. Public Relations

1.
2,
3.
4.
5.
6.
7.
8.
9.
10.

Advising citizens of the law

Giving verbal warnings to traffic violators
Escorting a distressed citizen home

Helping a stalled motorist

Giving directions to lost motorists
Talking/counseling with juveniles

Checking on motorists who are sleeping, ill, etc.
Taking an injured person to the hospital
Consoling victims

Checking persons for p0551ble injuries

1g

jome activities and behaviors are listed in more than one

category.
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TABLE 17 (CON'T.)

" it

Investigative Activities and Behaviors

1. Checking vehicle registrations
2. Investigating traffic accidents
3. Preparing coffense reports :
4. Questidning victims, witnesses, and suspects
5. Checking buildings for means of entry (after burglary)
6. Lifting fingerprints
. Checking on abandoned vehicles
8. Searching for prowlers
9. Stopping suspicious looking persons
10. Taking pictures of crime scenes
11. Securing the scene of a crime
12. Examining bodies for evidence of foul play
13. Searching large areas for wanted actors
14. Developing informants
15. Searching residences, cars, etc., for contraband
16. Gathering information from written materials
17. Conducting undercover meetings
18. Maintaining surveillance
19. Using electronic surveillance equlpment, cameras, etc.
20. Receiving information from informants
21l. Conducting preliminary tests on suspected drugs
22. Showing mug shots :
23. Weighing trucks with portable scales
24. Measuring dimensions of lcads on trucks
25. Measuring distances at the scene of an accident
26. Advising victims of their rights and procedures for
filing charges
27. Routine patrol and observation

Arrest Activities and Bshaviors

l. Tagging property
2. Issuing tickets for traffic violations -
3. Searching actors, suspects, and prisoners
4. Handcuffing prisoners
5. Transporting prisoners to jail .
6. Completing arrest reports ;
7. Filing charges -
8. Processing DWI ‘
9. Apprehending actors (see Physical Activities category)
10. Administering breathalyzer test
11. Drawing weapons to have ready for use
12. Obtaining and serving warrants
13. Conducting raids and busts
14. Booking prisoners

=01~
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15.

16.

¥. Traffic Control Activities and Behaviors

TABLE 17 (CON'T.)

Putting prisoners in cells
Taking pictures of prisoners

1.
2'

> W

5.
6.

Giving verbal warnings to traffic violators
Issuing tickets for traffic violations
Directing traffic at intersections

Directing traffic at the scene of an accident
Operating radar unit

Having illegally parked cars towed away

G. Reporting/Communicating

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.

112,
13.
14.
15.
16.
17.
18.
1i9.

20.

Preparing traffic tickets

Preparing accident reports

Preparing offense reportis

Preparing arrest reports

Filing charges

Communicating with other law enforcement agencies
Operating TCIC/NCIC terminals

Discussing status of cases/investigations
Testifying in court

Dispatching officers to calls

Maintaining radio contact and reporting relevant
information :

Preparing call slips

Recording confiscated property

Preparing daily activity reports

Recording of prisoners' activities

Sketching pictures for offense reports
Performing calculations for reports

Roll call meetings

- Informing prisoners of what they should do to get out

of jail
Recording prisoners' property

H. Activities and Behaviors Requiring Interpersonal Skills

1.
2.

3.
4.
5.
6.

Counseling with juveniles

Questioning victims, witnesses, suspects and
prisoners :
Calming down distressed individuals
Communicating with a deaf and dumb person
Reasoning with emotionally upset individuals
Ignoring verbal abuse




7.
- 8.
9.
10.
11.
12.

TABLE 17 (CON'T.)

Developing informants

Controlling crowds and preventing violence

Resolving conflicts between individuals

Calming down mentally ill persons

Being patient and polite to hostile people or prisoners
Translating from one language to another ‘

-.93_




P A R e

it o oy b,

PRI L

having observed that different officers perform different
activities or are required to behave differently depending upg:
the division to which they are assigned, the job analysts
concurred with and substantiated the previously described
findings of the task analysis with regard to the content of the

entry-level job.
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CHAPTER 10

CRITICAL INCIDENT ANALYSIS

Introduction

2s previously indicated, a number of job analysis techniques have

been utilized to obtain an integrated and comprehensive picture of ‘g
Class A jobs within the Houston Police Department. A prior

chapter has described the analysis of the jobs in terms of

the tasksvperformed by police officers. This chapter describes

a job analysis procedure that focuses on critical behaviors.

The Critical Incident technique, developed by Flanagan (1954),

provides information about the criéical aspects of a job by
having incumbents and immediate supervisors (Sergeants in this
study) describe examples of exceptionally good or exceptionally
poor on-the-job behavior. The incidents so described were ‘,
actual situations in which a job incumbent's behavior made the

d;fference between a successful or an unsuccessful outcome of a

work situation. Rather than a general description of job

behaviors that‘result from many job analysis methods, the

Critical Incident technique defines behaviors and events that

actually occurred at a definite time and place. In turn, all

events are content-anélyZed and placed into meaningful categories

- of relevant (job-related) behavioral job dimensions.

Critical Incident Methodclogy

- In this study, critical incidents were collected by asking

=95~
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police officers and Sergeants from most of the Houston Police
Department divisions and details to describe orally to an
interviewer (job analyst) or in writing a certain number of
incidents in which both effective and ineffective job per-

formance resulted from the actions taken by a police officer.

Tables 18 and 19 list the number of interviews and questionnair.
scheduled and obtained from officers and Sergeants in the varic,
divisions and details of the Department. The schedule for the
number of incidents to be obtained from each division was
roughly proportionate to the distribution of officers through-
out the entire Houston Police Department. A total of 2,248
incidents were scheduled to be collected, anticipating 1,000 teo

1,500 usable critical incidents.

Respondents first were asked to relate critical incidents about
officers from the division or detail in which they (the
respondents) currently worked. If respondents could not think
of enough incidents from their own division, they were asked to
describe officer incidents that had occurred in another divisior:
in which they had worked earlier in their careers. It should b
noted that most of the respondents with "office~type" jobs
could not think of enough incidents occurring within their
present divisions, and they often related incidents that happent
in the Patrol or Traffic Bureaus in which they had worked
previously. Therefore, a large majority of the incidents

actually described the behavior of officers assigned to the

-96-
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TABLE 18 (CON'T.)
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I®STITIO JO I3qumy

12

11

18.

18

22

12

m

645

MOTAISJUT

/uotieaxasqo £q
pPo309TTOD S3UDPTOUT
TROIITID JO IB3qUnN

115

pauanlax
sexteuucitisanb jo jusoxad

40%

0%

25%

100%

100%

0%

40%

100%

50%

100%

- 30%

33%

66%

pauiInlsx
ssaTeRUUCTISIND JOo Iaqumy

2

1

3

6

178

axreuuorjsanb

woxy paurejqo

aq 03 S3ULPTOUT
TeOTITAD JO I9quMy

20

20

10

16

S 2

10

18

20

18

40

24

40

24

1130

DIaINqTIISTP
saxrteuuoTryssnb jo xoquny

10

10

270

¥S3Ua2pTOUT

TROTITIO BUT}09TTOD
I0J SMITAIDJUT
/UOTIBAIDSqO JO IaqumpN

49

JusaptTour
TeoT3TID butjyersy
TenpTATpPUI JO [Te3ad
I0 UOTSTATQ JudIIND

--spection

pPlanning and Research

Criminal Intelligence

Organized Crime

chnical Service

"a
2

Records

Polygraph

H.C.I.C.

Identification

Property Room

Bike Detail

Special SQrvices

Dispatchers

Garage

Jail

Uniform Supply

Total

*1 or 2‘officers per observation/interview withylo critical incidents collected per

“interview.
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TABLE 19 (CON'T.)
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S kM o 4 Sk ] U PG & 00 5 2
-S Y4 © 4y QL} *m Yy -8 How H g Yy Lg YW w0 2 -
oty OmMm# |03 oL S [0 g 1848 BlooT
o g8 o -~ d o Q o U0 (i) oo g i g2
8 ool o @ 400 @ W o Y ad e A Yy oo oo N OO Slu 05
o4 H o 0.HT RY QT W Y 0 N QT o g s
N A ﬁ oo Q4 A @ 0 =] SR Q ¢ -
Hi3 s FYERCERNEER Y ERE | )
OamA EQon |20 |Z2A000 |2 w aon lZ2A8Alz5E
Inspection
. *%
Planning and Research 1 0 - - - 4 -
Criminal Intelligence 1 0 - - - 10 -
Technical Service
Records 1 0] - - - 4 -
* %k
H.C.I.C. 1 0 - - - 10 0
. . *%
Bike Detail 1 0 - - - 8 -
Special Service
Dispatchers 1 0 - - - 14 -
Garage 1 0 - - - 0 -
Jail 1l 5 20 2 40% 9 8
" Uniform Supply 1 0 - - - 0 -
Total 31 87 348 70 80% 202 250

* 1, 2, or 3 supervisors per interview

#* 10 critical incidents were to be collected per interview except for those with!

asterisk (**) where only 4 were to be collected.
*tkpus detectives and one lieutenant were interviewed rather than a sergeant

~-102~-




L
“y

Traffic or Patrol Bureaus.

Interviews with officers also were held by members of the
research team during direct observation periods (see Chapter 9),
and ten critical incidents were requested (five positive and |

03

ion/interview. Critical

¢t

five negative) during each observa
incidents for the officer position were obtained from Sergeants
after an interview discussing their own (i.e., Sergeant) job
dutiés. If only one individual was interviewed, four critical
incidents were requested (two positive and two negative).

When two or more sergeants were interviewed simultaneously,

ten criticél incidents were requested by the job analyst.
Appendix L contains the critical incident questionnaires used
by the job analysts duting the officer and Sergeant interviews.
Questionnaires to be completed by both officers and Sergeants
(Appendices M and N) were given to division Capﬁaihs for dis-
tribution. Most individuals were asked to describe four
incidents (two positive and two negative).  However, if the
division or detail was small and only a few questionnaires were
distributed, the respondents were asked to describe six or ten
incidents. Recipients of the questionnaires were asked to
complete the forms within ten days and return them to the

researchers in self-addressed envelopes.

Critical Incident Results

of the 2,248 critical incidents requested, 1,328 were obtained

from the interview and questionnaire procedures. One hundred,
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sixteen of theée incident descriptions were not usable, pri-
marily because they were either illegible or the example was p..
a "true" critical incident. Of the 1,212 usable incidents,

760 were submitted by officers and 452 were from Sergeants

describing police officer job performance.

Each incident was read by one of two research team Industrial
Psychologists and categorized into a behavioral job dimension,
After all incidents were reviewed separately, the psychologists
discussed the behavioral categories each had obtained through
independent analysis. There was considerable overlap between
the independently-derived behavioral dimensions, and the two
sets of dimensions were combined into a single set of behaviora!
job dimensions. All 1,212 incidents were then reanalyzed and
categorized into the final set of behavioral dimensions by the
same two psychologists, each reading approximately one-half of

the incidents.

‘Table 20 lists the 13 major behavioral job dimensions and the

42 sub-categories of the various dimensions. Additionally, the
numbers of positive and negative critical incidents associated
with each dimension are reported in Table 20. There were many

ways of combining the incidents into behavioral dimensions. AS

a guideline for this study, dimensions were selected which

would be most meaningful and descriptive of a Houston

police officer's job in the opinion of the researchers.

Dimension categories were not designed necessarily to be
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TABLE 20

CATESORIZATION OF CRITICAL INCIDENTS

FOR SUPERVISORS AND POLICE OFFICERS

Flexibility to Situations and Circumstances

-] (1R

21

et
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2| .8 g &3
e B Moeed . o o 0
Q & Q4 o~ (] LelRey
g o 2 o g o
- 30 § % P 8w 2h
g 2 . '7 -t (u
Behavioral Dimensions and Categories A R a = B A& 00O
personal Character and Responsibility (86) * (7%)
a. Honesty 10 33 43 4%
b. Abiding by the Law 1 3 4 0%
¢. Objectivity, Fairness and Prejudice 4 18 22 2%
d. Proper Use of Authority 2 15 17 1%
Emotional Stability/Control and Psych. Adj. (325) - (27%)
a. Sexual Conduct -0 8 8 1%
b. Use of Alcohol and Drugs 0 8 8 1%
c. Separating Personal Life from Prof. Oblig. ¢] 3 3 0%
d. Physical Aggressiveness 24 47 71 6%
@. Verbal Aggressiverness 3. 31 34 3%
f. Taking Abuse and Self Restraint 21 29 50 4%
g. Maintaining Control in Emergency or ;
Stressful Situation 76 22 o8 8%
h. Willingness to Risk Personal Safety; o .
Courage 35 18 53 4%
: . s . , %k
Judgment and Decision Making (310) {26%)
a. Exercising Caution when Deéling with Actor 20 86 106 9%
b. Concern for the Safety of Others 9 7 16 ul%
c. 24 2%
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Behavioral Dimensions and Categories =z A Z = EH & 0

d. Handling and Use of Weapons 25 44 69 61

e. Decision Making 16 35 51 43

£. Planning Ability 23 4 27 2%

g. Bstablishing Communicative Networks 6 11 17 14

4. Investigative Thoroughness 116 64 180 15%
5, Investigative Vigilance (153) (139}
a. Memory for Details 23 0 23 2%

b. Pérceptual Vigilance, Observant 119 11 130 11z

6. Job Xnowledge (54) (4%)
&. Knowledge of the Law 0 ] 9 12

b. Xnowledge of Procedures ' 10 9 19 2%

c. Knowledge of Geographic Areas 3 2 5 03

d. ZXnowledge of First Aid Technique 19 2 21 2%

7. Conscientiousness to Duty (161) (139
a. Responsibility for Assignment 3 25 28 2%

b. Following Departmental Procedures 19 27 46 4%

c. Following Orders 0 8 8 1%

d. Interest in Work; Initiative 37 25 62 5%

e. Accuracy and Thoroughness in Reporting .3 14 17 13

8. Interpersonal Effectiveness (121) (10%
a. Ability to Assume an Undercover Role 7 6 13 13
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Behavioral Dimensions and Categories =2 A “ = S Lol R
b.  Establishing Rapport with Actor to Obtain
Information 35 3 38 3%
c. Developing and Gaining Trust of Informants 15 1 16 1%
d. Influencing Behavior of Distressed or
Disturbed Individuals 48 0 48 4%
e. Talking People out of Fighting, Rioting,
etc. 5 1 6 0%
9. Interest in Helping Others/Public Relations (124) {10%)
a. Interest in Helping Others 29 11 40 3%
b. Attitude in Dealing with Others 14 38 52 4%
¢. Sympathy or Concern for Victims or
Distressed Individuals 24 8 32 3%
10. Relationship with Peers 33 23 56 5%
11. Leadership/Self Reliance (29) (2%)
a. Directing and Assigning Tasks to Other ,
Officers 4 3 7 1%
b, Controlling a Scené Independently; Self
Reliance 17 5 22 2%
12, Psychomotor Skills (89) (8%)
a. Ability to Shoot Firearms Accurately 29 4 33 3%
b. Pursuit and High-Speed Driving Ability 42 24 66 5%
13. Physical Ability 113 44 157 13%
Grand Total 1855

" Subcategory totals

** Will total more than 100% because some incidents were placed in 2 or more categories
‘*#**subcategory total percent will not always equal category percent because of rounding

off decimals.
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independent and, in fact, many overlap. If one part of a
dimension was important enough to stand by itself, a new
category was created. For example, "honesty" and "sexual
conduct”" critical incidents could have been listed under
"abiding by the law", but were considered imporfant enough to
be cited in Separate categories. In addition; "sexual conduct"”
could have been listed under "personal character and re-
sponsibility" rather than "emotional stability/control and
psychologidal adjustment"; but was considered to be more

representative of the latter than the former.

The freqUencies of incidents by dimension category as reported
in Table 20 are not related necessarily to their criticality

or even their frequencies of on-the-job behavior. For example,
honesty is an extremely important requiremént for police officer
Every time an officer confiscates property or examines a
burglarized home or place of business,'the opportunity exists
for the officer to steal. However, a critical incident only was
categorized under "honesty"‘if honest or dishonest behavior

was specifically mentioned bf the individual describing the
incident. When considering the nature of an officer's job,
honest behavior is assumed and usually not mentioned unless
something dishonest occurs. Likewise, positive behavior for
categories such as "sexual conduct" and "responsibility of
assignment" are the norm and are seldom mentioned unless as a
negati&e incident. Therefore, frequency of job behavior and

"criticality"™ are obtained most accurately from another method
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of job analysis, such as the task list inventory approach

(see Chapters 6 and 7 of this volume).

Very often a critical incident was categorized by the researchers
in more than one dimension, which accounts for the grand

total of 1,855 incidents reported in Table 20. For example,

if an incident involved both a high-speed chase and a fight to
apprehend an actor, the incident was cited in both categories

12b and 13 in Table 20.

Appendixko describes in detail each of the 13 major behavioral
job dimensions, and Appendix P lists positive and negative
examples of all categories and subcategories for each

dimension. In addition to the dimensions reported in Appendix
0, two other dimensions were described by police officers which
are related to the public image of the police officer rather
than the officer's actual on-the-job behavior. For thié reasdn,
these two dimensions are not included ih the. Appendices with
the other behavioral dimensions. The first dimension considered
importgnt was maintaining a neat and clean appearance. The
second dimension was a gnod credit rating. An officer who did
not pay his bills was described as reflecting very poorly dn
the Department. Further, it was noted by the officers inter-
viewed that if one did‘not pay or make reasonable provisions
for the payment of just debts, the officer was subject to

removal from service or suspension.
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Table 21 is a detailed listing and frequency‘count of the
various physical activities described in the critical incidents,
The total freéuency count 1is greater than the 157 physical
ability incidents listed in Table 21 becaﬁse any one incident
may have involved several physical activities (e.g., climbing a
ladder and subduing an actor). Table 22 summarizes the data
reported in Table 21 into general physical behaviors.

Frequency counts include both negative and positive incidents.
For example, "subdue" contains incidents where an officer
successfully subdued an‘actor, as well as those where he/she

tried to subdue an actor but failed.

Discussion of Results

The critical incident dimensions were used in conjunction-with
other job analysis results to define the job content domain,
and to ascertain the knowledge, skills, and abilities necessary
to perform the job of the Houston Police Officer. These .
behavioral dimensions then were used to define the Béhavioral
constructs important for successful or unsuccessful police
officer job performance. (These behavioral constructs are
described in detail in Volume VII of this report.) 1In
addition, the constructs were used to develop job performance
evaluation scales that served as criteria in the validation

studies (see Volumes V and VII).

A number of other independent research studies of the police

officer job also have identified several behavioral dimensions

=110~




TABLE 21
SPECIFIC PHYSICAL ACTIVITY CATEGORIES

AS SUMMARIZED FROM CRITICAL INCIDENTS -

Numbef of Incidents

Physical Activity

Several officers subdued several attackers
FPour officers subdued one actor
Three officers subdued one actor

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

Two officers chased, caught and apprehended three
actors

Two officers chased, caught and apprehended one
actor

Two officers fought and subdued one actor

One officer held onto actor and defended self from
bystanders' assault

One officer fought two or three actors and was
unable to apprehend any of the actors

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

One officer chased, caught and apprehended two actors
One officer apprehended two actors
" One officer chased, caught and apprehended one actor

One officer chased, caught but could not aPprehend
actor :

One officer chased actor, actor was shot in chase

One officer chased actor; but could not catch actor
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TABLE 21 (CON'T.)}

Number of Incj.

| : Involving
Physical Activity this Behavi.
LS benavi.
One officer let actor run away and didn't try to
catch him (officer was overweight) 1
One officer fought/apprehended/subdued/handcuffed
resisting actor 37
One officer could not apprehend/subdue an actor
(not enough strength) 17
One officer was beat up or pinhed down by an actor 5
One officer "kicked in" a door 8
One officer carried people out of a burning building 3
One officer pullied person out of a car 2
One officer retrieved a body from the bayou 1
One officer climbed in the window of a house from the
ground ’ 1
One officer climbed a ladder 2
One officer climbed to the roof of a building 1

One officer climbed a tree and jumped to the roof of a
building 1

One officer jumped from a window to the roof of a
building next door 1

One officer lowered another officer into a building
from a roof by rope or water hose 3

One officer was lowered into building from a roof by
rope or water hose 3

One officer could not reach gas peddle in patrol car to
drive it 1

Note: Chases included climbing six foot fences, jumping
drainage ditches and running up stairs.
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TABLE 22

GENERAIL PHYSICAL BEHAVIOR CATEGORIES

AS SUMMARIZED FROM CRITICAL INCIDENTS

Physical Category

Subdue

Run
Carry/Drag/Lift
Kick

Climb

Jump
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important to successful police officer performance. These
independent studies have utilized a number of research tech-
niques to identify the rele&ant dimensions including the job
element approach, the Critical Incident technique, various job
analysis questionnaires (including the Position Analyéis
Questionnaire which was also used in the job analysis phase of
this project), peer ratings and interviews with officer incum-
bents and supervisors. The resﬁlts from several of these studi
are extremely similar in terms of the final set of behavioral
dimensions that comprise a major portion of the police officer
job content domain. A comparison of the results of many‘of
these studies with those of the present study is given in
Table 23. The ieft~hand column of Table 23 lists the behaviora:
dimensions identified by the Critical Incident technique as
used in this phase of the job analysis research. Based on the
definitions of the behavioral dimensions given by otherk
authors, the dimensions from their independent studies have
been’"matched" with those for the Houston police officer.

The behavioral dimensions identified in this‘study encompass
all dimensions reported in the other studies except for one -
the control of traffic. Thus, there appears to be a great deal
of consistenc& across many independent studies as to the critic

behavioral dimensions of the police officer job.
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city of Akron,
ohio
Patrol Officers

Citiea and
Counties of
California
Police Officers
Selection Con-

New York State
Pollice Officers
New York State

city of Chicago
Police Officerns

Texas State

Police Officers
in General

Police Officers
in Gengral

City of Atlanta
Police Officers
Atlanta Roglonal

‘

City of Houston | Barrett et, al. }sulting Center |FPollce Depart- | pachr et. al. Poiice Ofticers | Hockman et. al. | Landy st, al, Conmiesion
Police Officera | (1975} {1973) ment (1976) (1969) LWEW (1975) (1972} (1976) " {1974)
Personal Integrity Integrity - Personal Character Integrity and - Professionalism
Character and | Demeanor Integrity and | Personal rrofeseional
Responsiblility Ethicas ’ Responsibility | Ethica '
Objectivity Objectivity
Interpersonal
Dominance
Bmotional Using Force wWillingness to | Dependabliity Tolerance for Avoiding Over~ | Using Force - Willingness to
Stability/ Appropriately Confront Act under Stress use of Appropriately work in
Control and Depcndability Problems Pregsure Endure Verbal Mitliority Hazardous
Psychological Functlion in Abuse Taking Verbal Environment
Adjustment Danger Courage Abuse Maintaining
’ Appropriate geif Control
.| Aygressliveness
dudgment and Judgmant Judgment under | Good Judyment Effective Judg- | Cautlon Malntaining .| Judgment Making Declsaions]
Decision Public Safety { Pregsura Make Decisions ment Social Public Safety Responsibllity’
Making Problem Solving Flexibillty Intelligunce R for Safety of
* | Deciston Making | Decision Making Others
Personal
Flexibility
Investigative Investigation Dependablility Thoroughness Investigative Investigative tnvestigating, - Attention to
Thoroughness Questioning Thoroughneas Detecting and Detail
Follow Up
Investigative Crime Observational - Viglilance Perceptual Crime - -
Vigilance Prevention Skills vigilance Prevention
Job Knowledye Job Knowledge Learning Common Sense Comnunication - - Use of Job Knowledge
Equipment Ability and Equipment Life Saving
" Record Job Knowledge and First Ald
Xeeping
Consclentious- |Commitment Dependability Motivation Take Orders Conscientious~ | Report Writing | Reliability Proper Mental
ness to Duty initiative Desire for Self | Taking Orders ness Commitment, Work Attitude Attitude
Work Attitude Improvement Job Organization pedication and | Responsibility
Report Writing Enthusiasm and Expresaion | Conscientlious- for Assigned
ness Dut ies
Follow Set
Procedurea
Cara and Use
of Equipment
Interprcsonal Communications | Communications | Communicate Restore Verbal Dealing Communication -
Effectiveness skills Well with Equilibrium Persuasivenass | Constructively
Others to Social Public Speaking | with the
Groups Interviawing Public
Skill
Interest in healing with Interpersonal - - Courtesty ltandling K Dealing with Interest in
Helping the Public Sensitivity ' | tumanitarianism | Domestic the Public ilelping Others
Others/Public [ Domestics Interest in pisputes Public Relationsi -
Relations People
Relatlonship Relationa with - - - - Teamwork Compatabllity Rolations with
with Peers Othersa . Peers
Teamwark
leadership/ - - Asyume Take Charge - - - -
Self Rellance Responsibil- | of Situations *
ity
Work with=
out Supor=
vision
Psychomotor - - Personal Psychomotor Pursuit - . - -
Skills Resources skills Driving !
Physical - Physical - Endure Physical | Physical - - Physical
Ability Ability Abuse Ability Fitness
Publiz Image/ professional Appearance - professional - - Demeanor Personal -
Appearance Appoarance Appecarance Appearance
and Conduct
- Traffic - - - - Traffic - -
HMaintenance

and Control
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CHAPTER 11

JOB ANALYSIS WITH THE POSITION ANALYSIS QUESTIONNAIRE

Introduction

The Position Analysis Questionnaire (PAQ), which has undergone
almost 20 years of continuous research (summarized in McCormick,
Jeanneret and Mecham, 1972; and McCormick, 1974) is a structure:
job analysis questionnaire designed to obtain and gquantify job-
related information in a standardized, systematic fashign. The
PAQ providesvfor the analyses of jobs in terms of 187 job ele-
ments that reflect the basic human behaviors in a job, regard-
less of the specific "technological" area or level of the job.
In turn the job elements are statistically combined to provide
a2 behavioral description of a job in terms of a set of 32 job
dimensions (Jeanneret and McCormick, 1969). Additionally, the
results of a PAQ analyses can be used to develop an "attribute"
profile for any job (Marquardg and McCormick, 19%5,11974). '
This attribute profile descriﬁés the mental; perceptual,
physical and psychomotor abilities or aptitudes required of a

job, as well as its temperament and interest requirements.

The PAQ has been utilized in several research and validation
studies of the police officer position. A number of individ-
ual PAQ analyses of metropolitan police officers have been
completed in studies for the cities of Dayton, Ohio; Boise City:

Idaho; Boulder, Colorado; Montgomery, Alabama; Portland, Oregoni

]
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Cleveland, Ohio; and Atlanta, Georgia. Additionally, the PAQ
has been used to analyze the position of state law enforcement
officers (i.e. highway patrol officers) in Georgia, North and
South Carolina, Tennessee and Texas to name a few. Consequently,
the PAQ has been recognized as a valuable method for analyzing
law enforcement positions in a number of independent research

studies.

PAQ Methodology #

As the overall job analysis study progressed through direct
observations, inteyviews, task analysis, and critieal incidents,
different members of the research team became "specialists" in
analyzing certain positions in the Houston Police Department.
Thus, some researchers concehtrated on police officers working
in the PatroliBureau; others focused on officers in the Traffic
Bureau; others studied detective pbsitions, and so forth.

Once all other methods of collecting job analysis data had been
completed by the res%érch team, the researchers then analyzed
the jobs in which they had "specialized” using the PAQ. 1In éll‘
cases, except for the Dispatcher and Deputy Chief positidns, at
least two members of the regesarch team independently analyzed
any given job with the PAQ. Subsequently, the PAQ data was
analyzed to develop position prgfiles in terms of 32 behd&ioral

job dimensions and 76 attribute requirements.
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PRAQ RESULTS

Reliability

A total of 45 independent PAQ analyses were completed for 17

~different positions throughout the Department. Fifteen of

these positions were analyzed independently by two or more
members of the research team. The reliability of these PAQ
analyses was computed by statistically comparing the agreement

‘

among the researchers analyzing the same position. The average

‘reliability for the 45 independent analyses of the 15 positions

was .82, which is quite satisfactory and consistent with reli-
abilities obtained in other PAQ studies. A summary of the

reliabilities by position is given in Appendix Q.

Job Dimensions - Police Officers

The results of an analysis of a job with the PAQ are expressed

in terms of a profile across 32 job dimensions. This profile
in effect compares the position being analyzed with a standard-
ized set of jobs representative of all jobs found in the labor
force. The profile is measured in terms of a Z score which has
a mean of 0.0 and can be interpreted as being the averagé score .
for all jobs in the ﬁorld of work. Thus, if a specific job
receives a 2 score of 0.0 on a given job dimension, then there
is as much of that dimension in the job being studied as there

is on the average in all other jobs. If a dimension Z score is
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greater than 0.0, then the job being studied involves more of
that dimension than is generally found across all jobs in the
world of work; if a dimension Z score is less thanﬁO;O, theﬁ
less of that dimension is found in the position relative to
the average of all other jobs. A comprehensive description of

each job dimension can be found in the Users Manual for the

Position Analysis Questionnaire (McCormick, Mecham and Jeanneret,

1973).

The PAQ dimension profiles were developed for several different
officer positions including assignments in the Patrol, Traffic
Enforcement, Accident Investigation, Jail, Juvenile, SWAT,
Special Investigations and Dispatcher Divisions. The profiles
for these positions are shown in Appendices R and S. Initial
review of the data indicaﬁéd that the SWAT, Special Investi-
gations (i.e. Narcotics, Vice and Intelligence) and Dispatcher
positions were very different from other assignments given to
individuals with the rank of police officer and are reported on
a separate graph in Appendix S. However, for purposes of iden-
tifying a homogeneous entry level job, the positions in Patrol,
Traffic Enforcement, Accident Investigation, Jail and Juvenile
_ were compared with each other, and their profiles are shown on
one graph in Appendix R. Analyses of these profiles indicafed
that the police officer position in the Patrol, Traffic Enfor-
cement‘and Accident Investigation Divisions are essentially

identical and should be considered as one position. The profiles
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for these positions are very similar to profiles for police
officers obtained in other studies (See'Cecil, 1975 for example;
However, officers assigned to the Jail and Juvenile Divisions
have profiles that, for certain dimensions, are significantly
different from the “Patrol-Traffic Enforcement-Accident Inves-

tigation" profiles.

The officer position in the Jail Division differs as follows:
The position includes less distant visual observation; watching
of "things" for job related information; decision making; infor-
mation processing; manual control/coordination; vehicle operatic-
physical activity; dealing with the general public; and alertnes:
to changing conditions. Conversely, it includes more handling/
manipulating activities and structured work relative to the
other officer positions. The officer position in the Juvenile
Division includes less evaluative interpretation of visual/
auditory information; staff activities; dealing with the general
public on a daily basis; and operating of equipment/vehicles.

On the other hand, officers in the Juvenile Division have more
decision-making and communication responsibilities; engage in

more "business like" work situations; and have less structure

.in their job relative to the other officer positions in the

"Patrol-Traffic Enforcement-Accident Investigation" Divisions.

To summarize, results of the PAQ analyses are quite consistent

with the previously described job analyses results in that the
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officer positions within the Patrol, Traffic Enforcenent and
Accident Investigation Divisions are very homogeneous, and
essentially form one distinct law enforcement position; however,
the officer positions in the other‘divisions vary considerably
in terms of tasks and behavioral dimensions, and should be

considered as separate and unique positions.

The PAQ profile for the combined Patrol-~Traffic Enforcement-
Accident Investigation police officer (or entry level) position
is reported in Table 24. These data indicate that the officer
job is quite different from a normative base line of jobs (i.e;
a Z score different from 0.0) throughout the labor force on’
several dimehsions. The job requires more information gathering
activities of a perceptual nature than most jobs, especially in
terms of disténce vision and environmental awareness. The job
also has several significant physical components in terms of
patrol vehicle operation, physical agility and general physical
activity. While the job does not require extensive decision
making in the sense that managers and executives are decision
makers,;it does involve considerable information processing and
some cbmmunicaticn responsibilities. The job involves extensive-

public contact and frequently places officers in very person-

ally demanding or stressful situations. Additionally, the nature

of the job is such that there is very little continual immediate
supervision 'and the work is quite unstructuredv(i.e. each situa-

tion or activity must be considered on its own merits).
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TABLE 24

PAQ JOB DIMENSION PRO?ILE FOR THE
ENTRY LEVEL POLICE OFFICER POSITION

(Patrol-Traffic Enforcement-Accident Investigation Divisions)

PAQ JOB DIMENSIONS

Watching Devices/Materials for Information
Interpreting Visual and Auditory Information
Using Information Originating With People
Visual Observation from a Distance
Evaluating Information from Things
Environmental Awareness

Physical Agility

Making Decisions

Information Processing

Controlling Machines/Processes

Manual Control/Coordination

Equipment (Vehicle) Operation

Physical Body Activity

Handling/Manipulating Activities

Using Fingers vs. General Body Movement
Performing Skilled/Technical Activities
Communicating Judgments, Decisions, Information
Exchanging Job Related Information V
Performing staff/Related Activities
Supervisory Relationships

Dealing With the Public

Being in Unpleasant Environmental Conditions
Engaging in Personally Demanding Situations
Engaging in Business-Like Situations

Being Alert to Detail/Changing Conditions
Unstructured vs. Structured Work

Variable vs. Regular Work Schedule

OVERALL PAQ DIMENEIONS

‘Having Decision~Making, Communication Responsibilities

Performing Skilled Activities
Being Physically Active
Operating Equipment/Vehicles

Processing Information
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COMPOSITE
Z SCORE

-1.30
0.45
0.29
1.95
0.26

1.63
1.26

-0.67
1.25

-0.91
0.35
2.48
1.23

-1.24

-0.47
0.37
0.33°
0.14
1.31

~1.26
1.85

-0.08
1.66

-0.66
0.44

-1.08

-0.60

0.64
-0.85
1.00
2.51
0.98




Routine vs. Emergency Situations

When analyzing the officer job with the PAQ, the researcher or
job analyst must view the job from one of two perspectives.

On the one hand, the analyst can consider the "toial" job in-
cluding the "routine" components when an officer is simply
patrolling an area in a vehicle and all is quiet; or the analyst
could focus on only the more "active" components of the job when
the officer is faced with some emergency situation such as a
crime in progress, accident, public disturbance, etc. A similar
problem is encountered in the analysis of the fireman position.
Since firemen spend a considerable amount of time (and desirably
all of their time) at the fire station performing "routine"
activities, this component of their job is very different from
their fire fighting activities. A job analysis procedure such
as the PAQ requires the analyst to evaluate various job elements
on a relative basis. Thus, the researcher must decide how much
emphasis or weight to give the "emergency" situations relative
to the “"routine" activities. In the present study, the previ-
ocusly described PAQ job analyses were completed for the tota;
officer job inciuding both its "routine™ and Wnbn}rgutine“ com-
ponents on a relative basis. However, for comparative purposes,
one éAQ analysis was dompleted‘from the perspective of the |
officer under "“emergency" conditions. The dimension prdfile

for the offiger job in emergency situations was then compared

with the profiie of the officer job as carried out in the Patrol
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Bureau. A graphic comparison of the two profiles is given ip
Appendix T. The two job analyses yield‘vefy similar results

on most dimensions. The most significant differences are that
under emergency situations the officer job requires more per-
ceptual evaluation.and environmentél awareness; involves more
skillful vehicle operation (i.e. pursuit driving); includes

more physical activity; places greater personail &emands on the

job incumbents; and involves less information processing.

Job Dimensions - Sergeants

Six separate PAQ dimension profiles were developed for the
various Sergeant positions throughout the Department. The
positions included those found in the Patrol, Traffic, Jail,

Special Investigations (i.e. Narcoties, Vice, and Intelligence),

SWAT and a composite of the "staff/technical" services Divisions.

The profiles are graphically reported in Appendix V. While
there are a number of differences from one Sergeant position to
the next, a general profile across all positions is given in
Table 25. This profile is réported in terms of an estimated 2
score based on the most frequently occurring level of activity

on a given dimension. Thus, the Sergeant position on the SWAT

team, which requires more physical activity than the other Serg:<

positions, is not fully represented by the profile reported in

Table 25.

~124-




i s e 4 i i

TABLE 25

PAQ JOB DIMENSION PROFILE
FOR THE SERGEANT POSITION

PAQ JOB DIMENSIONS

Watching Devices/Materials for Information
Interpreting Visual and Auditory Information
Using Information Originating With People
Visual Observation from a Distance
Evaluating Information from Things
Environmental Awareness

Physical Agility

Making Deciéions

Information Processing

Controlling Machines/Processes

Manual Control/Coordination

Equipment (Vehicle) Operation

Physical Body Activity

Handling/Manipulating Activities

Using Fingers vs. General Body Movement
Performing Skilled/Technical Activities
Communicating Judgmenfs, Decisions, Information
Exchanging Job Related Information
Performing Staff/Related Activities
Supervisory Relationships

Dealing With the Public .

Being in Unpleasant Environmental Conditions
Engaging in Personally Demanding Situations
Encaging in Business-Like Situations

Being Alert to Detail/Changing Conditions
Unstructured vs. Structured Work

Variable vs. Regular Work Schedule

OVERALL PAQ DIMENSIONS

Having Decision-Making, Communication Responsibilitiés

Performing Skilled Activities
Being Physically Active
Operating Equipment/Vehicles

Processing Information
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ESTIMATED
COMPOSITE

2 SCORE

-0.80
-0.40
1.00
1.45
0.10
0.40
0.70
-0.60
0.70
-0.50
-0.10
1.80
0.20
-0.80
-0.10
0.15
0.80
0.40
0.70
1.00
0.30
-0.10
1.50
0.10
0.30
~1.20
-0, 20




The Sergeant position is quite similar to the police officer
position in many respects, with the primary exception of the -
Sergeants' supervisory responsibilities. Most of the Sergeants
are in the field, and thus are operating vehicles to provide
the necessary supervision (and enforcement when necessary) in
their assigned areas. However, the Sergeants' are generally
not the first level of contact for most enforcement activities
and there are less physical demands and activities associated
with the job. On the other hand, the Sergeant position has
certain important communication responsibilities and the job
involves a variety of information processing activities espe-

cially of a personnel administration nature.

Job Dimensions - Detectives

The PAQ joi» dimension profile for the Detective position is
graphically presented in Appendix V and the composite Z score
for the dimensions are reported in Table 26. The job is
characterized by a high degree of investigative information
gathering activities (i.e. visual observation, obtaining infor-
mation from people and things, environmental awareness and beind
alert to details) and information processing. It also has a

significant physical component in terms of general physical

activity and the operation of motor vehicles. The job is simil¥

to the other officer positions previously.discussed in that it

places a great deal of personal demands on incumbents, involves
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TABLE 26

PAQ JOB DIMENSION PROFILE
‘FOR THE DETECTIVE POSITION

PAQ JOB DIMENSIONS

Watching Devices/Materials for Information
Interpreting Visual and Auditory Information
Using Information Originating with People
Visual Observation from a Distance
Evaluating Information from Things
Environmental Awareness

Physical Agi;ity

Making Decisions.

Information Processing

Controlling Machines/Processes

Manual Control/Coordination

Equipment (Vehicle) Operation

Physical Body Activity
Handling/Manipulating Activities

Using Fingers vs. General Body Movement
Performing Skilled/Technical Activities
Communicating Judgments, Decisions,; Information
Exchanging Job éelated Information
Pexforming Staff/Related Activities
Supervisory Relationships

Dealing With the Public

Being in Unpleasant Environmental Conditions
Engaging in Personally Demanding Situations
Engaging in Business-Like Situations

Being Alert to Detail/Changing Conditions
Unstructured vs. Structured Work

variable vs. Regular Work Schedule

OVERALL PAQ DIMENSIONS

Having Decision-Making, Communication Resgponsibilities
Performing Skilled Activities

Being Physically Active

Operatiing Equipment/Vehicles

Processing Information
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COMPOSITE
Z SCORE

0.19
-1.03
1.19
'1.16
0.89
3,06
0.73
-0.73
1.55
-1.13
0.52

0.71

0.73
-0.06

-0.76

.16
0.51
0.50
1.86
| ~1.18
0.31
-0.06
2.12
0,08
1.27
=1.45
-0.35

0.99

=-0.17

1.26
0.83

1.87
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a good deal of "unstructured" work, and is performed without

continual immediate supervision.

Job Dimensions' - Lieutenants

Several PAQ job dimension profiles were computed for the various
Lieutenant positions and these profiles are graphically repre-
sented in Appendix W. Included are profiles for Lieutenants in
Patrol, Traffic, SWAT, Jail, Special Investigations and a com-~
posite of staff and technical services assignments. There are
a variety of differences in the profiles reflecting the various
activities associated with the different assignments. For
example, Lieutenants in SWAT have more physical activities than
other Lieutenants; Patrol, Traffic and Special Investigations
Lieutenants have more information processing activities than

those in the Jail or Technical Services Divisions.

In order to develop a "generalized" PAQ profile for the Lieutenar
pbsition, a composite job dimension profile was developed in

the same manner as the Sergeant composite. This composite is
reported in Table 27. Overall, the Lieutenant position is
reasonaﬁly similar to the Sergeant job. The position is char-
acterized primarily by dimensions related to obtaining infor-
mation from people, processing information, communicating with
others and having supervisory and adiministrative responsibilitic.-
Similar to other law enforcement positions, the job is relativel

unstructured and personally demanding.
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TABLE 27

PAQ JOB DIMENSION PROFILE
. FOR THE LIEUTENANT POSITION

PAQ JOB DIMENSIONS

Watching Devices/Materials for Information
Interpreting Visual and Auditory Information
Using Informatipn Originating With People
Visual Observation from a Distance
Evaluating Information from Things
Environmental Awareness

Physical Agility

Making Decisions

Information Processing

Controlling Machines/Processes

Manual Control/Coordination

Equipment (Vehicle) Operation

Physical Body Activity

Handling/Manipulating Activities

Using Fingers vs. General Body Movement
Performing Skilled/Technical Activities
Cémmunicating Judgments, Decisions, Information
Exchanging Job Related Information
Performing staff/Related Activities
Supervisory Relationships

Dealing With the Public

Being in Unpleasant Environmental Conditions
Engaging in Personally Demanding Situations
Engaging in Business~Like Situations

Being Alert to Detail/Changing Conditions
Unstructured vs. Structured Work

Variable vs. Regular Work Schedule

OVERALL P2AQ DIMENSIONS

Haﬁing~Decision—Making, Communication Responsibilities
Performing Skilled Activities

Being Physically Active

Operating Equipment/Vehicles

Processing Information
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ESTIMATED
COMPOSITE
Z SCORE

=0.07
-0.50
1.20
0.60
-0.70
0.10
-0.05
-0.35
0.55
-0.40
-0.10
0.40
-0.20
-0.70
0.10
0.20
0.80
0.50
0.40
1.20
0.10
0.00
1.10
0.50
-0.80
-1.20

-0.15

0.80
-0.70
0.20
0.50
0.45

it st .3 4




Job Dimensions - Captain

PAQ job dimension profiles for various Captain assignments are
graphically displayed in Appendix X. These profiles are very
similar for all the various Captain positions analyzed acrosé
all job dimensions. A composite Z score profile for the posi-
tion is given in Table 28. The position is characterized by

its emphasis on dealing with people in an administrative and

supervisory capacity. There are little physical, but consid-

erable personal demands associated with the job.

Job Dimensions - Deputy Chief

The job dimension profile for the Deputy Chief position is
graphically displayed in Appendix Y and described in terms of

Z scores in Table 29. There is considerable similarity between
the Captain and Deputy Chief positions, except that the Deputy

Chief job includes even more decision making and communication

- responsibilities. Of the various positions analyzed with the

PAQ in this study, the Deputy Chief position is less associated
with direct law enforcement activities, and most characteristic
of business administration and management responsibilities

required for the effective operations of any organization.

PAQ ATTRIBUTE REQUIREMENTS

As previously mentioned, once a job has been analyzed by the

PAQ it is possible to statistically develop an attribute profile
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TABLE 28

PAQ JOB DIMENSION PROFILE
FOR THE CAPTAIN POSITICN

ESTIMATED

COMPOSITE
PAQ JOB DIMENSIONS Z SCORE
Watching Devices/Materials for Information oo -0.70
Interpreting Visual and Auditory Information -0.30
Using Information Originating With People{ 1.20
Visual Observation from a Distance 0.30
Evaluating Infcrmation from Things -0.50
Environmental Awareness 0.10
Physical Agility -0.20
ﬂaking Decisions }1:10
Information Processing . 0.40
Controlling Machines/Processes ~0.40
Manual Control/Coordination -0.20
Equipment (Vehicle) Operation 0.30
Physical Body Activity ’ -0.30
Handling/Manipulating Activities -0.90
Using Fingers vs. General Bodv Movement 0.10
Performing Skilled/Technical Activities ‘ | 0.15
Communicating Judgments, Decisions, Information 1.10
Exchanging Job Related Information 0.40
Performing StafZ/Related Activities 0.10
Supervisory Relationships 1.30
Dealing Wixh the Public .-O.IO
Being in Unpleasant Environmental Conditions ~0.10
Engaging in Personally Demanding Situations 1.20
Engaging in Businéss-Liké Situations . 0.80
Being Alert to Detail/Changing Conditions ’ =0.40
Unstructured vs. Structured Work 7 -1.30
Variable vs. Regular Work Schedule . ) 0.00
OVERALL PAQ DIMENSIONS
Having Decision-Making, Communication Responsibilities 1.00
Performing Skilled Activities -0.90
Being Physically Active -0.40
Operating Equipment/Vehicles _  0.10
Processing Infbrmation ; 0;20
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TABLE 29

PAQ JOB. DIMENSION PROFILE 77?7 THE
DEPUTY CHIEF POSITICH

PAQ JOB DIMENSIONS

Watching Devices/Materials for Information -
Interpreting Visual and Auditory Information
Using Information Originating With People
Visual Observation from a Distance
Evaluating Information from Things
Environmental Awareness

Physical Agility

Making Decisions

Information Processing

Controlling Machines/Processes

Manual Control/Coordination

Egquipment (Vehicle) Operation

Physical Body Activity

Handling/Manipulating Activities

Using Fingers vs. General Body Movement
Performing Skilled/Technical Activities
Communicating Judgments, Decisions, Information
Exchanging Job Related Information
Performing Staff/Related Activities
Supervisory Relationships

Dealing With the Public

Being in Unpleasant Environmental Conditions
Engaging in Personally Demanding Situations
Engaging in Business-Like Situations

Being Alert to Detail/Changing Conditions
Unstructured vs. Structured Work

Variable vs. Regular Work Schedule

OVERALL PAQ DIMENSIONS @

Having Decision-Making, Communication Responsibilities
Performing Skilled Activities

Being Physically Active

Operating Equipment/Vehicles

Processing Information

=132~

Z_SCORE

-0.03
-0.63‘
2.06
0.36
-0.33
0.29
-0.26
1.11
-0.23
-0.91
-0.53
0.1l
0.10

1.34
-1.18
0.21
-0.22
-0.16
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for the position. This is accomplished by utilizing the data
developed by Marquardt and McCormick (1972) which identifies

the relevance of each of 76 human attributes to lé7'job elements
contained in the PAQ. The taxonomy of 76 human attributes con-
sists of the following: 16 mental aptitudes; 16 perceptual
abilities; 17 physical and psychomotor abilities; and 27 attri-
butes of an interest or temperament nature. These attributes

are defined in detail in Appendix Z.

The procedure utilized to compute an attribute profile for a
job involved multiplying the PAQ job element score times each
of the relevance ratings for the 76 attributes developed by
Marquardt and McCormick (1972). Then by adding together all
the cross product values for each attribute, a total relevance
score was obtained for every attribute. Finally, this total
relevance score was weighted by the sum of the PAQ job element
ratings in order to correct for the number of PAQ ﬁob elements
used to analyze any given job. This procedure has been applied
to a sample of 2,200 different jobs analyzed with the PAQ that
are representative of the entire labor force according to U. S.
Department of Labor employment statistics. In turn, a distri-
bution of attribute requirements has been developed for theviabor
force in general, and converted to percentiles. Subsequently,
the attribute requirements for any giVen job can be evaluated
in terms of how the attribute requirements for the job in ques-

tion compare with the world of work. The attribute reqdi:ementS‘k
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for a specific job are expressed in terms of percentiles,
whereby if a specific attribute score fof a job is at the

50th percentile, then the attribute requirement is equivalent
to thé average required by Jjobs in general. In other words,

50 percent of all jobs will require more of the attribute, and
50 percent of all jobs will require less of the attribute.
Other attribute percentile scores can be interpreted in similar

fashion.

Attribute Profiles - Officers

Separate attribute profiles were developed for the various

officer positions analyzed with the PAQ. The profiles for the

officer jobs in the Patrol, Traffic Enforcement, Accident Inves-

tigation, Jail and Juvenile Divisions are reported in Appendix
AA. As previously reported, the PAQ job dimensions for these
jobs are different, and it would be expected that the attribute

profiles also would vary across types of assignments.

The primary differences in the attribute profiles among the
five officer positions reported in Appendix AA are that the
Juvenile and Jail Division positions require less perceptual,

physical and psychomotor aptitudes. Accordingly, a separate

attribute profile was developed by combining the three individud-

profiles for the Patrol, Traffic Enforcement and Accident Inves~
tigation positions. This combined profile is presented in

Graphs 1 through 4 and represents the attribute requirements
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of the entry level police officer position as defined by the
results of the previously described job analyséé (i.e. task
and PAQ analyses). Also included in Graphs 1 through 4 is the
attribute profile of the officer position under emergency con-

ditions as defined for the previously described PAQ job analysis.

The data in Graphs 1 through 4 indicate that the entry level
police officer position, especially in emergency situations,

has several physical and psychomotor requirements that exceed
the average (i.e. 50th percentile) amounts of these requirements
found in the world of work. These physical requirements are.
discussed in detail in Volume VI of this report. Similarly,
there are a number of important senséry or perceptual require-
ments (Graph 3) associated with'the,entry level job including:
general sensory alertness; closu¥e (ability to perceptually
organize a disorganized field into one perception); movement
detection; depth perception (important to vehicle operation and
pursuit driving); color discrimination; spatial orientation;

and acuity (keenness) of the five senses. Thus, it is ¢oncluded
that the entry level police officer positioh requires individ-
uals to have many average to above average physical, sensory

and perceptual abilities in’order to effectively perform their

jobs.

The mental aptitudes (Graph 1) required of the entry level

police officer position are typically in thé”average range

~135~
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Aesthetic Judgment
Visual Form Perception
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Movement Detection
Spatial Visualization
Year Visual Acuity
Far Visual Acuity
Depth Perception
Color Discrimination
Auditory Acuity
Olfactory Acuity
Gustatory Acuity
Tacﬁual Acuity
Kinesthesis

Spatial Orientation

Perceptual Speed
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relative to other jobs in the world of work. While in emergenc,
situations the officer frequently needs more perceptual and
physical abilities than mental aptitudes, under routine condji-
tions the entry job requires an average amount of verbal,
numerical and general reasoning abili£y. In summary, the entry
level position requires an average amount of intellectual abilit

according to the results presented in Graph 1.

The interest and temperament attributes (Graph 4) required of
the entry level police officer position reflect certain of the
personal characteristics that are required of individuals per-
forming the job. Obviously, the job requires extensive public
contact, and officers should have the interest in, and temper-
ament for dealing with people. This "people interest" has a
number of additional compohents including +the reguirements to
direct or control, influence others, respond with

empathy, and

work with people for their own good (i.e. social welfare).

The entry level job also creates several personal demands on
officers including the need to remain alert and resist fatigue
over long periods of time (sensory alertness and susceptibility
to fatigque); be separated from family and home because of work
hours and extended shifts; deal with conflicting or ambiguous

information; handle time pressures; and be subject to consider-

able personal risk. Other types of personal demands include

Hvthe'fact that the job frequenfly does not involve tangible or

physical end-products (i.e. concrete results) and can not always
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be carried out in terms of measurable criteria (standards).

i
A

Instead, officers often are required to use their ewﬁ best
judgment and they must be sure to not let personal opinions or
viewpoints bias a judgment or decision. Finally, the entry
level job requires individuals to be willing to work with othere
(i.e. not work alone), and to be capable of iﬁdependent action
and judgment (i.e. do not require working under specific instruc-

tions to be effective).

Attribute Profile - Dispatchers

Because the Dispatcher position is so different from the cher
police officer jobs, a separate attribute profiie was generated
for the position and is reported»in Graphs 5 through 8. The
phyeical and psychomotor aptitudes (Graph 7) required of individ-
uals are minimal, as are the perceptual abilities (Graph 6) with
a few exceptions. Auditory acuity is the most critical require-~
ment because of the "noise" associated with police radio
communications, and the extensive variety of voice patterns of

officers and citizens communicating with the Dispatchers.

The mental requirements of the Dispatcher job are highexr than
those of the other first line officer positions. These require-
ments are primarily a function of the communicatione, preblem‘
solving and coordinating respogsibilitiesiof the job which
provide the ?rimary link between field office#s‘and citiiens

needing assistance from the Houston Police Department.
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While the previously.described attribute requirements are
considerably different when comparing the Dispatcher with

other police officer positions, the interest and temperament
attributes (Graph 8) are very similar. The .Dispatcher position
requires almost continual people contact by phoné and radio,

and the Dispatchers should be just as "sensitive" to these
contacts as those officers personally interacting with the publj.
in the field. Additionally, the job requires incumbents to deal
principally with conceptual'information which must be "filtered"
and "interpreted" subject to the personal viewpoints and past

experiences of the Dispatchers.

N

Attribute Profiles - Detectives

The attribute profile for tbe detective position is presented
in Graphs 9 through 12. When considering the distribution of
Detective acﬁivities, it is reasonable to find that the most
important attribute requirements are more investigative (i.e.
perceptual and mental) than physical or psychomotor. Accord-
ingly, the physical and psychomotor requirement 1e?els (except
for stamina) are around the 30th percentile as reported in
Graph 11. On the other hand, the majority of the perceptual

and mental attribute requirements (Graphs 9 and 10) equal or

. exceed the 50th percentile relative to the world of work. (Note

N

the higher than average requirement for aesthetic judgment is
a function of the need for Detectives to determine the value

of objects, etc. that have been taken, damaged or recovered in

. ' 146~




GRAPH 9
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Variety of Duties
Rep./Short-Cycle Oper.
Dealing with Things/Obj.
Proc./Machines/Tech.
Scientific/Tech. Activ.
Dealing with People
Seciai Welfare
“Influencing People
Directing/Contr./Ping.
Empathy

Personal Risk
Confl./Ambig. Info.
Pressure of Time
Sensory Alertness

Attainment of Set Stan.

Working under Spec. Inst.

Working Alone
Sep. from Family/Home
Stage Presence
Prestige/Esteem fm. Oth.
 Tangible/Phys. End~Prod.
'ﬁSensory/Judg. Criteria
Measurable/Ver. Criteria
TInterp. fm. Pers. Viewpt.
Suscep. to Fatigue
Pealing w Concepts/Info.
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robberies, burglaries and related crimes.)

The interest and temperament attributes (Graph 12) required of
individuals serving in the Detective position are quite similar
to those required of officers in the entry level police officer
job. The Detective position requires individuals to have above
average interest in and concern for people. Detectives also
need to be able to work in an unbiased manner with judgments
and conceptual information that are subject to interpretatibn

from the viewpoint of the individual investigating officers.

Attribute Profiles - Sergeants

The attribute profiles fér five Sergeant positions analyzed
separately with the PAQ are reported in Graphs 13 through 16.
In reviewing these profiles it is found that there are signi-
ficant differences on certain attribute .requirements depending
on whether the Sergeant position is,associatéd primarily with
"field" versus "administrative" responsibilities. 1In particu-
lar, the Sergeant positions in the Patrél, Traffic and Special
Investigations Bureaus (i.é. "fiel&" bureaus) have essentially
the same attribute requirements. On the other hand, Sergean£

positions in the various staff, special services and technical

bureaus -- which are more staff or "administrative" in nature ~--—

have very similar attribute requirements, but are‘siénificantly

different on several requirements in comparison to the profiles

of the "field" positions.

g a0 T




IS

Faans

Verbal Comprehension

Word Fluency

"oral Communications

Numerical Computation

Arithmetic Reasoning

Convergent Thinking

Divergent Thinking

Intelligence

Long Term Memory

Short Term Memory

Mechanical Ability

Ideational Fluency

Originality

Problem Sensitivity

Selective Attention

Time Sharing

b-vavserescaveantree
(A St S e A As” B S [ S I e
o —r

I—_ -, m"'r e e e 7 S e S
ammy A AT S — S —

(-2 4.
e v ree e e |
T T T T T e e
DRSS N NG gmisgy il Siprb Ry Z Pt
Benpiel Suiperes it ;
= t Y S - - =
T b4 . M --..._.:
fo s ey - — < — : ———
pe ; - -t "
pary 5 i3 X - 3
~ — ) > WS ) ha T
H n : o
$ : 1 - s
- - T
—_ i I 1 L {
I + + H
U PSS Sy —— ——— T + i —
IR e R it

wasssasense LI adsd “ * 1
— =t 3 — +

r -t

pgmy z ST

3
A O R G A A R I e e a s L
DL B DI P I SO I A AT D S B Al T Ny X Dy Y M
JURSY ANCTI AN A— o Svenr a—— a— SN A LB ST ST ST A " T[T Ay S
hunasasncasearseesuanonsausss asswewvmdEr v vvY T —

CSrwerBAIsec et AP IEVA Y
aattee,

A—— o,
ZiuuweRuERl

A p— ——y S a——,
Fuasduannsavn ennasamss

- T

1
M L 18
AR R A RN E NI NN AN NN RS NN RN RN ER NS S S L "
".l"’-’-’_~’~rm A T S
el A TR DD A . AR TN LT SN SN LI SO SR RIS A "
II.IlIIIIllllIIIllll'llll'll'.l'lIllll'llllllllllllllll'r"""'" il
T ? > *
H 1
"
i 1 b
+
ST aSAT A a—— d
CEESURNSUNRARSNNE ™
T T T ——
T t 3
n T T
+ : ) I
- ! o
TsreI T IVEINE VYT L] L .
— a—— S
Pusmssan T
I T
+ +
1
1 T 1 *
(o———" L
R A R R R A X T O] . |
’.’~’~’.~’~’~’~" ol e
[ = A — ST AT TR A | A AN SN ", i H
TLELEY] LTI XXX Y] . = it "y 1
: H . *
AR R R IR A A A T oRm————— e -
[F? o A L AU 7 SO 5 LN L7 LT 3 L I e & SN’ U A" 7 b I RGT L R I A
2 AR AR A S L S MG LA S S ST
fenennesBassstannsdau o RRaEsaANasnRONREREERERAR OO " [ " "
T +
T
- i 1
i = s . o
AAESUNANNNY
T
1
.- el
T ¥ -
24
3 ¥ T
" 7
: T -
oo
PESSONE tutrub e Aoseideab it ST | ot putmasny peT— anged
: Ky T ?
A R S R R L A I S AR L AR LR K Sttt it oot e &=
t G il " S
AV O aratr Ly a— 1~ T s
L X LA b b3
; ne . + vt T
1 e
puss &
PERAAE Ry . ——-
P OPPSIupy SIMRpIIE SUNPIEPI NP ) ¥ 3 .-
A oY —
wesdercuccrvrwtOpe - bttt Ratrtd —t- e . A v e
P TR ARSI S -
LRIX20 T Ay e ot
.__.-....__..J...-....._._- :
—t
B e e LI R PR ‘..-——o—.q—n--.._‘-...—u._
..,.-.....;.,....’..-.!...--._.............-_.
-
clemrcnme e A--‘.Q.'—". .
PROTT PP Gy Ioppay - e frenaes
MDIIIREDES SSig SEis : YIS el et
- P pee ’
prSanatpng jraey
.f....A.....i.‘.-‘ R LRI ES RRET Y ROTma DPgng W RN i B4
[ROPIEDPIE PRGN Pt - PG aand I
o - IZ2RVEOPTD DS Rpnen 1S3 BP0y b Sud pes!
.i-. R T ol TPy R R EE Ll L) pp e sty mdadoaied 4,-;1:

-152~

ERERENN

1

e

givy

‘IV.ILH

>

ts

<

LUV

5T 33l

1

T & &

Tt

et




o~

OP L e s

‘,HI‘

T O R st
2 7]

—

= Patrol Bureau

GRAPH 14

«... Special Investigations Bureau

=--— Special Services Bureau

== Staff/Technical Bureaus
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PAQ AT'CRLIBUTES
PERCEPTUAL APTITUDES - SERGEANTS
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The "field" Sergeant positions have greater physical, Zsycho=
g g pny 25y

motor and perceptual requirements (Graphs 14 and 15) tzan do

the "staff" Sergeant jobs. Conversely, the "staff" tyze jobs
have greater mental ability requirements (Graph 13) than the
"field" positions. The interest and temperament attribute
requirements (Graph 16) are very similar for all five Sergeant
assignments, except for the ability to adapt to "personal risk"
situations and the greater sensory alertness requiied of individ-

uals in "field" Sergeant positions.

Attribute Profiles - Lieutenants

The attribute profiles for five separate Lieutenant assignments
were developed in the same manner as the various Sergeant attri-
bute profiles. These profiles are reported in Graphs 17 through
20. As evidenced by these data and the other job analyses
results reported earlier, there is little difference in attribute
requirements across "field" and "staff" assignment areas, as
was the case with the various Sergeant responsibilities. The
profile for the Lieutenant position is typical of the require-
ments associated with middle management positions in many larger
organizations. The job is basically one that requires commun-
ications and coordination among and within various functional
groups. Typically, the Lieutenant is responsible for providing
the link between seniqr management policies and decisions, and

the implementation of these policies and decisions by the first
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line supervisors (Sergeants) and officers. .

While the Lieutenant position sometimes involves certain "field"

activities, the physical, psychomotor and perceptual requirements
(Graphs 18 and 19) are generally minimal. On the other hand, the

mental ability requirements typically range from average to

above average (50th to 75th percentiles) as would be expected

from the "middle management" nature of the position.

Interest and temperament reguirements (Graph 20) for the
Lieutenant position are well defined by the PAé attribute pro-
cedure. Individuals in the Lieutenant position should be
adaptable to or effective in situations that have a conéiderable
variety of duties that frequently have a "techﬂical" component

and are conceptual in nature. Additionally, the position -

requires individuals who are able to influence and manage, and

have a true concern for other people. Finally, individuals
serving as Lieutenants should be able to deal with conflicting
or ambiguous information that is often subject to interpretation

from one's personal viewpoint.

Attribute Profiles - Captains

Four separate Captain positions were initially analyzed with

the PAQ, and the results of the job analyses were utilized to

generaté separate attribute profiles. These prpfileskare givén

in Graphs 21 through 24, and are almost completely identical

across all four positions. The Cagtain,position,;of‘course}
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L ameh b

is a management job typically requiring the daily administration
of a fairly large component of the Department. Consequently,
there are minimal physical, psychomotor or perceptual aptitudes

required of incumbents in the job (Graphs 22 and 23).

The above aﬁerage mental reguirements {Graph 21) are typical
of the abilities demanded by Department management positions in
most large organizations. The pfincipal responsibilities of
the Captain position include personnel administration, perfor-
mance evalnation, budgeting, planning and organizing for a
major component of the Houston Police Department consisting on
the average of over 100 people. Consequently, above average
abilities related to problem solving, communications and admin-

istration are required of individuals in the position.

The interest and temperament reguirements (Graph 24) of the
Captain position are similar to but more amplified than those
of the other law enforcement positions of a lower rank. Thus,
heavy emphasis is placed on "people interrelationships" and
the ability to work with conceptual information that may be

subject to either judgmental or verifiable criteria.

Attribute Profile - Deputy Chief

Graphs . 25 through 28 display the attribute profile for the
Deputy Chief position. The profile is quite similar to that
typically found for senior management jobs in larger ocganiza-

tions. Thus, there are viréually no physical, psychomotor or
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PAQ ATTRIBUTES

Percentile PHYSICAL AND PSYCHOMOTOR- APTITUDES - DEPUTY CHIEFS
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perceptual demands (Graphs 26 and 27), but extensive mental
aptitudes required of individuals in the position. The inter-
est and temperament requirements are similar to those of the

previously described}police management/supervisory positions.

Thus, there is a requirement for individuals in the Deputy Chief

position to have strong aptitudes for "people interrelations"
as well as the ability to be effective in dealing with concep-

tual information related to their operational management and

administrative responsibilities.
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CHAPTER 12
TASK ANALYSIS OF THE

CLASS B AND C POSITIONS

Introduction

In addition to Class A commissioned police officers, the Houstor
Police Department also employs two classified categories of
professional/technical personnel. Class B personnel are utilize:
in the Crime Laboratory and in the Identification Division of
the Technical Services Bureau. These personnel provide assistanc
of a scientific and technical nature to other divisions in the
Department. Class C personnel are employed in the Communicatien:
Pivision of the Special Services Bureau, and provide supportive
communication services throughout the Police Department. Basic
information abqut the organization of, and positions included in

the B and C classifications is provided in Table 30.

Since Class B and C personnel number fewer than 60 incumbents

at the time of this study, a computerized method of task analysi:
was rot necessary for studying their jobs. Instead, a manual
task analysis method was utilized which was identical in most
respects to the U. 8. Air Force method (see Chapter 6) except
that overlap or homogeneity coefficients and statistical hierar-
chical grouping of task analysis data were not utilized as

analytical tools.
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‘fechnical Services Bureau

Crime Laboratory
Chemist/Toxicologist
Assistant Themist/Toxicologist

Identification Division
Superintendent
Assitant Superintendent
Firearms Examiner
Latent Print Examiner
Office Supervisor
Print Classifier II
Print Classifier I
Supervisor of Photography
Photographer

Special Service Bureau

Communications Division
Supervising Technician
Assistant Supervising Technician
Radio Operator III
Radio Operator II
Radio Operator I

cass B

Most Applicable D.O.T.
Classifigation Numberx

P

Government
Sexvice
Numbexr

Number of HPD
Personnel
Assigned

022,081/169.168
022.081

169.168
169.168
199,287
375,388
375.388/169,168
375.388
375.388
143.382
143.382

CLASS C

193.168
193.168
828,281
828.281
828.281
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The research of the Class B and C positions focused exXtensively
on identifying the correct "distribution" of activities for'the
entry and promotional positions. The Class B and C positions
are mostly scientific and technical in nature. Therefore,
investigation of the technical knowledge requirements of the
various positions was a critical focal point for the present

study.

DEVELOPMENT OF THE TASK LISTS

The development of a task list inventory was initiated by having
at least one incumbent in each of the Class B and C positions
list his/her duties, tasks, and responsibilities on an open-
ended questionnaire. The responses to the questionnaires formed
the basis for developing a complete listing of all the tasks
performed by all Class B and C personnel. These preliminary
lists (one for "ﬁ".and one for "C") then were reviewed by super-
visory personnel for additions, deletions, and changes. The =
job titles of the six supervisors participating in the review

process are listed below:

Chemist/Toxicologist

Superintendent of Identification

Assistant Superintendent of Identification
Supervisor of Photography

Identification Office Supervisor

Communications Assistant Supervising Technician

[N,
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Once the review process was completed a finalized task list for
B personnel was constructed which contained 210 task statements
(Appendix BB). A similar list containing 206 taék'statements
was constructed for C personnal (Appendix CC). The final task
lists then were reviewed one more time for inclusiveness by

the Deputy Chief in charge of the Technical and Special -Services

'Bureaus, Tables 31 and 32 contain summaries of the Class B and

C task lists, respectively.

Task List Administration

The task lists were administered to all incumbents of the
Class B and C positions, The lists also were administered
to the incumbents of the Criminalist I and Criminalist II
pogitions in the crime laboratory. The two Criminalist
positions are unclassified, yet they are in the progression
path to the Crime Laboratory's classified positions and

therefore relevant to the study.

e

All classified personnel were asked to check those tasks
which they perform on their present job and then to rate

each of the tasks they checked using two seven point scales -
"Time Spent” and "When Learned". ‘Results fromkthe "Time
Spent" scale ratings were used to weigh’statements in the

job descriptiohs (discussed below). Results from the "When
Learned" scale ratings were used as "decision aids" in
determining recommended items for inclusion in promotional

exams.
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TABLE 31
SUMMARY OF CONTENTS OF TASK LIST

FOR CLASS B POSITIONS

DUTY TITLE

Technical Duties

Performing Fingerprint Identification and
Classification Functions

Performing Firearms and Tool Mark Functions
Performing Photography Functions

Performing Chemical and Toxicological
Functions

General Duties

Performing General Technical and Support
Functions

Participating in Continuing Education

Performing Administrative and Related
Functions

Performing Technical Supervision

Performing General Supervision

..1;76...

NUMBER

OF TASKS

40

20

24

23

33




TABLE 32
SUMMARY OF THE CONTENTS OF TASK LIST

FOR CLASS C POSITIONS

NUMBER
DUTY TITLE OF TASKS
Technical Duties
Maintaining Police Communications Systems 113
General Duties
;
Performing General Technical and Support .
Functions 23 ;
Participating in Continuing Education 5
§
Performing Administrative and Related %
Functions 25 §.
Performing Technical Supervision 19 ?'
d
Performing General Supervision 21 :

2T YT G
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JOB DESCRIPTIONS AND POSITION REQUIREMENTS

From the task list responses and interviews with supervisors,
job descriptions and requirements for the Class B and C positiop,
were developed and are presented in Appendix DD. The descrip-
tions also include a distribution of the time spend‘by incumbent.

performing the various duties described in Tables 31 and 32.

The positions are described in terms of summarized statements
of the tasks performed by incumbents, grouped according to duty
categories. For each position, the duty categories are oxdered

from the highest to lowest percentage of time spent on each duty,

Position requirement statements follow each job description and
are given in a standardized format according to the following
schema: education and technical training; licenses and certifi-
cates; testable knowledge, skills and abilities; and physical

requirements.

Summarized listings of the percentages of time spent on each
duty category for all classified positions of the Crime Labora-
tory and Identification Division (Class B), and the Communicatic:
Division (Class C) are pruovided in Tables 33, 34, and 35 respec-

tively.

CONTENT OF PROMOTIONAIL EXAMINATIONS

In a manner similar to that for Class 2 positions (see Volume
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» - . " TABLE 33

SUMMARIZED TIME SPENT DISTRIBUTIONS IN VARIOUS DUTY CATEGORIES

- FOR POSITIONS IN THE IDENTIFICATION DIVISION (CLASS B PERSONNEL)

Position Title

-
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Al Technical Duties: Pexrforming Fingerprint
Identification and Classification Functions - - - 59 62 31 48 13 15
A2 Technical Duties: Performing Firearms and ,
Tool Mark Examination Functions - - 34 - - - 5 2 2
A3 Technical Duties: Performing Photography ,
‘ Functions 75 30 - 1 1 1 , 2 - X
B Performing General Technical and Support :
Functions 16 23 52 28 25 22 23 21 22
c Participating in Continuing Education 8 5 4 11 7 7 6 8 6
D Performing Administrative and Related ' )
Functions 1 12 10 1 5 7 8 15 15
E k Performing Technical Supervision - 11 - - - 19 ) 8 18 19
F Performing General Supervision - 19 - - - 13 S 23 20
TOTAL . 100% 100% 100% 100% ' 100% 100% 100% 100% 100%
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Duty
Category

TOTAL
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TABLE 34
SUMMARIZED TIME SPENT DISTRIBUTIONS IN
VARIOUS DUTY CATEGORIES FOR POSITIONS

IN THE CRIME LABORATORY (CLASS B PERSONNEL)

Position Title

Criminalist Criminalist Assistant
I II Chemist Chemist

Technical Duties: Performing Fingerprint Identification

and Classification Functions ' - - 1 2
Technical Duties: Performing Firearms and Tool Mark

Examination Functions 1 3 6 3
Technical Duties: Performing Photography Functions - 1 2 1
Technical Duties: Performing Chemical and Toxicological

Functions ' 52 42 35 18
Performing General Technical and Support Functions 32 44 30 28
Participating in Continuing Education 8 5 4 4
Performing Administrative and Related Functions 7 5 3 20
Performing Technical Supervision ' : - - 12 13
Performing General Supervision ' - - ) 11

100%




Duty
Category
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TOTAL

TABLE 35
SUMMARIZED TIME SPENT DISTRIBUTIONS
IN VARIOUS DUTY CATEGORIES FOR POSITIONS

IN THE COMMUNICATIONS DIVISION (CLASS C PERSONNEL)

Position Title

Radio Radio Radio Assistant
Operator Operator Operator Supervising Supervising
I II ITT Technician Technician
Technical Duties: Maintaining Police
Communications Systems 88 79 49 19 20
Performing General Technical and Support
FPunctions , 5 15 13 . 18 16
Participating in Continuing Education 7 6 .6 9 9
Performing Administrative and Related
Functions ! ‘ f- - ' 11 15 15
Performing Technical Supervision . - - 12 22 i8
Performing General Supervision v - - 9 17 22
100% 100% ~ 100% - 100% 100%
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IX) candidates for promotional openings in Cléss B and C positig; .
are required to demonstrate job relevant knowledge on Houston |
Civil Service examinations specifically prepared for each promo-
tional job. One objective of the present study was to provide

information that would ensure that these examinations be inclu-
sive, whereby test items sample only the content domain of the

position in guestion, and at the same time sample the full range

of job content.

The basic data source for determininé the type of knowledge to
be tested for by a promotional exam and the proportional repre-
sentation of the items on the examination was the task lists.
Supervisors of Class B and C personnel were asked to complete
two types of ratings for the tasks that comprise the positions
supervised. (Eeads of each division and the head of the Crime
Laboratory also completed ratings for their own positions.)

Two types of ratingsvwerebmade for each task comprising a
specific B or C job =-- "Difficulty" (Time to Learn) and "Probable
Consequences of Inadequate Performance", These rating scales
are defined in Appendicies BB and cc; The results from the two
ratings plus the previously completed "Time Spent" ratings were
used to determine the degree to which test questions about the
various tasks should be represented on a promotional test. This

procedure is discussed in detail below.

As a first step, the "When Learned" ratings were used to elemind’’
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from test consideration those tasks which are primarily learned
after a persén has been placed on the job. Next, the researchers
made a judgmental decision as to which additional tasks in each
job could be eliminatea from consideration in the construction
of a promotional test due to their being "untestable" or more
suitable for assessment by other means, For each of the re-~
maining tasks for a given position, a rep?esentation weight was
computed using the three ratings ("Time Spent", "Time to Learn",
and "Probable Consequences of Inadequato Performance"), Each

of the three ratings was given equal weight ih calculating the
overall "representation weight" for a task. The proportionality
for each test item was then obtained by computing the ratio of
each individual represehtation weight to the total weights for -
all tasks to be included in a promotional test for a specific

position.

Appehdix EE contains the suggested test item content and propor-
tional representation of items for promotional tests for each

of the Class B and C positions analyzed in this study. This
information is presented according to duty categories, The
percentages listed for each duty category are intended as guide-
lines to be considered by Houston Civil Service test constructors

who finalize items on each promotional test.

N

A summarized listing‘of the relative representations of duty
categories for promotional tests for the Class B and C positions

are provided in Tables 36; 37, and 38 respectively. S

s
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TABLE 36
SUMMARIZED DISTRIBUTION OF WEIGHTS TO BE GIVEN VARIOUS DUTY CATEGORIES
FOR TEST ITEM SELECTION FOR POSITIONS IN THE IDENTIFICATION DIVISION

(CLASS B PERSONNEL)

"
)
0
o d FERRT)
Ho op s g
M H H o g O
g o2 By By WA 8 % B
5 0 h 8% 58 835 ¢ TR
W ad uN Hed Hed A0 o B o
HodH BEQ BHOBY H, L8 S5 F
g BE 84 du gm DE B4 B %
Duty 5 &% h§ F4 2R Sh 8§ B4 &
Category o anm Al WU w0 RO | qd aa a
Al Performing Fingerprint Identification and
Classification Functions - - - 100 85 39 71 27 25,
A2 Performing Firearms and Tool Mark Examination
Functions - - 76 - - - 6 11 8
A3 Performing Photcgraphy Functions 100 49 - - - - 7 - 3
B Performing General Technical and Support Functions - 8 24 - 15 8 - 7 -
D Performing Administrative and Related Functions - - - - -7 o - ¢
E Performing Technical Supervision _ - 24 - - - 31 16 31 32
F Performing General Supervision - 19 - - - 22 - 24 25

TOTAL ' 100% 100% -700% '100% 100% 100% 100% lOO% 100%
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TABLE 37

SUMMARIZED DISTRIBUTION OF WEIGHTS TO BE GIVEN

DUTY CATEGORIES FOR TEST ITEM SELECTION

FOR POSITIONS IN THE CRIME LABORATORY (CLASS B PERSONNEL)

Technical Duties: Performing Fingerprint Ydentification
and Classification Functions

“Technical Duties: Performing Firearms and Tool Mark

Examination Functions

Technical Duties: Performing Chemical and Toxicological
Functions

Performing General Technical and Support Functions
Performing Technical Supervision

Performing Genaral Supervision

I

Criminalist Criminalist Assistant

Position Title

I IT Chemist Chemist
- - 6 9

- 10 6 4
100 75 45 25

- 15 11 11
- - 22 31

- - 10 20
100% 100% 100%

100%
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TABLE 38
' SUMMARIZED DISTRIBUTION OF WEIGHTS TO BE GIVEN
DUTY CATEGORIES FOR TEST ITEM SELECTION

FOR POSITIONS IN THE COMMUNICATIONS DIVISION (CLASS C PERSONNEL)

S

Pogition Title

Radio Radio Radio Assistant

Duty ' Operator Operator Operator Supervising Supervising
Category ' I IT III Technician  Technician
A Technical Duties: Maintaining Police
! Communications Systems ) 100 100 65 18 .20
0 ’ -
r
E Performing Technical Supervision - - 21 _ 46 44
F Performing General Supervision’ - - 14 36 , 36

TOTAL 100% 100% 100% 100% ' 100%




SUMMARY

In summary, the Class B and C positions within the Houston Police
Department were analyzed using a task analysis apptroach, The
results of the task analysis were combined with‘information
obtained from incumbent and supervisory interviews in order to
develop comprehensive job descriptions and requirements for each
position. Additionally, the task analysis information was used
to specify the types of job knowledge that should be included

in promotional tests for the non-entry level Class B and C
positions. Included in the test‘specifiéations are the propor-
tions of test items that should be devoted to each of the

various duty categories that comprise the promotional positions.
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findings.

ocedures and






END






